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Abstract. As a result of the research, a way was created to stimulate the 

innovative activity of university employees. Existing university resources 

and mechanisms for converting resources into results are determined. 

Based on a study of the strategic goals of universities, the results that need 

to be obtained were determined. Graphs are constructed that determine the 

receipt of the necessary results through the use of various resources. 

Investigated was carried out of a focus group of university employees and 

their needs and capabilities were identified. A matrix has been constructed 

that classifies the columns that characterize the way employees are 

motivated, depending on their activities and age. Profiles were formed for 

each category of workers characterizing the most effective mechanisms for 

influencing workers to obtain the desired result. The results can be used in 

drawing up a plan of research activities of the university. 

1 Introduction 

Nowadays, universities use methods of stimulating scientific and pedagogical staff, based 

solely on financial motivation. Extremely small number of methods used implies any 

intangible incentives.  

One of the promising motivating methods is called "Effective contract", which was 

described by Kurbatova M.V. and Donova I.V. [1]. "Effective contract" is an agreement 

between professor and university, which guarantees a high level of remuneration for the 

achievement of benchmarks, necessary for university. 

The use of this method involves the division of research and pedagogical staff into 

groups. Belonging to a particular group determines the volume and structure of 

remuneration [1]. This division is presented in table 1. 
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Table 1. The structure of research and pedagogical staff division in the framework of the "Effective 

contract" scheme. 

 

The level of academic 

and administrative 

workload 

Academic 

remuneration 

Monetary 

remuneration 

Assistants Auxiliary work Average Low 

Young 

pedagogical staff 
High Average Low 

Net pedagogical 

staff 
High Average Average 

Research staff Low High High 

Nazarova I. [2] studies the salary structure of scientific and pedagogical staff. It consists 

of the base rate and variable remuneration due to incentive payments. 

For example, mutual obligations of HSE scientific and pedagogical staff include [2]: 

1) providing the employee with monetary remuneration and other conditions sufficient 

for successful professional work and ensuring a standard of living; 

2) functioning of the requirements system for the quality of scientific, pedagogical and 

administrative activities; the use of a set of selective incentives that contribute to the 

development of the employee professional knowledge and skills; reducing the workload for 

employees who publish in international peer-reviewed journals (25%), staff reserve 

members (25%), PhD holders hired in the international academic market, performing 

permanent administrative workloads (from 10 to 50% depending on the position); 

3) provision of paid assistants from among the best students (564 people); 

4) provision of paid creative vacation time (up to 6 months, after five years of work) 

New strategic approaches to the university staff motivation are considered by Alaverdov 

A.R. [3] (table 2). 

Table 2. Additional payment system. 

The list of fixed surcharges to the base rate 
Surcharge amount, 

% 

Surcharge for achieving the citation index established for this 

position 
25 

Surcharge for the development and subsequent teaching of 

copyright training courses (disciplines) 
25 

Surcharge for teaching in a foreign language 20 

Surcharge for the use of innovative educational technologies 10 

Surcharge for the author's textbook 15 

Surcharge for combining the functions of pedagogical staff and a 

practicing part-time specialist working in the corresponding state or 

private company 

15 

Surcharge for the management of a scientific student association 10 

There are also two groups of bonuses. The first group is based on a competitive 

approach (e.g. for winning the contest Best professor of the year, Best Academic 

Supervisor of the Year, Author of the best pedagogical materials of the year, Author of the 

best textbook); the second is based on compensation approach (Surcharge for the 

implementation of the project, Surcharge for developing a new training course, necessary 

for the educational process). 
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Within the framework of non-proprietary motivation, it is proposed to implement two 

approaches: the first is to increase the effectiveness of the work of the CPD by improving 

their qualifications (paid internships in the best foreign universities, medium-term 

retraining programs with an appropriate certificate and short-term continuing education 

programs for the best industry specialists), and the second is to conduct annual contests. 

Blaskova M. and Trskova K. from University of Zilina (Slovakia) investigate the 

existence of a multifactorial effect on the activities of scientific and pedagogical staff and 

consider leadership style to be one of the important factors determining the effectiveness of 

innovative activities of university employees [4]. Thus, the study confirms the dependence 

of leadership style and level of motivation in all three motivational dimensions, while 

revealing the dependence of high rates of scientific and pedagogical staff on creating an 

atmosphere of trust in the team, belonging and encouraging new offers from employees.  

Chairunnisa C. and Kosasih A. conducted a research of academic culture in the 

university and found that a comfortable working environment, which includes a sustainable 

organizational structure of the university, has a significant impact on the innovative 

activities of scientific and pedagogical staff [5]. 

After analyzing the work of scientists in the field of stimulating the innovative activity 

of scientists, it is worth noting that there are many in-depth researches of material 

incentives [6-17], however, the relationship between the results of innovative activity and 

the mechanisms for stimulating innovative activity of university employees has not been 

adequately research.  

2 Materials and methods 

The aim of this research is to identify the profiles of university employees to develop a 

more targeted motivation strategy. To achieve this aim it is necessary to solve a number of 

tasks: 

- identify existing university resources and mechanisms for converting resources into 

results; 

- based on the development strategy of universities determine the results that should be 

achieved; 

- build graphs of obtaining the necessary results from various resources; 

- conduct a focus group study to determine the needs and preferences of university 

employees; 

- build a matrix classifying the needs of various categories of university employees; 

- create employee profiles for each category. 

To achieve the aim, general scientific research methods are applied that are focused on 

solving a set of scientific problems, such as analysis and synthesis, comparison, strategic 

analysis methods, systematic approach, structural-functional research method, as well as 

statistical data processing methods. As part of the research, a focus group survey was 

conducted to obtain delivery information from real scientists. 

3 Results 

As a result of the study, four main resources of the university were identified: financial, 

administrative, educational and methodological support for employees. Further, based on an 

analysis of the works cited in the literature review, proposals were identified for converting 

resources into results, which can conditionally be divided into financial and non-financial. 

Financial: remuneration for quality, increasing coefficient, remuneration for high intensity, 

remuneration for seniority. Non-financial: workload exemption, increasing the term of 
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election for the post, creating a comfortable working atmosphere, including the availability 

of a modern material and technical base, granting special status and paid foreign internships 

(fig. 1) 

The planned results were identified in the analysis of the requirements of international 

ratings, which take into account many factors. Thus, seven main required results of 

innovation activity at the university were identified: articles in highly rated  Scopus or Web 

of Science journals; positive dynamics of citation index in Scopus or Web of Science; 

obtaining a patent; results of intellectual activity introduced into production; receiving 

grants; articles; high level of staff qualifications. 

 

Fig. 1. Methods of motivating university staff. 

From the considered enterprise resources, mechanisms for converting resources into 

results, we obtain graphs. The obtained columns (47) must be distributed among the 

categories of employees of the educational institution. 

We can highlight four main categories of university employees: educational support 

staff, staff engaged in methodological work, staff primarily engaged in research activities, 

and researchers not involved in educational work. Within these categories, gradation by age 

was performed. Then a stratified selection of employees from various Russian universities 

was carried out according to such quota criteria as participation in research work, 

participation in educational work, and interest in implementing innovative activities at the 

university [18-19]. As a result, 80 people were surveyed who were suitable for the 

established requirements. Based on the data obtained and the generated graphs, we obtained 

a matrix classifying the graphs with the needs of various categories of university employees 

(Table 3). 

Table 3. University staff motivation matrix. 

 Educational 

support staff 

Staff engaged in 

methodological 

work 

Staff primarily 

engaged in research 

work 

Researchers not 

involved in 

educational work 

21-25 G6 G39, G44, G46, G39, G44, G46, G39, G44, G1 

26-30 G6, G40, G41 G40, G42, G44 G42, G40, G23 G42, G40, G17 

31-35 G6, G40, G41 G41, G42, G44 G47, G38, G33 G47, G38, G35 

36-40 G6, G40, G41 G25, G1, G45 G47, G38, G36 G47, G38, G36 

41-45 G6, G40, G41 G37, G29 G36, G33, G23 G36, G28, G17 

46+ G6, G40, G41 G35, G46, G29, G35, G23 G29, G35, G17 
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As a result of the research, suggestions were identified on the motivation of university 

employees’ innovative activities, depending on the activities they perform and age: 

- For educational support staff, an important factor in motivation is an increase in wages 

depending on the quality of the work they perform. Based on the data of the focus group 

survey, it was revealed that the educational and support employees need internships in other 

universities, including foreign ones, in order to improve their qualification. 

- Staff engaged in methodological work notes that for more effective work, they need to 

be provided an allowance for the quality of work performed, to create a comfortable 

working atmosphere, and also to relieve part of the workload in order to form a closer 

relationship with the real sector of the economy. 

- Staff primarily engaged in research work, is ready to work more productively, if 

provided allowances for quality, a comfortable atmosphere, a certain status (young scientist 

of the year, professor of the year, etc.), and less workload. It is worth noting that the release 

of faculty from part of the workload in this case is necessary in order for them to be able to 

form better applications to scientific foundations and publish articles in journals with a 

higher rating. 

- Researchers not involved in educational work. This category of personnel has 

opportunities to create a large number of high-quality innovation activities. To motivate this 

category, an allowance is required for the quality of work performed, obtaining a certain 

status, as well as creating a comfortable working atmosphere. (fig. 2) 
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Fig. 2. Profiles of university employees based on the activities they perform. 

At the same time, there is a tendency towards a decrease in interest in foreign 

internships with an increase in the age of educational staff. So, educational staff of 21-35 

years old prefer foreign internships, they are mainly interested in increasing the term of 

election for educational staff from 36 years and older. 

Based on the information received in the course of the study, we can create profiles of 

university employees based on the activities they perform that can be used to build a staff 

motivation strategy.  

4 Discussion  

The revealed profiles of university employees confirm the need to distinguish the categories 

of scientific and pedagogical staff depending on their financial remuneration, academic and 

administrative workload, or intangible remuneration. The analysis of the results of the focus 
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group survey confirms the effectiveness of the proposed activities. Further research should 

take into account the experience of Alaverdov A.R. regarding material incentives for 

employees. Accordingly, the results of the research can be applied to build an effective 

motivation system for scientific and pedagogical staff. 

5 Conclusion  

As a result of the research, a way was created to stimulate the innovative activity of 

scientific and pedagogical staff. Existing university resources and mechanisms for 

converting resources into results were identified. Based on a study of the strategic 

objectives of universities, the results were determined that should be achieved in the short 

and medium term. Graphs were constructed that characterize the ways to obtain the 

necessary results through the use of various resources. A study of the focus group of 

scientific and pedagogical staff was carried out and their needs and capabilities were 

identified. A matrix was constructed that most fully characterize the way employees are 

motivated, depending on their activities and age. Profiles were formed for each category of 

workers characterizing the most effective mechanisms for influencing workers to obtain the 

desired result. The obtained data can be used in drawing up a plan of research activity of 

both the structural unit and the university as a whole. 
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