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The paper is focused on the Lithuanian enterprise
leading and executive employees® work motives as well as
on the attitudes towards work motivation. Correlation of
motivation forms with work satisfaction and its results has
been defined. The impact of the main factors such as quali-
fication, delegation of power, continuing training and ma-
terial as well as psychological means on motivation of
employees is analysed in the paper. With the help of trian-
gulation investigation method, Lithuanian enterprise em-
ployees™ motivation and behaviour at work has been
evaluated in the three aspects. The main aspects are as
follows: interests of leading workers, interests of executive
workers and neutral attitude towards the compatibility of
these interests. It is a new attitude towards employees®
motivation models. With reference to the author’s theoreti-
cal and practical investigations, Lithuanian enterprise
employees® motivation model has been prepared.

According to the investigation data, an insufficient at-
tention is paid to motivation models of the employees from
Lithuanian enterprises. At best, the separate motivation
means are tried for the encouraging of the employees in
the state’s enterprises. Neither integrated attitude, nor
particular motivation models (for the enterprises of
Lithuanian food industry) do exist in the meantime.

Having analysed the motivation theories of foreign
scientists as well as having evaluated the results of practi-
cal investigation in Lithuania, it has been determined that
the basics of the motivation of the employees of Lithuanian
enterprises are the motives of every employee (both offi-
cial’s and worker’s), that are directed towards desirable
results, and the behaviour of the employees — a conscious
achievement of these results. One can confess that the
point of motivation is the alternation of the behaviour and
activity of employees (in desirable direction of employers).
Conceptional motivation model of employees has been
created for the grounding of this proposition.

It has been determined during the investigation that
different motives are relevant to the employees of different
enterprises. Managers ought to know that while changing
operating conditions the motives of subordinates will
change too. The hierarchy of the facilities of motivation
activity could help managers to subordinate the motives-
mechanisms of the individual for the good of employees
themselves.

So, the aim of the motivation activity of the managers
would be — to notice and evaluate in time the change of the
motives of employees, while picking the motivation model
of the employees of the enterprise.

During the investigations of the motivation models of
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foreign countries and the Lithuanian labour motivation it
has been determined that common consistent patterns,
typical to Lithuanian enterprises, do exist. They are deter-
mined by differently chosen elements of motivation models
of managers and employees of enterprises. Therefore the
motivation models of the employees of the enterprises
should include such motivation elements, which are typical
of the managers and employees of particular enterprise.

Keywords:  employees® motives, motivation, motivation
models, career, needs.
Introduction

Implementation of Lithuanian economical self-
sufficiency requires the solution of new tasks connected
with the level of the economic employees™ labour useful-
ness. The leaders of Lithuanian enterprises have not accu-
mulated the experience of many years standing on the sub-
ject of employees™ motivation in the Republic. Work moti-
vation is connected with the following question: why peo-
ple do something (or refrain from actions), and motivation
process includes the choice of alternative actions in order
to achieve the desirable result.

Understanding other persons’ work motivation and mo-
tives are influenced by employees™ attitudes and regulations.

The aim of investigations is to prepare employees
motivation model under the changing market conditions.

Tasks to be solved are as follows: to investigate mo-
tivation aims and activity motives of leading and executive
employees; to determine the main elements of motivation
model.

The object of investigation — the employees™ in
Lithuanian food industry enterprises motives and behav-
iour at work.

Investigation methods

After the formation of contential and procession moti-
vation trend, scientists paid more attention to the analysis
of the development of motivation theories. F. Teilor
(1903), A. Maslow (1943), F. Herzberg (1959) wrote about
motivation problems. Peculiarities of motivation and moti-
vation theories was analysed by: E. ljin (E. Unbun) (1984),
D. Uznadze (A. VY3mamze) (1990), A. Jakovlev (A.
SkosneB) (1995).

Motivation investigations in Lithuania began in 1927.
The first scientists were J. Vabalas-Gudaitis, A. Gucas.
Employees™ motivation problems were analysed by A.



Navickas (1985), R. Razauskas (1987), P. JuceviCiené
(1990), R. Grigas (1995), A. Seilius (1998).

Theoretical and practical scientific solutions concern-
ing employees™ motivation are accumulated, however, it is
not clear if above mentioned solutions are reliable under
the conditions they should be applied to. The question is,
which solutions found in foreign literature should be ap-
plied in Lithuania. It is generally accepted that employees”
motivation depends on particular society. Therefore, coun-
try’s peculiarities should not be ignored. Variety of these
peculiarities — the conceptual expression of motivation
process depending on the actually fixed components of this
process, i.e. on society’s desires.

During the investigation, it has been tried to evaluate
motivation of Lithuanian food industry enterprise em-
ployees from three positions while applying the method
of triangulation investigation. Main positions are as fol-
lows: interests of leading workers, interests of executive
workers and neutral attitude towards the compatibility of
these interests.

The analysis of literature shows that there aren’t inves-
tigations exploring employees™ motivation in food indus-
try. On the purpose to fill this gap there were chosen these
food industry enterprises: ‘“Pakruojo maltinas”, “BirStono
mineraliniai vandenys”, “Biovela”, “Suslavicius-Felix”,
“Suvalkijos linai”, “Lietuviskas midus”, “Kauno Silt-
namiai”, “Stumbras”, “Josvainiai”, “Girnogala”.

Enterprise leaders, senior specialists, specialists and
employees are attached to the leading employees, work-
people are attached to the executive workers.

While analysing the motivation of Lithuanian enter-
prise workers, activity motives (society’s aims) and infor-
mation addressees (leading and executive employees) have
been defined. Each of these components has been qualita-
tively evaluated and differentiated. The conceptual variety
of motivation process is analysed in three-dimensional
vacuum, i.e. sources of activity motives and behaviour,
activity motives of leading and executive workers.

For the evaluation of employees™ motivations, in most
cases the scale of 5 points is suggested in the scientific
literature, where numbers, meaning respondents’ opinions,
are specified with every question, i.e. 1 point — absolutely
unimportant, 2 — partially important, 3 — important, 4 —
often important, 5 — very important. Authors believes that
variants of responses expressed in numbers name the em-
ployees™ motives and structure of behaviour insufficiently
thoroughly. Therefore, the method of collision (imaginary)
situations has been chosen for the investigation. According
to the method of moral development investigation prepared
by L.Kohlberg, test status has been granted for the lots of
situations in questionnaires. Questions concerning employ-
ees activity motives and behaviour at work had the variety
of responses, where every variant of response meant dif-
ferent affirmation.

Variants (chosen by the investigated ones) of activity
motives and behaviour have been foreseen in the question-
naires. Thus, variants of activity motives and behaviour
evaluation were used for the perceiving of the deeper per-
sonality position, when respondent reasoning, the character
of valuable self-determination is analysed.

For the interpretation of questionnaire data, the method
of experimental evaluations has been used. The use of this
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method is based on the hypothesis that after the summari-
zation of the opinions of the workers (participating in the
questionnaire), the adequate hierarchy method of the prog-
nosticated object, namely Lithuanian enterprise employ-
ees activity motives, could be formed.

Investigation methods are as follows: the analysis of
scientific and publicist literature while investigating moti-
vation, behaviour and motivation methods of separate pe-
riods of time; the analysis of primary and secondary
sources while clearing out the influence of separate factors
for motivation and efficiency of measures offered; the
method of quantitative investigation was applied while
carrying out the main practical investigation; the method of
collision situations while creating investigation instruments
and their projects.

Employees” motivation

From the beginning of the 19" century employees™ mo-
tivation passed through many historical and conceptual
development stages, where one or another scientific idea
predominated. In the eighth and ninth decades of the 20"
century, after the formation of contental and procession
motivation directions, country’s scientists paid more atten-
tion to the analysis of the development of motivation theo-
ries. Practical creation of motivation models, their func-
tioning and evaluation required more comprehensive in-

Western theories of employees™ motivation and behav-
iour have been tried to adapt in the enterprises not taking
into consideration basic cultural and economical differ-
ences of Lithuanian enterprise workers in comparison with
other countries, which theories have been tried to be ap-
plied. Western elements (USA, Japan and others) of moti-
vation and behaviour models as well as methodologically
different management conceptions have been transferred
mechanically into employees™ motivation systems of the
Republic. Lithuanian enterprise employees were forced to
face new foreign management conceptions having not yet
assimilated the old ones.

Changing market conditions, difficult economic
situation, constant threat of bankruptcy, weak base of
laws, the absence of knowledge of life under market con-
ditions, the low activity of trade unions and workers as
well as their insufficient influence on state management
have caused trouble and limited the opportunities of the
application of rational motivation models in Lithuania
(Marcinkeviciaté, 2003).

State’s leaders, adopting other countries’ experience,
start to use the elements of foreign countries’ motivation
models, however, not everyone succeeds because of in-
sufficient knowledge and lack of practice (Aron, 1997).
State’s workers mechanically or absolutely ignore the
application of motivation models without insufficiently
comprehensive analysis. The lack of knowledge and prac-
tice while implementing motivation models in Lithuanian
enterprises is one of the main business management prob-
lems.

While acting under market economy conditions and
seeking for more effectively use professional abilities of
the workers in the process of integration into international
business, enterprise leaders should evaluate work, cultural



and social aspects of their workers (both leading and ex-
ecutive), which is often difficult to measure, having sig-
nificant influence on motivation, though. It is important to
evaluate workers’ attitudes towards motivation and to fore-
see development perspectives. Lithuanian workers’ moti-
vation is a new and important direction of scientific re-
searches orientated towards stimulation of social, cultural
and economical progress. Motivation investigations are
necessary while seeking to determine and evaluate work-
ers’ behaviour at work as well as motivation expression,
interaction and influence on enterprise activity. In order to
create rational models of workers’ motivation, certain logi-
cal analysis and consistency must be kept to, because crea-
tion of models requires large spadework, i.e. evaluation of
present condition of workers’ motivation and determina-
tion of the constructs of investigation instruments.

The most prevalent opinion is that motivation consists
of activity and purposefulness. The attitude towards work
differs comparatively slowly, and motivation differs de-
pending on situation (Rogers, 1996).

First of all, the work itself creates behaviour motiva-
tion. Leader should create conditions for the work to be
attractive and creative (Cuendet, 1996). Responsibility for
the work should be required as well. Routine (stiff) easy
work cannot be the source of motivated behaviour. Leader
must bother over the work to be constantly renewed.
Workers should respect and trust their leader. Frankness
and sincerity further motivation as well. Leader must be
interested not only in workers’ work, but associate with
them as personalities as well. It should be seen from their
own behaviour (Bucitnien¢, 1995).

State’s enterprise workers should constantly make up
their mind in choosing direction of their behaviour and in
motivating it. Confidences become motives of everyday
behaviour. They ensure steady and solid behaviour, har-
monize ideas and feelings.

In choosing actions, action direction, the worker not
only expresses his own position, but also strengthens him-
self as personality. Thus, choice is social and moral
method of self-expression and result of his active creative
activity (Stokes, 1999).

While choosing certain direction and way of activity,
the worker actively effects surrounding environment, cre-
ates and reorganises it. At the same time he creates and for
himself, makes new preconditions and possibilities for his
further activity on which basis he grows rich, develops,
improves (Daley, 1998). Enterprise workers are not free to
choose, participate or not participate in social production;
in order to live — one must work — it is a social and, at the
same time, moral necessity.

Human’s nature is to take care of oneself. Chosen
values (material wealth, happy family life, health) is a
normal and, in any case, un-blameworthy feature (Donel-
son, 1999).

The main thing is that the worker seeking benefit for
oneself should not break established requirements or harm
others. Those respecting the aims and individuality of oth-
ers easily reconcile their own interests.

According to the investigation data of the authors, 55
per cent of Lithuanian food industry enterprise leaders af-
firmed that they are fully or partially satisfied with the
qualification level of their subordinate workers, however,

69

they do not want to delegate their powers while carrying
out more important tasks (Marcinkeviciite, 2003).

The main reason of the unwillingness of the leaders
to delegate powers was named as the low professional
preparation of subordinate workers, however, while char-
acterizing their qualification level, there was already no
place for dissatisfaction. One of the reasons why which
Lithuanian food industry enterprise leaders do not want to
delegate powers to subordinate workers, could be the
absence of traditions for delegation of powers. The other
reason could be the absence of social culture. During the
investigation the leaders named as ideal ones the follow-
ing features of the workers: work knowing, technical so-
phistication, discipline, diligence. The perspective factors
for the transference to higher position have been named
as the following ones: good work, experience and knowl-
edge; higher education and good getting on with superi-
ors. The investigation data shows that subordinate work-
ers are not satisfied with theoretical and practical knowl-
edge because of the unwillingness of enterprise leaders to
trust them more complex works. Leaders themselves wish
such workers with high work experience, technical so-
phistication and higher education; however, they them-
selves do not give such opportunities for the workers
(Marcinkeviciaté, 2003).

Employees with pleasure would extend their practical
and theoretical knowledge, because they are interested in
realizing their abilities and raising their professional quali-
fication level.

It is generally accepted that the regularity of work
power depends on technologies as well as on investments
into education and science. Investments for education and
science should depend not only on person’s financial pos-
sibilities and personal initiative, but should be part of na-
tional development strategy where the main attitude is paid
to economic development based on high qualification of
work power and implementation of technologies. Leaders,
who think about future perspectives, taking into account
environmental conditions, intrinsic factors of the enter-
prise, should form an individual qualification raising and
retraining strategy in enterprises (Alport, 1999).

Understanding the role of the perfection of qualifica-
tion and considering financial resources, the level of work-
ers’ preparation as well as other reasons, enterprise leaders
should create one or several (for different groups of work-
ers) individual training strategies.

After the restoration of the independence, the
changes started not only within the structure of continu-
ing training, but while paying for the work as well. Al-
ready at the beginning of 1991 Work payment law of the
Republic of Lithuania came into force, which qualified
enterprises to regulate work payment themselves except
payments of enterprise workers maintained from budged
means. Government fixes such payments. The Law au-
thorized Government to fix minimum monthly salary for
hired workers working the whole day. According to the
investigation data, 80 per cent of respondents affirmed
that they are unsatisfied with the size of work salary; 20
per cent affirmed that they are not very much satisfied
with their salary. The average monthly work salary in
investigated enterprises varied from 600 to 1100 Lt in
2003 (Marcinkevicitté, 2003).



According to the data of the Department of Statistics
to the Government of the Republic of Llithuania minimal
monthly salary from 1999 till 2003 remained unchanged,
i.e. 430 Lt. There are many people in Lithuania who are
paid minimum. They make 16,1 per cent of all country’s
economic workers. According to the statistical data al-
most all industry production prices sold by producers
increased by 0,6 per cent, oil products (petrol among
them) increased by 3,7 per cent, food products and drinks
increased by 0,5 per cent (Labour Market And Citizens’
Employment, 2001).

The workers who were unsatisfied with the size of
work salary, accentuated in their responses that they set to
such works which do not ensure long employment, con-
stant incomes, health and pension insurance.

65 per cent of the respondents affirmed that the size of
work salary is too low in accordance with the importance
of the work fulfilled; 35 per cent affirmed that the size of
work salary corresponds to the importance of work (Mar-
cinkeviciaté, 2003).

Employers are interested in getting the best available
profit while economizing expenditure of labour force
(Herzberg, 1988). Sometimes it is done while hiding the
part of work salary, paying it through “black” cash, devel-
oping work salary with deposit interests or dividends.
Large labour force expenditures do not encourage to accept
for a job additional workers (demand for work decreases)
and encourage avoiding taxes, thus narrowing society’s
social security possibilities. 50 per cent of the respondents
affirmed that such inducements in enterprises are not ap-
plied. It has been accentuated that with the decrease of
production and with the increase of enterprise idle times,
the main work salary sometime is late for 3-4 months, the-
refore, nobody talks about inducements. It is often thought
that while analysing the necessities of material inducement
system the best way of its application is to offer workers
material award (premium, hire salary for the sincere work).
Thus, it is possible to achieve the certain result. While in-
vestigating the efficiency of material inducement system in
Lithuanian enterprises, the author has defined that 73 per
cent of the respondents are not satisfied with the above
mentioned systems. The shortcomings are the following
ones: their imperfection (62 per cent), unclear inducement
criteria (23 per cent) and unfair selection of incentive per-
sons (12 per cent).

The structure of employees” motivation model
in Lithuanian food industry enterprises

In order to rise from the hard economic situation and
begin compete with developed countries’ enterprises
Lithuanian food industry enterprises should find ways to
increase the employees™ motivation using their labour po-
tential. Workers’ motivation is a complex phenomenon;
therefore, many motivation theories and concepts have
been created for its explanation. All of them are correct,
but not all can be put into practice in our country. It is clear
that society transformation processes going on in the direc-
tion of democracy and progress, determine the appliance of
up-to-date motivation theories in enterprises, however, it
should be understood that motivation is connected not only
with the evolution of society, but is conditioned by na-
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tional culture as well. In order to adapt Western motivation
theories in enterprise management, basic cultural and eco-
nomical differences of Lithuanian enterprise workers
should be taken into account.

Lithuanian food industry enterprises have accumulated
yet neither enough knowledge about motivation nor ex-
perience how to do it. Hard economical situation, constant
bankruptcy threat, legal base, the lack of experience under
market conditions, the low activity of trade unions and
working people as well as the low influence on enterprise
activity harden and limit motivation models’ implementa-
tion opportunities in Lithuanian enterprises. It could be
explained that the main reason of worker’s behaviour is
conditioned by motives and situation, where it turns up
under certain conditions and in some time.

According to the investigation data, insufficient atten-
tion is paid to the workers’ motivation models in Lithua-
nian food industry enterprises. At best, separate motivation
measures are tried to be used in country’s enterprises for
the stimulation of workers.

Having analysed motivation theories of foreign scien-
tists and having evaluated results of practical investigation
in Lithuania, it has been determined that motivation base
of Lithuanian food industry enterprises is each worker’s
(both leading workers and executive ones) motives, di-
rected towards desirable results, and workers’ behaviour is
a conscious achievement of these results. One can affirm
that the sense of motivation is the change of workers’ be-
haviour and activity in the desirable direction of employer.
For the validity of this proposition, motivation model for
Lithuanian enterprise workers has been created (under
changing market conditions).

The following structural elements make the motivation
model of the employees in Lithuanian food industry enter-
prises (Figure):

- professional skills, closely connected with the com-
patibility of self-expression motives and activity,
and apportionment of individual plans and special-
ized tasks;

- work salary, enabling to identify particular criteria
while evaluating salary for work. This evaluation in-
cludes preferential acquisition of enterprise shares,
fixed or variable premiums as well as extra pay;

- information, delegation of powers and adoption of
resolutions, evaluating playback, hierarchy subor-
dination and systematic transference of business in-
formation;

- professional training, enabling the constant im-
provement of qualification, the renewal of progres-
sive technologies and planning of tasks as well as
the determination of exact establishment;

- socio-cultural intercourse and valuable orienta-
tions, taking into consideration sectional discus-
sions and consultations while seeking the destruc-
tion of negative situations in enterprises.

According to the data, investigation employees™ motiva-
tion models in Lithuanian food industry enterprises are not
applied so far, however, in economically developed countries,
for example in Sweden, Norway, Finland, Switzerland, em-
ployees™ motivation enrichment conceptions have been started
to create using similar models. The aim of these conceptions



is to give more responsibility, autonomy and freedom for the
adoption of solution to the workers.

Starting to apply the above suggested workers’ moti-
vation model, enterprise leaders should fulfil practical in-
vestigations of work motivation in their own enterprises,

trying to determine which work and behaviour motives
(self-expression, respect, moral and material) predominate
between workers and what motivation measures (work
salary or wish to get real repayment from independent
work) are more important to subordinate workers.

Conciliation of motives and activity

S PROFESSIONAL SKILL »| Estimation of individuals achievements
Individuals working out
Appointment of special job
Coordination of motives activity and salary
Concrete criteria for job
SALARY > J

Acquisition actions on fovourable terms
Fixed and variable premiums

Extra pay

INFORMATION, DELEGATION OF
POWERS AND ADOPTION OF
RESOLUTIONS

A 4

Open communication and playback
Business information rendering
Subordination coherent hierarchical
Extra attorney delegation

General meetings

PROFESSIONAL RAINING

A 4

Constant qualification development
Renovations of technology
Planning job and date of determination

Motivation model of the employees in Lithuanian food industry

VALUABLE ORIENTATIONS

SOCIO-CULTURAL INTERCOUSE AND

Group discussions and consultations
Meetings with workers in working place
Elimination of negatives situations

Figure. Motivation model of the employees in Lithuanian food industry

Summing up one can affirm that the aim of motiva-
tional activity of the leaders should be to notice in time and
evaluate the change of workers’ motives while choosing
enterprise workers’ motivation model.

According to the investigation of theoretical concep-
tions, foreign states’ motivation models and Lithuanian
work motivations, behaviour, as well as workers’ motiva-
tion, it has been defined that general motivation regulari-
ties’ characteristic to Lithuanian food industry enterprises
do exist. They are defined by the elements of motivation
models chosen differently by enterprise leaders and work-
ers. Enterprise workers’ motivation models should include
such motivation elements, which are characteristic to the
leaders and workers of particular enterprise.

Professional abilities” functionality connected with
compatibility of self-expression motives and drawing up of
individual plans and special tasks increases labor produc-
tivity in 25 per cent; concrete criteria of wages, fixed or
mutable premiums and extra pays decreases labor force
fluctuation in national enterprises in 15 per cent; informa-
tion, delegation of power and decision making evaluating
feedback, hierarchical subordination and systematic infor-
mation transfer decreases nervous strain at work in 10 per
cent; professional training enabling permanent qualifica-
tion improvement, renewal of innovative technology, plan-
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ning of tasks and setting of definite terms increases em-
ployees™ professionalism in 10 per sent; socio-cultural
communication and value orientations considering the
group discussions and consultations improves social envi-
ronment on purpose to exterminate the negative situations
in Lithuanian enterprises.

Suggested motivation model means™ decrease the risk
of no qualitative management decision-making and an-
ticipate the implementation of theoretical motivation atti-
tudes in practice in 15 per cent. Suggested adaptation and
efficiency of model in practice is grounded on samples of
alternative motivation models” shaping and choosing
(USA, Japan, Finland, Great Britain, Germany and in
other countries).

Conclusions

1. The sense of Lithuanian food industry enterprise
employees™ motivation is the change of employees;
behaviour and activity in the desirable direction of
employers.

. Exact and particular hierarchy of motivational ac-
tivity opportunities help the leaders to subdue
mechanisms-motives of personality for the good of
enterprises and workers themselves.



3. General motivation regularities characteristic to
Lithuanian food industry enterprises do exist. They
are defined by motivation models’ elements chosen
differently by enterprise leaders and workers. En-
terprise leaders’ motivation models should include
such motivation elements, which are characteristic
to the leaders and workers of particular enterprise.

4. The employees™ motivation model in Lithuanian food
industry is comprised of these structural items: profes-
sional skill, salary, information, delegation of powers
and adoption of resolutions, professional training,
socio-cultural intercouse and valuable orientations.

5. Suggested motivation model means™ decrease the risk
of no qualitative management decision-making and
anticipate the implementation of theoretical motivation
attitudes in practice in 15 per cent. Suggested adapta-
tion and efficiency of model in practice is grounded on
samples of alternative motivation models” shaping and
choosing (USA, Japan, Finland, Great Britain, Ger-
many and in other countries).

6. Starting to apply employees motivation models, enter-
prise leaders should carry out practical work motiva-
tion investigations in their own enterprises, seeking to
define, which work and behaviour motives predomi-
nate among workers and which motivation measures
are more important to subordinate workers.
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Lina Marcinkevicitté

Lietuvos maisto pramonés darbuotojy motyvavimo modelis: teorinés
ir praktinés prielaidy paieskos

Santrauka

Nuo XIX amZiaus pradZios darbuotojy motyvacijos teorijos
peréjo ne viena istorinés bei konceptualiosios raidos etapa, kuriuose
vyravo viena arba kita moksliné mintis. XX amZiaus 8-ajame-9 ajame
deSimtmetyje, susiformavus turininéms ir procesinéms motyvacijos
kryptims, praktinis motyvavimo modeliy kiirimas, jy funkcionavimas
ir jvertinimas reikalavo i§samesniy tyrimy bei studijy.

Imonése, neatsizvelgiant | Lietuvos darbuotojy esminius kulttr-
inius ir ekonominius skirtumus, buvo siekiama mechaniskai perkelti
vakarietiSkus motyvavimo ir elgsenos modeliy elementus (JAV, Ja-
ponijos ir kt.) bei metodologiSkai skirtingas valdymo koncepcijas.
Lietuvoje imoniy darbuotojai, nespéj¢ suvokti vieny, buvo priversti
persiorientuoti { kitas uzsienio valdymo koncepcijas.

Besikeiciancios rinkos salygos, sunki ekonominé padétis, nuo-
latiné bankroto grésmé, silpna istatymy bazé, gyvenimo rinkos saly-
gomis patirties stoka, mazas profsajungy ir darbuotojy aktyvumas bei
nedidelé ju jtaka Salies valdymui apsunkino ir ribojo racionaliy mo-
tyvavimo modeliy diegimo galimybes Lietuvoje.

Si kritika rodo, kad darbuotoju veiklos ir elgsenos pasirinkimas
priklauso ne tik nuo vadovavimo metody ar motyvy pobtidZio, bet ir
nuo juy socialinio turinio. Vertindami motyvus, darbuotojai paZista
save, prognozuoja savo poelgiy pasekmes, reguliuoja elgsena, kon-
troliuoja impulsyvias emocines paskatas, pateisina ar smerkia kity ir
savo poelgius, nagrinéja ju nuoSirduma, tikruma, suvokia psicholog-
inio pasirinkimo socialinj vertinguma.

Visuotinai pripazistama, kad darbuotojy motyvavimas priklauso
nuo individo, salygy ir laiko, jis néra pastovus, nuolat kinta. Dél
tokio sudétingumo nejmanoma vienareik§miskai atsakyti, kaip geri-
ausia motyvuoti darbuotojus. Kiekvienas naujas poZilris praplecia
supratimg apie motyvacija ir suteikia papildomy galimybiy prak-
tiniam darbuotojy motyvavimui. Tai verCia ieSkoti naujy iSeiciy,
mobilizuoti vidinius iSteklius, keisti tradicinius darbo ir valdymo
metodus naujais, paZangesniais. Aktualesnis tampa i$sivysciusiy
Vakary Saliy patirties darbuotojy motyvavimo srityje studijavimas ir
adaptavimas misy salygomis. Né viena motyvavimo teorija néra
tobula, taciau, jas perpratus, galima rasti efektyviausias motyvavimo
priemones bei metodus Lietuvos dirbantiesiems.

Pastaruoju metu daug diskutuojama apie kompleksinj darbuotojy
motyvavimo priemoniy naudojima, ir praktinis poZzilris { tai tampa
vis aktualesnis. Taikant motyvavimo modelius Lietuvos jmonése,
Ziniy ir patirties stoka yra viena i§ opiausiy verslo vadybos problemuy.

Siekiant nustatyti ir j{vertinti darbuotojy elgsena darbe bei mo-
tyvavimo raiSka, saveika ir jtaka imoniy veiklai, biitini motyvavimo
tyrimai. Kuriant racionaly darbuotojuy motyvavimo modeli,
privaloma laikytis tam tikros loginés analizés ir nuoseklumo, ka-
dangi modelio ktrimas reikalauja didelio parengiamojo darbo —
esamos darbuotojy motyvavimo biuklés jvertinimo ir tinkamo
tyrimo instrumenty parinkimo.

Per pastaraji deSimtmetj radikaliai pasikeitusios konkurencinés
salygos reikalauja i§ Salies imoniy vadovy esminiy mastysenos, pozi-
driy ir pozicijy, perkainojimy, liecianciy giluminius darbuotoju mo-
tyvavimo pokycius bei valdymo filosofijos poZziliriy formavima. Lie-
tuvos imoniy vadovai, norédami iSvengti didelés darbuotojy kaitos ir



demotyvacijos, privalo taikyti ne atskiras motyvavimo priemones, 0
tobulesnius, racionalius ir logi$kai orientuotus motyvavimo priemo-
niy kompleksus.

Darbuotojy motyvavimas placiai nagriné¢jamas JAV, Japonijoje,
Pranciizijoje, DidZioje Britanijoje ir kt. Su darbuotoju motyvavimu
susijusias problemas analizavo F. Teiloras (F. Teilor), A. Maslovas
(A. Maslow), F. Hercbergas (F. Herzberg) ir kt.

Daug démesio darbo motyvacijai skyré ne tik minéty Saliy mok-
slininkai, bet ir buvusiy socialistiniy valstybiy vadybos specialistai.
Tarp ju Zinomi Siuolaikiniai rusy motyvacijos minties atstovai: E.
ljinas (E. Wupun), D. Uznadzé ([. Y3nanze), A. Jakovlevas (A.
sIkosne) ir kt. Siy mokslininky darbai iSsiskyré konkretumu ir aktua-
lumu, bet daZniausiai juose buvo nagrinéjami tik vadovaujanciy dar-
buotojy veiklos motyvai ir motyvavimo metodai, neteikiant konkreciy
pasitilymy darbininky darbo motyvavimo reguliavimui.

Lietuvoje pirmieji darbo motyvavimo tyrimai pradéti 1927 m. (J.
Vabalas-Gudaitis, A. Gucas). Darbuotojy motyvavimo problemas
daugiau ar maziau kliudé A. Navicko, R. Razausko, P. JuceviCienés,
R. Grigo, A. Seiliaus ir kt. moksliniai darbai.

Literatiiros Saltiniy analizé rodo, kad maisto pramonés Sakoje ty-
rimy nagrinéjan¢iy darbuotojy motyvavima néra. Siekiant uzpildyti
Sia spraga, tyrimams buvo pasirinktos maisto pramonés imonés: AB
“Pakruojo maliinas”, AB “BirStono mineraliniai vandenys”, UAB
“Biovela”, UAB “Suslavi¢ius-Felix”, AB “Suvalkijos linai” (aliejaus
gamyba), UAB “Lietuviskas midus”, AB “Kauno Siltnamiai”, AB
“Stumbras” (Kauno skyrius), AB “Josvainiai”, UAB “Girnogala”.

Problema sprendziama konceptualiame lygmenyje, t.y. ieSkoma
tarp vadovaujanciyjy ir vykdanciyjy darbuotojy veiklos motyvy bei
elgsenos veiksniy koreliacinio rysSio ir jo stiprumo. I§ trijy poziciju
koliziniy (isivaizduojamy) situacijy ir trianguliacijos tyrimo metodais
ivertintas Lietuvos maisto pramonés imoniy darbuotojy motyvavimas.
Pagrindinés pozicijos: vadovaujanciyjy darbuotojy interesai, vykdan-
¢iyju darbuotojy interesai ir neutralus pozilris i Siy interesy suderi-
namumg. Darbo motyvacija yra susijusi su klausimu: kodél Zmonés
ka nors daro (arba susilaiko nuo veiksmy), o motyvacijos procesas
apima alternatyviy veiksmy pasirinkima, siekiant norimo rezultato.
Zmogaus darbo motyvacijos supratimas yra sudétingas. Asmens mo-
tyvai jam paciam gali buiti aiSkdis, bet gana kebliis kitiems. Kita ver-
tus, asmuo, patyrgs stresa, gali pats gerai nesuvokti savo veiklos
motyvy, tarpu jie suprantami apmokytam stebétojui. Savo ir kity
Zmoniy motyvy supratimas yra gana svarbus vadovaujantiems
Zmonéms.

Tyrimu nustatyta, kad skirtingy maisto pramonés imoniy dar-
buotojams yra aktualiis skirtingi motyvai. Vadovai privalo Zinoti, kad
keiciantis darbo salygoms pavaldiniy motyvai taip pat keisis. Moty-
vacinés veiklos galimybiy hierarchija padéty vadovams asmenybés
mechanizmus-motyvus palenkti jmoniy ir pa¢iy darbuotojy labui.

Todél motyvacinés vadovy veiklos tikslas biity laiku pastebéti ir
ivertinti darbuotojy motyvy kaita renkantis imonés darbuotojy moty-
vavimo modelj.

Tyrimy duomenimis, Lietuvos maisto pramonés imoniy darbuo-
toju motyvavimo modeli sudaro Sie struktiiriniai elementai: pro-
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fesiniai sugebéjimai, darbo uZmokestis, informavimas, jgaliojimy
delegavimas ir sprendimy priémimas, profesinis ugdymas, sociokul-
tiirinis bendravimas ir vertybinés orientacijos.

Profesiniy sugebéjimy funkcionalumas, susijgs su saviraiSkos
motyvy suderinamumu, individualiy plany ir specializuoty uzduociy
iSskyrimu 25 procentais padidina darbo naSuma; konkretiis darbo
uzmokescio kriterijai, fiksuotos ar kintamos premijos ir priedai prie
darbo uzmokeséio, 15 procenty sumazina darbuotojy kaita imonése;
informavimas, jgaliojimy delegavimas ir sprendimy priémimas,
ivertinant griZtamaji ryS$i, hierarchini pavalduma ir sisteminga da-
lykinés informacijos perdavima 10 procenty sumazina nervinj jtem-
tumg darbe; profesinis ugdymas, jgalinantis nuolatini kvalifikacijos
kélima, paZangios technologijos atnaujinimg ir uzduociy planavima
bei tiksliy terminy nustatyma 10 procenty padidina darbuotojy profe-
sionaluma, diegiant technines priemones, naujus gamybos ir darbo
metodus; sociokultiirinis bendravimas ir vertybinés orientacijos,
atsizvelgiant | grupines diskusijas bei konsultacijas pagerina socialing
aplinka, siekiant negatyviy situacijy naikinimo Lietuvos imonése.

Motyvavimo modelio sitilomos priemonés 15 procenty sumaZzina
nekokybisky valdymo sprendimy priémimo rizika ir priartina teoriniy
motyvavimo nuostaty igyvendinimg praktikoje. Sitilomas modelio
adaptavimas bei veiksmingumas praktikoje, grindZiamas alternatyviy
motyvavimo modeliy formavimo bei parinkimo pavyzdZiais (JAV,
Japonijos, Suomijos, DidZiosios Britanijos, Vokietijos ir kt. Salyse).

Norint kurti veiksmingus motyvavimo modelius, imonése priva-
loma atlikti parengiamaji darba nustatant darbuotojuy veiklos moty-
vus, pasitenkinimo darbu veiksnius, poreikius ir kt. Nesirinkdami
darbo pobiidZio, nesinaudodami profesiniais sugebéjimais ar kvalifi-
kacija, darbuotojai tampa abejingais vykdytojais, kurie mato tik, ju
nuomone, galutinj tiksla — darbo uzZmokesti. Toks poZiiiris Zalingas,
nes, praéjus tam tikram laikotarpiui, susidarius Zemam Ziniy ir kvali-
fikacijos prestiZui, Lietuva gali tapti tik darbo jégos tiekéja. Siekiant
minétos problemos i§vengti, biitina darbuotojy motyvavima traktuoti
kaip sudedamaja Lietuvos imoniy valdymo strategijos dalj.

Atlikus teoriniy koncepcijy, uZsienio Saliy motyvavimo modeliy
ir Lietuvos darbo motyvacijos, elgesio bei darbuotojy motyvavimo
tyrimus, nustatyta, kad egzistuoja bendri (visuotiniai) Lietuvos maisto
pramonés jmonéms budingi motyvavimo désningumai. Juos lemia
imoniy vadovy bei darbuotojy skirtingai pasirenkami motyvavimo
modeliy elementai. Todél jmoniy darbuotojy motyvavimo modeliai
turéty apimti motyvavimo elementus, budingus konkrecios jmonés
vadovams ir darbuotojams.

Demokratijos ir paZangos augimo kryptimi vykstantys visuome-
nés transformacijos procesai Lietuvoje lemia Siuolaikiniy moty-
vavimo modeliy adaptavima Salies imonése. Reikia suprasti, kad
motyvavimas yra daugialypis socialinis reiSkinys ir labai sudétinga
veiklos sfera, ne tik glaudZiai siejamas su visuomenés evoliucija, bet
yra salygojamas tautinés kultiiros; tai patvirtino ir specialieji tyrimai
Lietuvos jmonése.

Raktazodziai: darbuotojy motyvai, motyvacija, motyvavimo modeliai, karje-
ra, poreikiai.
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