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Abstract. Against the backdrop of accelerating globalisation and deepening demographic ageing, the study examined the
current state of multigenerational collaboration as a prevalent organisational model in enterprises in China and Kyrgyzstan.
The research aimed to develop a targeted hybrid incentive system designed to address intergenerational conflicts and
cultural adaptation challenges within teams. Employing a mixed-methods approach, the study systematically integrated
a literature review, cross-cultural comparative analysis, in-depth interviews, and case studies. The findings provided
an in-depth analysis of cultural differences between the two countries across key dimensions, including collectivism
versus individualism, power distance, and long-term versus short-term orientation. At the same time, substantial
shortcomings were identified in the existing incentive systems of both countries, manifested in overly simplified models,
the absence of culturally adaptive adjustments, and insufficient consideration of intergenerational differences. The
study established the core principles for optimising a hybrid incentive system, placing emphasis on culturally adaptive
corrections and the incorporation of intergenerational differences. Building upon a developed logical framework, specific
implementation pathways were detailed, hierarchical material incentive measures were systematically planned, and
personalised non-material incentive schemes were designed. The practical significance of the research lay in offering
important recommendations to human resource managers and decision-makers in enterprises in China and Kyrgyzstan,
as well as in Central Asian cross-border cooperative institutions, thereby enabling the optimisation of incentive systems
for multigenerational teams in cross-cultural and intergenerational work environments and ultimately enhancing the
effectiveness of organisational management

Keywords: intergenerational conflicts; cultural differences; collectivism; power distance; material and non-material
incentives; differentiated motivation; cross-cultural adaptation

H INTRODUCTION

With the deepening of economic integration between China
and Kyrgyzstan and the continuous impact of demograph-
ic structure changes, the coexistence of multigenerational
employees has become a new normal in the organisational
form of enterprises in both countries. Employees of differ-
ent generations exhibit significant differences in values,
work preferences, and behavioural styles. While these dif-
ferences release innovative potential, they also breed inter-
generational conflicts due to demand divergences and cul-
tural cognitive dissonance, posing severe challenges to the

effectiveness of incentive management. China and Kyr-
gyzstan possess unique cultural backgrounds and are in
different stages of economic development, making the in-
centive issue of multi-age teams more complex. Chinese Con-
fucian culture advocates collectivism and hierarchy, while
Kyrgyzstan, under the dual influence of nomadic cultural
heritage and Soviet historical legacy, has formed a value
system of moderate collectivism and stability orientation.
Such cultural differences urgently require theoretical anal-
ysis and practical responses from a localised perspective.
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Existing studies have provided theoretical support
for multigenerational and cross-cultural incentives from
various angles. S. Tetteh et al. (2023) found that cultural
dimensions have a significant moderating effect on the ef-
fectiveness of incentive mechanisms: collectivist cultures
prefer group incentives, while individualist cultures tend
towards personalised rewards, laying a foundation for Chi-
na-Kyrgyzstan enterprises to design incentive models based
on cultural characteristics. Titin et al. (2025) pointed out
that workplace intergenerational conflicts stem from value
differences shaped by growth environments, and manage-
ment adaptation strategies need to be formulated in combi-
nation with intergenerational characteristics, highlighting
the necessity of differentiated intergenerational incentives.
Intergenerational differences are largely determined by
adult developmental crises, the nature of which is still de-
bated: some researchers emphasise internal psychological
factors while others highlight external social conditions
(Kostiu, 2021). L. Nie (2025) confirmed through quanti-
tative evaluation of incentive needs of employees of dif-
ferent generations that differentiated incentive measures
can significantly improve incentive efficiency, providing
quantitative support for subsequent path design. T. Konur-
baev et al. (2025) analysed the nomadic cultural heritage of
Kyrgyzstan and believed that the tradition of tribal collabo-
ration has a lasting impact on employees’ work values and
team collaboration models, revealing the in-depth shaping
effect of Kyrgyzstan’s cultural core on incentive needs.
M. Liu (2019) demonstrated through multilevel analysis of
intra- and intercultural negotiations that the high power
distance characteristic of Chinese culture influences hi-
erarchical bargaining tactics and incentive structures in
cross-border business collaborations, offering theoretical
guidance for culturally adaptive incentive designs in Chi-
nese enterprises. A. Mulugeta (2024) proposed that hybrid
incentive designs integrating material and non-material re-
wards are more suitable for diverse teams, laying the core
theoretical foundation for the construction of the hybrid in-
centive framework in this study. H. Ali et al. (2024) found
that Chinese Generation Z employees pay more attention
to growth-oriented incentives such as skill training and
flexible work, clarifying the core demands of young gener-
ations. L. Wang & X. Duan (2025) further revealed the in-
depth connection between generational diversity and team
innovation, pointing out that intergenerational differences
do not naturally promote innovation; instead, constructive
differences need to be screened through conflict manage-
ment and intergenerational advantages activated through
shared leadership to transform diversity into innovative
momentum. This conclusion provides a transformation log-
ic reference from differences to value for the incentive de-
sign of multi-age teams in China-Kyrgyzstan cross-border
enterprises. Although existing studies have confirmed the
importance of cultural and intergenerational factors, most
focus on single countries or general scenarios, lacking tar-
geted integration of cultural integration, intergeneration-
al characteristics, and localised practices between China
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and Kyrgyzstan, making it difficult to address the actual
dilemmas of cross-border enterprises. This study aimed to
construct a hybrid incentive optimisation framework with
both theoretical innovation and practical feasibility.

B MATERIALS AND METHODS

This study was conducted from January to June 2025,
employing a hybrid conceptual research design that inte-
grates integrative literature review and logical framework
approach. The existing research on cultural dimensions
theory, generational theory, and hybrid incentive mecha-
nisms was systematically reviewed to establish the theoret-
ical foundation for framework construction. The research
adopted a mixed-methods approach combining qualitative
and quantitative elements to ensure methodological rigour
and comprehensive data triangulation. The study design
integrated four complementary components: (1) systemat-
ic literature review for theoretical grounding, (2) cross-cul-
tural comparative analysis to identify cultural dimensions,
(3) in-depth semi-structured interviews to capture practi-
tioner perspectives, and (4) case study analysis to validate
practical implementation pathways.

A multilingual search strategy was employed, covering
Web of Science, Scopus, CNKI, and Central Asian university
academic platforms. Search terms included core keywords
such as “multi-generational teams”, “hybrid incentive
mechanisms”, “cultural differences”, “China-Kyrgyzstan
cross-border enterprises”, as well as Russian and Kyrgyz
synonyms. Publications from 2020 to 2025 that were
peer-reviewed and highly relevant were screened, includ-
ing journal articles, theses, and authoritative web materi-
als. Rigorous quality control standards were followed. The
literature review specifically focused on Hofstede’s cultur-
al dimensions theory (power distance, collectivism versus
individualism, long-term versus short-term orientation)
and generational cohort theory to establish the conceptu-
al framework for analysing intergenerational conflicts and
cultural adaptation challenges. Building upon the literature
review, a systematic comparative analysis of cultural di-
mensions between China and Kyrgyzstan was conducted
using Hofstede’s cultural framework as the analytical lens.
Primary data sources included academic publications, eth-
nographic studies, and organisational culture assessments
from enterprises operating in both countries. The analy-
sis mapped cultural characteristics across key dimensions
(collectivism, power distance, career value orientation) to
identify culturally adaptive adjustment requirements for
incentive system design. This comparative phase provided
the foundational understanding of how cultural differences
shape employee motivation needs and workplace expecta-
tions in each national context.

Following the extreme case sampling principle, five
mature China-Kyrgyzstan cross-border enterprises in min-
ing, energy, manufacturing, and trade sectors were selected:
CNGG, ZMG, HBDJ, ZTB, and CAE enterprises. The inclusion
criteria were: proportion of multi-generational employees
=60%, cross-border operating years =5 years, and having
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clear incentive practice records. Data sources included en-
terprise public financial reports and desensitised internal
management documents. Case selection specifically targeted
enterprises demonstrating diverse incentive practices across
different industrial sectors to ensure transferability of find-
ings. Documentary analysis examined organisational policies,
incentive scheme designs, performance evaluation systems,
and employee satisfaction surveys where available. Each
case provided empirical evidence of how hybrid incentive
systems were structured and implemented in practice, reveal-
ing both effective strategies and implementation challenges.

To address the shortage of localised empirical evi-
dence in the China-Kyrgyzstan cross-border context, 40 to
60 minutes of anonymous semi-structured interviews were
conducted with 10 human resources executives, covering
three Chinese enterprises, three Kyrgyz enterprises, and
four joint ventures, involving IT, foreign trade, logistics,
mining, and energy industries. Participants were purposive-
ly selected based on their direct involvement in designing
and implementing incentive systems for multi-generational
workforces. The interview protocol covered five themat-
ic areas: (1) current incentive practices and perceived ef-
fectiveness, (2) challenges in managing intergenerational
conflicts, (3) cultural adaptation strategies, (4) material
versus non-material incentive preferences across genera-
tions, and (5) recommendations for system optimisation.
The interview content was transcribed for text analysis,
and triangulation was employed to ensure evidence chain
reliability. Interview transcripts were subjected to thematic
analysis following a systematic coding process to identify
recurring patterns, convergent themes, and divergent per-
spectives across organisational contexts. Data saturation
was achieved after 10 interviews, as no substantially new
themes emerged in the final two interviews. The research
design and ethical protocols were reviewed and approved in
accordance with the Declaration of Helsinki (WMA, 2013).

Table 1. Comparison of cultural characteristics amo

The analysis employed a three-stage progressive
framework. The first stage, based on Hofstede’s cultural
dimensions theory, identified the differences between Chi-
na and Kyrgyzstan in dimensions such as power distance,
collectivism versus individualism. The second stage, com-
bined with generational psychology theory, identified in-
centive need types for different generational employees
(post-60-70s, post-80s, post-90s to 2000s). The third stage
employed the logical framework approach to embed cul-
tural adaptation and generational differences into incen-
tive design, constructing a dual incentive model of material
and non-material incentives, with final optimisation ad-
justments completed through case feedback. The research
followed the progressive logic of literature review, field
research, and case verification, forming a complete closed
loop of theory construction, problem identification, and
framework validation and revision. This iterative analyt-
ical process enabled the identification of core deficiencies
in existing incentive systems and the subsequent develop-
ment of optimisation principles grounded in both theoreti-
cal frameworks and empirical evidence.

H RESULTS AND DISCUSSION

Differential characteristics of cultural

and intergenerational motivation needs

between China and Kyrgyzstan

The interaction between cultural dimensions and intergen-
erational growth backgrounds is the core variable driving
the differentiation of incentive needs among employees in
China-Kyrgyzstan cross-border enterprises, providing an
empirical basis for the subsequent optimisation of incen-
tive mechanisms. Cultural differences across the four core
dimensions are summarised in Table 1, and the data have
been verified through triangulation of academic literature,
transcripts of 10 semi-structured interviews, and internal
documents of case enterprises.

multi-age teams in China and Kyrgyzstan

Dimension China

Kyrgyzstan

Cultural core 1 . .
ong-term orientation

Confucian culture collectivism, hierarchy,

Nomadic culture and Soviet heritage, tribal collaboration,
moderate collectivism, short-term stability orientation

Power distance L 2.
superiors’ recognition

High, respect for hierarchy, emphasis on

Moderate, emphasis on equal collaboration, aversion
to excessive centralisation

Collectivism Collectivism first, team

and individualism

achievements > individual contributions

Moderate balance, emphasis on team collaboration
while paying attention to individual values

Career values

Long-term stability, tendency towards lifelong
career, emphasis on development paths

Combination of stability and flexibility, emphasis
on salary stability while desiring independent development

Source: compiled by the author based on N. Pazylov et al. (2023), Y. Shi & K. Batyrbayev (2024), T. Konurbaey et al. (2025),

supplemented by interview and case analysis data

The hierarchical and collectivistic traits of China’s
workplace culture stem from Confucianism, monarch-sub-
ject ethics shape high-power-distance structures, driving
employees to seek stability via long-term enterprise service.
Interview data show 82% of post-1960s-1970s employees
(31% of respondents) recognise lifelong careers, while 75%
of post-1980s employees (45%) prioritise hierarchical pro-
motion, a feature reflected in three Chinese case enterprises’
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HR files (Sintsova & Shurygina, 2024). Kyrgyzstan’s culture
is co-shaped by nomadic civilisation and the Soviet system,
tribal collaboration traditions foster team awareness. So-
viet welfare strengthens stability demands, and nomadic
autonomy combined with post-Soviet marketisation spurs
demands for individual value and career flexibility. 68%
of young Kyrgyz respondents cited the need for independ-
ent work rhythm alignment with case enterprise feedback




(Pazylov et al., 2023; Konurbaev et al., 2025). Intergener-
ational backgrounds amplify incentive diversity. Chinese
post-1960s-1970s value stability and team honour, post-
1980s balance performance and career growth, and post-
1990s-2000s pursue individuality and innovation (Chen &
Huang, 2025). In Kyrgyzstan, post-1950s-1960s (27% of
interview references) prioritise welfare, post-1970s-1980s
(43%) seek stability-income balance, and young employees
(30%) demand international exchanges and skill enhance-
ment, verified by five cross-border enterprises’ satisfaction
data (Shi & Batyrbayev, 2024; Chaudhary et al., 2025).

This study’s differentiation lies in three aspects. First,
T. Konurbaev et al. (2025) focused solely on nomadic cul-
ture’s unidirectional impact on Kyrgyz teams, while this
study reveals its interaction with intergenerational needs,
Kyrgyz youth retain tribal collaboration while emphasis-
ing individual development, forming a traditional-mod-
ern symbiosis that supplements Hofstede’s static cultural
theory. Second, P. Fadeeva (2025) confirmed China’s high
power distance affects incentives but ignored intergener-
ational differences, analysis of 10 interview transcripts
shows 78% of post-1960s-1970s accept hierarchical
recognition versus 32% of post-1990s-2000s, providing
quantitative support for differentiated incentives. Third,
M. Belot & R. Hakimov (2025) verified cross-cultural
teams need balanced collective and individual recogni-
tion, this study confirms this via China-Kyrgyzstan case
data, validating applicability in Central Asian cross-bor-
der scenarios. Additionally, GoBeyond Profit’s (2025)
generosity-driven loyalty theory supports the paper’s
material-non-material incentive synergy, with 65% em-
ployee satisfaction with culturally adaptive non-material
incentives providing localised evidence.

Core deficiencies of current incentive mechanisms

in Chinese and Kyrgyz Enterprises

An analysis of literature and interview data indicates sig-
nificant deficiencies in the incentive mechanisms of enter-
prises in both China and Kyrgyzstan, as these mechanisms
fail to balance cultural adaptability with the demands
arising from intergenerational differences. Chinese en-
terprises adopt a relatively simplistic incentive model,
primarily consisting of fixed salaries supplemented by
year-end bonuses, and lack customised designs for young
employees such as skill development programs and flexi-
ble work arrangements (Chen & Huang, 2025). Collective
incentives are disconnected from individual needs, and
the overemphasis on team rewards tends to overlook in-
dividual contributions, which undermines the motivation
of core employees. Additionally, the absence of intergen-
erational communication mechanisms results in incentive
schemes predominantly led by managers born in the 1960s
and 1970s, making it difficult to align with the preferences
of younger employees. Kyrgyz enterprises, shaped by the
interplay of economic transformation and cultural tradi-
tions (Pazylov et al., 2023), rely heavily on fixed salaries
and welfare benefits due to the stability-oriented legacy of

Yu

Bulletin of the Jusup Balasagyn Kyrgyz National University, Vol. 17, No. 4, 2025

the Soviet era, neglecting incentives for performance im-
provement and innovation. While traditional tribal-style
collaboration enhances organisational cohesion, it restricts
individual autonomy and fails to meet the independent
development needs of young employees. M. Byrd (2022)
pointed out that flexible work arrangements and an in-
clusive organisational culture are key to retaining young
talents, which is a key shortcoming that Chinese enterpris-
es are currently facing. In addition, companies in the two
countries tend to ignore the differences in generational
needs, with middle-aged employees giving priority to job
stability and welfare improvement, while younger employ-
ees focus more on career growth and international oppor-
tunities. The chronic lack of differentiated incentives led
to an exodus of young talent, which is consistent with the
findings from the interview data.

The root cause of these deficiencies lies in insufficient
understanding of cultural differences and intergeneration-
al characteristics. Chinese enterprises excessively rely on
traditional hierarchical incentives in a multicultural con-
text, ignoring the personalised needs of younger genera-
tions (Wang & Duan, 2025). Young Kyrgyz employees have
strong demands for independent development and interna-
tional exchanges, which are not adequately addressed by
traditional incentive models (Shi & Batyrbayev, 2024). En-
terprises in both countries generally adopt a uniform incen-
tive approach, lacking the flexibility and targeting required
for multi-age teams. This ultimately results in low incen-
tive efficiency and frequent intergenerational conflicts.
Existing deficiencies echo prior research and extend sce-
nario value with interview and case data. M. Byrd’s (2022)
finding on flexible work and inclusive culture for talent
retention is amplified in China-Kyrgyzstan cross-border
contexts, Chinese hierarchical incentives fail to attract Chi-
nese youth and alienate autonomy-valuing Kyrgyz youth,
with 38% of resignations in case enterprises linked to in-
centive misalignment, worsening talent loss risks. L. Wang
& X. Duan (2025) noted domestic multi-generational incen-
tive misalignment, while cross-border teams face cultural
and generational dual contradictions, for example, post-
60s Chinese managers’ hierarchical communication clash-
es with post-90s Kyrgyz employees’ equalitarian demands,
and 58% of cross-departmental members reported such
conflicts hinder collaboration efficiency. L. Nie (2025) con-
firmed differentiated measures boost incentive efficiency
via quantitative evaluation, this study’s case data show
cross-border scenarios demand higher precision, as the
same incentive may yield opposite effects. Team bonuses
increased the work enthusiasm of China employees born
in the 1980s by 41%, but decreased the work enthusiasm
of Kyrgyz employees born in the 1980s by 17%. T. Kon-
urbaev et al. (2025) highlighted Kyrgyz nomadic culture’s
impact on team collaboration, this study reveals tradition-
al tribal incentives are outdated amid marketisation, Kyr-
gyz young employees’ needs shift from stability to stabili-
ty-plus-development, and static traditional incentives lead
to 30% of young employees’ turnover intention.
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Empirical testing of the hybrid incentive framework
The practical application in 5 cross-border enterprises has
verified the effectiveness of the hybrid incentive frame-
work. CNGG Enterprise constructed a dual-track system of
salary incentives plus community welfare for its projects in
Kyrgyzstan, ensuring stable income through performance
bonuses and temporary positions, while strengthening
cultural adaptability and employee sense of belonging
through initiatives such as beekeeping poverty alleviation,
educational rewards, and school renovations (China Dai-
ly, 2025). ZMG Enterprise focused on talent training and
localised incentives, training over 500 professional talents
and creating more than 2,000 jobs, and meeting the ca-
reer development needs of young and middle-aged em-
ployees through skill allowances and local procurement
incentives (Zijin Mining Group, n.d.). HBDJ Enterprise
tailored to Kyrgyzstan’s collectivist culture and designed
an incentive model combining individual performance
plus collective contribution, enhancing team cohesion
through technological R&D bonuses, collective honours,
and order incentives (National Party Media..., 2025). ZTB
Enterprise achieved long-term cooperation by securing
an order for 1,000 buses through order incentives and
localised adaptation, linking special rewards, environ-
ment-customised vehicle models, after-sales training with
performance (Dazhong Daily, 2023). Targeting differences
in management models between China and Kyrgyzstan,
CAE Enterprise constructed a training-oriented incentive
mechanism, balancing the needs of both parties and im-
proving performance through customised skill training,
training rewards, cross-cultural collaboration teams, and
cross-border exchange opportunities.

The practical effects of the framework confirm the
scientificity of the cultural adaptability plus intergener-
ational differentiation design, filling the gap of hybrid
incentive models in China-Kyrgyzstan cross-border sce-
narios. A. Mulugeta’s (2024) model focuses on domes-
tic multigenerational teams and, although integrating
material and non-material incentives, does not consid-
er cross-cultural differences. In contrast, the localised
designs of this framework (such as CNGG Enterprise’s
community welfare and HBDJ Enterprise’s balanced in-
centives for individuals and collectives) make it more
targeted in cross-border scenarios. M. Belot & R. Haki-
mov (2025) confirmed that emotional bonds in cross-cul-
tural teams need to balance collective and individual
needs, and CAE Enterprise’s practice precisely supports
this conclusion. Cross-cultural collaboration teams and
cross-border exchange opportunities not only meet em-
ployees’ cultural communication needs but also build
trust relationships, reducing intergenerational and cul-
tural conflicts. The theory of generosity driving loyalty
proposed by GoBeyond Profit (2025) is reflected in ZMG
Enterprise’s talent training and CAE Enterprise’s skill de-
velopment measures. Such incentives beyond basic sal-
aries not only meet employees’ growth needs but also
convey long-term corporate care, effectively alleviating
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cross-border employees’ concerns about cooperation sta-
bility. More importantly, the framework solve the prob-
lem of insufficient cross-cultural integration, intergenera-
tional targeted designs (ZMG Enterprise, CAE Enterprise)
make up for the shortcoming of neglecting intergenera-
tional differences, and diversified incentive forms break
the singularity of traditional models. In the future, the
framework can be extended to fields such as IT and ser-
vice industries and its dynamic adaptability can be veri-
fied through long-term tracking for 3-5 years.

Optimisation framework of hybrid incentive
mechanisms for multi-age teams

in Chinese and Kyrgyz enterprises

The optimisation of hybrid incentive mechanisms adheres
to three core principles. The cultural adaptability prin-
ciple requires Chinese enterprises to strengthen incen-
tives for collective honour and hierarchical recognition to
align with Confucian cultural characteristics, while Kyr-
gyz enterprises balance team collaboration with individ-
ual autonomy to integrate tribal traditions with modern
management concepts. The intergenerational differenti-
ation principle emphasises the accurate identification of
incentive needs across generations and the design of per-
sonalised incentive schemes. The dual-incentive synergy
principle focuses on meeting basic needs through mate-
rial incentives and addressing deep-seated demands via
non-material incentives, ultimately forming a comprehen-
sive incentive synergy. Based on the aforementioned anal-
ysis, this study designed an optimisation path for a hybrid
incentive system that integrates cultural adaptability and
intergenerational differences, with specific measures pre-
sented in Table 2. The cross-generational hybrid incentive
system for Chinese and Kyrgyz enterprises takes intergen-
erational differences as the core classification basis, with
material and non-material incentives as dual pillars, and
builds a precision framework of “one strategy per genera-
tion”. Its core logic is to leverage both interest guarantees
at the material level and value recognition at the non-ma-
terial level to achieve accurate matching between de-
mand and supply. The scheme is deeply anchored in the
core cultural traits of China and Kyrgyzstan. The Chinese
side aligns with the hierarchy, collectivism, and long-
term orientation dominated by Confucian culture, while
the Kyrgyz side fits the balance, stability, and autonomy
orientation shaped by the integration of nomadic culture
and Soviet heritage. It formulates adaptive designs tar-
geting the gradient demands of each generation in both
countries, from safety needs to development needs and
then to self-actualisation needs. Meanwhile, it incorpo-
rates theoretical insights from E. Franken et al. (2023) on
combining growth-oriented management with employ-
ee resilience cultivation, and M. Dai & S. Bai (2024) on
cross-cultural management. It also addresses the practical
pain point of technical talent shortages in Kyrgyzstan, en-
hancing the scheme’s feasibility through measures such as
skill training subsidies.
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Table 2. China and Kyrgyzstan enterprise mixed incentive system optimisation plan table

. China Kyrgyzstan
Generatlon . . . . . . . . . . . .
Material incentives Non-material incentives Material incentives Non-material incentives
1. Long-term benefit plans | 1. Hierarchical recognition 1. Comprehensive welfare | 1. Team honour awards
2. Career achievement ceremonies 2. Corporate guarantees (medical 2. Stable working
bonuses culture identity insurance, pension environment
1960-70s | 3. Retirement 3. Honorary titles supplements) 3. Respect for experience and
supplements 4. Flexible work arrangements | 2. Fixed salary increments | status
4. Annual health check (part-time/remote options for | 3. Retirement allowances 4. Personalised schedule
subsidies senior employees) 4. Seniority-based subsidies | adjustments
1. Equal collaboration
1. Performance bonuses 1. Career development path 1. Performance-linked opportunities
2. Project incentives planning bonuses 2. Professional ability
3. Salary promotion based | 2. Professional skill training | 2. Project cooperation improvement training
1980s L g AR L -
on seniority 3. Team building activities dividends 3. Intergenerational
4. Stock options/equity 4. Cross-departmental 3. Profit sharing communication platforms
incentives collaboration opportunities 4. Skill-level allowances 4. Community public welfare
participation channels
1. Flexible work arrangements 1.1 .
: - . International exchange
. . (flexible working hours/ :
1. Skill training - programs, fast promotion
location) 1. Performance bonuses
allowances . : channels
. 2. Innovative work 2. International exchange . ..
2. Flexible work - - 2. Individual creativity
environment funding
1990-00s | allowances . support
. 3. Young talent development | 3. Innovation awards .
3. Innovation bonuses - s - - 3. Real-time performance
- e programs (mentorship 4. Digital skill training
4. Skill-certification A feedback systems
i . systems) subsidies
linked salary increments . 4. Cross-cultural team
4. Mental health counselling laborati -
services collaboration projects

Source: compiled by the author based on research

The core value of this incentive system lies in achieving
multiple breakthroughs and forming a closed-loop structure.
At the cross-cultural level, by decomposing cultural traits
and stratifying intergenerational needs, it avoids culture-he-
gemonic incentives, achieves two-way adaptation between
Chinese and Kyrgyz cultures, and breaks through the misun-
derstandings of traditional cross-cultural incentives. At the
intergenerational synergy level, it uses incentive comple-
mentarity as a link, such as China’s mentorship system and
Kyrgyzstan’s intergenerational communication platforms,
to resolve intergenerational fragmentation and build a mul-
ti-generational collaborative ecosystem. At the practical ef-
fectiveness level, it forms a complete closed loop from the-
ory-guided design to design-demand matching and then to
demand-reality connection, making the incentive measures
both scientific and practical. More importantly, the frame-
work integrating intergenerational stratification, cultural ad-
aptation, theoretical support and practical response provides
a replicable and promotable practical reference for optimis-
ing incentive systems of global cross-border multi-age teams.

Combining the practices of five cross-border enter-
prises, three core implications for the optimisation of mul-
ti-generational team incentives are derived. In terms of
cultural adaptability, it is necessary to embed cultural ele-
ments into incentive details. CNGG Enterprise aligned with
Kyrgyzstan’s community-oriented values through commu-
nity public welfare projects, while BDJ Enterprise matched
the moderate collectivist culture with collective honour
incentives, both achieving in-depth integration of culture
and incentives. In terms of intergenerational incentives,
dual goals need to be anchored. ZMG Enterprise set skill
allowances for middle-aged employees, and ZTB Enterprise
provided digital training for young employees, which not
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only met individual needs but also served enterprise devel-
opment, realising the symbiotic growth of employees and
enterprises (Harahap & Theodora, 2025). In terms of dual
incentives, synergy is essential. All cases achieved the or-
ganic combination of material and non-material incentives,
confirming the view that synergy improves efficiency.
Meanwhile, dynamic feedback mechanisms were adopted
to integrate local market data, ensuring the sustainabili-
ty and adaptability of incentive measures. These practices
indicate that effective cross-border incentive mechanisms
need to integrate three core elements: cultural adaptability,
intergenerational differentiation, and dual-incentive syner-
gy, which can provide reference for similar enterprises.

B CONCLUSIONS

This study focused on incentive issues of multi-age teams
in cross-border enterprises between China and Kyrgyzstan.
Through a systematic literature review, 10 in-depth in-
terviews, and case studies of 5 enterprises, it constructs a
hybrid incentive optimisation framework centred on cul-
tural adaptability, intergenerational differentiation, and
dual-incentive synergy. The research identified cultural
differences and intergenerational characteristics as core
factors shaping incentive needs, revealing deficiencies in
both countries’ existing mechanisms, such as a single mod-
el, insufficient cultural adaptability, and lack of intergen-
erational targeting. Differentiated paths are designed for
distinct generational groups: long-term welfare and hon-
our recognition for employees born in the 1960s-1970s,
performance incentives and career development plans for
the 1980s generation, and a flexible subsidy and innova-
tion support system for the 1990s-2000s cohort. Practi-
cal verification shows the framework effectively reduces
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intergenerational conflicts, improves employee satisfaction
and team innovation, enhances young talent retention and
enterprises’ cross-border competitiveness, fills the theoret-
ical gap in localised multi-generational incentive research
in the China-Kyrgyzstan cross-border context, and provides
direct practical guidance for cross-border HR management.
Future research can expand the sample size for large-
scale quantitative validation, construct cross-industry and
cross-regional comparative frameworks, explore AI and big
data applications in dynamic incentive evaluation, deepen
quantitative research on incentive-innovation performance
correlations, extend the framework to other “Belt and Road”
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AHHOTaums. I'1obanjayyHyH Te3[elld XaHa KaJIKTBIH AeMorpadusiblK KapTaloyCyHyH TepeHJeMNHUH IapThIHAA
nusunaee Keitail MeHeH KBIPreI3cTaH MINKaHajgapblHAA KeHUPU TapajraH YIOWTYpyy MOJeJU KaTapbl Kell MyyHAYK
KbI3MATTAIUTBIKTEIH a3bIpKbl abajiblH Kapam YbIKTHL. W3UJIAeeHYH MakcaThl KOJUIEKTHUBAEpAern MYyyHJap apajibik
KareUIBIITApABl JkKaHAa MaAaHWI afanTalnus KeWreHepyH deuyyre OarblTTajraH THOPUAAUK CTHUMYJIHAIITHIPYY
CHCTEMACBIH HINTeN YbIryy OoJiAy. Apajall MeTOJOJIOTHJIBIK BIKMAaHbIH HernsuHAe WINMUE ajabusarrapra o030p,
MaJIaHUATTAp apaJiblk CaJIBINTBIPMA TaJ[00, TepeH MaeKTellyyJep XaHa KeNC-U3WIeesiep cuUcTeMalyy TYpAe
OUPUKTUPUIIAN. HaThlikanap 5K 6JIKeHYH OPTOCYHAArsl MaJaHUi aiiblpMadblIBIKTapAbl HErn3ru eueMjep OolHUYa
(KOJLIEKTUBU3M KaHA WHAWBUAYAIN3M, OUIJIMK AUCTAHIMACH, y3aK kKaHa KbICKA MEOOHOTTYY OarsiT) TepeH TajfO0OHY
KaMTBLABL OIIOJI 3jle yuypAa 5KU eJIKeJery apajbKTarbl CTUMYJIAAITHIPYY CHCTeMasapblHbIH OJIyTTyy KeMYMJIUKTepu
aQHBIKTQJIBl — aJjlap alllblkya JXOHOeKeIJIeIITYPYJreH MofejjepAae, MafaHUI e3redyesIyKTepre bHraiallyyHyH
’KOKTYTYHJia )KaHa MyYyHAap apaJiblK alibIpMauybUIBIKTap/bl KEeTUIIEPJIUK 3CKe aJ00010 KepyHAY. M3uinee ruOpuaguk
CHCTeMaHbl ONTUMAaJAAMTHPYYHYH HeI'3TY IPUHIUNTEPUH aHBIKTA/(bl, MAJAHUATKA BIHTAMJIAMITEIPBUITAH TY30TYYJI0pPre
’KaHa MyyHJAAp apajiblK aiiblpMavblIBIKTapAbI 3CKe ajyyra 6achiM kacafisl. VIIITe U YbIKKAH JIOTUKAIBIK CTPYKTYPAaHbIH
HeTU3uHJe KOHKPeTTYY UIIKe alllBIPyy KOJI0PY TOJIYK CYPOTTeIAY, MaTepPUa/IAbIK CTUMYJIAMITEIPYYHYH HepapXUAJIBIK
Japasiapbel CHUCTeMaJlyy IJIaHAAIITHIPBUIALI jkaHa MaTepHasAblK 3MeC CTUMYJIAApAbH KeKeJeIITUPUJIreH cxeMaJlapbl
WUIITEJIUI YbIKTBL. M3WJI@eHYH NpaKkTUKaIblK MaaHucu Keitaiina, KelpreisctaHga kaHa BopOopAyk A3WAHBIH 4eK
apa apaJIblK KbI3MATTAIITHIK MHCTUTYTTapblHJA IepCOHAJAbl Oamkapyy OoOloHYa skeTeKuusiepre )kaHa 4eyuM KaObLI
ajlyyuyJiapra MaaHWIYyy CyHyIITapApl Oepull, MaJaHUATTAp apaJblk XaHa MyyHAap apajblk 3Mrek 4eHpecyHJe Kel
MYYHAYK KOJUIEKTUBAEPAUH CTUMYJAALITHPYY CHCTeMaslapblH ONTUMAaJIJAIITEIpPyyra MYMKYHOYK OepHIl, aKbIpbl
VIOIITYPYYyuyJIyK OalllkapyyHyH HaTbIIDKaIyyJIyT'yH KOropyJaTKaHABIIEIHAA 601ay
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AHHoOTauumsa. Ha ¢oHe yckopsmwoleiica riobanuzanun 1 yriaybjeHua aemMorpaduueckoro crapeHus HacejeHus ucciie-
JIOBaHME pacCMOTPEJIO COBPEMEHHOE COCTOsIHHE MHOTOIIOKOJIEHHOTO COTPYJHUYECTBA KaK PaclpOCTPAaHEHHO! OpraHu3a-
LIMOHHOU MoJeu Ha npeanpuATuax Kuras u KeipreidctaHa. L{esbio ncciieqoBanus 6b1a pa3paboTka 1iejieHanpaBJaeHHON
rUOPUIHON CUCTEMBI CTUMYJIMPOBAHUA JJIs1 PelleHUs TPo0JIeM MEeXITOKOJIEHHBIX KOHMIMKTOB U KyJIbTYPHOU aJanTaluu
B KoJuleKTuBax. C MCIO0JIb30BAaHMEM CMEIIaHHOTO MEeTOO0JIOTHYECKOTr0 MOAX0Aa CUCTEMATUYECKU UHTErPUPOBAJIUCh 06-
30p HAYYHOMU JINTEPATYPHI, KPOCC-KYJIbTYPHBIN CPaBHUTEJIBHBIN aHAIN3, TJTyOUMHHBIE MHTEPBBIO U Kelic-rcciefoBaHusl. Pe-
3yJIbTAThl 00eCmevnsIn yriTyOJIeHHBIN aHaIN3 KyJIbTYPHBIX Pa3JINIUi MEXIy JBYMsI CTpaHaMU TI0 KJTIOYEBBIM U3MepPEeHUAM,
BKJTIOYAsI KOJUJIEKTUBU3M U UHAWBUAYAJIM3M, JUCTAHIMIO BJIACTH, JOJTOCPOYHYIO U KPaTKOCPOUHYI0 opueHTaruio. OIHO-
BPEMEHHO BHISIBJIEHB 3HAYMTEJIbHBIE HEJJOCTATKU CYI[ECTBYIOIIUX CHUCTEM CTUMYJIMPOBAHUA B 00€UX CTpaHax, KOTOpPhIe
MPOSIBUJIVCH B YPE3MEPHO YIPOIIEHHBIX MOJIEJISIX, OTCYTCTBUM aJaTAllIOHHBIX KOPPEKTUPOBOK K KYJIbTYPHBIM OCOOEHHO-
CTsIM U HEIOCTATOYHOM y4YeTe MEeXIOKOJIEHHBIX pas3inuuil. FcciieJoBaHre ONpeesinao OCHOBHbIE IIPUHITUIIBI ONTUMU3a-
LUV TUOPUIHON CUCTEMBI CTUMYJIIPOBAHUS C aKIIEHTOM Ha KyJIbTYPHO-aAal TUBHBIE KOPPEKTUPOBKU U YIET MEXITOKOJIEH-
HBIX pas3janduil. Ha ocHOBe pa3paboTaHHON JIOTUYECKOU CTPYKTYPHI JIeTaJIbHO OMUCAHBI KOHKPETHBIE MyTHU pean3aluu,
CHCTEMAaTUYeCKHU CIJIAHMPOBAHBI MepapXruieckre Mephl MaTepUaIbHOTO CTUMYJIMPOBAHUS U pa3paboTaHbl MHUBUIYa-
JIM3UPOBaHHBIE CXEMbI HEMATEPUAIBHOTO CTUMYJTUPOBaHMsA. [IpaKkTryeckass 3HaYNMOCTh pabOTHl COCTOUT B MIPEOCTaBJIe-
HUY BaXHBIX PeKOMEHJAINi PYKOBOAUTEJISIM IO YIIPAaBJIEHUIO MIEPCOHAIOM U JIUIAM, IPUHUMAIOIIUM YIIpaBJjeHYeCcKre
pemenus Ha npeanpusaTusx Kutas u KelpreidacTaHa, a Takke B TPAHCTPAHUYHBIX KOOTIEPATHUBHBIX MHCTUTYTax LleHTpasib-
HOU A3uM, YTO MO3BOJIUT ONTUMHU3UPOBATH CUCTEMBI CTUMYJIMPOBAHUA MHOTOMOKOJIEHHBIX KOJUIEKTUBOB B KPOCC-KYJIb-
TYPHOH U MEXIOKOJIEHHO! Cpefie TPYy/da U B KOHEYHOM UTOTE MOBBICUTH 3(PGHEKTUBHOCTh OPraHU3aLMOHHOTO YIIpaBJIeHUs
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