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Abstract. Higher education institutions contribute to increasing the competitiveness of the national
economy through the training of high-quality personnel necessary for various sectors of the economy. On the
other hand, universities, as subjects of a market economy, want to improve and strengthen their positions in the
educational services market. For these purposes, the university management can use various strategies, such as
improving the marketing activities, updating the content of educational programs and teaching methods,
providing the necessary infrastructure for the educational process, etc. In general, it should be noted that
regardless of what strategy the university management has developed to improve its rating, it is impossible to
implement them without interested and motivated teachers. The article is devoted to the study of the relationship
between the motivation of teachers and the competitiveness of the University. The purpose of the article is to
develop a methodology for assessing the motivation of teaching staff in constructing a university rating. This
method has been tested using certain motivational factors. The results of the study allow us to conclude that the
level of motivation of the teaching staff of a higher educational institution affects its competitiveness.

Keywords: competitiveness of the university, teaching staff, university, teacher motivation, motivation
factors.

Main provisions. Increasing the university competitiveness and holding this position
are essential for the university top management. All decisions regarding the ways to increase
competitiveness should be considered by the top management in a complex, while the teacher
should be in the center of attention, since a qualified and motivated teaching staff will allow
the university management to implement the university's missions and objectives at the proper
level.

Hypothesis 1. The level of motivation of the teaching staff of a higher educational
institution affects its competitiveness.

Hypothesis 2. The level of training of competitive graduates and the improvement of
the quality of education also depend on the level of professional training of the teacher.
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Introduction. Higher education institutions contribute to the formation of public
consciousness by transferring knowledge and skills, thereby training highly qualified
specialists for various sectors of the country's economy. In addition, the contribution of higher
education to the functioning of society and the economy, to the economic growth of the
country [1], the development of innovations, market development, reduction of
unemployment, improvement of the quality of human capital, improvement of research
activities and prosperity of each nation is undeniable [2]. The more developed a country is,
the more attention it pays to education and its role in economic and social development. At
the same time, recipients of educational services constantly test and evaluate their quality[3].

The intensification of competition forces higher education institutions to look for ways
and methods to combat competition not only between local universities, but also foreign
higher education institutions. In this regard, universities have begun to consider the problem
of increasing the competitiveness of higher education institutions as one of the main ones,
since a successful solution to this problem allows the university to occupy a worthy niche in
the educational services market, ensuring demand for its educational services in the long term.
The purpose of the article is to develop a methodology for assessing the motivation of
teaching staff in constructing a university rating. At the same time, the effective and rationally
using of human resources contribute to the company achieving the desired results.

Thus, given the above considerations, the present research topic is highly relevant in
the contemporary context. It should be noted that the problem lies in the fact that the currently
existing quantitative tools/mechanisms used to assess the competitiveness of higher education
institutions in the Republic of Kazakhstan do not fully take into account the influence of
motivation of the teaching staff. Therefore, the purpose of this article is to develop a
methodology for assessing the motivation of the teaching staff when compiling a university
rating. In accordance with this purpose, the authors of the study set and solved the following
tasks: based on the literature reviews, the main motivation factors of the university's teaching
staff were identified, which are grouped into certain blocks; information was collected
through a survey; estimates were obtained on the introduction of motivational incentives from
the university side for each block of motivational factors; The weights of the analyzed blocks
and each indicator of the corresponding block are calculated, on the basis of which the final
assessment of the performance of the indicators of the block of motivational factors is
obtained.

The methodology developed by the authors for assessing the motivation of the
teaching staff has a novelty and can be used by the rating agency in assessing the
competitiveness of universities in terms of motivation of the teaching staff. The purpose of
the article is to develop a methodology for assessing the motivation of teaching staff in
constructing a university rating. The use of the proposed methodology for rating the
university's activities by the university management is expected to enhance interest of the
teaching staff and enable the university management to make timely decisions in human
resource management. This, in turn will lead to improvements in the university’s ranking and
overall competitiveness.

Literature review. Summarizing the well-known definitions of university
competitiveness, two main features can be identified that reflect the essence of the concept of
"university competitiveness"”, such as superiority over competitors in a number of determining
factors and the ability of an educational institution to adapt in a timely manner to changing
environmental conditions [4]. Other researchers believe that competitiveness can be
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represented as the process of managing competitive advantages, i.e. the essential strengths of
an organization, as well as activities aimed at their creation and management [2].

The competitiveness of the university depends on the quality of educational services is
offered, focusing on the needs of recipients of educational services. Therefore, one of the
effective ways to increase the competitiveness of the university is to improve the quality of
services provided. In order to improve the quality of services, various determinants were
studied, but some authors emphasize the support from the teaching staff, noting that this
particular determinant had a significant positive impact on the competitiveness of the
educational institution[5].

The relationship between the level of competitiveness of higher education and the
amount of its financing per student (R = 0.895) [6]. At the same time, they revealed a
significant direct correlation between the level of competitiveness of higher education and the
human development index (R = 0.787) and the global competitiveness index (R = 0.888). It
should also be noted that the competitiveness of the university is related to the training of
personnel who can withstand competition in the labor market. For example, [7] proposed to
assess the competitiveness of the university using a dynamic normative model, using
indicators such as the quality of education, the quality of teaching and the profitability of the
university. In order to increase the potential and motivation of teachers, the university
management should strive to create an environment conducive to creativity and knowledge
development, support their initiatives to improve skills and develop abilities, thereby using
the potential of teachers' labor will allow the university to increase its competitive advantage
[8]. By analyzing existing theories of motivation, such as the theory of need of Maslau,
F.Herzberg's theory of motivation, Porter-Lower's Theory of motivation, motivational theory
of goal setting, Vroom's theory of expectation and comes to the conclusion that the theoretical
factors influencing motivation and performance of teachers include attitude to the teaching
profession, remuneration and compensation, working conditions and professional growth [9].
Some authors recommend paying special attention to non-financial motivation tools and using
them to the maximum [8]. However, the condition for achieving the effect of non-financial
motivators is the need for university executives to develop high-level interpersonal
communication skills, that is, open and encouraging communication skills, creative
management skills, positive motivation skills, etc. [1, 10]. Some scientists suggest motivating
teachers in order to increase interest in conducting research. Thus, Yanping Li and Lili Xu
note three factors (mentoring, working conditions and remuneration) significantly influenced
the participation of teachers in research [7, 11]. Creating conditions that enhance teachers’
motivation and the university’s innovative climate improves educational quality, teachers’
professional competence, and university competitiveness, as shown by the model proposed by
G. Mynzhanova et al. [12].

Materials and methods. In modern conditions, increasing the competitiveness of
higher education institutions is one of the main tasks that the university is trying to solve,
since the successful solution of this problem provides an advantageous position in the market
of educational services in the long term. In this regard, today's universities have begun to pay
special attention to improving the quality of educational programs, using their tools to
motivate teachers, which affects their competitiveness in market conditions. Our research is
quantitative in nature, where a survey might be used to determine feedback from the teaching
staff. The primary data analysis according to the proposed methodology would help to
identify the level of teaching motivation at a university and its impact to the university
competitiveness. The creation of conditions by the university to increase the internal
motivation of teachers and improve the quality of the innovation climate at the university [13]
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will allow it to search for innovative teaching methods, improve its theoretical knowledge
base, form and update the contents of practical assignments in the discipline taught and, thus,
enriches the structural and substantive side of the discipline, which leads to an improvement
in the quality of educational programs and the organization of the educational process at the
university.

The developed methodology includes several sequential stages:

1. Collection and analytical processing of a primary data;

2. Calculation of grades for the introduction of motivational incentives by the
university for each block of motivational factors;

3. Calculation of the weight estimates of the analyzed blocks and each indicator of
the corresponding block;

4. Calculation of estimates for the performance of indicators for the corresponding
blocks of motivational factors, taking into account weight;

5. General assessment of the motivational factors block indicators G;

6. General assessment of the motivation of a teacher at a university (university rating
on the motivation of teaching staff).

For the first stage, the survey results should be used; for the second, the Likert scale
and the results of the first stage are used; for the third, the pair comparison matrices; for the
fourth, fifth and sixth stages, the authors have developed calculation formulas. This sequence
made it possible to ensure the logical completeness of the research and the reproducibility of
the methodology for other research objects. The developed methodology is theoretical in
nature. The number of blocks used and the factors included in these blocks may vary
depending on the preferences of the researchers.

Results and discussion. Below is a methodology for evaluating the university's rating
on the motivation of teaching staff, which includes the following stages:

Stage 1. Collection and analytical processing of initial information.

Collection of the information is done by a survey. It is conducted among the teaching
staff of the university. The questionnaires offer answers to questions reflecting the main forms
of motivation for the work of a higher school teacher. At the same time, the main forms of
teacher motivation consist of k groups of factors, which are the main motivational incentives
for teachers to improve the quality of educational services.

The Likert scale is used in the survey, which allows to identify and evaluate the
opinions of respondents using answer options from 1 (I completely disagree) up to 5 (totally
agree) [14].

The information obtained during the survey is entered in Table 3 using the Likert
scale. At the same time, the number of respondents who rated the corresponding factor with a
value of "1" (completely disagree) we enter in columns 3 and denote by d¥a1, the number of
respondents who rated the corresponding factor with the value "2" (rather disagree) we write
in column 4 and denote by d“i2,the number of respondents who chose the value "3" (rather
agree) it is entered in column 5 and denoted by dis, the number of respondents with the value
"4" (agree) we add to column 6 and denote by d“i4, the number of respondents, who evaluated
the corresponding factor with a value of "5" (completely agree) we add it to column 7 and
denote it by ds. Here and further, i — is the factor number of the k block of motivational
factors, where k =1,2,...

Stage 2. Calculation of grades for the introduction of motivational incentives by the
university for each block of motivational factors.
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This estimate of the indicator DF for the i factor from the k-th block of motivational

factors is calculated using the formula:

k k k k k k
k _ diptdigtdis  digtdigtdis 1
pi = dattitds (1)
j=19ij N

where, j - the number of the answer option (j=1, 2...,5).

The maximum value for this estimate is defined within 0< D <1. We will assume that
the threshold value is 0.51, i.e. the majority of respondents (more than 50% agree with this
factor). Obtained estimations are entered in column 9 in Table 1.

Table 1- Calculation of Estimates for the Implementation of the G1 block factors

Ne Factors The number of respondents who: Total Evaluation
> respondents
- 8 @© ] Dl
=92 s L S 9 L9 i
E2 |59 £ | 5 25
|9 g g é’ g © < 8 <
1 2 3 4 5 6 7 8 9
L |F di; df, ay  |dl.  |dks | n D]
2 F' d3, d3, d3s dis d3s N D;
| Fit da'll da'lz da'lz dz'l-'-l da'l5 N Dal
ma Fm! ES dmiz dmiz A1 dimis N Diny
Note: compiled by the authors

Here Fi', F2!, ..., Fmi® are the factors of block Gi; D} — are the estimates for the

fulfillment of the i labor motivation factor for block G1
By analogy with Table 1, the calculation of estimates for the performance of factors

for an arbitrary Gk block is shown in Table 2.

Table 2- Calculation of Estimates for the Fulfillment of Factors for the Gy block

Ne Factors The number of respondents who: Total Evaluation
respondent
> [«5) . - > k
=9 o 2 o D I 2 Dy
E2 |£9 £ |5 |2
A c 2 z 8 < S8
o
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1 2 3 4 5 6 7 8 9
1 Fi df df; dfs dfs dfs N Df
2 F2 d3 d5, d5s d5, d3s N D§
| Fi df df df df df N Df
M Fmi* LI e di1a d e e N Dy
Note: compiled by the authors
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Here Fi¥, F2¥, ..., Fm* — are the factors of the Gk; D — are the estimates for the

fulfillment of the i labor motivation factor for the Gk block.

Stage 3. Calculation of the weight estimates of the analyzed blocks and each indicator
of the corresponding block.

To assess the weight of each block, the method of expert assessments is used which
allows, based on the preferences of the interested party, to rank the degree of importance of
blocks of factors motivating the work of university teachers [13, 110].

The experts were asked to consider the above blocks of factors motivating the work of
teachers to rank the degree of importance of these blocks. The results of the expert analysis
are as follows:

Gi1>G2>... > Gk...> Gs (2)

where: Gk is the k block of motivational factors;
> - a sign of preference.

Based on preferences (2), a matrix of paired comparisons for blocks of work
motivations is constructed (Table 3). At the same time, the cells of the matrix of paired
comparisons are filled in according to the following formula:

(LifGe =G ;
" 70, Gy -G, )

where k — is the row (block) number, j — is the column number.

The comparison values are summed by row and entered in column 8.
The weight of the corresponding block of factors that motivate teachers is determined by the
formula:

3
ke _ Lj=akj
- 3
Zj{,j=1mkj

i 4)

Calculations using the formula (4) are entered in the corresponding cells of Table 3,
column 6.

Table 3 - Matrix of Paired Comparisons of Work Motivation Blocks

Factor Group | Gy G Gk Gs Amount | Block weight, p*
Block (G)
1 2 3 4 5 6 7 8 9
Gy 1 1 1 1 S p!
G» 0 1 1 1 s-1 5
Gk 0 0 1 1 s-k-1 p¥
G 0 0 0 0 0 1 1 'y
(1+s)s
Amount 2 1
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Next, to determine the weight of each factor, we use the following formula:

k
= ©)

T omy,

where: uf — is the weight of the i factor from the k block, my — is the number of
factors in the k block.

Using formula (5), we obtain the following weight estimates for the i factor of the k
block. When calculating the weight of each factor of the corresponding block, we assumed
that these factors have the same weight inside the block.

Stage 4. Calculation of estimates for the performance of indicators for the
corresponding blocks of motivational factors, taking into account weight.

The assessment of the performance of indicators for the i factor of the k block of
motivational factors, taking into account (K;), is determined by the following formula:

KF = b« D ©)

Using formula (6), we obtain estimates for the performance of indicators for the i
factor of the k block of motivational factors, taking into account the weight (K), which are

entered in Table 4, column 5.

Table 4 - Calculation of Estimates for the Fulfillment of the Factors of the Gk Motivational Factors Block,
Taking into Account its weight

Ne | Factors Weight of factors, u¥ D¥ Assessment of factors based on weight, K
1 2 3 4 5
L[ i DF [ &F
P I Df &S
| Fi« uf Df Kf
Mic | Fri* Hink Diw | Kiw
The final assessment of the block Kk

Stage 5. General assessment of the performance of the indicators of the motivational
factors block Gk.

The calculation of the Kk score for the performance of indicators for the blocks of
motivational factors Gk is performed using the following formula:

K:'k = :Zkl K:'k (7

The values calculated by formula (7) are entered in column 5 in Table 4.

Stage 6. General assessment of the motivation of a teacher at a university (university
rating on the motivation of teaching staff)

The general assessment of work motivation at the university or the university's rating
on work motivation of the teaching staff is calculated using the formula:
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R=KL+K2+.. + KK (8)

Formula (8) determines the rating assessment of the motivation of university teachers
and takes into account the importance of a group of indicators by introducing weight indices
to differentiate the assessment in accordance with the threshold values of the assessments.
The values of the labor motivation ratings of the analyzed university will fall into the range
[0,1]. We define the threshold value at 0.51 points.

We propose the following classification of the university rating based on teacher
motivation, which divides the above interval into a number of intervals (Table 5).

Table 5- Classification of the University Ranking by Motivation of the Teaching Staff

Class Condition Rating value The value of threshold estimates
A+ 0.95-1.0
A A Best 0.81-1.0 0.91-0.95
A- 0.81-0.9
B+ 0.71-0.80
B B Average 0.51-0.80 0.61-0.70
B- 0.51-0.60
C C Worst 0-0.50 0-0.50
Source: The author’s elaboration

Conclusion. To achieve operational and strategic goals in the higher education
system, the implementation of human resource management functions involves a combination
of administrative, economic, and socio-psychological methods. Under modern conditions,
priority should be given to the use of economic methods, as this approach promotes increased
engagement, responsibility, initiative, and more active involvement of the academic staff in
university activities, thereby enabling the achievement of set goals and the implementation of
the university’s strategy. One of this method is the motivation of teaching staff. This research
paper developed a comprehensive methodology for evaluating university teachers’ motivation
and for determining a university’s rating based on teacher motivation. The methodology
assesses the performance of motivational factors while taking their weights into account.
Based on these results, the current university rating in terms of teaching staff motivation can
be determined, which in turn influences the assessment of its competitiveness in higher
educational service market conditions. This methodology has practical significance and can
be used by a rating agency in assessing the competitiveness of universities in terms of
motivation of teaching staff.

The above methodology for evaluating the motivation of university teachers was
tested for values s=3 (number of blocks of motivational factors), m1=8, m2=m3=9 (number of
factors in each block) according to the data obtained during the survey among teaching staff
of Kazakh Abylai khan University of International Relations and World Languages. These
data were grouped into the following three blocks: the first block - material, monetary factors
of motivation; the second block - material, non-monetary factors of motivation; the third
block - non-material factors of motivation.
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VYHUBEPCUTET PEUTHUHI'ICIH KY¥YPYJAFbI TIPO®ECCOPJBIK-OKbITY IIBLIBIK
KYPAM/IbI BIHTAJTAHABIPY 1Bl BAFAJIAY 9AICTEMECI

H.T. Caitnaybexos', I.'T. Moinswcanosa®, I.T. Temupanueea®, I'.P. /layrueea®

Kasaxcman-Hemic Yuueepcumemi, Anmamul, Kazaxcman
2Abwbinatixan amvindassl Kazax Xanvlkapaivlk KAMulHACMap Jicane aiem mindepi ynusepcumemi,
Anmamol, Kazaxcman
30n-@apabu amuimoaser Kazax, ¥nmmox ynusepcumemi, Anmamot, Kazaxcman

Tynin. Maxanaoa yuusepcumem OACUIbLIBIZBIHBIY OKbIMYUWbLIAPObL bIHMAIAHOBIPY UAPALAPbIMEH
YHUGepcumemmiy 6acexeze Kabinemminiei apaceindazel 6aiianvlc 3epmmenzen. Maxananvly Makcamoi-
VHUGepcumem petimunzine acep ememin  npoheccopblK-OKbIMYWbLIbIK KYPAMObL bIHMALAHObIPYObl bazaiay
a0icmemecin xcacay. byn adic beneini 6ip momusayusiblK, hakmopaaposl KOIOAHY ApKblIbl CbIHALObL. 3epmmey
Hamudicenepl JHco2apsl 0Ky OPHbIHbIY NPODECcCOPIbIK-OKLIMYULbLIbIK KYPAMbIH bIHMALAHOLIPY OeHeell OHblH
bacekeee Kabinemminicine acep emeodi 0e2eH KOPbIMbIHObL HCACAY2A MYMKIHOIK Oepeol.

Tyitinoi ce3oep: ynusepcumemmiy 6acexeze Kabiiemminici, NPogheccopiblK-OKbIMYWbLIbIK KYPAMbL,
VHUGEpCUmen, OKbIMYWbIHbL bIHMAIAHOBIPY, bIHMALAHOLIPY (akmopiapol.
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Pestome. Cmambpsi nocssiyena uUcciedo8aHuio 63auMOC8si3u Medcdy momugayuell npogheccopcko-
npeno0asamenbcko2o0 COCmasa U KOHKYPeHmocnocobHocmuio yuusepcumema. Lleavio ucciedosanus aensemcst
paspabomxa MemoouKy OyeHKU Momusayuu npenodasamenei npu opmuposanuu peimunea gysa. Memoouxa
OvLIa anpobupoBana ¢ UCHOIL308AHUEM DA3TUYHBIX MOMUBAYUOHHBIX pakmopos. Pezynvmamol uccnredosanust
NnOOMBEPIHCOaiom, 4mo yposeHb MOMUBAyUY npogheccopcko-npenodasamenbckozo COCmasa OKa3bledem GusHue
HA KOHKYPEHMOCHOCOOHOCMb bICULe20 YUeOHO20 3a8e0eHUs..

Knrwouegvle cnosa: KoHKYypeHMOCHOCOOHOCMb yHUBEpcumema, npogeccopcro-npenodasamenbCKull
cocmas, yHusepcumem, MOmMueayus npenooasamens, akmopvl MOMueayui.
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