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CHARACTERISTICS OF MOTIVATION
IN THE SELLERS’ PROFESSION

Abstract. The rescarch target is to reveal peculiarities of sellers motivational profile.

The research was carried out in “Kego-S” Itd in Almaty city. There have been sellers and founders of “Kego-S”
Itd involved in research. The total volume of choice amounted to fifty people. There have been three men and forty-
seven women among them. An average age of tested was 33. To research peculiarities of sellers motivational profile
we applied the following methodic: Motivation profile of Ricci Martin, Psychological typology of leading roles
identification of Meredit Bellbin, Definition of labor motivation type of V.I.Gerchikov, “Constructiveness of Moti-
vation” methodic of O.P.Eliseyev. The recognition gain from other people is leading, i.e. in people around appre-
ciated merits, achievements and various means: from oral gratitude to material encouragement that says about the
prevailing factor of non-monetary motivation of the trade personnel. The received arithmetic-mean indicators of
sellers role features in a section of Belbin test results correspond to a standard professiogramm of the seller, imple-
menters and diplomats on the role qualities correspond to this professional identity. The seller with the prevailing
role of the diplomat, is adjusted on cooperation, a susceptibility, diplomacy and prevention of friction, has a high
need for closer contacts with others for establishment of rules and directives of work performance and for a com-
fortable surrounding situation. As the conclusions drawn by results of research, authors state about need of "actions"
system for introduction of not monetary motivation. The main effect reached by means of similar stimulation is an
increase of loyality level and interest of employees in the company.

Key words: motivational profile, non-monetary motivation, role features of professiogramm.

Introduction. Consequences of financial crisis influenced the world can be seen now throughout the
globe. Majority of enterprises in many regards are now suffering from negative impact of crisis and being
unable to resist against current conditions fell down into hard financial and economic situation. At the
present circumstances during transition from the stage of crisis to the stage of economical growth it is
necessary to find a rational and effective approach to solve the problems which enterprises and companies
face with. Labor is not now an incentive but became a means to survive. In such conditions no a word can
be said about highly productive and effective work, or professional development of employees, or
stimulation of initiatives, or producing a strong labor enthusiasm.

Practice shows that unsuccessful people and those who try to avoid difficulties find nothing or a little
activity sphere where they could have realized their potentials. Recreating activities by means of building
situation of success can provided a change in labor motivation, thus, the main task of a manager of any
levels consists of promoting moral inspiration in a staff as a whole and high motivation of every employee
in particular [1].

High motivation of staff is the most important condition for an enterprise success. No company can
succeed without high intention of employees to work efficiently, without high level of devotion to their
responsibilities, without employees™ interest in final results and without their striving to remarkably
contribute into achieving the goals. That is why the interest of managers and researches, who are involved
in management, to the study of reasons, which make people to work with full potentials for company’s
interests, is so high. Retention of key-workers is one of the main concerns in the conditions of crisis and to
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reach this goal it is important to realize adequate system of motivation and to inform staff in time.
Mentioned above conditioned the urgency of research.

Questions of motivation are reflected in many scientific researches at the interface of disciplines:
organization management, personnel management, labor economics, psychology and sociology of labor.
Among the most important and useful in the theory and practice of motivational management in
fundamental research there are: the theory of hierarchy of needs Maslow an individual, two-factor theory
of F. Herzberg (Herzberg et. al., 1959), theory X and Y D. McGregor (McGregor, 1960), acquired needs
theory D. McClelland (Mc Clelland, 1971.), the model needs categories K. Alderfer, (Alderfer, 1972)),
V. Vroom (Vroom, 1983) expectations theory, a theory of justice John. Adams and comprehensive
procedural model of Porter-Lawler (Porter & Lawler,1968).

In terms of methodology contemporary Russian scientists’ works the most thoroughly investigated
are questions of material forms of motivation and stimulation of employees.

The research target is to reveal peculiarities of motivation profile of sellers.

Characteristics of choice of tested. The research was carried out in “Kego-S” Itd in Almaty city.
There have been sellers and founders of “Kego-S™ Itd involved in research. The total volume of choice
amounted to fifty people. There have been three men and forty seven women among them. An average age
of tested was 33.

Methods. In order to research peculiarities of motivation profile of sellers we applied the following
methodic;

1. Motivation profile of Ricci Martin (Richie., Martin 2004),

2. Psychological typology of leading roles identification of Meredit Bellbin. (Samoukina, 2008).

3. Definition of labor motivation type of V. I1.Gerchikov. (Samoukina, 2008).

4. “Constructiveness of Motivation” methodic of O.P.Eliseyev. (Shahova, Shapiro, 2006).

Results. A correlation analysis of the motivation type’s interdependence of Gerchikov with domi-
nating demands of Ricci was carried out. We used coefficient of linear correlation of Kendall. Correlation
analysis was carried out with applying SPSS 16.0 program. Obtained data are presented in tables. For
understanding data in tables only valuable correlations are given, the other indicators are not given, as they
do not have required information for analysis.

Consider the results obtained.

Table 1 — Correlation links of motivation types of Gerchikov with dominating demands of Ricci Martin

Type of motivation
Demands
Instrumental | Professional | Patriotic | Managerial | Lumpish
Demand in friendly relations -0,304™
Demands in socializing -0,274™ 0,275
Demand in clear structuring of work 0,282
Demand in authority and power 0257
Demand in targeting 02117 0,238
Demand in recognition 0,214"
Demand in sense of being required 0,186
Demand in development 0,232" 0,270
Demand in high payment -0.242" 0234 0,204
Demand in being creative 0,188 0,231

As it seen in the table, the instrumental type of motivation is correlating with the following demands:

— Demand in friendly relations -0,304™
— Demands in socializing 0,274
— Demand in targeting 0,211

— Demand in recognition 0,.214"
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— Demand in development 0,232"

— Demand in being creativem 0,188"

Out of which: four — positive and two — negative links.

That is — the more a man considers work as only a source of carnings and other benefits received as
payment for work, the more he is self-motivated to achieve higher and promising targets. The more
willingness for independence, self-sufficiency and self-perfection the more demand in being respected for
merits, achievements and accomplishments and higher apt to demonstrate curiosity and inquisitiveness;
and less demand in closer relations with others and less credibility with colleagues.

On the contrary, the less man thinks of work as only source of earnings and other benefits received as
payment for work - the less he is self-motivated to achieve difficult and promising targets; the less wish of
self-sufficiency, independency and self-development, less demand in respect by surrounding people for his
merits, achievement and success and lower inclination to demonstrate curiosity and inquisitiveness; and
higher demand in closer relations with others, are investigated. Probably, that happens due to a man with
such qualities is self-sufficient and within the frameworks of the environment cannot find a necessity in
closer relations.

Professional type of motivation correlates with six pairs of the stated following dominating scale of
demands:

— Demand in clear structuring of work 0,282
— Demand in targeting 0,238"
— Demand in sense of being required 0,186"
— Demand in development 0,270
— Demand in high payment 0,242
— Demand in being creative 0,231"

The four are positive and the two are negative correlating links among them. That is the more a man
appreciates in work its content, a chance to realize himself and demonstrate (not only for surrounding
people but also for himself) that he can cope with difficult task, which is difficult for others. The more
willingness for independence, self-sufficiency and self-perfection; the more he is self-motivated to achieve
difficult and promising targets; the higher apt to demonstrate curiosity and inquisitiveness. The stronger is
demand in work full of sense and meaning with the element of societal usefulness. Additionally, the lower
is demand in rules and directives to work and lower demand to have a work with a sufficient social packet.

Opposite, the less man appreciates in work its content, a chance to realize himself and demonstrate
(not only for surrounding people but also for himself) that he can cope with difficult task, which is
difficult for others; the less wish of self-sufficiency, independency and self-development; the less he is
self-motivated to achieve difficult and promising targets; the less apt to demonstrate curiosity and
inquisitiveness and lower demand in work full of sense and meaning, with element of societal usefulness.
Furthermore, the higher is demand in rules and directives to work and higher demand to have a work with
a sufficient social packet. Probably, that happens due to workers distinguished by developed professional
dignity towards established rules that often are posed to them with a certain sense of irony. It is a matter of
honor for them to work perfectly whatever is the payment. It is typical for them to be mobilized and
concentrated on achieving the targets.

Patriotic type of motivation correlates with two pairs of stated dominating scale of demands:

Demand in social relations 0,275%*

Demand in high salary -0,234%

That is the more a man is persuaded in his usefulness for organization, based on high moral, religious,
ideological principles, the higher is a demand in communication with a large number of people, close
relations with colleagues. Besides, the lower is demand to have a work with a sufficient social packet.

On the contrary, the less a man appreciate in work its content, a chance to realize himself and
demonstrate (not only for surrounding people but also for himself) that he can cope with difficult task,
which is not easy for others; the less wish for self-sufficiency, independency and self-perfection. The less
he is self-motivated to reach promising targets; the less apt to demonstrate curiosity and inquisitiveness;
the less demand in work full of meaning and sense with elements of societal usefulness. Additionally, the
higher demand in established rules and directives for performing work and higher demand in having work
with sufficient social packet. Probably, that happens due to workers distinguished by developed




ISSN 1991-3494 5.2019

professional dignity towards established rules that often are posed to them with a certain sense of irony. It
is a matter of honor for them to work perfectly whatever is the payment. It is typical for them to be
mobilized and concentrated on achieving the targets.

Patriotic type of motivation correlates with two pairs of stated dominating scale of demands:

Demand in social relations 0,275%*

Demand in high salary -0,234%

That is the more a man is persuaded in his usefulness for organization, based on high moral, religious,
ideological principles, the higher is a demand in communication with a large number of people, close
relations with colleagues. Besides, the lower is demand to have a work with a sufficient social packet.

On the contrary, the less a man is persuaded in his usefulness for organization, based on high moral,
religious, ideological principles, the lower is a demand in communication with a large number of people,
close relations with colleagues. The higher is demand to have a work with a sufficient social packet.
Probably, it is related to satisfying demand in communication to collect and use information for individual
purposes. An individual, weak in self-assertion, is compensated by belonging to a group (contact), pro-
viding by that to himself a feeling of safety, using mechanism of identification to valuable surrounding.
Importance of social communications between co-workers can be explained, as a demand in understanding
everything happens around. Without that an employee feels expelled from relations [2]. This fear causes a
certain way of adaptation to situation, as a rule — non-functional (blackmail, manipulations, conflict
situations).

Managerial type of motivation correlates with one pair of stated dominating scale of demands:

Demand in authority and power 0,257

The more a man voluntarily takes on full responsibility for performed work without any more
directions and constant control, the higher is his persistent insistence for power. Opposite, the less a man
voluntarily takes on full responsibility for performed work without any more directions and constant
control, the less is his persistent insistence for power.

Demand in power and authority, is related to emotional maturity, quictness and self-confidence. Such
employees are not afraid of looking to the face of difficulties, do not give in to occasional hesitations of
mood, does not get upset over trifles and have a rich imagination and non-trivial thinking. That, probably,
is related to the aspiration to escape control.

Lumpish type of motivation correlates with one pair of stated dominating scale of demands:

Demand in a high payment 0,204*

The more a man has a very weak motivation to effective work and low qualification, the more he tries
to avoid a work related to individual responsibility, the higher is his wish to have a work with sufficient
social packet.

Seemingly, his aspiration to minimize working efforts to the level, acceptable for his direct manager,
who can be quite satisfied with such comfortable for him situation. Such on employee can be given a
work, which can be rejected by workers with other type of motivation, he agrees to leveling and agrees to
rather low payment but if only the others had been paid less than he; he is extremely dependent on his
manager and takes that dependence as something due.

Thus, if a man is more characterized by instrumental type of motivation, he is self-motivated to reach
difficult, promising targets; he is self-sufficient, curious, inquisitive and has a demand in appreciation of
his merits, accomplishments and success by others.

When a professional type of motivation is realized the wish for self-sufficiency, independence and
self-perfection, high level of self-motivation, apt to curiosity and inquisitiveness can be observed. Demand
in work full of sense and meaning with element of societal usefulness is dominating,.

Managerial type of motivation demonstrates a man who voluntarily takes on full responsibility for
performed work without any more directions and constant control and demonstrates a persistent aspiration
for influence.

At lumpish type of motivation we can observe a high aspiration for having a work with sufficient
social packet.

Further, figure 2 is described. It shows correlations of motivating strategies by O.Eliseev, and with
stated dominating demands by Ricci Martin.
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Table 2 — Correlations of motivating strategies by O.Eliseev, and with stated dominating demands by Ricci Martin

Bear Tiger Panther
Demand in friendly relations 0242
Demand in influence and power 0,170
Demand in targeting 0,177
Demand in recognition 0216"
Demand in being required 0,310
Demand in high earnings -0,178"

Figure 2 shows that motivating strategy of Bear is correlating with three pairs of stated dominating
scale of demands:

Demand in friendly relations 0,242
Demand in influence and power -0,170°
Demand in recognition 0,216

Out of them, one is positive and two are negative correlation links. That is the more man is inherent
to the motif of internal and external mutual negation of the negative, which determines the stability and
balance of a certain thorough, unhurried development of the individual, the more is demanded in
appreciation of his merits, achievements and success by surrounding people; the less is demanded in a
close, trustful relationships and the lower is demanded in persistent desire for competition and influence.

Conversely, the less a person is inherent in the motif of internal and external mutual negation of the
negative, which determines the stability and balance of a certain thorough, unhurried development of
individuality, the less is demanded in appreciation of his merits, achievements and success by surrounding
people; the more is demanded in close, trustful relationships and higher is demand in persistent aspiration
for competition and influence.

Probably, this is due to the inherent motivational profile of mechanism of “adaptation” (by K. To-
math) to the customs of other people and to his own habits, which provides a certain stability of existence.
This correlation reflects the social orientation of individuality lying in the framework of partnering,
belonging and, probably, compensates failure in the arca of productivity (the inability to self-realization
and self-assertion).

Motivation strategy of Tiger negatively correlates with one pair of stated dominating scale of
demands:

Demand in being required -0,310™

That is, the more individuality is inherent to motif of denying internal to external, not only to himself
but also to others: all have to follow formally certain idea, so to say, rule-norm; the lower is demand in
work which is full of meaning and sense and with element of societal usefulness.

Conversely, the lower is inherent to motif of denial internal to external, not only to himself but also to
others: all have to follow formally certain idea, so to say, rule-norm; the higher is demand in work, which
is full of meaning and sense and with element of societal usefulness.

Perhaps this is due to the inherent motivational profile mechanism of wish to “competition™ (by
K. Tomath), on the basis, which the self-education and self-assertion of the individual in outward. Moti-
vational strategy Panther, correlates with two pairs of stated dominating scale of demands:

Demand in targeting 0.177 *

Demand in high earnings -0.178 *

One positive and one negative of correlation links among them.

Thus, the more man is inherent to motif of interaction — “yes — no”, that is motif of the reconstruction
unity of achievement motivation and motivation of relationship, when self-actualization is realized in
communication rather of mind than the heart: the higher he is self-motivated to reach difficulties,
promising targets and the lower is demanded to have a work with a sufficient social packet.

Perhaps, it is more important to test himself in solving difficult situations but not to have a sufficient
social packet.
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So, on the basis of the data obtained, if a seller has prevailing motivational strategy Bear, there is a
demand to be appreciated for his merits, achievements and success; and demand in a close and trustful

relationships and demand in persistent aspiration for competition and influence.

When motivational strategy Tiger is dominating, the staff has reduced demand in work, filled with

meaning and sense and with element of social usefulness.

At Panther motivational strategy, the higher a person is self-motivated, the less is demand in having

a work with a sufficient social packet.

Table 3 shows correlation links of roles by methodic of Bellbin and types of motivation by

V.Gerchikov.

Table 3 — Correlation links of roles by methodic of Belbin and types of motivation by V.Gerchikov

Instrumental Managerial Professional Patriotic
Implementer 0,181 -0,175"
Coordinator 0,296™
Creator 0,224 -0,185°
Researcher 0,207
Diplomat -0,268"

In the figure, it can be seen, that instrumental type of motivation is positively correlating with two
managerial roles

Implementer 0,181"

Rescarcher 0,207"

That is, the more an employee is considering a job only as a source of earnings and other benefits
received as a reward for work, the more he is disciplined, reliable, conservative and practical; he often
turns ideas into actions and the more a man is focused on the development of new fragments of ideas
suggested by others.

Conversely, the less an employee considers work only as a source of earnings and other benefits
received as a reward for work, the less he is disciplined, reliable, conservative, practical; less turns ideas
into actions and less he is focused on the development of new fragments of ideas suggested by others.

Perhaps, this shows an adequate assessment of his capabilities and demands, where there is
willingness for self-assertion in professional activity; and at a low intellectual productivity there are
dominating compensatory aspirations focused on social approval [3].

Managerial type of motivation positively correlates with a command role of Creator.

The more an employee voluntarily takes on full responsibility for work without requiring any
additional instructions or continuous monitoring the more he is energetic and courageous in overcoming
obstacles.

Conversely, the less an employee voluntarily takes on full responsibility for the work performed
without requiring any additional instructions or continuous monitoring the less he is energetic and
courageous in overcoming obstacles.

This fully corresponds to motivational profile. Naturally feeling the owner, a man realizes inherent
qualities to this role.

Professional type of motivation correlates with three team roles:

Implementer -0.175 %
Coordinator 0.296 **
Diplomat -0.268 **

Of these, one is positive and two are negative correlations.

That is, the more the employee values work in its content, opportunity to prove himself and prove
(not only to others, but also to himself) that he can cope with a difficult task, which is not feasible for
others. The less a person is disciplined, reliable, conservative, practical, the less he turns ideas into
practical actions; the less he is focused on cooperation, sensitivity, diplomacy and prevention of conflict
situations.
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Conversely, the less an employee values its content in work, opportunity to prove himself and prove
(not only to others, but also to himself), that he can cope with a difficult task, which is not feasible for
others; the more a man is disciplined, reliable, conservative, practical; more often he turns ideas into
practical actions and the more he is focused on cooperation, sensitivity, diplomacy and prevention of
conflict situations.

Of full corresponding to motivational profile, a professional, as a rule, is oriented to the result, and it
is not important for him to have background in the form of loyal charged environment or liberal
leadership.

This correlation reflects the orientation of employees on the development in the long-term per-
spective, the willingness to invest in professional development, ensuring the competitiveness and
increasing the rate of his value on labor market. It can serve as a ground for commitment to the organiza-
tion, which creates conditions for the maintenance and development of both professional skills and career
development.

Patriotic type of motivation negatively correlates with one command role of Creator

That is, the more a man is convinced in his usefulness to the organization, the less a man is energetic
and courageous in overcoming obstacles. Conversely, the less a man is convinced in his usefulness to the
organization, the more a man is energetic and courageous in overcoming obstacles.

Perhaps, in this situation, patriotism is only a screen, justifying his passivity as an employee. Though,
based on professiogram, we believe that a man, who shares valuesof company, put the social interests
above those of his own.

Thus, on the basis of the above analysis, it is clear that a seller, who shows the instrumental type of
motivation is disciplined, reliable, conservative, practical; he more often turns ideas into practical actions
and is focused on development of new fragments of ideas suggested by others.

A seller with managerial type of motivation voluntarily takes on full responsibility for work without
requiring any additional instructions or continuous monitoring; he is energetic and courageous in
overcoming obstacles.
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A man with prevailing patriotic type of motivation convinced in his usefulness to organization; he is
less energetic and courageous in overcoming obstacles.

Analyzing tables 1-3 we built up a correlation pleiad which represents professiogram of sellers.

Figure shows that the basis of the hierarchy is a factor of “professional motivation”, having the
largest number of correlations and that namely this factor will identify four other factors: instrumental
motivation, implementer, demand in high earnings, a diplomat.

Discussion. Thus, the study carried out let reveal peculiarities of motivational profile of sellers. It
was found that the more a man is disciplined, reliable, conservative, practical; the more often turns ideas
into practical actions, the more an employee considers a work only as a source of earnings and other
benefits received as reward for work; the more is his desire to have work with a sufficient social packet. It
is important to note that there is no direct links between diplomat factor, focused on cooperation,
gentleness, sensitivity, diplomacy, ability to listen, to build and to prevent conflict situations and the
implementer factor with its qualities of discipline, reliability, conservatism, practicality. Figure 1 shows
that they are negatively related through an additional variable professional motivation with which an
employee appreciates its content, the ability to realize himself and prove (not only to others, but also to
himself) that he can cope with difficult task which is not feasible for others.

Additional negative correlation can be observed, the following tendency can be visible: the less
people like to work as a team and prefer to receive money for their own efforts, the less they value in work
its content.

In our case, construction of the pleiad is one of the steps of motivational audit, as it demonstrates
information about the peculiarities of motivational structure of personnel in modem trade organization.

H. B. Toxcan6aesa', 3. b. Magaimesa', JI. H. Porasresa’, O. E. Tieammna’

'O mb-Dapabu atemaars: Kasak yITThiK yHuBepCHTETI, AMMare, KasakcTan,
*Peceiinin Tyrebim npesuaeHTi b. H. Exbiun atsmars: Ypan ®eaepanibk Y HHBEPCHTET,
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CATYIIBI MAMAH/BIFbBIHBIH MOTHBAIIUACBIHBIH CHUITATTAMACHI

AHHOTAIHSL. 3ePTTEY/IiH MaKCAThI-CATy NIBLIAPIBIH MOTHBAIMSIIBIK OCHIHIHIH CPEKIICTIKTCPIH AHBIKTAY .

3eprrey Ammarsl K. "Kego-S" JKIIK-ma xyprizinzmi. 3eprreyre "Kego-S" XKIIIK catynibiiapsl MEH KypbLITal-
IIBUTAPBI KATHICTHL. TaHIay AbIH Kbl KeJIeMi eIy azamabl Kypaasl. OJapabiH apachlHAA VIO €p XKOHE KbIPBIK KETi
otien OomraH. ChIHATYIIBIIAPABIH OpTamia »ackl 33 »KacThl Kypamsl. CaTymsImapaslH MOTHBALSUIBIK OCHIHIHIH
CPCKIICTIKTCPIH 3CPTTCY VIIH MBIHAAAH OJICTCMC KONIAHBLUIABL Puaunm MapTHHHIH MOTHBALMSIIBIK PO,
Mepenut bennOuHHIH MKETEKII PeIAePiH COHKECTCHAIPY AiH ICHXOJOTHAIBIK THHONOTHCH, B. H. ['epunKkoBTHIH €H-
O6ek MOTHBAINICHIHBIH TYPiH aHbIKTay, O. I1. EnmceeBTiH "MOTHBAIMSHBIH KOHCTPYKTHBTUIIK" omictemeci. backa
amaMaapabIH TApalblHAH, SFHU, AHHAIACHIHA CIHIPreH eHOETI, >KETICTIKTEpl MEH op TYpal Kypajgapsl OaranaHfaH
amaMAapAblH, MOWBIHAANYBI KOINOACIIBI: aybI3IIA ANFBICBIHAH MAaTCPHAIABIK KeTepMeleyre neHin, Oyn caynma
TIEPCOHAIIBIHBIH, AKIIANAH eMeC YoXKIeMeCiHiH 0ackiM (akTopbH Oinaipeni. benOun TecTiHiH HOTIDKEIEpl OOWBIHIIA
CATyINBUIAPABIH PONIIK CHIATTAMANAPBIHBIH AJbIHFAH OpTala apU(METHKANBIK KOPCETKIINTEpPl CaTyIIBIHBIH
CTaHAAPTTHI NPO(ECCHOTPAMMACHIHA COHKEC KeNeli, OPBIHAAYIIBUIAP MEH peNmik KacherTepl OOHbIHIIA
JUTUTOMATTAP OCHI KOCIOM COHKECTiIKKE oM Keheai. JWmroMaTTeiH 0ACHIM PONIIMCH CATYIIBI BIHTHIMAKTACTBHIKKA,
CE3IMTAIBIKKA, JUITIOMATHSFA YKOHE KHKUDKIH OOJIbIpMayFa OarbITTaIFaH, )KYMBICTBI OPBIHAAY IbIH epesKesiepl MEH
HYCKAyJTApbIH OCITINCY YIMiH >KOHC YKAMIBI KOPIIAFAH JKaFgail yImiH OacKamapMCH HCFYPJIBIM THIFBI3 OaliiaHBICTA
00y KOKCTTITIHE HC. 3ePTTCY HOTIKCICPi OOHBIHINA KACAFAH KOPBITHIHIABLIAP PCTIHAC aBTOPIAP AKIMATAil eMCeC
VOKICMEHI CHTI3Y YIIiH "opekeTTep” KYHECIHIH KOKETTUIrH kepcereni. MyHAaH bIHTATAHIBIPY IbIH KOMETIMEH KO
SKETKIBUIETIH HETI3Tl HOTIPKE-OYJT KbI3METKEPICPIiH KOMIAHMSHBIH adaIbIFBl MCH MYIACIIIIT ACHICHIH apTTHIPY
60.1bIIT TAOBLTAIBL

Tyiiin ce3aep: MOTHBAIMAIBIK MPOQHIb, MATCPHAIIBIK CMEC MOTHUBALM, POJ, ImpodeccHorpaMma epeKie-
TKTEPI
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"Kasaxckmit HammosatsHbIi yEHBEpCHTET HM. amb-Papabu, Amvatsr, Kasaxcran,
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XAPAKTEPHCTHKA MOTHBAITHY CIIEITHAJTBHOCTH ITPOJTABIIA

Annoranus, Llers nccae10BaHAA — BBIABHTE OCOOCHHOCTH MOTHBALMOHHOTO PO (M MPOIABIOB.

Hccnenosanue mposoamiaock 8 TOO “ Kego-S ” r. Anvarsl. B nccneoBaHuy IpHHUMAIH YIACTHE MPOJABIIBI
u yupeauremn TOO “Kego-S”. OOmmit 00beM BBIOOPKH COCTABHJIM ILATHACCAT 4eloBeK. Cpeam HHX OBLIO TpoOe
MYXYHH H COPOK CeMb >KeHIMH. CpemHuil BO3pacT MCHBITYEMBIX cocTaBmi 33 roza. [t mccineaoBaHus 0COOCH-
HOCTCH MOTHBALMOHHOTO TPO(HII MPOJABHOB MPUMCHAIACH CICAYIOINAS MCTOAWKA. MOTHBALMOHHBIN MPOQIIH
Pram MapTtuHa, TCHXOIOTHYCCKAS THITOIOTHSA HACHTH(HKALWMH BeaymuxX poicii Mepeamra bemmowna, ompe-
JencHue TUma Tpynosoi motusanuu B. M. 'epunkosa, meroauka “koHCTpyKTHBHOCTH MOoTHBarmu  O. I1. Enmnceesa.
Jluaupyer npu3HAHKHE CO CTOPOHBI APYTHX JIOACH, T.€. B JIOAAX, BOKPYT KOTOPBIX HEHATCA 3ACIAYTH, JOCTHKCHUA H
pa3MM4HBIE CPEACTBA: OT YCTHOH OJAaroAapHOCTH A0 MAaTEPHAIBHOTO MOOIIPEHHS, YTO TOBOPHUT O MPEOOIaTaAroIeM
(hakTOpE HEACHEKHON MOTHBALIMU TOPrOBOTO IepcoHana. IloiayueHHbIe cpenHeaphu(PMETHUCCKUE MOKA3ATEIH PO-
JCBBIX XAPAKTCPHCTHK MPOJAABIOB B CPABHCHHM PE3YJIbTATOB TecTa benOMHA COOTBETCTBYIOT CTaHAAPTHOH
mpodeccHorpaMMe TPOJABIA, UCTIONHUTENs M JUIUIOMATHI IT0 POJICBHIM KAUECTBAM COOTBETCTBYIOT 3TOH mpodgec-
CHOHABHOW WACHTHYIHOCTH. [IpomaBen ¢ mpeoOiasaroimei pobI0 AWIUIOMATA, HACTPOCH HA COTPYIHHYCCTBO,
BOCIIPHUMYHBOCTb, JUIIJIOMATHIO U TPEAOTBPAICHAC TPECHHH, HMEET BBICOKYIO MIOTPEOHOCTh B 00JICE TECHBIX KOH-
TaKTaxX C APYTUMHM I YCTAHOBJICHHUS MPABWI M YKA3aHHUI BBINOTHCHUS PAa0OTHI U 11 KOM(POPTHOH OKpPYKArOMCH
00cTaHOBKH. B KauecTBEe BHIBOJOB, CHCJIAHHBIX IO PE3yJIbTATAM HCCJICIOBAHUS, ABTOPHI KOHCTATHPYIOT HEOOXO-
JAMOCTB CHCTCMBI "ICHCTBHI" AN BHEAPCHUA HCACHCKHOW MoTmBanmu. OCHOBHOH >(@ekr, 10CTHTACMBIH C MMO-
MOIIBI0 OAOOHOTO CTUMYJIMPOBAHHS — 3TO MOBBIMICHAC YPOBHS JIOSIBHOCTH U 3AHHTCPECOBAHHOCTH COTPY THUKOB B
KOMITAHHH.

KioueBnie c/ioBa: MOTHBAUMOHHBIM NMPO(HIb, HEMATCPHAIbHAS MOTHBALMS, POJb, 0COOEHHOCTH mpoec-
CHOTPAMMBI.
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