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Abstract

The study aimed to find out how to develop an optimal and effective motivation model
considering the preferences and requests of young researchers, in view of the fact that scientific
specific of building and organising an internal work system, its scientific potential and resources,
which provides a valuable fundamental insight. The task of the study was to develop and propose a
mechanism that would be specially adapted for scientific institutions and universities. That was based
on an in-depth analysis of the existing approaches of scientists regarding the specifics of the work of
these organisations. The developed method is relevant to modern literature, where the definition of a
motivational approach eliminates the dichotomy between existing studies. The data were collected
by interviewing responders from Russian and Iranian universities. The study results show the
subjective aspects of the perception of research activities by students and researchers and the
shortcomings in constructing motivation systems. As a result of implementing the proposed optimal
and effective "Model of proper motivation system", scientific institutions can strengthen their
positions and establish sustainable activities to attract talented scientists and innovators to develop
scientific progress and compete in the market knowledge-intensive services.

Keywords: motivation, scientists, scientific institutions, cluster analysis

1. INTRODUCTION and represents a complex mechanism with
differing principles and postulates of

Unlike commercial companies, the employee motivation. Motivation not only
corporate culture of scientific institutions determines the organisational behaviour of
such as universities has its specific features its members but also directly impacts the
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organisation's performance, which indicates
the relevance of research on this topic. As for
the monitoring of highly qualified scientific
personnel, it was revealed that the material
incentive is only one for this type of
organisation. However, it plays an essential
role in current research activities and
complements the personal and social motives
of a scientific career.

This study aims to develop a conviction of
scientists' and researchers' real motives,
goals and objectives. That will make it
possible to form internal policy to attract
talented scientists, innovators and original
thinkers. It will allow them to be the engines
of scientific progress and science both in the
country and globally.

Nevertheless, the material and non-
material motivation of scientists, its specific
manifestations and incentives remain
problematic and a matter in dispute and close
study by various scientists and researchers.
The existing problem of optimising the
scientific policy of such organisations and
entire countries, including human capital
development, is given relevance by grand
challenges: value transformation,
temperature change, demographic evolution,
Etc. The search for answers to these
challenges lies in the framework of
international scientific cooperation and joint
training of participants in collaborative
projects (OECD, 2014). Moreover, it is
precisely human capital associated with "the
ability, motivation and the very possibility of
innovation" (OECD, 2015), which gives
particular importance to the effectiveness of
human resource management and the spread
of interest in scientific work among young
people. Mihajlovi¢ et al. (2016) concluded,
"Within the project, joint research of all
partner institutions was carried out based on
the surveys to collect students' opinions and
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literature review”. As a result, that focuses
mainly on the nature of scientists '
motivation rather than on various
mechanisms for stimulating research
activities. Exploring and exploiting potential
opportunities is critical to multiple studies'
existing opinions and approaches (Cucu-
Ciuhan & Guita-Alexandru, 2014; Pavlovic¢
et al., 2014; Akhtyrskiy & Tyumaseva, 2020)
devoted to scientific employee motivation,
including modern ones. It is worth noting
that a generally accepted approach to its
theoretical definition has yet to be. In the
study were analysed the research of classical
scientists Maslow (1954), McGregor (1960),
Alderfer (1969), Taylor (1911), Mayo
(1934), Vroom (1965), Herzberg (1966),
Porter (1979), as well as modern scientists
Brabander and Martens (2014), Kanfer and
Ackerman (2000), Brabander (2018), and
others.

The study aims to help young scientists
and researchers analyse their motivational
aspects, address gaps in actual issues and
generate a proper system for improving the
status and rating of research institutions. In
addition, a subject of research is creating
conditions for attracting and integrating
scientists, and young workers, offering
recommendations to resolve existing and
emerging situations. Although several formal
and informal links can facilitate knowledge
transfer (Dust, 2006; Finkelshtein et al.,
2014), one of the key links is the creation of
developments and implementation of new
ideas. Most scientists and researchers believe
that the pattern of decreasing interest among
talented youth in building their careers in the
area of higher education is associated with a
lack of impulse for such a variant of personal
enhancement (Castello et al., 2017; Broton &
Goldrick-Rab, 2018; Shin et al., 2018; Perez-
Felkner et al., 2020). The University
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promotes formal motivation mechanisms
through administration and creating
motivation in science (Benyahya &
Macurova, 2021). Research centres also
contribute to  developing informal
technology and knowledge transfer between
scientists, universities, and youth researchers
(Safronova & Kosareva, 2016), for example,

through  exhibitions, meetings and
competitions to search for innovations.
Despite the progress made in

understanding researchers' possibilities in
motivation and how to study and use them,
most previous studies (Dolzhenko et al.,
2019). They suggested that the most critical
aspect for the full functioning of universities
and research institutions was increasing
attention on creating additional jobs in the
field of work under study. Therefore, they
should have considered the behaviour
dynamics and imagination of the workforce
involved. For the category of scientists
generating and implementing relevant and
promising research, the most crucial
incentive is intrinsic motivation. Therefore,
understanding the peculiarities of creating
this motivation in science is of practical
importance. Due to this, it is possible to find
the right direction and concentrate all
possible efforts and resources on creating
favourable conditions for increasing
performance and effectiveness.

This study may conceptually and
empirically resolve this obvious imbalance
in the interpretations of unsuccessful
opinions of various studies, where material
incentives are essential when choosing a job
(Lin-Siegler et al., 2016). Shevchenko
(2022) concluded, “financial motives and
labour practices dominate the motivation of
workers with high-school instruction”. In
most enterprises, employees are more likely
to indicate the reason for getting a reward.
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Therefore, the search for mechanisms and
motives for providing and retaining
personnel in the practice area of research and
development is of great scientific and
practical importance for the field of science.
Because thanks to this, it is possible to
determine the right direction and concentrate
all possible efforts and resources on the
moments that have a critical role in creating
favourable conditions for increasing
activities' productivity and effectiveness.

Finally, this study contributes to the
theory of the development of the motivation
of young researchers of scientific
institutions, noting the need to constantly
ensure a high level of professional interest
for the category of researchers. Internal
motivation is the most crucial incentive for
such a category as scientists who can
generate and implement relevant and
promising research. These are essential
aspects for maintaining the competitiveness
of science, its sustainability, and professional
environment formation.

2. MATERIALS AND METHODS
2.1. Materials

Many studies are devoted to employee
motivation, where a particular direction is
dedicated to labour activity. It is the object of
study of many scientists, especially abroad.
The first foreign researchers who contributed
to the study of this issue, which is
particularly significant in societies with
developed market economies, were Maslow
(1954), McGregor (1960), Alderfer (1969),
Taylor (1911), Mayo (1934), McClelland
(1972), Lowther (1995), Vroom (1965),
Herzberg (1966), Porter (1979), and many
others. These scientists created various
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theories and models of labour motivation and
developed practical recommendations for
their application (OECD, 2014). However, as
for the current opinions and approaches of
various studies devoted to the scientific
employee, there has yet to be a generally
accepted approach to their theoretical
definition.

Existing opinions are presented in
disparate theories and concepts and must be
reconciled or compared; nevertheless,
researchers still closely study motivation and
its specific manifestations in different
professional sectors. Modern approaches
involve the construction of complex models.
For example: Through the experiment, Ryan
(2014) revealed the relationship between the
sources of intrinsic motivation of self-esteem
and instrumental reason. As a result, external
self-esteem motivation was significantly
higher among young scientists and had a
positive impact, while instrumental cause
had a negative one. According to a study by
Brabander and Martens (2014), an attempt to
combine current theories of motivation into a
single model in the form of the interaction of
four moderately independent types of
valences makes positive valence numbers
initiate the motivation of approximation,
while negative ones-the motivation of
avoidance.

Furthermore, the four types of valences
were classified as practical or cognitive, as
well as positive or negative. Kanfer and
Ackerman (2000) claimed that motivational
traits affect performance through task-
specific self-regulation processes, such as
motivation control, i.e. maintaining
motivation at a high level by creating
personal rewards, emotion management
preventing the impact of anxiety and
negative emotions on performance, mental
focus on task and metacognition, such as
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monitoring learning and progress. According
to Leontiev (2016), motives perform two
main functions in the activity structure -
motivating and sense-making. Therefore,
explanations defining the target area are
closely related to the needs and objectives of
the activity. Regarding research, Kompella et
al. (2020) paid particular attention to the
sense-making function of motives as the
main factor that provides work with personal
meaning. Researchers' considered
approaches and opinions are reduced to three
main motivations for intellectual labour
activity: wages, professional growth, career
advancement, and work scope. All these
motives are closely related since external
encouragement can reduce personal
motivation and enthusiasm to a purely
financial interest. Therefore, a thorough
study of the motives of intellectual and
creative work involves modelling motivation
in general and a comparative analysis of the
essential motives for individual groups of
employees.

According to the result of research by Roe
et al. (2000), Boosten et al. (2013), and
Gokhberg et al. (2016) concluded that
Studies conducted in Belgium and Hungary
showed that the main reason for choosing
scientific work 55% and 60% of respondents
was the creative and innovative nature of
work, followed by the second most crucial
motive - their research interest. 45% of
Russian, 56% of Belgian and 68% of
Netherlands scientists agreed with them.

Minor differences manifest in the
preferences among Russian and European
scientists as the social motivation. They arise
at the stage of choosing a profession. For
example, according to research by Roe et al.
(2000) and Shmatko (2011), there are only
14% of altruistic scientists among
respondents in Russia. In addition, the
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motive of service to society is the third most
important for the Netherlands (46%) and the
fourth for Belgians (32%).

At the same time, Russian responders
value the opportunity of being independent
in choosing or solving research problems as
much as Europeans do. According to the
research results of the Higher School of
Economics of Russia by Katchanov and
Shmatko (2014), "in all countries, material
motives have occupied the last place of the
reasons list for choosing science as areas of
self-realisation”. However, in countries like
Belgium, where only 10% of respondents
preferred a scientific career as a well-paid
one, there were at most 5% in Russia and
Hungary (Gokhberg et al., 2016). All this
makes it possible for research organisations
to find an approach to create their own
proper individual motivation system that
helps attract and retain creative individuals.

2.2. Methods

Data for this study were analyzed by
using two methods. The first one is
descriptive statistics. The second one is
correlation analysis. The cluster analysis is
used with the assistance of the SPSS
Statistics program for a visual overview of
correlations between the experimental
variable and their grouping.

Based on the research by Buyul & Tsefel
(2005) in their analysis result. According to
their theory, cluster analysis is a generally
accepted method for various computational
processes to make up a classification. This
method is designed to separate primary data
into certain interpreted groups. Thanks to
this separation, it can be done so that the
elements in one group will be as similar as
possible, and the details from different
groups will be as diverse as possible. Based
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on Nasledov’s research (2013), the
advantage of this method, among other
existing ones, is determined by combining
data, where it groups two clusters and
provides a minimal increase in the within-
cells sum of squared deviation within.

Furthermore, objects can be grouped
using the hierarchy approach by applying
various distance functions. This study used
the "Euclidean distance" function as the most
suitable and practically proven measure for
calculating the distance on the plane between
points. The result might be shown in the type
of hierarchical cluster analysis. That is
resulting a dendrogram with a graphical
effect and a sequential clustering process in
the distance matrix.

Parameters are presented that characterise
the reasons noted, according to respondents,
as the main ones if they do not want to work
at universities or scientific institutions are
shown in Table 1.

The study's research methodology was
based on analyses of the attitude of students
to research activities in several stages.
Continuous sampling was executed in the
first stage since it is assumed that students
should have the necessary theoretical and
practical basis in this area.

In the second and third stages of the study,
a more in-depth analysis was interviewed
and conducted. In the second stage, students
with ideas and developments, projects that
took part in various competitions, "Startup
Tour", "Umnik ", "Technocrat", and "Start"
were added to the sample as an object of
research to show their relevance and
significance, to receive funding for the
promotion of their projects with the
possibility of their further
commercialisation.

During the study, 150 responders from
Russian and Iranian universities were
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interviewed. Among them are students of
V.G. Shukhov BSTU (Russia, Belgorod),
100 from K. N. Toosi University of
Technology (Iran, Tehran), and 50
responders. Universities were selected on the
principle of accessibility. The study was
conducted using an online Google form
questionnaire and direct questioning. A
survey is a form for receiving feedback. The
invitation to fill out the questionnaire was
sent to the respondent by email. The survey
was carried out by emailing an online
questionnaire form developed by Google
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form, then transported to Google Docs.

In the third stage, 75 respondents were
added to the sample as the object of research.
These candidates and doctors in the natural
and technical sciences field answered that, in
their opinion, the essential needs they
wanted to meet when choosing a profession.
That was carried out to create a complete
picture of all possible motives and create the
right sustainable motivational system to
strengthen internal policy and corporate
culture, which allows for attracting new and
retaining existing talented scientists and

Table 1. The list of parameters that characterise the motives noted by respondents as the

main ones (Source: Compiled by the authors)

Parameters

Parameters name

Group

Parameter 1
Parameter 2
Parameter 3

low wages

University

Parameter 4
institutions

Parameter 5
incentive

Parameter 6
Parameter 7
Parameter 8
Parameter 9

lack of information about R&d
the uninteresting organisation of research at the

lack of interest in working in scientific
lack of desire to engage in research, material
lack of required time for research
lack of interest in the creative nature of work

lack of interest in creating innovative products
lack of prospects for personal growth

financial motive
intangible motive
intangible motive

intangible motive
intangible motive
intangible motive
intangible motive

intangible motive
intangible motive

Table 2. The list of parameters characterises respondents' motives as necessary when
choosing a job in scientific institutions (Source: Compiled by the authors)

Parameters

Parameters name

Group

Parameter 1
Parameter 2

Parameter 3
Parameter 4
Parameter 5
Parameter 6
Parameter 7
Parameter 8
Parameter 9

wages, bonuses, allowances
opportunity to gain work experience in
scientific organisations
social security
serving the community
comfortable working conditions
independence
professional growth and career in science
own research interest
creative and innovative nature of work

financial incentives
intangible incentives

intangible incentives
intangible incentives
intangible incentives
intangible incentives
intangible incentives
intangible incentives
intangible incentives
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innovators, creative and non-standard
thinking people in the organisation. In this
regard, the toolkit of questions asked has
been expanded. The parameters that describe
the motives that the respondent noted as
necessary when deciding to choose a job at
universities or scientific institutions are
reflected are shown in Table 2.

This study was conducted to identify the
activity and assess the attractiveness of
research work for students and their interest
in it. The study's novelty is an attempt to
build a typology of students in terms of their
attitude to research activities.

3. DISCUSSION

After analysis of numerous scientific
studies about motivation in science, there
needs to be a general approach to its
theoretical justification.

Existing concepts are disparate theories
that do not agree with each other, despite
constant attempts to bring this subject of
discussion to a single definition, according to
the opinions of scientists such as Kanfer and
Ackerman (2000); Ryan (2014), and
Brabander and Martens (2014). According to
their theories, three primary motivations for
implementing labour activity are labour
duties, wages, qualification and -career
growth. All these criteria directly affect each
other. For example, external encouragement
can reduce an individual's motivation in an
organisation since it reduces the enthusiasm
and inspiration inherent in a person to a
purely material interest. Studying the
motives of intellectual, creative work, we
consider a comparative analysis of the most
significant motives for individual groups of
workers. Thus, according to Bokhan et al.
(2019), the main trigger of a high level of
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motivation among intellectual workers, in
particular, characteristic of scientific
institutions, is the possibility of prospects for
professional and personal growth.

On the other hand, researchers consider
freedom of planning and organisation of
work, conditions, and the collective as the
main incentives for creativity (Todericiu et
al., 2013). Thus, in enhancing researchers'
reasoning, comparing the most sought-after
management measures used with the
scientists' point of view about their
effectiveness is possible. Thus, the authors,
after conducting surveys of the teaching staff
of universities in Poland and Slovakia in
2015 (Blaskova et al., 2015), concluded that
management personnel most often resort to
expanding independence in the schedule and
planning of teachers' activities, as well as
creating a specific zone of freedom.
According to the research activities by
Romanovich et al. (2018) and Romanovich
et al. (2021), “the organisational culture of
universities and scientific organisations
should not be based solely on the material
stimulation of researchers since the activity
of scientists only with the help of external
stimuli can significantly reduce their
motivation since it reduces the inherent
creativity and enthusiasm of a person only to
material interest”.

Thus, the presented modern approaches
involve the construction of complex models,
for example, metatheories of motivation
(Ryan, 2014), and the general trend is the
transition from the study of individual
elements of this definition to the creation of
new theories that can be universal,
combining internal and external factors of
motivation with variability over time
(Leontiev, 1978; Kanfer & Ackerman, 2000;
Brabander & Martens, 2014).

As aresult, gaps in this area are identified,
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and it 1is necessary to identify the
fundamental factors of motivation of creative
people. In addition, the mechanisms and

models they propose need universal
recommendations that scientific
organisations could use to form an

appropriate organisational culture with their
motivation system.

Our research meets the set goals and
objectives and offers a mechanism by which
scientific institutions should build their
management mechanisms and fundamental
factors of motivation of creative people.
Such management is based on building
trusting communications, respect, and
mutual understanding between management
and subordinates. In those organisations
where corporate culture is developed, control
is more accessible due to incentives through
access to all infrastructure facilities and
tools, laboratories, resources and various
benefits. It was noted that scientists, as a
rule, need to perceive the command and
control management model with them.

The research is aimed as a result of
establishing a systematic approach to
forming the correct motivation. It is
necessary to rebuild the internal and external
stimulation system, adjust the management
approach, and eliminate existing gaps in
youth  agitation,  accessibility  and
dissemination of this information. The
essential function of the fact of motivation
itself influences the goals and aspirations of
a young scientist. As for the result, that is, the
decision-making process on whether to work
at a university or another scientific
organisation. It may also affect the decision
to continue working in this organisation.
Thus, constructing a motivation system is
one of the most fundamental functions of a
scientific organisation and a priority task of
the leadership of research institutes.
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4. RESULTS

To eliminate the existing gaps in the study
and develop practical and theoretical
recommendations, we processed the
responses of our respondents: students and
employees of institutions, that is,
researchers, about their activities and
preferences. As a result, the scientific results
are obtained after the survey.

The respondents were divided into two
main groups: A) students who do not
generate new projects or ideas and B)
actively engaged in research. Figure 1 is
shown the parameters for the three object
clusters. The clusters in the two groups do
not distinguish significantly in the
composition of the parameters.

In the first group, cluster 1 has the highest
average scores for the significance of
parameters. Such motives include low
wages, lack of interest in the creative nature
of work, and lack of interest in making
innovative products. The closest clustering
distance is parameters 7 and 8 in both
groups. At the same time, they have
tremendous significance for the first group
(Figure 2) and have the most significant pair
correlation (»=0.55) and a close relationship.

The second cluster of motives is vital for
the second group of survey respondents. It
includes low wages, lack of desire to engage
in research, material incentive, and lack of
prospects for personal growth. This cluster
significantly characterises the level of
remuneration and career prospects. An
inverse correlation between low wages and
most other motives describes the first and
second groups of respondents.

Next, the motives noted by respondents as
"important" when choosing a job in a
scientific institution are analysed. The
respondents were grouped into three groups
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according to their level of involvement in the
research. Respondents are divided into three
groups:

1. Group A are students who need to
acquire new research and idea generation
competencies.

2. Group B is directly involved in
research and projects.

3. Group C are scientists engaged in

n
o
1

n
o
1

=9
o
|

=3
o
1

o
1

Combining a cluster of recalibrated states

Group A

189

research.

Table 3 shows that the parameters form 2
clusters. Hierarchical analysis using the
Ward method allows identifying two main
clusters at this study stage. These clusters
differ significantly in the composition of
parameters in the analyzed three groups of
respondents.

Figure 3 is shown the disposal of the

n
o
1

n
o
1

-
o
1

Y
o
1

Combining a cluster of recalibrated states

5
0
7 8 4 1 5 9 3 6 2
Group B

Figure 1. Dendrogram using the Ward method. Reasons noted by respondents as the main ones for
refusing to work in scientific institutions (Source: Compiled by the authors)

Lack of prospectsfor personal

growth 1

Lack of interest in creating | 2,0

innovative products \

Lack of interest in the creative
nature of work \

Lack of required time for research

Group A

Lack of information about R&D

Uninteresting organization of

research at the university

/ Lack of intarest in
/ scientific institutions

working in

Lack of material incentives,
bonuses and allowances

G roOUP B

Figure 2. Group groups of respondents noted average values of the motives as the main ones when
refusing to work in scientific institutions (Source: Compiled by the authors)



190

average value of the reasons noted by
respondents as the main ones when refusing
to work in scientific institutions. For the
second group, the lack of prospects for
personal growth and the required research
time is the most important when refusing to
work in a scientific organisation. However,
for the first group, the reason for refusal is
mainly a need for more interest in creating
innovative products and in the creative
nature of work.

In the first group considered, cluster 2 has
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high indicators of the significance of the
parameters. It includes motifs 1, 3, 5, 6 and
7. Parameters 1 and 7 are at the closest
clustering distance and are equal to r=0.22.
At the same time, it should be noted that the
first group of respondents is of significant
importance (Figure 2). A pattern of
dependence in the first cluster between the
creative and research component is revealed.
In contrast, in the second cluster, this is
expressed depending on working conditions
and career opportunities. Finally, the most

Table 3. Clustering of motives is essential when choosing a job in 3 groups of respondents,
carried out using a hierarchical method of data ordering (Source: Compiled by the

authors)

Group A GroupB Group C

Parameters Cluster
Wages, bonuses, allowances 2 2 1
Opportunity to gain work experience in Scientific organisations 1 2 1
Social security 2 2 1
Serving the community 1 2 1
Comfortable working conditions 2 1 1
Independence 2 1 2
Professional growth and career in science 2 2 2
Own research interest 1 1 2
Creative and innovative nature of work 1 1 2
8
7 ) o
[ )
6 ® é
@ 5 ®
E
ch ®
> 3
2 [ e
1
0
0 1 2 3 4 5 6 7 8 9
Group A @Group B @ Group C

Figure 3. Average values of motives were noted by respondents as the main ones when choosing
work in scientific institutions. On the horizontal axis, the numbers of motifs from Table 2 (Source:

Compiled by the authors)
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excellent pair correlation is observed
between 8 and 9 parameters (r=0.65).

It is considering the second group, cluster
1, where it is apparent that it has the highest
grade point average in the order of
importance of the parameters. It is described
by motives 5, 6, 8 and 9, where academic
interest and the knowledge-based character
of the work are so significant. That is typical
for the first group too. Independence and
comfortable working conditions for both
groups are fundamental factors for them.
Since this group includes students engaged
in research and development, they should be
interested and strive for self-actuating and
research activities when choosing a job. The
average score for each described motive is
similar to the third group and differs
significantly from the first group (Figure 3).

In the last third group, cluster 2 has the
highest averages. It includes motives 6, 7, 8
and 9, where the composition of the
parameters largely coincides with cluster 1 in
the second group of respondents. This group
is characterised by the need for the
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possibility of self-actuating in the scientific
sphere and career development, which is
essential when choosing a university or a
scientific organisation as a place of work.
Therefore, the wage factor is less significant
for them than in the first group.

After processing and combining the
respondents’ replies at the first, second and
third stages and the current employees of the
University, we can offer a system - the
formula of proper motivation and develop
practical  recommendations on  its
application.

The formula that had been shown in
Figure 4 for a proper motivation system is
equal to the sum of the following parameters:

First parameter. Talented scientists,
innovators, and creative and original thinkers
are potential and active employees who can
generate new ideas, projects, and
technologies and implement their scientific
products with the right motivation.

Second parameter. Flexible corporate
culture. Speaking about certain specifics of
the scientific organisation activities, it is a

Flexible corporate

culture
Talented
scientists, + Effective
innovators, scientific
‘ R creative and management
The formula for proper original thinkers
s —
employee motivation p— + s +
Special Infrastructure
working support
conditions
Wages. grants

Figure 4. Model of proper motivation system that is suitable for scientific organisations and

universities (Source: Compiled by the authors)
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fact that the corporate culture should be
relaxed, including external and internal
motivation. It should adapt to non-standard
preferences and requests of scientists and
researchers, starting from a comfortable
workplace and ending with the necessary
infrastructure support. Such support is a
complex of services adapted for scientific
activity: laboratories, modern equipment and
devices, access to the latest literature and
databases, and cooperation and joint
experiments with domestic and foreign
scientific organisations.

Third parameter. Effective scientific
management. Using this management type in
the organisation makes identifying the
conditions for more valuable and effective
scientific collaboration possible. Scientific
analysis is also used to determine the best
ways to achieve goals and solve problems:
selecting researchers most suitable for
specific tasks, their training, and the need to
provide these employees with the resources
required to perform their creative tasks
effectively.

Fourth parameter. Special working
conditions and infrastructure support. For
example: creating a more formal
environment, improving work in project
groups to increase the motivation of control,
and offering free working hours.

A scientific organisation can improve its
mechanism by creating an internal incentive
campaign and adjusting the corporate
culture. This may be due to expanding access
to infrastructure facilities by providing
access to laboratory and technically
equipped  premises, materials  for
experiments and scientific activities in some
geographical regions. That also includes
assistance in securing, accounting and
protecting the company's and its employees'
intellectual rights. In addition, organisations
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can create scientific platforms, business
incubators and technology parks to support
and stimulate their innovation activities
comprehensively.

Fifth parameter. Wages, grants. On the
one hand, the high salary level and additional
financial support, such as grants and
subsidies, eliminate the need to find other
earnings, allowing the researcher to focus on

self-realisation and new scientific
discoveries.
The presented system of proper

motivation for young researchers will ensure
the successful operation of scientific
institutions. This will allow:

1. To solve an actual research problem to
attract and retain youth, education and
innovation researchers.

2. To solve the issue of the productive use
of existing human capital, namely scientific
personnel, thanks to competent and effective
scientific management.

3. To identify various career orientations
of young researchers with the help of a
specially selected program and motivation
system, this should be based on their request.
That will affect personals' desire to continue
staying in this scientific organisation and
thereby strengthen its positions and
performance indicators.

4. To implement young researchers'
creative ideas and scientific developments
through close cooperation, grants, subsidies,
and support of a scientific organisation.

5. To introduce developments into
production and sell them to the scientific
marketplace by making up strong and stable
infrastructure support for the ideas and
projects of youth and scientists, which will
allow the organisation to reach a new higher
level of development and successfully
compete in the market of high-tech services
among other scientific institutions.
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5. CONCLUSION

The obtained results contain the author's
system of proper motivation presented for
the first time. This system was specially
developed for scientific institutions and
universities, in view of the fact that
particularity of the work of these
organisations. This study was carried out to
find an optimal and effective motivation
model, considering the preferences and
requests of young researchers and current
employees, the particularity of the internal
work system, and the existing scientific
potential and resources. For a solid and
successful scientific activity stimulating and
promoting the successful commercialisation
of ideas and scientific research results, we
have generated a system of proper
motivation of a scientific institution and
proposed a model for its implementation.
The obtained results allow us to conclude
that the creation of the right motivating
system will allow:

1. Form internal approaches to create a
proper motivation system that helps attract
and retain creative individuals and young
scientists who can develop and implement
intellectual products and developments.

2. Transform scientific institutions' weak
corporate culture and internal policy to
attract talented and intelligent young people
for successful and stable functioning in the
scientific marketplace.

3. Bring innovative processes related to
all stages of commercialising research
projects, intellectual argument, and
intellectual deliverables to an entirely new
successful level.

Thus, the research made it possible for to
assess the subjective perception aspects of
research activities by young scientists and
identify weaknesses in the creation of
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motivation to develop an effective system of
proper motivation for universities and
scientific institutions. This scientific
contribution will significantly advance
research in the field of motivation, and in
particular in scientific organisations,
contributing to the effective selection or
creation of methods and tools for motivating
young scientists and market opportunities for
the successful implementation of their
projects and ideas, commercialisation of
their results in the knowledge-intensive
services markets.

The findings are carried out at the
Belgorod State Technological University,
named after V. G. Shukhov (Russia) and
the K. N. Toosi University of Technology
(Iran, Tehran).
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CUCTEMATCKHU ITPUCTYII CTBAPAIBLY OATI'OBAPAJY'RE
MOTHUBALIMJE MJIAJIUX NCTPA’KUBAYA Y HAYUHUM
HHCTUTYHHNJAMA

Marina Alekseevna Romanovich, Nasser Safaie, Samaneh Agha Kazem Shirazi

H3Boxg

Cryomja je mMalia 3a IWJb Ja OTKpPHje KaKo Na ce pa3BHje ONTHMAaJlaH M ehUKacaH MOJeN
MOTHBAITHje ¢ O03MpPOM Ha CKIOHOCTH M 3aXTeBE MIAINX HCTpaKuBada, ¢ OO3MpPOM Ha HAydHY
CHenn(pUIHOCT H3TPahe U OPraHU30Bakha HHTEPHOT CUCTEMA Pajia, FherOBUX HAYYHUX ITOTEHIIHjalia
U pecypca, unmMe ce 00e30ehyje Bpenan pyHmaMeHTaIHA YBU. 3a1aTak CTyadje je 0o /1a pa3BHje U
MIPEIIIOKN MeXaHu3aM Koju OM Omo moceOHO IpuiIaroheH 3a HaydHe MHCTUTYIIHjE W YHHUBEP3UTETE.
To je 3acHOBaHO Ha TyOWHCKO] aHAN3H MMOCTOjehrX MpUCTYIIa HAyIHHUKA Y TIOTIIEAY CIEITU(PUIHOCTH
pama OBHX OpraHm3anyja. Pa3BUjeHM METOJ je peJeBaHTAaH 3a CaBpPEMEHYy JHTEeparypy, TIe
ne(UHANFja MOTHBAIIMOHOT TPUCTYTA CJIIMMHUHHINE IUXOTOMH]y u3Mel)y mocrojehmx crynwmja.
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AKTHMBHOCTHU Kako OW NPUBYKJIEC TAJICHTOBAHE HAyYHHKE U MHOBATOPE Jia Pa3BHjajy HayYHU Harpeaak

Y J]a ce TaKMHYe Ha TPXKHIITY yCIIyTa KOje 3aXTeBajy IyHO 3Hamba.
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