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Abstract 

We investigated the methods of increase of labour productivity. The focus was on the motivation of 

employees to work more and better. We have performed a study of scientific sources, modeling and 

testing some techniques. The orthodox view is that the managers prefer to use the material motivation 

of the personnel as the main tool. To the best of our knowledge there are no results in the literature 

regarding how to rapidly increase productivity without large investments in motivation. Literature rewiew 

shows that experts in motivation support the methods of material motivation.  

We found in literature that 12% of employees have money as the main motive of work only. In other 

words the methods of intangible incentives are important for 88% of employees. 

We chose 2 powerful techniques of intangible incentives: competition and training. 

Competition shows growth of the educational productivity to 28,22%. It was not required expenditures 

of money or other resources. 

The economic results of our traininng are the following: 

 the purpose of the order was achieved as the speed and quality of work of managers grew by 57-
96%, 

 comprehensive approach to the development of managerial skills and competencies brought 
additional 180 man-days, 

 saving of budget staff development amounted to $30,500 through the use of new patented 
technologies of training managers. 

That is why we suggest competition and training as 
a powerful techniques of intangible incentives.  
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1 INTRODUCTION 

Do you know why Russia lags behind Western 

Europe in productivity 3-4 times (Smirnov, 2011, 

p. 1) and growing so slowly? Because such 

talented scientists, as A.K. Gastev, P.M. 

Kergencev, A.A. Bogdanov, O.A. Ermansky were 

not in demand. And the Russian schools of labor 

organization has been replaced by an 

administrative management style (Smirnov, 2011, 

p. 1). Intergenerational continuity was broken. In 

Russian universities professors teach methods of 

work organisation, which are more than 50 years. 

Therefore, the production managers do not have 

knowledge about how to increase productivity.  

Consequently, many companies are not able to 

get the best performance from their employees. 

Managers use ineffective methods of control 

(Davenport, 2011, p. 2). Therefore, Russia has low 

labour productivity. The problem is the 

development of powerful techniques for rapid and 

significant growth of labor productivity. 

The authors recently started a research program 

to find ways of additional motivating of employees. 

We want to help to businessmen and managers to 

have employees working more and better. 

Analytical techniques are needed that can predict 

the behavior of the staff in the use of intangible 

incentives. 

Analytical techniques have been extensively 

applied to the study of the working conditions of 

the personnel, in particular with respect to 

efficiency of the methods of motivation. However, 

little research has described of practical methods 

of intangible incentives. 

More recent research [ (Cvetkov, 2008) (Center-

YF, 2012) (Yandex.Direkt, Sposoby povyshenija 

proizvoditel'nosti truda/ Konsul'tant, 2012) (hw4, 

n.d.)] has occurred in the field of approaches to 

increasing productivity. These works show that 

productivity can be increased through large 

investments. Other authors [ (Gorin, 2006) 

(Yandex.Direkt, Motivatsiya personala, 2012) 

(Kak povysit' proizvoditel'nost, 2013) (Shatova, 

2014)] have found an opportunity to apply the 

intangible incentives. 

To the best of our knowledge there are no results 

in the literature regarding how to rapidly increase 

productivity without large investments. 

Тhe aim of the present work is to analyze the 

effectiveness of different methods of intangible 

stimulation of the personnel. The assumptions 

(Yandex.Direkt, Motivatsiya personala, 2012) are 

used as a starting point. 

The results of the research are encouraging. And 

its show that the companies can increase 

productivity. It must using some powerful 

techniques for intangible incentives of employees. 

The results of the research are applied in the 

practice of Russian and other companies. They 

can be useful for companies seeking to raise 

labour productivity of employees. Our results are 

very important in the beginning of world crisis. 

Managers will rejoice in the results of work of 

employees and the success of their Company 

when they can learn and implement our intangible 

incentives techniques. 

2 LITERATURE REWIEW 

For more than 100 years researchers have been 

observing of labour productivity. 

Frederick Winslow Taylor found that all people are 

divided into two classes (F.W. Taylor about the 

principles of scientific management, 1911). 

Representatives of the first class are committed to 

the speedy completion of the work. They do not 

waste time in vain and not shy away from their 

responsibilities. People of the second class are 

characterized by low productivity is the norm of 

work and behavior. Thus, the employee may 

develop from the second class to first class. 

Managers and businessmen should create 

conditions for that. 

However F.W. Taylor believed that the work must 

be paid by results. In his study, salary is higher 

than more products produced worker and the 

more normalized work it has done (Cvetkov, 

2008). Although the author proposed to determine 

the normal conditions for work (convenience 

workplace, sanitary and hygienic conditions, the 

continuity of the provision of raw materials, tools, 
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and so on) implementation of his ideas were met 

with resistance from both the employees and 

managers. 

G. Ford continued F. Taylor’s ideas in the area of 

production organization. He formulated the main 

principles of organization of production and, for 

the first time, separated the management from the 

main work (Cvetkov, 2008). 

In the USSR the system of F. Taylor was 

interpreted in the A.K. Gastev’s studing as a 

scientific organization of labor (Smirnov, 2011). 

F. Taylor’s principles and approaches are quite 

applicable in our time. They can be used where 

the labour process can be dissected into several 

simple operations and there is no possibility to 

replace people with machines. 

In (Center-YF, 2012, p. 2) the most important task 

of the enterprise is the continuous search and 

implementation of provisions of productivity 

growth. 

Today Russia has the following distribution of 

approaches to increasing labor productivity 

(Center-YF, 2012, p. 12): 

 improving the technical level of production 

(mechanization and automation of production; 

introduction of new types of equipment; the 

introduction of new technological processes, 

improvement of structural properties of the 

products; increasing the quality of raw 

materials and new construction materials); 

 improving the organisation of production and 

labour (improvement of standards and service 

areas; reduction of the number of workers that 

do not follow the rules; streamlining of the 

management structure; mechanization of 

accounting and computing work; change 

working period; increased specialization of 

production); 

 change of the external, natural conditions 

(change geological conditions of extraction of 

coal, oil, ore, peat; change the content of 

useful substances); 

 structural changes in production (change the 

weights of certain products; change the 

complexity of the production program; a 

change in the share purchase semi-finished 

products and components; the weight of new 

products). 

However, performance management of 

employees in the work (Center-YF, 2012, p. 2) is 

an integrated process built on three positions:  

1. performance measurement - i.e. assessment 

of employees.  

2. employee development.  

3. tangible encouragement for those who are the 

most effective. 

You see, the algorithm of actions of managers 

focuses on money and other material values 

(№3). 

It was speculated by author (Yandex.Direkt, 2012, 

p. 1) to use economic and management 

approaches for enhance productivity: 

 Economic approach is aimed at modernization 

of production, optimization of production 

processes, reducing the cost of labour 

(working time) on production of a unit of 

production and (or) issuance of additional 

production quantity per unit of time, etc. 

 Management approach aimed at increasing 

the involvement of the staff, orientation 

members for effective and productive work. 

One of the significant factors affecting the 

increase of the level of employee 

engagement, is a well-functioning system of 

remuneration. 

The author of this work offers take into account the 

factors of production and human resources 

equally. And we don't know which one to give 

preference in practical work. 

Let's look at the causes of low productivity are 

listed in the work (hw4, pp. 1-2): 

 bloated the administrative apparatus; 

 bloated staff; 

 a large number of control, inspection services; 

 ill-conceived management decisions; 

 poor work organization. 

These reasons relate to the economic approach. 

Their elimination is aimed at reducing the cost of 

labour (working time) to produce a unit of output 

(Yandex.Direkt, Sposoby povyshenija 

proizvoditel'nosti truda/ Konsul'tant, 2012, p. 1). 
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Enumeration of these reasons does not explain 

what approach is better: economic or managerial? 

G. Gorin published an interesting thought 

answering this question. He in the (Gorin, 2006) 

explained that the system of personnel motivation 

cannot be called effective if it is based on the 

action of the material factors (such as salary, 

premiums, and bonuses) only. We think this idea 

is very good. Because it does not require 

significant capital and financial investments. 

In paper (Yandex.Direkt, Motivatsiya personala, 

2012) provides a detailed description of the 

methods of motivation. There are several theories 

of motivation (Abraham Harold Maslow, David 

Clarence McClelland, Frederick Irving Herzberg, 

Victor Vroom, Douglas McGregor and others). The 

theory is considered in (Yandex.Direkt, 

Motivatsiya personala, 2012) do not exhaust the 

full list of the theories of motivation. 

From a practical point of view, the causes passivity 

and low return of workers are given in 

(Yandex.Direkt, Motivatsiya personala, 2012, p. 

14): 

 excessive intervention by the chief; 

 the lack of psychological and organizational 

support; 

 lack of necessary information; 

 the lack of attention of the head to the needs 

of a subordinate; 

 the absence of feedback, that is, the 

ignorance of the worker of the results of their 

work; 

 inefficient decision of the head office of the 

problems of the employee; 

 incorrect estimation of the employee's 

supervisor. 

Economic and managerial approaches are 

combined in this list of reasons for low productivity. 

Three systems are available for elimination of 

these reasons: 

 the system of direct tangible incentives 

(Yandex.Direkt, Motivatsiya personala, 2012, 

p. 19); 

 the system of indirect tangible incentives 

(Yandex.Direkt, Motivatsiya personala, 2012, 

p. 20); 

 the system of intangible incentives 

(Yandex.Direkt, Motivatsiya personala, 2012, 

p. 22). 

Author of (Kak povysit' proizvoditel'nost, 2013, p. 

1) considers the methods of non-material 

motivation and recommends the strengthening of 

labour discipline; improving working conditions; 

sensitivity management personnel; the inclusion 

of workers in the program of complex quality 

management and using of flexible working time for 

a given groups of employees. 

The specialists of the company Pricewaterhouse 

Coopers formed a system of intangible incentives 

on (Yandex.Direkt, Motivatsiya personala, 2012, 

p. 32). They developed a classification of forms of 

intangible incentives also. Two parameters were 

assumed as a basis of this classification. It is the 

volume of expenses for organization of stimulation 

and value of the methods for employees. The 

matrix can serve as a map to choose the tools 

intangible rewards based on the needs of a 

specific company (Yandex.Direkt, Motivatsiya 

personala, 2012, p. 33). 

In paper (Yandex.Direkt, Motivatsiya personala, 

2012) the regularities identified in accordance with 

different motivation theories (A. Maslow, D. 

McClelland, F. Herzberg, L. Porter, E. Lawler etc). 

First, physiological needs come first. There are 

clean air, water, food, warmth, the need for 

security and stability updates. 

Next, the spiritual needs are. These needs are in 

a meaningful reference group and in a social 

relationships. 

Third, the need for recognition, prestige and 

respect are. 

And finally, the need for self-expression completes 

the chain needs. 

The main types of motivation proposed in 

(Yandex.Direkt, Motivatsiya personala, 2012, p. 

41) based on the above needs. 

In Russia much research in recent years has 

focused on methods of tangible incentives. Here 

we refused to consider methods of tangible 

incentives specifically. Our reason for refusal is 

the results of a new study (Shatova, 2014). 
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A latest paper (Shatova, 2014, p. 1) showed that 

40% of employees in Russia are not motivated. 

This study made by the Hay Group. The company 

Hay Group examines the efficiency of the staff in 

the different countries of the world regularly. In 

Russia the study is based on data obtained from 

more than 60 Russian companies from various 

industries. This Study covers more than 140 

thousand employees. 

The survey results clearly indicate that for Russian 

companies it is critical that managers have 

invested more time and effort in contact with staff 

(Shatova, 2014, p. 2). Expected results of such 

contacts is to support employee motivation. 

Because of these findings we hypothesize that 2 

powerful methods of tangible incentives of the 

proposed list (Yandex.Direkt, Motivatsiya 

personala, 2012, pp. 42-43) should be used. 

2.1 Metodology 

Two powerful techniques of intangible incentives 

were obtained by studying the experience and 

making the experiment. Our key research 

technique is to analyze some scientific sources 

and the behavior of a person under different terms 

of motivation. We used well-documented and 

powerful methods of analysis. All of our methods 

were economically justified. 

While the exact methodologies used vary from 

field to field, the overall process is the same. First, 

we define the question – what exactly we are 

trying to find out. We use the scientific method to 

search for relationships between tangible and 

intangible incentives. In general we learn from 50 

to 100 scientific sources on an interesting topic. 

After that we choose the hot ones for a detailed 

analysis. We welcome alternative and non-

traditional positions of researchers. 

Next comes the formation of a hypothesis, which 

is an idea or explanation for a situation based on 

what is currently known. 

The next stage of the method is the design of an 

experiment which will allow this hypothesis to be 

tested. Usually a primary run of the experiment is 

conducted, and any changes to the experimental 

conditions made. Experiments are designed so 

that one or two variables are changed. And the 

effects of the change observed. In each 

experimental run data collection takes place, 

followed by data analysis. 

Finally the data is interpreted and from this, we are 

able to draw conclusions. And we create a new 

powerful methods of motivation on the basis of 

theoretical analysis and best practices. 

The starting point for further analysis remain 

assumptions published in (Yandex.Direkt, 

Motivatsiya personala, 2012). One of the main 

ideas of this publication suggests that intangible 

incentives is a good supplement to the intangible 

one. The company must provide the workers with 

the market average salary and comfortable 

working conditions (Yandex.Direkt, Motivatsiya 

personala, 2012, p. 29). It is certainly hard to see 

a plausible alternative to this idea still if we look 

from other points of view [ (Lapusta, 2001) 

(Vesnin, 2001) (Vesnin, Upravlenie personalom v 

shemah: ucheb. posobie, 2014)]. 

First, M.G. Lapusta and his colleagues were quite 

right when he said that salary is a form of 

economic realization of the right of employees to 

its resource work (Lapusta, 2001). 

Second, in 2014 V.R. Vesnin (2014) have defined 

the purpose of stimulation is not encourage to 

work. The aim of motivation is to get to do more 

and better than it is provided by the standard 

tasks. 

Third, studies (Vesnin, 2001) shown that usually 

motivations of people who want to work are the 

following: 

 firstly, 45% prefer the glory, 

 secondly, 35% prefer satisfaction with the 

content of the work, 

 thirdly, 8% prefer the power. 

 and finally, the rest 12% has money as the 

main motive of work only!!! 

In other words the methods of intangible 

incentives are important for 88% of employees. It 

is a reason why tangible incentives cannot ensure 

high productivity. Do you remember that 40% of 

employees in Russia are not motivated (Shatova, 

2014, p. 1)? 

These results [ (Shatova, 2014) (Lapusta, 2001) 

(Vesnin, 2001) (Vesnin, Upravlenie personalom v 
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shemah: ucheb. posobie, 2014)] allow us to take 

an alternative view. We assumed that the main 

incentives are intangible factors. We believe that 

the company burn money, if based on the tangible 

methods of personnel motivation only. 

That is why we carefully considered the list of 

methods of non-monetary motivation 

(Yandex.Direkt, Motivatsiya personala, 2012, pp. 

42-43). And we chose 2 powerful methods of 

intangible incentives should be used by 

companies. These 2 techniques will be 

strengthened further: 

1. competition, 

2. training. 

Let us consider first the powerful techniques of 

intangible incentives called "competition". 

2.2 Competition 

2.2.1 Case 1. 

In February 2014, we started the competition at 

our University. 34 students participated in the 

experiment. First-year students of speciality 

"management" were selected. They study the 

subject of "Organizational behavior". And they 

pass the control of academic results each month. 

The boundaries of the scale of academic results is 

applied from 0 to 10. 

What changes we made? We just warned 

students that apply competition (ranking) for the 

results of each test. And we said that the results 

will be compared with each other.  

Previously we just had a control test. And we 

announced assessment to students. Now we've 

started to compare different academic results of 

the students. 

For the first time the results of the control test were 

included in the competition (rating) in March 18, 

2014. The average score for the group of students 

was 5.35 units. Our supervision showed a high 

interest of the students to their place in the group. 

Some students asked to rewrite test. Repeat the 

test results were not taken into account in our 

experiment. 

April 15, 2014 rating (competition) was drawn up 

for the second time. The average result for the 

group of students was 6.86 units. 

As a result, the growth of the educational results 

within 1 month was 1.51 units (from 5.35 to 6.86). 

This is 28.22%. 

Growth of the educational results to 28,22% was 

not required expenditures of money or other 

resources. We have provided students with 

access to the results of the rating. Each student 

wanted to take a higher place. And they worked 

with more efficiency. In other words, the desire of 

students to win in the ranking was the main 

resource of motivation. 

Expenditure of financial and other resources is no. 

Because we have experience of running of 

competition in the form of ranking, we expected 

the growth of the educational results. 

2.2.2 Case 2. 

Some years ago one of us organized a 

competition (rating) in the Krasnodar region 

(Russia). The purpose of the administration of 

Krasnodar region was to improve the productivity 

of research work in the region. The aim of the 

rating was to increase the share of young 

scientists in the age structure of the scientific and 

pedagogical staff. Therefore, the rating was 

organized for the leading researchers of the 

Krasnodar territory. 

Five criterias were selected for the rating by 

method statistics: the total number of publications 

(A1); the number of scientific publications (A2); the 

number of international publications (A3); the 

number of innovations used in the Krasnodar 

region (A4); the number of PhD-thesis defense, 

which was led by scientist (A5). 

A computer program to evaluate the effectiveness 

of scientific work was made. As we receive it? 

First, we have collected statistical data on eight 

criterias. Then we drew a statistical graphs for 

each of the analyzed criterion. A fragment of the 

graph R=f(A1) is shown in Fig. 1
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.Fig.1 Total number of publications (Y) and place in the rating  of (X)

At last, the empirical formula for the calculation of 

the rating of researchers was withdrawn by the 

regression analysis. All estimated coefficients 

were inspected by the Student's criterion. 3 

criterias we removed after the inspection. 

You can see that the coefficient for the PhD-thesis 

defense was the most high: 

R=0,13×(A1+A2)+0,96×A3+1,38×A4+3,17×A5 

The correlation coefficient was R = 0.983. 

The sum of points was used to assess the 

effectiveness of the work of scientists. The results 

of calculations were placed by the computer 

program in decreasing order of the score. The 

administration of Krasnodar region awarded the 

winners of the rating by honorary badge. 

The increase in the number of young scientists 

was: 

 for the first year from 436 to 610 people, that 

is ~40%; 

 for the second year from 610 to 732 people, 

that is ~20%; 

 for the third year from 732 to 896 people, that 

is ~20%. 

As a result, the number of young scientists grown 

in ~2 times in the Krasnodar region for 3 years 

(from 436 to 896 people). 

We did not make large investments. 2 times a year 

we collected reports on the results of scientific 

work of leading scientists. We treated them 

according to the elaborated computer program 

and published in the open press. Several of the 

winners of the rating were awarded by honorary 

badge of the Governor of Krasnodar region. 

Expenditure of financial and other resources are 

close to zero. 

2.2.3 Competition: theory and practice 

Nothing can detract from the central fact that the 

competition is useful for each company. However 

what is even more surprising is that the 

competition is useful for every employee. 

We would say that the following statement is itself 

sufficient to explain the usefulness of the 

application of competition for managers and 

businessmen. "The spirit of costatellus is innate 

quality of any child. And the attraction of risk and 

mercantile interests appear as the child is growing 

and gaining experience", - stated in (Vajke, 1994). 

Experiences competing give a splash of deep 

human emotions and sexual needs (Okulich-
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Kazarin & Sadykova, 2007, p. 9). It is an 

unconscious desire to meet the psycho-biological 

needs directs the participants of the competition. 

Amazingly, but the power of the desire to 

competition may not depend on the magnitude of 

financial gain or financial loss (Vajke, 1994). 

Please be attention: the reality is that man seeks 

to competition always and everywhere [ (Vajke, 

1994), (Okulich-Kazarin & Sadykova, 2007, p. 9)]. 

If the employee does not compete on the job, he 

will compete outside of work. People will spend 

their energy, playing sports and gambling. Look 

how many people play computer games and play 

in the casino! People could devote the competition 

at work this energy, this emotion, this time. People 

earn money, competing at work. People spend 

money, competing outside of work. 

Responsibility of managers and businessmen is to 

organize a competition at work. 

Responsibility of managers and businessmen is to 

save people from unknowingly losing money. 

Responsibility of managers and business owners 

is to enable people to earn money. 

If managers and businessmen do not use the 

competition, they burn the money. 

The atmosphere of competition in the company 

stimulates I-status of “Child” to the manifestation 

of a spontaneous activity and creativity (Bern, 

1992). Competition stimulates development of 

creative activity, initiative, innovation and 

responsibility [ (Samygin, 1998), (Slastenin, Isaev, 

Mishhenko, & et al, 2000)]. Involvement of 

employees in the struggle to achieve the best 

results raises behind to the advanced level. 

It doesn't matter how many criterias you use when 

organizing competitions. We have proved that 

benefit to the company will bring any number of 

criterias. Choose economically reasonable 

number of criterias for the rating. 

Maintaining a high level of motivation is achieved 

by summarizing competition 12-15 times a year 

(Shherbakov, 1996). 

Also we use "short" competition in the classroom. 

"Short" competition is a competition within 15-30 

minutes. Description of the methods of holding 

"short" competition is beyond the scope of this 

paper. 

2.3 Training 

2.3.1 Case 3. 

Recently we carried out the order of the Moscow 

data center of Russian Railways. The purpose of 

the order was to increase a labour productivity of 

managers. The goal is achieved through training 

40 managers. Two groups of 20 people were 

formed. They are trained by the training of a new 

generation. Each group was intensively studied for 

18 hours. 

The average growth of personal competences 

amounted to 40 managers: 

 focus on results - 63%; 

 attentiveness - 60%; 

 leadership - 16%; 

 creativity - 420%; 

 logical thinking - 66%. 

The average growth of managerial competencies 

amounted to 40 managers: 

 the ability to work according to plan - 57%; 

 the ability to allocate the main thing - 82%; 

 tasks to the deadline - 57%; 

 find the information they need - 96%. 

The economic results are the following: 

 the purpose of the order was achieved as the 

speed and quality of work of managers grew 

by 57-96%, 

 comprehensive approach to the development 

of managerial skills and competencies 

brought additional 180 man-days, 

 saving of budget staff development amounted 

to $30,500 through the use of new patented 

technologies of training managers. 

Below we will talk briefly about the use of new 

patented technologies of training managers. 

2.3.2 How our training helps to improve 

incentives to work? 

When companies hire employees, they mostly are 

interested in their competencies. Companies are 

not interested in their attitude to work. However, 

attitude to labor determines the level of intrinsic 

motivation. In turn, the motivation is a major 

influence on the desire of the employee to learn 
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and to quality work. The company's easier to teach 

a motivated employee than motivate qualified 

specialist (Yandex.Direkt, Motivatsiya personala, 

2012, p. 40). Therefore it is better to hire people 

who demonstrated a high level of motivation to 

work, optimism, enthusiasm and desire for growth. 

In our case, the employees were highly qualified 

and had weak internal motivation to work. It is 

quite true that this situation is not so rare than 

managers and businessmen want. 

During the training we developed the key 

competences which affect the internal motivation 

to work. Some methodological conditions for the 

studies borrowed from work (Okulich-Kazarin V. , 

2013, p. 115). 

High unconscious internal incentives to work is 

formed by the high level of these competencies: 

focus on results, leadership, and ability to work 

according to plan, and tasks to the deadline. 

In turn, high internal incentives to work ensures 

high productivity of employees. 

3 CONCLUSIONS 

We learned advanced methods of intangible 

incentives of employees. And we found that the 

methods of intangible incentives are important for 

88% of employees. Our experiment has confirmed 

this observation. Managers and businessmen can 

reduce the cost of motivation if they will apply the 

intangible incentives. 

Two powerful methods of intangible incentives 

were suggest for using. They can be useful for 

companies seeking to raise labour productivity of 

employees: 

1. Competition is strong and fast reception of 

productivity. It is not important what criterias 

will compete employees. Competition helps to 

direct more energy to profit growth. Our 

experiments showed an increasing 

employees activity to 20-40%. 

2. The second major of intangible incentives is 

training. Each company has to spend money 

on training their staff in new technologies. The 

good news is that the new generation training 

combines professional growth and growth of 

internal motivation. Staff can work better, 

harder and faster on 57-96% after combined 

training. Business owners and managers will 

receive a great savings if they will train the 

staff on the new generation training. 

The results of our research are applied in the 

practice of Russian and other companies. 

Managers and businessmen will rejoice in the 

results of work of employees. The success of their 

Companies will good when they can implement 

competition and the new generation training.  

Our results is very important in the beginning of a 

new world crisis. 

The next step in our research will be the design of 

a motivational "ladder" for intangible incentives of 

employees.
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