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Abstract 

The in-company mechanism of labor motivation is formed under the influence of a whole range of socio-economic factors, many of which 
represent rather independent subsystems of this mechanism. All these factors concern either to a number of economic ones, or social ones, 
but all of them, anyhow are included into the employees’ system of interests. Without availability of such a system it is impossible to create 
the in-company mechanism of labor motivation. In the oil and gas companies this mechanism is not taken into consideration while 
developing labor motivation in the framework of the Company Strategy. 

Keywords: Human Resources Management, Motivation, Companies, private sector, Kazakhstan 

 

1 Introduction 

In the coming-to-be period of the market economy system 
in Kazakhstan specific importance should be given to the 
enhancement of the level of work with the staff of the oil 
and gas companies wherein to lead this work on a scientific 
basis using experience which has been gained for many 
years of domestic and international experience. The issue 
concerning the activity with the personnel is one of the most 
important one at the present stage of the economic deve-
lopment of the big number of countries in the world [1]. 

The researches of personnel services experience in a 
number of oil and gas companies in the Republic of 
Kazakhstan show that it is needed to carry out the labor 
relations radical reform, directed not only toward the growth 
of compensation of employees in all branches of economic 
activity, but also toward organization of equal economic 
relations between employees and employers, effective func-
tioning of labor market, wider development of social prob-
lems directly in a sphere of production [2]. Not the last place 
in this process occupies running of personnel services of 
national enterprises and production, which must stimulate 
growth of production and staff quality, interest of appearance 
of employees initiate, organizational discipline and speeded 
up introduction of innovations in all kinds of production 
activity, help to normalize functioning of production and 
technical services and its' branches, creating these conditions 
for stable and dynamic growth of common production 
volume in each particular branch of the national economy [3]. 

When considering motivators, longevity and effective-
ness are important. Motivators such as fear or incentives 
have effects that can be counterproductive or shortlived. 

Thus, the use of internal motivational factors needs to be 
considered. Each organization has a distinct personality, 
managers should try and remove barriers from their orga-
nization that cause job dissatisfaction and are a detriment to 
motivating employees. Factors such as company politics, 

unproductive meetings, withholding information, and un-
fairness lead to low morale and overall job dissatisfaction. 

Methods of strategic analysis as SWOT analysis were 
used to accomplish specific tasks. The method we applied to 
strategic analysis is based on the model of nine-factor stra-
tegic management introduced by Robert Matthews [4] and 
subsequently aligned with the requirements of ISO-9000. 

2 The analysis of the system of the personnel services’ 
functioning in the oil and gas companies 

The results of the interviewing the personnel in some fields 
of Kazakhstan companies, including JSC "Anaco", "Kara-
chaganak Petroleum" and LLP "Ah-danmunay" showed that 
they do not see the difference between the functions of per-
sonnel departments and human resource management de-
partments. Moreover, some line managers of small compa-
nies and service stations engaged in oil mining, just do not 
understand why they need in specialized personnel depart-
ments because they believe that 2-3 company employees 
can be engaged into filling in the documents. 

As a result, in Kazakhstan a new pattern has appeared: the 
labor results of employees in no way are related to the 
companies’ activity, almost everywhere the employees are 
not involved into the management of production process, they 
are not informed about the financial results of the operation of 
their businesses, in the oil and gas companies of Kazakhstan 
authoritarian style of management becomes stronger and 
stronger and it’s not always clear what for the wage increase 
can be  realized  or what for the premium is paid [4]. 

At the same time the respondents pointed out that the 
social assistance of the company is usually one-off cost and 
of small size, not comparable to the revenues that the com-
panies have as a result of their production and marketing 
activities. The result clearly revealed a low level of trans-
ference of authority from one level of management to ano-
ther one, that the budget allocated for this purposes is not 
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enough at all, the personnel services haven’t enough func-
tions. In the big oil companies in Kazakhstan with foreign 
participation many of these problems are already resolved. 

The state of equipment and technologies in the oil com-
panies of Kazakhstan, especially in small ones where there 
are high level of equipment wear and low level of processes 
automation of oil production and transportation, aggravates 
the negative tendencies [5]. 

There are problems with the level of total wages paid for 
the actual amount of work performed in a certain time period 
with respect to the plan taking into account the system of 
bonuses in companies, the lack of clear regulations on labor 
tariffing and the impact of price rising on the growth of wages. 

The instruments to overcome these negative tendencies 
in Kazakhstan could be: 

 establishment of additional to the disciplinary per-
fect criteria to reduce payment, dismissal of an emp-
loyee from the company or increasing  his salary 
according to specific indicators;   

 wider development of the social labor incentives and 
social programs within companies; 

 working out parallel movement of employees from 
one position to another with the help of organized 
system of alignment and replacement of professions; 

 creation of perfect system of employee’s labor re-
sults assessment  with the help of expert (quality); 

 working out a ranking system of quality indicators as 
the basis for the additional material incentives of 
each worker.  

The implementation of the latter provision requires to 
determine the legal status of the employee in the company’s 
activity, where besides the description of the workplace, job 
descriptions and the availability of the rules the system of 
bonuses should be taken into account: 

 standards to perform work functions; 
 possible ways to enlarge empowerments; 
 perspectives to change specific forms of activity; 
 standards of professional development opportunities 

of the employee while receiving additional training 
or experience [5, 6,7]. 

In addition, currently at the big oil and gas companies in 
Kazakhstan the problem of employees removal from 
participation in production management is quite obvious. 
The same problem can be seen in all big Kazakh manage-
ment structures , which can be estimated as a consequence 
of the period of reforms in the country when the authori-
tarian style of management dominated at all levels of mana-
gement. As the consequence there were no strong mecha-
nisms to involve employees into the process of production 
management and to develop employees potential and demo-
cratization of control systems [8, 9, 10]. 

As a result, today Kazakhstan has weakly developed sti-
mulating management methods, which cannot provide strong 
influence to motivate workers and to form their desire to ma-
ximize efficiency. In this respect, the most positive examples 

they have in Germany, where they have an excellent condi-
tions to involve employees into management through the 
mechanism of acquisition of companies’ shares in Norway, 
Sweden, Denmark, France, Japan, where many elements of 
certain participation has been already worked out. 

3 Conclusion 

1. The oil and gas companies as the biggest production en-
terprises of Kazakhstan can be considered as the most deve-
loped ones concerning the efficient personnel management 
by means of motivation to productive working activity. 
Therefore limitations of the working activity of the oil and 
gas companies of the Republic of Kazakhstan concerning 
usage of labor resource are not typical for other industrial 
Kazakhstan enterprises in regarding ways of their over-
coming. However searching for ways to improve staff ma-
nagement in these companies can be considered as strategic 
ones for all production enterprises of Kazakhstan. 

2. The most striking weakness of personnel management 
in the oil and gas companies of the Republic of Kazakhstan, 
regardless to their forms of ownership, and the founders is 
the functional limits of the personnel service. They cannot 
fully influence on the adoption of specific management 
decisions in respect of the staff and poor participation in the 
development of incentive system to encourage employees to 
work effectively as well as the lack of funding the activities 
to develop training and education of future human resources 
for these companies 

3. Many modern economists point out that the choice of 
objectives in terms of maximizing revenue growth in the 
conditions of market relations may be false. Preservation 
and development of the labor resources should be the prio-
rity. This fact requires new approaches to human resources 
management in Kazakhstan and the formation of a new con-
cept of specialists training for the oil and gas companies in 
our country. 

4. The formation of the rational construction of mana-
gement structures takes a special place in the personnel 
management mechanism. However, while searching for me-
thods of such system construction the certain principles 
should be realized and systemization of which should allow 
overcoming weaknesses of the given management at the 
Kazakhstan enterprises. 

5. Kazakhstan’s step system of economic stimulus, which 
is connected with the quality and intensity of working activity 
is not used effectively. Almost everywhere, they do not hand-
le the social methods of management capable to support 
economic methods and to strengthen motivation system as a 
whole. Creation of similar system demands preliminary cal-
culations because such incentives depend on budgets of the 
organizations and should assume not only the will of the top 
managers in the given direction, but also considerable 
improvement of planning work at the Kazakhstan enterprises. 
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