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Casxicemax: Y pady je npuxasan Hueo momueayuje 3anocierux y gupmu ABL] [Ipouz600
u3 Yorcuya Kkao u cmpykmypa mamepujariux u HemamepujarHux gakmopa momusayuje.
Lum paoda je da ce na ocnogy cmasosa 3anocienux 10Kame gupme uz Yorcuya ymepou
0a U ¢y 3aNOCIeHUMA BAXCHUJU MAMEPUJATHU WU HeMamepujariu  gaxmopu
Mmomueayuje, Kao U Koju je cmenen Momueayuje 3acmynmset y noMeHymoj KOMnaHuju.
Memoodama ankeme, Mmepama Oeckpunmuene cmamucmuxke u Cnupmanosum
Koeghuyujenmom Kopenayuje panea OOuI0 ce 00 3aK/byuKa 0a Cy 3anocieHu MOMUGUCAHU
34 U3BPULABARLE PAOHUX 3A0AMAKA U O0d CY 3d0080/bHU NOCIOM Koju 0baswajy. ¥ gupmu
je 00 mamepujarnux noocmuyaja npucymuo noseharbe niame u 000amuu OOHYcu, a 00
HeMamepujanHux noocmuyaja je 3acmynasena Mo2yiHocm 3a pacmom u pazeojem, 00K je
Y Hewmo mareem 0ouMy 3acmynsoena npujamna paoua ammocgepa. Q0 MomusayuoHux
@axmopa, 3anocienuma najeuuie 3navu noseharee niame.

Kwyune peuu: momusayuja, mamepujarnu gaxkmopu, nemamepujannu @paxmopu,
3a0080/6CME0 NOCTIOM.
JEJI knacupuxayuja: M54.

YBOJ

CaBpeMeHO TOCIOBHO OKpYK€Hhe U IPOMEHE Koje Cy ce Jecuie
KpajeM TMpoLUIOr BeKa, HaMeTHyJe cy noTpedy 3a aJeKBaTHUM
yIpaBjbakbeM JbYJCKUM pecypcuMa y KomIaHujama. bpse mnpomene,
BeJMKa KOJWYMHA JOCTYMHOT cajpkaja W wuH(opmamuja, pas3Boj
TEXHOJIOTHj€ YCIOBWIM CYy pa3Boj jeJJHE HOBE MOCIOBHE Mapagurme. 36or
MIOMEHYTOT, aJIeKBaTHO YIpaBJbamke JbYJICKUM PEeCcypcrMa MocTaje MpaBu
M3a30B 3a KOMIIaHHJE€ KOj€ TEKe CaBPEMEHOM IIOCJIOBamYy. 3ajarak
MEHalIMeHTa JbYJCKUX pecypca je yckiahuBame I1aHa JbYACKUX pecypca
ca [yrOpOYHHM IIOCIIOBHUM IIAHUPAmEM. Y TaKBUM YCIOBHUMA JbYACKH
pecypcu moctajy KpuTuuHHM Qaktop ycnexa (Mumuh & Apcuh, 2017).
MoTuBaiuja 3anI0CICHUX TIOCTaje TIIaBHU WHIUKATOP YCIiexa KOMIIaHUja.
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[IpoMeHe W caBpeMEHO IOCIIOBHO OKpPYKEHE yCIOBUIE Cy Op3
HAYMH KMBOTA FTOTOBO CBHX I0jeMHAIIA, & PAa3B0j TEXHOJIOTHja HAMETHYO
je moTpedy 3a JOJaTHUM yCaBpIIaBakEM U pa3BOjeM 3HAMHA U BEIITHHA. Y
TaKBUM YCJIOBHMA, 32 CBAKOT I10jeIMHIIA IOCTaje TJIaBHU LWJb YCKIAUTH
MIPUBATHU U MOCJIOBHHU >KUBOT, 33/I0BOJBUTH OCHOBHE MOTpeOe MOPOIHIIE,
Kao 1 OMTH aJICKBaTHO BPEAHOBAH 3a CBOj paja. Kommanuje koje moMeHyTo
oMoryhe cBOjUM 3arocieHNMa, MOTY OCUTYPaT KOHKYPEHTCKY IPEIHOCT
Y ONTHMAITHO OCTBAPEHH-E INJBEBA.

3amocneHn CBake KOMITaHWj€ MPEACTaBIbajy HajBaXKHHjE KapuKe
ymnpaBsbadkor mpomneca. OHuM ce cBe BHUIIE CMarpajy cyOjekTuMa
yIpaBJbaukor mporeca, a He oOjektuma (Jamuh & Wmuh, 2019).
3amnociieHn ¢y HOCHOLM IMOCJIOBHOT Ipolieca y KOMIaHujama. 300r Tora
MOTHBAIMja ¥ 33J0BOJBCTBO 3aMOCICHUX IMPEJCTaBJbajy TJIABHE
reHepaTope MOCIOBHOT Iporeca. MoTHBaIIMja 3aII0CICHNX j€ BEOMa BakaH
MeXaHU3aM y TOCTH3amy IiibeBa Kommnanuje. CaMo 3amoCiIeHu, KOju Cy
3a7I0BOJbHHU CBOJUM paJHHM MECTOM M KOjU Cy MOTHMBUCAHHU Jia paje U
pa3BHjajy ce, MOry OMOTyhHTH KOMIAHHjH ONTHMAIHO OCTBapCHE
mJbeBa. 300r TOra, CBE CaBpeMEHE KOMIIaHHje MOpajy Aa MOJACTUYY
MOTHBAIMjy 3allOCICHUX, Jla pajJeé Ha YycaBpllaBamy Iporpama 3a
MOTHBAIIM]Y 3allOCIICHUX U Jia MOJjeIHaKO pa3BHjajy, Kako MaTepHjaHe,
TaKO W HEMaTepHjaTHEe MOCTHIIAje MOTHBAIIH]C.

VYcrnocraBbame  JEAMHCTBEHOT  CUCTEMa  MOTHBAIHje Y
KOMIIaHW]jaMa je M3y3eTHO TEIIKO, TOTOBO Hemoryhe. 3amocieHu, Koju
YiHEe HajBAXHHUJU CTy0 CBake KOMIIaHUjE€ PA3IUYUTH CYy U Ha HHX
paznuuuTo nenyjy (axropu MotuBanuje. OHO IITO MOTHBHUIIE jeAHOT
3allOCJICHOI, HEe Mopa Ja 3HauM Ja he MOTHBHCATH 3a paj M Jpyre
sanocieHe (Nejman et al., 2021). U3 tor pasnora, mpea MeHalepuMa
KOMIIaHH]ja je BeoMa TeXKaK 3ajlaTak, KOju ce Orjela y yCIOCTaBJbaby
nporpama MOTHBaIM]e, KOju he /1a nenyje Ha CBe 3arnociieHe uin 6apeM Ha
Behu Opoj 3amocieHux. YcCIoOCTaB/bambe€ CHCTEMa  MOTHBALUje
nmojpasyMeBa KOMOWHOBam€ MW aKTHBHY TPHUMEHY Bumie (akropa
motuBanyje. Takohe, moapazymeBa moAjeqHAaKy yroTpeOy, Kako
HeMaTepHujaJIHuX, TaKO U MaTepujaIHUX MOoJACTHIIaja. Beoma je BaxHO na 'y
JeHO)  KOMIIaHUJU  TOCTOjU  KOMOMHalIMja  MaTepHjalHUX U
HeMarepujaaHuX (akTopa MOTHBAIIM]E, jep caMmo jeIHa Tpyma MoACTHIlaja
HE MOK€ JJOBECTH JI0 KOJIEKTUBHE MOTHUBALIH]€.

[{usb pana je 1a ce Ha OCHOBY CTaBOBA 3aIIOCJICHHX JIOKAJIHE (hupMe
u3 YXKMlla OTKpHje Ja JM Cy UCIHUTAaHUIMMA BaXHUJU MaTEepHjasHU WU
HeMaTepujaaHu (aKkToOpu MOTHBAlM]je, Ka0 U KOJU je CTeleH MOTHBAIje
3aCTYIJbEH y MOMEHYTOj koMnanuju. [IpeaMer pana je Aa ykake Ha 3Hauaj
MaTepUjaTHUX M HeMaTepujadHuX ¢akropa MoTuBanuje. MoTuBamnuja je
reHeparop Kopuihema JbYJICKOT MOTEeHIMjalla y KOMIaHUju. MOoTHBHCaHa
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pajHa cHara je MPOAYKTHBHMja OJ amatu4yHe pagHe cHare. Cucrem
MOTHBAIIAj€ je BeoMa KOMIUICKCaH, jep He nenyjy (akTopd MOTHUBAIlU]e
MOJ[je/IHaKO Ha CBAaKor TMojenuHIa. Takohe, KOMIUIEKCHOCT cHCTEMa
MOTHBaIMje Orjiefa ce y TOME INTO KOMITAaHUje KOPHUCTE DPa3JInIUTE
CHCTeME MOTHBALMj€, y 3aBUCHOCTH OJ OpTaHU3AIMOHE KYJIType H
CTPYKType, Kao M O] moTpeda KommaHuje. 300T MOMEHYTOT, 3aJaTak
MEHAIIMEHTA j€ BeoMa CJI0XKEH, OJJHOCH C€ Ha POHAJIAKEHHE jeIMHCTBEHOT
CHUCTEMa MOTHBalMje, KOju he y KOMITaHHWjHU JOBECTH JI0 ONTHMAIHOT
ucnymema usbesa (Reikin, 2022).

1. MOTHUBAILINJA 3AIIOCJIEHUX

'maBHM W3a30B caBpeMEHUX KOMIaHHja je omoryhutu pga
3aMoCJIeHH M3BpIIIaBajy CBOj€ paJHe 3a/laTKe Ha Haj0oJbHu Moryhu HauyuH,
KOjU je y ONTHMalHOM HHTepecy Kommanuje. [la Ou ce momeHyTO
OCTBAapWJIO, MEHALIMEHT Ha pa3IM4YUTe HA4YMHE Mopa Ja MOTHUBHIIE
3amocieHe. MOTHBHCAameM 3alOCICHUX YTHYE C€ Ha IOHAIlambe
nojenuHana. MoTuBallMja 3aloClIeHUX Ha HajO00JbH HAYuH OO0jallmaBa
3alITO C€ HEKW MOjeJUHAll MoHama Ha ojpeheHu HauWH y KOMITaHUjU
(KymakoBuh, 2019).

MotuBanmja mpencTaBiba MCUXOJIONIKE MPoIece, KOjH H3a3UBajy
y30yheme, ycMmepaBame U YINOPHOCT BOJHHUX PajibU, KOJU Cy LHUJBHO
opujentucanu (Mitchell, 1982). MoruBanuja je HaroH, Koju HOCELyjy
MOjeIMHIIM, & KOJU UX CTHUMYJIMILIE J1a JeNyjy Y MOCTH3amhy OYEKHBAHUX
musbeBa (Budiarti et al., 2023). MortuBamuja moapasymeBa Xesby 3a
Je7I0BambeM, CITOCOOHOCT JIe/ioBama U moctojame 1usba (Ramlall, 2004).
MoTtuBanuja npeacTaBba CKyIm GakTopa, KOju yTU4dy Ha TO J1a ce JbyIu Y
OpraHu3al|j| MOHAIIAjy Ha ojipel)eHn HauMH, Kao U 1a yJIaXxy Harope Kako
6u octBapwim Hemto (CtankoBuh, 2023). MoTtuBaiuija 3a paj nmpeacTaBiba
mpoliec, KOju MopasyMeBa yrnoTpeOy pa3IuuuTHX MeTo/ia ¥ IIOCTyIaKa, y3
onpehene paame, Kako OU ce TIOICTAKIIO U yCMEPUIIO ofpeheHo moHamame
nojeuHana, nosehana NpoyKTUBHOCT U Ha Taj HAUMH OCTBApUIM €(EKTH
u unibeBu opranuzanuje (Cromumh Muxajnosuh, 2022). Ha ocHoBYy cBera
MCKa3aHOT, MOXEMO Jia 3aK/bydMMO Ja MOTHBallMja NpeACTaBba
MO3UTUBAH HMMITYJIC, KOJU TOjE€IMHIIa TOJCTUYE Ja Ha HAjOOJHM HAYWH
OCTBapy LINJbEBE KOMITaHH]j€, Kako OM OCTBAPUJIIN CBOj€ COIICTBEHE LINJbEBE.

MortuBanuja noapasyMeBa OCTBapemE IUJbEBA jeHE KOMIIaHH]e,
IIPEKO OCTBapeHa IIMJbEBA U 33/10BOJbaBama MoTpeda nojenuHana. Caku
nojeauHal he OMTH MakCMMajaTHO MOTHBHUCAH M ONTHUMaiIHO he pamutu
YKOJIMKO MY 3aBplIaBamke€ HEKOr TOCiIa rapaHTyje JUYHY KOpHCT. 3060r
MMOMEHYTOT, KOMITaHHj€ pa3IMUYUTUM TMOJCTHIajuMa oMoryhaBajy
MOjeIMHIIMMA J1a OCTBApe CBOje LMJbEBE, KAKO OM IMOjeAUHIM OCUTypalln
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OCTBapemE IMJbeBa KOMIaHWje. Ha OCHOBYy HCKa3aHOT, MOXEMO Ja
3aKJbYYMMO Jia Cy IIMJBEBH TIOjeIMHAIA [OBE3aHM Ca I[MJbEBHMA
KoMIanuje. MoTHBaIfja je CJI0KeH MpoIiec, Koju mpoiasu oapehene dase.
Hajmpe ce mona3u ox nmorpeba u nuJbeBa MojeANHALIA, KOJU MPEACTaBIbA]y
MOKPETaYKH UMITYJIC Y OCTBapewy moTpeda kommanuje. [Ipema Tome, mpBa
(haza nporeca MmoTuBaIje Kpehe oa uaeHTH(PUKOBamka TOTpeOe 32 HEUNM.
[Torpeba moapasymeBa HemocraTak Heuera. Jlpyra ¢asa ce oxHOCH Ha
noBehame moTpede 3a HeUnM, Koja pe3yJITHpa CTBapamy TCH3Hje YHYTap
MojeIMHIIa ¥ W3a3MBa UMIYJC Ja ce morpede 3amoBosbe. Tpeha daza
noapasyMmeBa JepuHUCAKE 1WA, KOju he ma Oyme myT mojeauHaria kKa
3aJ10BOJbeHY ToTpeba. Bepyjyhu y ompehenu 1uuss, nojemunimu he ce
MOHAIIATH Ha ojpeheHH Ha4YWH, Kako OM OCTBApPHIIM TIOMEHYTH IIHJb.
[Tonamame mojequHaria Ha onapeheHM HaymH mMpumnaga 4eTBpToj (aszm.
KoHTHHYHpaHO MO3UTHUBHO TOHAIAKE TOjeAMHAIA, BOIM Ka OCTBAPCHY
IIMJbEBAa KOMIIAHHUjE, 2 CAMUM THM H OCTBapeHy IUJbeBa MOjeIuHAaIA. 3a
OCTBapeHe 11JbeBa KOMIaHMje, ojeauHarll 100uja oapelhene Harpaae win
Ka3HE YKOJIMKO HE OCTBAapW TOCTaBJbeHE MHJbeBe. [loMeHyTO mpmmanga
netoj ¢as3u mporeca MmotuBanrje. Hakon nobujama oapehennx narpaga u
3aJI0BOJbaBama MOTPeda, mojeauHaI JeuauIIe HoBe MoTpede U UIbEBE.
OnpehuBambe HOBUX TMOTpeda mpeacTaBiba IIecTy ¢asy mporeca
MOTHBAIIM]e, YAME C€ 3aTBapa jeJdaH KPyr W OTIOYHEE HOBU TIPOIIEC
(MusskoBuh, 2007, ctp. 56).

Kana ce roBopu 0 MOTHBAIMjU 3aIIOCIICHUX HE MOXE, a Ja ce He
MIOMEHE U 33JI0BOJHCTBO MOCIOM. MOTHBAIIM]ja U 33J0BOJECTBO MOCIOM CYy
JIBa YCKO TIOBE€3aHa TOjMa, KOja y CaBPEMEHOM IIOCIOBHOM OKPYKEHY
MOJICTUYY 3aI0CJIeHE Ha OCTBAPEH-E ONTUMAIHUX pe3yiTaTa. 3a0BOJECTBO
MOCJIOM je& TIO3UTHBAH CTaB O MOCIY, Y3MMa C€ Kao TOy3JaH WHIUKATOP
MOTHBaIHje 3a pala. bpojHa cy cxBarama Ja ce MOTHBAIlMja 3alOCICHUX
HaJla3u Ha MOYETKY HEKOT TOHallama, OHO Ca YWM IOjeIUHAIl CTapTyje y
HEKH 10Ca0, a 3aJI0BOJFCTBO MOCIIOM j€ OHO HITO C€ M0jaBJbyje Ha Kpajy y
00Ky Heke Harpaje 3a u3BpiieHn 3amatak (Cremanos et al., 2016).
3a/I0BOJBCTBO TOCJIOM j€ CJIOXKEH CTaB 3aloCiIeHHX, KOjU YKJbyuyje
onpeleHe MpeTIocTaBKe U BEpOBama 0 TOM Nociy, ocehama npema mociry
u omenu tor nocma (Puctuh, 2021). Tlpema rpymu ayrtopa (2021),
,,32JIOBOJBCTBO TIOCIIOM C€ MOXe Je(UHHCATH Kao HAYMH HAa KOJH Ce
3amocieHu ocehajy mpema cBOM IMOCIy U pa3IM4UTUM acleKThMa mocia‘
(ctp. 92). 3ag0BOJBCTBO MOCIOM HMMa IO3UTHBAH YTHIA] HA paJHHU,
COIMjaJlHA M TIOCIIOBHHM JXKHBOT mojeauHara (Sempane et al., 2002). Ha
VKYITHO 33/I0BOJBCTBO TIOCIIOM yTHYE OJICTyName 3aJ0BOJBCTBA O]
OUeKMBaWba y TOIJIEAYy MOjeAMHUX acleKaTa IMOcia, He YTU4Ye BHCHHA
3aJI0BOJbCTBA M10j€AMHUM acnekTuMa nocia (AnaByk, 2023). Y KoHTeKCTy
3aJI0BOJHCTBA MIOCIIOM, MOTHBAIIMja UMa JBe nuMeH3uje. [IpBa qumensuja
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ce OIHOCH Ha TO Ja 3alOCICHHM ypane mocao Oosbe, epuKacHUje H
eeKTHUBHHjEC y OJHOCY Ha OuYEKMBama MeHayepa. [[pyra auMeHsuja ce
OHOCHM Ha TO Ja 3arloClIeHd ypajae IMocao ONTHUMAIHO y OJHOCY Ha
COIICTBEHE KeJbe U ouekuBama (Cremanos et al., 2016). Hema Humta 6076
3a jemHy KOMIAHHW]y OJ MOTHUBHCAHOT 3arlocieHOr. MOTHUBHUCAHU
3aIlOCIICHH j€ Ha Kpajy Mpoleca 3aJ0BoJbaH 3arocieHn. DakTopu Koju
yTU4y Ha MOTHBAILM]y 3aIOCIEHUX CYy yjelHO U (aKTOPH KOjU yTUUY Ha
3aJJ0BOJBCTBO 3allOCIICHUX. Y HACTaBKy pana he OuTu netabHHUje
o0jalbeHy II1aBHU (aKTOPH MOTHBALIH]E.

2. OAKTOPU MOTUBAIINJE

dakTopu MOTHBANHjE€ Cy TJABHU PA3Io3H OApeheHOT JbYACKOT
noHamama. C 003MpoM J1a HHCY CBH IOjEIUHLU MCTH U J1a HEMAjy UCTe
notpede, mpuMeHa (akTopa MOTUBAIIH]E CE PA3JIMKY]je O] JeTHOT 10 IPYror
nojenuHna. Takohe, kako KOMIIaHHje UMajy Pa3IMYUTe IUbEBE U MOTpeode,
Koje je moTpeOHo y mTo KpaheM BpeMEHCKOM MEPUOIY 3a10BOJBUTH, TAKO
NpUMEHa Pa3INYUTUX (pakTopa MOTHBAIIM]jE NPEICTAaBIbA IIPABH M3a30B 3a
CBe KOMIIaHHU]e, 3aXTeBajyhn o] lbUX CTBapame mporeca MoTuBanuje. [la
Ou caBpeMeHEe KOMIIaHHje Ha ONTHUMAalaH HauMH IOJCTAKIIE 3al0CIICHE J1a
pame y Haj0oJbeM HHTEpeCcy KOMITaHWje, MOTPEeOHO je a KOMOWHYjy U
MaTepujalHe W HemaTepujaiaHe ¢akTtope MoTuBanuje. He mocroju
jenwHCTBEHa KOMOWHANMja MOTHBAUMOHMX (akTopa. KomOmnanuja
MOTHBAaIMOHUX (akTOopa 3aBHCH O] TOTpeda KOMIIaHHWje, LUJbEeBa
KOMIIaHHje, CTPYKTYpE PaJHOT KOJEKTHBA, IBUXOBHX MOTpeda U IHUJbEBA.
Huje noBojbHO Ja KOMIAHHMje HMMAjy caMoO jeAHY BpPCTY pa3BUjE€HHX
(dakTopa MOTUBaLMje. Y 3aBUCHOCTH O] LIMJbeBa KOMIIaHH]€, MOKEIBHO j€
Jla TOCTOjU KOMOMHAIIM]ja BUIIIE PA3TUYUTUX (aKTOopa.

MoTuBHM Cy YOBEKOBA JIMYHA CHAra, Koja MOTHYE O] MOjenHIa U
KOja MOJICTHYE MOHamame MnojenuHua y oapehenom cmepy (Cromwmh
Muxajnosuh, 2022). MoTtuBu cy cpeiactBa nomohy Kojux ce IojeIuHaly
noactudye Ha onpeheHo monamame (JoBanoBuh & Mapkosuh, 2022).
MoTuBHM U MOTHBaIIMja Cy JBa CIMYHA, aJIA HE U KCTa 1ojMa. MOTHUBH Cy
MOKpeTauka yHyTpalllkba CHara Koja IOojeMHala, a MOTHBaluja
MojjpasyMeBa CIJI0KEH IMPOIEC, KOJU C€ CAaCTOJU O] CKyINa Pa3IMuYUTHUX
MotuBa. Jla OM ce aJeKBaTHO YIPaBJbaJO MOTHBHMA 3aloCIIEHUX,
MEHAIIMEHTY KOMIIaHHja CTOJU Ha pacrojiaralby YWTaB ceT (akTopa,
KOjUMa MOTy Jia IocTiellie MOTHUBAIUjy 3arnocieHux. PakTopu MOTHUBALU]jE
WIK TOJCTUIAJU TPEACTaB/bajy JEIWHCTBEHE MEXaHH3Me, Kojuma ce
MOJICTHYE MOTHUBAIH]ja 3anocieHux. HempasuiHa ynorpeda dakropa Mmoxe
JIOBECTH JI0 IEMOTHBHCAHOCTH 3aIIOCIICHUX.
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dakTopu MOTHBALMj€ MOTY OMTH MaTEpUjaTHU U HEMaTepHjaJIHu.
Marepujaaau GpakTopy MOTUBAIIH]E CYy CBH OHU (haKTOPH, KOJU TOTIPHHOCE
mo0oJpIIay MaTepHjaATHOT cTama mojenuHna (Muokosuh Kanetnaum &
[Tnema [Tyseuh, 2022). Marepujanau moactunaju mory 6utu (CtankoBuh,
2023):
- JlupextHu (y HOBIy): IUlaTte, OOHYCH, Harpajae 3a OCTBapeHe
pesyaTare u
- WuaupexTtHu: JOTIPUHOCE 1000JbIIAKBY WH/IUBUTY ATHOT
MaTepHjaTHOT CTaTyca MojeNHalA H He U3paXkaBajy ce Y HOBYAaHOM
o0JMKy. Y MHIMPEKTHE HArpaje Crajajy: NeH3UjCKO U WHBATUICKO
OCUTYpame, CTUICHIMje W IIKOJIAPUHE, 3PABCTBEHO U >KUBOTHO
OCUTYpame, CIIy>)KOCHa IyToBama, OecIulaTHa WcXpaHa, iaheHo
OJICYCTBO, CIICIIHjalTU3aIlN]e, TOAATHA CII000THY JIaHU.

MartepujanHu MOACTHIIAJU, Oco0ama Koje TeXe MaTepHjaTHUM
HarpajamMa MoOTy JIOHETH TO0OJbIIalke MaTepujalHOT  CTaryca,
o0e30ehuBame MOTPEOHOr HOBLA, MOTHUBALM]y Ja HAMOPHO paje Hu
crno3Hajy na he uMm ce HamopHu pax ucruaTutu. [lomeHyTH edexTu cy
Moryhu y kpatkom poky. Ha nyr pok, matepujanuu (GakTopu MOTHUBAI]jE
J0BOJIE 1O OTPAaHMYCHOCTH, 1O MEXAHWYKOT W3BPIIABambha PATHUX
3ajataka, 10 r'yOMTKa KpeaTMBHOCTH M eHTy3Hujazma 3a pan (Mu, 2022).
ITopen moMeHyTOr, MaTepHjalHd TOJCTUIAJU MOTY OTPAaHUYHTH
MOTHUBaIMjy 3a NOCTH3ame Behux pesynrtara. 3amocieHH MOry OuTH
3aJJ0BOJBHM ITpUMamkuMa 1 Hehe ce TpyIuTH J1a BUILE pajie ¥ yCaBplIaBajy
ce. Takohe, marepujanHu MOACTUIIAJU MOTY YTHIATH JeMOTHBHUIIyhe Ha
MOjeIMHIIA, Y CMHUCIY, TIOjeANHIIM MOTY MUCIUTH Ja Ccy muiaheHu, jep ce
OYeKyje OJf BHUX Jla BUIIE paje M Aa ce Bume Tpyae. [lomenyro, Moxe
JOBECTH /IO HETaTUBHUX HMITyJica KOJ TI0jeIHAIa, OJHOCHO MOXKe
CTBOPUTHU MPUTHUCAK 32 JJOKA3UBAKHEM KOJU Y KPajHeM CIIyuyajy JTIOBOJIH J10
rpemiaka y pany nojenunana. Ilojenunny, y sxejbu 1a ce JoKaxy, paauhe
Buule, Tpynuhe ce na 6osee pazge, 6uhe Op30miIeTH M CKIOHH J1a JIAaKO
ynazaajy y rpemike. Takxolhe, mocebaH M3a30B je YCKJIAQIUTH MaTepUjaHO
HarpahuBame ca MHIMBUAYyAJIHUM MoTpebama mnojenuHana. Hucy cBu
M0jeIMHLIM UCTH U HEMajy CBU HMCTe IoTpede, 300T Tora je Beoma TEeIIKO
KpeupaTu jeIUHCTBEH CHCTeM MOTHBaIMje U HarpahuBama, koju he na
3aJ10BoJbM MOTpeOe Benukor Opoja 3amocieHux (Bykmuposuh &
Bykmuposuh, 2016).

[lopen maTepujamHUX MOACTHIIAja TOCTOJ€ M HEMAaTEepHjaIHU
nojactuuaju.  HemaTtepmjanina  MoTHBanMja je  MOTHMBauWja  3a
3aJJ0BOJhABabEM OCHOBHHMX XMBOTHHX MOTpeda, Kao MITO Cy moTpede 3a
curypaomhy u cradbwinomhy (Renjie, 2023, ctp. 528). Hemarepujanuu
MOJICTULIAJU TOApa3yMeBajy HeduHaHCHjCKe OOyiMKe HarpahjuBama, KOJ
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KOjUX C€ y3 IMOMOh pa3HHX NpU3HAaIka M BPEAHOBAaMmA pasia, YIpaBJbarba,
o0JMKOBama M OpraHU30Bama Iocia, 00e30ehyje MoKeJbHO IMOHAIIamke
nojenuHana  (CrankoBuh, 2023). HemarepuwjamHu  moOACTHLIAJU
3aJ10BOJbaBajy MoTpede mojeAauHana, Koje Ccy BHUIIEr peaa: morpede 3a
yBa)KaBambeM, IOIITOBAEM, CTaTyCOM, pa3Boj JIMYHHX CHOCOOHOCTH
noreHnyjana, ayronomuja (Cromumh  Muxajmosuh, 2022). VY
HemarepujaiaHe nojacruiaje cnaaajy (Hays, 2019; suneru Suvalova et al.,
2020):

- HampeaoBame y KapujepH,

- MoryhHOCT TUYHOT ycaBpiaBama U 00yKa,

- MoryhHOCT y4ecTBOBama y JOHOIIECHY OJUTyKa,

- (aexcuOUITHO pagHO BpPEME,

- MoryhHoCcT onpkaBama paBHOTEKE u3Melhy MpHUBATHOT U

MOCJIOBHOT JKMBOTA,

- yzno0aH MOCIOBHH ITPOCTOP,

- moryhHoct paga of kyhe,

- mpwujatHa paxHa atMocdepa,
- jaBHO MpH3HaE JocTUrHyha.

VY HactaBKy pajga he OWTH TMpUKazaHU Pe3yITaTH HCTPAKUBAMA,
CIPOBEACHOT y jeHO] JIOKATHO] GUPMHU Yy YXKHUILy, a KOje ce TUYE Trope
MOMEHYTHUX MaTepHjalHUX W HeMaTepujaHuX (akropa MOTHBAIH]E.
Takohe, y HactaBKky pama he OuTu wHcnuTaHO KoOja BpcTa (hakTtopa
MOTHBalje uMa Behu 3Hauaj 3a 3amocieHe, Kao M KaKo 3arociIeHU
JOKHMBJbABA]y M BUJIC TPCHYTHO CTaIbE 10 MMUTakhy MOTHBAIIH]C.

3. METOAOJIOTHJA

3a mpuKymbame IMojaTaka KopuuiheHa je MeToJa aHKETHpama.
AHKeTa ce cacToju oA Tpu Jena u yKynHo 17 nutama. [IpBu neo nurama
BE€3aH j€ 3a OIITE MoJaTKe 0 UCIUTAaHUIMMA. [Ipyru J1eo aHKeTe ce THue
CTaBOBa HCIIMTAaHUKAa O MaTepHjaiIHUM U HeMmaTepujalHUM (akTopuma
motuBanyje. Tpehu neo aHkere ce 0lHOCH Ha MHUTamka BE3aHa 32 CTAaBOBE
UCIIUTaHUKAa O TPEHYTHOM CTalky y IHXOBOj (HUPMH IO THUTABKY
MOTHBaIje. AHKeTa je 3aTBOPEHOI TUIA, UCHUTAHUIM CY HPUIMKOM
OJIrOBapama Ha MUTamka MOTJIU J1a 3a0KPY’KE je/laH WM BUIle NOHYheHnx
oarosopa. Jleo nutama U3 aHKeTe KpeupaH je nmomohy Jlukeprose ckaie,
OJT HICTIMTAaHWKA C€ OYEKHMBAJIO J]a M3pa3e ciarame ca oape)eHOM TBPIHOM
WM Ja oleHe ojapeheHe crtaBoBe. 3a o0Opaay mojaTaka KOpUIIheH je
nporpam IBM SPSS Statistics, Bep3uja 29.0.2.(20). 3a ananu3y mojataka
kopumtheHe cy Mepe JAecKpUNTHBHE cratucTtuke u  CrnupMmMaHoB
koeuijeHT Kopemanuje paHra. Ha kpajy mnpukazaHux pesyiraTa
npukazana je SWOT ananuza, kako OM yKa3ajy Ha peajHO CTame, Kao U
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Ha Moryhe mpeTme M OMAacHOCTH Y KOMIIAHHUjH IO MUTamy MOTHBALW)E
3aI0CIICHUX.

4. PE3YJITATU HCTPA’KUBAIbA

HcTpaxxuBame 0 MaTepHjallHUM U HEMaTepHjaTHUM (aKTOpHMa
MoTtuBaiyje 006aBsbeHo je y dupmu ABLL IIpousson u3 Yxkuna. dupma ce
0aBM TIPOM3BOIHHOM KOTJIOBA M PajaTopa 3a EHTPAIHO rpejambe. Dupma
uMa YKynHO 49 3amocieHux, aHKeTHpaHo je 35 MCIHUTaHWKa, OJHOCHO
71,43 %. On 35 ucnurtaHuka aHkeTHpaHo je 23 ocoba MyIIKOT ToJia,
ogHocHo 65,70% u 12 ocoba xenckor moia, ogHocHO 34,30%. CBu
WCIIUTAHUIIM Cy U3 YKUIla WU U3 OKOJIMHE Yokuia. HajBulie ncnutanuka
je y3pacra m3mehy 41-50 roguna, 15 ucnuranuka. Hajmame ucnuranmka
je y3pacta usmely 21-30 ronuna u To jenan ucnutanuk. Ctapoctu usmely
31-40 roguHa je ceqam MCIUTAHMKA, a ctapocTH usMely 51-60 roauna je
12 ucnuranuka. Ca cpeilboM CTPYYHOM CIIPEMOM je 26 UCIUTAHHKA, [0
7B UCIHTAaHUKA Cy Ca BHCOKOM M BHUIIOM CTPYYHOM CIIPEMOM, jelaH
UCIIUTAaHUK j€ Cca MacTepoM W YETHPU HCIHTAHUKA Cy Ca OCHOBHOM
mkojoM. Ha wu3BpmHO] mosumuju pagu 31 HCIHUTaHWK, a YETHPHU
UCIIUTaHKUKa Ha pykoBojehoj.

Hakon mpukazaHuX OMIITHX TOAAaTaka O MCIUTAaHWIUMA, CJIEeIU
MpHKa3 OJIrOBOpa UCIUTAHWKA BE3aHUX 32 MaTEpUjaIHEe U HEMaTepHjaTHe
¢dakrope wmoruBanumje. lllecro murame mmacuino je: ,Jla nm Bumie
npedepupare MaTepujaliHe WM HeMarepujaiiHe mnoiactunaje?, om 35
WCMIUTaHWKa, 25 WCIHTaHWKA je OJTOBOPWIO Ja BHIIE Mpedepupa
matepujanHe, a mux 10 je oxaroBopwio Jna Bume mpedepupa
HemarepujainHe mozactuiaje. Lluib mperxogHor muTama je OO na ce
OTKpHUj€ CTaB 3allOCIEHUX O TOME KOje MOACTUIIaje BUllle npedepupajy.

I'paduxon 1. IIpuka3s cTaBoBa HCIUTAHMKA 0 MATCPHjAJTHUM U
HeMaTepUjaJTHUM NOACTHLIAjUMA

B MaTepujaiHe M HeMaTepHjaiHe

W3Bop: UcTpaxkuBame ayTopa

138 Exonomcxu nozneou, ISSN 1450-7951



Mamepujannu u nemamepujannu axmopu momusayuje

Ceamo muTame OJHOCWIO C€ HAa TO J1a MCIUTAHHUIU 3A0KpYKe
(dakTop MOTHBAlIM]j€ KOjU UX MOTHUBHILE 32 paj. Llusb nocraBbama nuTama
0 MOTHBaTOpYMa OHO je J1a ce yTBPAM KOjU MOTHBATOp UMa HajBehn yTHIa]
Ha KcnuTaHuke. VicnuTaHuiy cy JaBajid BUIIE OJIFOBOPA HAa OBO MUTAHE.
KapakrepuctuuHo je Aa Cy UCHUTAHWIM MOPE] MaTepujaHux (akTopa
MOTHBAaIlMj¢ MCTHIAIM U HemaTtepujanHe (akrope. bux 28 je Hapeno
noBehame miaTe Kao rIaBHU MOTHBATOp, o1 Tora 11 je HaBelno camo
noBehame 1uiare, a 17 ucnuTaHuka je HaBelo nmoehame 1maTe u jor HeKu
nogatHu (akTop MoTHBaiyje. JleceT MCIMUTaHWKA je€ HaBeJO J0JIaTHE
OOHyce, caMO je/laH MCIUTaHUK je HaBEO J0JaTHE OOHycCe Kao jeAuHHU
MaTepHjasHu (aKkTop, OCTAM Cy HABOAMIIM JOAaTHE OOHyce 3ajeHO ca
noBehaweM 1maTte. JemaH WCIUTAaHUK j€ HaBEO CTHUICHIW]Y Kao
MOTHBAIIMOHU (PAKTOP; JAECET MCIUTAHMKA j€ M3IBOJHIIO CIO0OMaH NaH;
jellaH UCTIMTAaHUK HABEO je CIIyKOeHU ayTOMOOWIT; TPY UCIIUTAaHUKA HaBella
cy (hrexcuOnITHO pagHO BpeMe; IeCeT HCIIMTAaHUKa JI0/IaTHO YCaBpIIaBabE.
Panny atmocdepy kao moTuBanmonu (aktop HaBemno je 18 ucnuraHuka.
MoryhHocT paga on kyhe HaBeno je meT ucnuTaHuka. BakHOCT cTpydHOT
Y KOMIETEHTHOT MEHAIMEHTa Ka0 MOTUBAIMOHOT (pakTOpa HaBela Cy Tpu
ucnuTaHuka. MoryhHocT HampeqoBama Ha TOCIY HCTakiIO je JeceT
MCIUTAHMKA, JOK je IIecT UCIUTAHWKa HaBeJo Ja UM je OuTHa cinodona y
JOHOIIEHY O/uTyKa. MoryhHOCT a2 MOMOTHY IpyruMa HaBeJo je IIeCT
MCIIUTAHMKA, 0K Cy JIBa UCIIMTAaHMKA HaBeJIa 1a X 3a pajl MOTHUBHILIE jJaBHO
MPU3HAKE MOCTUTHYTOT. [IpHMiInKoM mpyskama 0JroBopa, UCIIUTAHUIIH CY
yIJIaBHOM HABOAWJIM BHILIE PazNUYUTHX oAroBopa. OI MaTepujamHux
MOACTHIIAja HAJBUIIIE UX MOTHBHIIE ToBehame mate. Mcnuranumm cy
Hajyenrhe y3 moBehame IaTe HABOAWIU U HEKH OOJIMK HEMaTepujaliHe
MOTHBAIIH]j€, & BPJIO YECTO U BUIlle (PaKTOpa HEMaTepHjaliHe MOTHUBAIIH]E.
ITomenyTO yka3yje Ha YHHEHUILY Ja Cy 3al0CIeHuMa BeOMa BayKHU, TIOpeT
MaTepUjaTHUX MOTHBATOpa Kao HajBaXHMjUX (aKTopa MOTHUBALMjE U
HemartepHjaaHu (akTopu.

Hapeano nurame rnacumno je: ,,Jla 11 cmarpare na je HOBUAHO
HarpahuBame HajBOXHUJU TOJACTULA] Yy jeAHo] KommaHuju?*, 19
WCIUTAHUKA J€ OJrOBOPHJIO Jla CMaTpa Ja HOBYAaHO HarpahuBame HUjE
HajBOXHUJU TOACTUIA] Y JeAHO] KOMIaHUju, 16 wucnuraHuka je
OJIFOBOPWJIO Jla cMaTpa Ja HOBYaHO HarpaljuBame jecTe HajBaXKHHU]U
noJcTHIa) y KommaHuju. L{usb nurtama O6MO je Ja ce OTKpHje CTaB
3aIlOCIICHNX O HOBYAaHOM HarpahuBamy.
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I'paduxon 2. IIpuka3s craBoBa HCNIUTAHUKA 0 HOBYAHOM
HarpahuBamy

B a EMHe
W3Bop: UcTtpaxuBame ayTopa

Ha nesero nutame: ,,Jla 11 cTe 3a10BOJbHU MTOCIIOM KOjU TPEHYTHO
obaBspaTe y KommaHuju?“, 32 uCIUTaHMKA CYy OJArOBOpWIa Ja Cy
3aJI0BOJbHA TPEHYTHHUM I10CJIOM, JIOK CY TpU UCHHUTaHMKA OAroBOpUia Ja
HUCY 33/10BOJbHA TPEHYTHUM mocioM. {usp murama je Ouo jga jacHO U
HEJIBOCMHCIICHO OTKPHjEMO J1a JIM Cy 3allOCICHU 3aJ0BOJbHHU TPEHYTHUM
10CJIOM Y (PUpMHU.

I'paduxon 3. IIpuka3s cTaBoBa HCIMTAHUKA O 3210BO/bCTBY MOCIOM
KOjuM ce OaBe

9%

91%

M a Mhe

W3Bop: UcTpaxkuBame ayTopa

JleceTo mUTame OAHOCUIIO C€ Ha TO Ja UCTIUTAHUIU OLIEHE KOJHKO
Cy 3aJI0BOJbHU TPEHYTHHUM TOCIIOM Yy KoMmmanuju. OIroBopH Cy Kao H
MPETXO/IHU, BeoMa Mo3uTHBHU. O 35 ucnuTaHuka, TpU HCIUTAHUKA CY
OJITOBOpWJIA Jla HHUCY HH 3aJI0BOJbHU, HH HE3aJ0BOJBHH. OJ ocTammx
aHkeTupaHux 9ak 30 UCIIMTaHUKA j€ OATOBOPUIIO Ja CY 3a/I0BOJHHH TIOCTIOM
Koju 00aBJbajy, a IBa UICIIUTAHWKA Cy OJrOBOPHIIA JIa CYy BeOMa 3aJJ0BOJbHA
TPEeHYTHUM mocioM. HujenaH wHCnUTaHUK HHje OATOBOPHO Ja je
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HE3aJI0BOJbAH IMOCIOM KOju 00aBiba. Takole, HHMjenaH WUCIUTAHUK HUje
OJI'OBOPHO /12 j€ BeOMa He33aJ0BOJbaH TPEHYTHUM IOCIIOM.
I'padpukon 4. OneHa HCIUTAHNKA O CTENEeHY 3a10BO/bCTBA IOCJIOM

6% 8%

B HU 33/10BOJbAH, HU HE3a/10BOJbaH M 3a10BoJbaH M BeOoMa 3a/10BOJbAH

N3Bop: UcTtpaxuBame ayTopa

Jenanaecto murame riacwio je: ,Jla 1M cTeé MOTHUBUCAHU 3a
o0aBJpame paIHUX 3a/1aTaKa y KOMIAHHUjH Y KOjOj TPEHYTHO pafauTe?*, brux
30 je oAroBOpHUIIO Aa Cy MOTHBHMCAHU 3a paJl, a MeT MUCIUTaHUKa Ja HUCY
MOTHBHUCAaHH 3a paj. L{up muTtama je OMO Ja ce KOHKPETHO U AUPEKTHO
OTKpHj€ A JIU Cy 3aII0CII€HN MOTUBHUCAHHU 32 pajl y Komnanuju. [Tpucturiau
OJITOBOPH Cy BeOMa IMO3UTHBHH, YKa3yjy Ha YHIECHUILY J]a Y TOCMaTPaHOj
(bupMHU OCTOJU BUCOK CTENIEH MOTHBALIM]€ 32 pajl.

I'paduxon S. IIpuka3 craBoBa HCIMTAHUKA 0 MOTHBHCAHOCTH 32 Paj

86%

Ha Mhe

W3Bop: UcTpaxxuBame ayTopa

JIBaHaecTo MUTamke Ce€ OJHOCHIO HA TO Ja WUCIUTAHUIM OIICHE
KOJIMKO Cy MOTHUBHCAHU 3a pajl y KOMIIaHHU]H Yy K0joj pajae. [[uss murama je
0Mo /1a ce OTKpHje KOJUKO MCIUTAHUIM BPEIHY]Y MOTUBHUCAHOCT 3a pa.
OnroBopu cy mo3uTHBHH. HajBuIle MpUCTUTIINX OATOBOPA, Yak 19, oqHOCH
Ce Ha YMILEHUILY J1a Cy UCIIUTAHUIIM MOTUBHUCAHU 32 Paji, MeT UCITUTAHUKA
j€ OATOBOPHIIO J1a Cy MaJI0 MOTUBHUCAHH, JICBET UCIIUTAHHUKA j€ OITOBOPHIIO
7la cy Oocpelll-€ MOTUBUCAHH 3a pajl, a /iBa UCIUTAaHHKA Cy OJrOBOpHUIIA Jla
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Cy BeoMa MOTHBHCaHa 3a paja. Hujenan ucnuTaHuK ce HUje M3jacHUO Ja
HUje MOTHBHCAH 3a paj.

I'padpuxon 6. OueHa HCIUTAHUKA 0 MOTUBHCAHOCTH 32 paj

Malio ocCpeame MOTHBUCAH BCOMa MOTHBUCAH

N3Bop: UcTpaxuBame ayTopa

TpunaecTo nuTamke OJHOCUIIO C€ Ha TO JIa UCIIMTAaHUIIM 3a0KpYIKe
MaTepHjaiHe (akTope MOTHBAIMje KOJU Cy 3aCTYIJbEHH Y KOMIAHHjU Y
K0joj pane. llusp mutama OMO je Ja ce OTKpHUje KOjU Cy MaTepujaHu
(bakTOpH 3aCTYIJbEHH Y KOMIAHHUjH. M KOl OBOT MUTama UCITUTAHUI CY
naBany BHIIE oaroBopa. Bbux 25 oarosopuiio je na je y HHUXOBO]
KOMITaHM]jU 3aCTYyIJbEHO MoBehame riare kao ¢akrop moruBauuje. Tpu
UCIHUTAaHUKA OJrOBOpWIJIA Cy Jla Cy y KOMIIAHUjU 3aCTyIUbEHU IOJATHU
OOHycH; JBa MCIHTAaHUKA HaBela Cy Ja je y KOMIIAaHUjU 3acTYIJbCH
cno0osaH JaH, Kao Hajuemhu MOTHMBAIMOHM (DAaKTOp; JBAa MCHMTAHUKA
OJIFOBOPUJIA CY J1a Cy 32 BbUXOBY KOMIIAaHU]y KapaKTEepUCTUYHHU NoBehame
late W JoJaTHU OOHYCH; JiBa MCIIMTaHMKA OATOBOpMJIA Cy Ja je Y
KOMIIaHUJU TMpHUCYTHO TnoBehame mare M ci00OJaH [aH, a jenaH
UCIHUTAaHUK HaBEO je Jla Cy y HUXOBO] KOMIIAaHUJU MPHUCYTHU MoBehame
Tiate, JOAAaTHU OOHYCHM M ocHurypame. Ha OCHOBY cBera HCKa3aHOT,
MOXEMO Ja 3akjbyuyumMo Ja cy y kommanuju ABILl IlpousBon on
MarepujaaHuX (akTopa MPUCYTHHU YIIIABHOM TOBehame IjiaTe U JI0JaTHU
OoHyCH.

Kox derphaecTor murama WCIHTAaHUIM Cy Tpebalu 1a oleHe
KOJIMKO UM 3Haue MaTepujasiHu (paxkropu MoTuBauyje. Llusbs nutama Ouo je
Jla ce ca3Ha Kako MCIHUTAaHULM OLEWY]y MaTepujaiaHe (pakTope Koju cy
3aCTYIJbEHU Yy BUXOBOj KoMnaHuju. OroBopu cy BeoMa nmo3uTuBHU. Ot
35 wucnuTaHWKa jeJaH MCIHMTAHUK OJrOBOPHO j€ Ja My HE 3Haye
MaTepujaiHu (pakTopu, YETUPH HUCIHMTAHMKA OJrOBOPWIO j€ Ja HeMa
MUIIJbEHE, 26 MCIUTAHWKA OATOBOPHIIO j& Jla UM 3Ha4ye MaTepujaiHu
(dakTopy M YETUPHU MCIUTAHUKA OJTrOBOPHIIO j€ Ja MM BeoMa 3Haye
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MatepujanHu ¢akTopu. Hujenan McnuTaHWK ce HUje M3jaCHUO Ja My
YONILTE HE 3Ha4Ye MaTepujaiHu (HaKTOPH.

I'paduxon 7. Ilpuka3 Mul/belba HCIMTAHUKA 0 BPEIHOBAY
MaTepujajJHuX (pakTopa MOTUBaLIUje

HC 3HA4YC MU W HCMaM MHIIJBCHEC = 3Ha4YC MU = BEOMa MU 3HAYC

W3Bop: UcTtpaxuBame ayTopa

[leTHaecTo mMHTame 3aXTEBAJO je O HMCIUTAHWKA Ja 3a0KpyKe
HeMmaTepujaiHe (hakTope KOju Cy 3aCTyIJbeHH Y BbHX0BOj KomnaHuju. L{usb
nuTama OMO je Ja ce yTBpAM KOjU Cy HEMaTepHjasiHU TOACTUIAjH
3aCTYIJb€HU y KoMmaHuju. Mcnuranuuu cy W OBAe MpyKajdu BHIIE
oarosopa. Bbux 12 oaroBopuio je na je y KOMIIAaHHjH 3acTyIUbEHA
MoryhHoCT 3a npodecuoHaIHM pacT ¥ pa3Boj; 1Ba HCIUTAHUKA cMaTpa Jia
je 3actynspeHa MOoryhHOCT oJp’kaBama paBHOTEXe M3Mel)y NmpuBaTHOT U
MOCJIOBHOI JKMBOTA; TpPWU HCIHUTAaHMKA HaBela Cy NpUjaTHY pagHy
atMoc(epy; 1Ba UCIIMTaHKWKa OJIrOBOPUIIA CYy Ja je Y BbUXOBO] KOMIIaHUjU
3aCTYIIJbEHO O/IP)KaBam-€ PaBHOTEXE M3Mel)y MPUBATHOT U JaBHOT KHBOTA
W TIpHjaTHa pajgHa atMocdepa, TOK Cy JBa UCIUTAHWKA OJrOBOPHIIA JIa Y
HBUXO0BOj KOMITAaHH]H MIOCTOjU MOTYNHOCT CaMOCTaTHOT IOHOLIEHa O/ITyKA.
Taxohe, nBa McnuTaHMKa OArOBOpMUJIA Cy Ja Je Yy HHXOBO] KOMIAHHjU
3acTymjbeHa MoryhHocT paga ox kyhe, a 4eTupu HCIUTaHMKa Cy ce
oTpeeiIa 3a ONIM]y MOTYhHOCT 3a pacT U pa3Boj, Kao U pujaTHa pajgHa
atMocdepa. [1o jean nCIUTaHUK OATOBOPUO je: MOT'YhHOCT 32 cCaMOCTaJIHO
JIOHOIIIEHE OJJTyKa M MOTYNHOCT 3a pacT W pa3Boj; (PIeKCHOMIHO pajHO
BpeMe; MOryhHOCT 3a caMOCTaJIHO JIOHOIIEHE OJJTyKa, Kao U MoryhHoct
pama ox kyhe, cTpydyaH W KOMIETEHTaH MEHaUMEHT, MoryhHocT
OJp)KaBamka paBHOTE)XE u3Mel)y NPUBATHOI U IOCIOBHOT JKHBOTA,
npujatHa pagHa atMocdepa. Jenan uCUTaHuK OArOBOPHO je Aa y hupmMu
y KOjOoj paad MOCTOju MOTYhHOCT CaMOCTaJIHOT JOHOIIEHA OJIYyKa,
MoOryhHOCT oOJpXaBama paBHOTEKE H3Mel)y NMpHBaTHOT W TIOCIOBHOT
’KMBOTA U MpHUjaTHA pajHa aTMocdepa. JeraH UCIUTAaHUK OATOBOPHO je Ja
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je y meroBoj ¢upMu 3acTyIJbeHA OMIHMja paaa on Kyhe, mpujatHa panHa
atMocdepa W MOTYhHOCT 3a CaMOCTaJIHO JIOHOIICHE OJIUTyKa. JemaH
UCIHUTAaHUK OJTrOBOPHO je. MoryhHOCT 3a pacT W pas3Boj, CTpy4daH M
KOMIICTEHTaH MEHAIMEHT, MOTYNHOCT Ojp)KaBama PaBHOTEKE HU3Mehy
IPUBATHOT ¥ TIOCIOBHOTI JKMBOTA. JeJaH HCIUTAaHUK je OITOBOPHO
MOryhHOCT 3a pacT W pa3BOj, CTpy4aH M KOMIICTCHTAaH MEHAMEHT W
npujatHa paaHa atMmocdepa. Ha ocHOBY cBera HCKa3aHOT MOXeE ce
3aKJBYYHTH Jla Cy Yy KOMIAHHjU Yy J00p0oj MepH 3acTyIbeHHU
HeMaTepujaaHu (PaKTopyu MOTHBAIM]E U TO Y BHILIE PA3IHUYUTHX OOJIHKA.
Haj3actymspenuju ~ Hematepujasinu  ¢dakrop je  moryhHoct  3a
npodecroHaHu pacT U pa3Boj. Takolhe, Beoma 3acTymbeH je U (HakTop
MOTHBAIlMje TpHUjaTHAa paaHa aTtMmocdepa, Kao U paBHOTEka u3Mehy
MIPUBATHOT U MOCJIOBHOT JKUBOTA.

Kox miecHaector muTama HMCIUTAHUIM Cy Tpedaiu Ja OIcHE
KOJMKO WM 3Hade HemarepujaHu ¢akropu MotuBammje. On 35
WCIIUTAHUKA, HHUjellaH MCIIMTAHWK CE HUjE W3jaCHUO Jla MY YOIIITE HE
3HaYe, jeJ]laH MCIUTAaHWK CE€ HM3jaCHHO Ja My HE 3Haue HeMaTepHjaHu
(bakTopH, BUX JIECET OATOBOPWIIO j& Jia HeMa MUIbCHE, 21 HCIIUTaHUK
OJITOBOPHO j€ J1a My 3Ha4e HeMaTepujalHd (PaKTOpU MOTHBALUjE U TPH
UCIUTAHUKA OATOBOPHJIA Cy Jla UM HeMaTepHjaiHu (PakTOpu MOTHBAIIU]E
BeoMa 3Haue. Ha 0CHOBY 0/roBOpa MCIIMTaHHUKA, MOXKE CE€ 3aKJbYUHUTH JIa
WCIIUTAHUIIM ITO3UTHBHO OlICHY]y HeMaTepHujaliHe (paKkTope MOTHBALU]E, Y
MaJio MamkEeM MPOIICHTY HETO MaTepujaliHe (akTope MOTHBAIIH]C.

I'padukon 8. Onena HemaTepujaaHux (paKTopa o CTpaHe
HCIUTAHUKA

HC 3HA4YC MU ™ HCMaM MUIIJbCHC 3Ha4Y¢ MU BCOMA MM 3HA4C

N3Bop: UcTtpaxuBame ayTopa

CenaMHaecTo MUTame Ii1acuio je: ,,¥Y Mom npemysehy 3amocieHu
cy npaBeAHo MiaaheHu 3a cBoj paa.”, 15 ucnuraHuka oAroBOpUIIO je Jia ce
BUIIE ClIa)kKe HEro IITO Ce He Cclaxe ca KoHcraranujoM. Hujeman
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UCIUTAaHUK HHje OATOBOPHUO J1a CE MOTIIYHO CJIaXKe ca KOHCTATalljoM, Ba
WCIMTAHUKA CE YOIIITE HE CIIaXKe ca KOHCTATAIlUjOM, YeTUPH UCTTHTAaHUKA
ce He ClIaXKe, IeCT UCIUTaHNKa Ce BUILIE HE CIIaKe ca KOHCTATallljOM HETO
ITO ce Cllake, OcaM HCIIMTaHHWKa Ce Clake ca KoHcratamujoMm. Llusb
nuTama OMO je Ja ce OTKpHje JAa JH C€ HMCIHUTAaHHIM CIaxy ca
KOHCTATaIlM]OM JIa Cy aJiekBaTHO Tutahenu 3a cBoj paj. JloOujeHun oaropopu
UMIUTMIUPAJy Ja Cy A0 oapeheHe rpaHuile UCIUTAHUIM TutaheHu 3a CBOj
pan, anu na moctoju morpeda 3a Behum (DMHAHCH]CKMM BpEIHOBAHEM
HUXOBOT Pajia.
I'paduxon 9. Ilpuka3 craBoBa HCIMTAHUKA O AIEKBATHO]
niiaheHocTu 3a cBoj pajg

B yoImiTe ce HE CIaKEM B ge caaxeM ce
BHMIIIE CE HE CIaKEM HETO LITO CE CIaKeM ¥ BHUIIIE C€ CIIa)KEM HETO IITO CE HE CIIaXKeM

M clra)keM ce H IOTIIYHO C€ CIIaKEM

N3Bop: UcTtpaxuBame ayTopa

Tabena 1. [Ipuka3 noBe3aHOCTH 3210BO/bCTBA MOCJIOM H I'OAHHA

HCIIUTAHUKA
Jla nu cte
FOZLI/IHC BaZ[OBOJ'I)H?I
TIOCJIOM KOJU
CTapoCTH
TPEHYTHO
obaBJpaTe
Spearman's rho Toauue crapocTu Correlation 1,000 -,065
Coefficient
Sig. (2-tailed) . 711
N 35 35
3a0BOJECTBO ITOCIIOM Correlation -,065 1,000
Coefficient
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Sig. (2-tailed) 711

N 35 35
W3zBop: UcTpakuBame ayTopa

Ha ocHOBY mpukazaHux pesynrara, KOju cy noOujeHu y3 momoh
CrmpmaHoBoOT Koe(HUIIMjeHTa KOpenalnje paHra, MOXe ce 3aKJbYUUTH Ja
HE MOCTOjU Be3a u3Mel)y roguHa CTapoCTH U 33J0BOJHCTBA 3aIOCICHUX.
Nako je mpen3Hak HeratuBaH, ca nmoBehamem ronuHa Hehe ce MPOMEHUTH
3aJI0BOJHCTBO 3aIIOCIICHUX.

Taoesa 2. [Ipyka3 mMoBe3aHOCTH IOIMHA CTAPOCTH UCITUTAHUKA U
MOTHBHCAHOCTH 3aMOCJIEHUX

Jla nu cre
MOTHBHCAHHU
lonunue 3a
CTapoCTu U3BpIIABAE
pagHuX
3a;araka
Spearman's rho Toxure cTapoctu Correlation 1,000 ,147
Coefficient
Sig. (2-tailed) . ,399
N 35 35
Jla nu cre moTuBHcanu 3a  Correlation 147 1,000
M3BPIIABaKE PATHUX Coefficient
3aJaTaKa - -
Sig. (2-tailed) ,399
N 35 35

N3Bop: UcTtpaxuBame ayTopa

Takobhe, y3 nomoh CiupmaHOBOT KoeUIIMjeHTa Kopenalyje paHra
WCIIUTUBAHO € Ja JIU TIOCTOjU TOBE3aHOCT nu3Mel)y MOTHBAIMj€ U TOAMHA
CTapoCTH HcnuTaHuKa. J[oOWjeHu pe3ynTaT ykasyjy JAa HOCTOjU Maia,
MO3UTHBHA TIOBE3aHOCT W3Mel)y MOTHBAIMje 3aloCiIeHUX M TOAWHA
cTapocTH ucnutaHuka. [ToBezaHoct Huje 3HauajHa. Ca IPOMEHOM roJlMHa
CTapOCTH, HE3HAYAJHO C€ MEHa U MOTHBAIIM]a 3alIOCIICHUX.

HakoH mnpukazaHux pesyinTaTa HCTpaKuBamba, CIEIU TpHKa3
MOTyhHOCTH, IPETHH, MAHCU U ¢1a00CTH GUPME 10 MUTakby MOTHUBAIU]e
3anocieHux, nomohy SWOT ananuse.

Ta6ena 3. SWOT ananusa motuBauuje y pupmu ABILL IIpounssox
Yxkuune

CHATE:

CJABOCTHU:

¢bupMa mpuUMemyje W MaTepHjaHE U
HeMaTepHjaliHe TOACTHIIajE;

3arocieHu ¢y y Behem Opojy 3aI0BOJEHU
TIOCJIOM KOju 00aBJbajy Y KOMIIAHH]H;

BeJIMKa BaKHOCT ce npuaaje
MaTepHjaTHuM (akToprMa,

3aI0CJICHU cMatpajy nia ¢y a0 oapehene
Mepe malieHH 3a CBOj 1mocao;
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- 3amocieHH cy y BeheM Opojy MOTHBHCAHH
3a M3BpIIABabe PAJHHUX 33/1aTAKa,
IIAHCE: MNPETHE:
- 3aloCJCHU MPENO3Hajy BaXHOCT | -  moBehame miare je JOMUHAHTHU (QaKTOp
HeMaTepHjaTHUX MOJICTUIIA]a; MOTHUBAIKj€ Y KOMIIaHUjH;
- 3amocieHu MO3UTHBHO OLUEHYjy | - HMako Cy NPUCYTHH HeMaTepHjaiHu
3a7J0BOJHCTBO TIOCIIOM; (hakTOpH, y KOMIIAHU]H C€ BHILIE KOPHCTE
- 3aloCIEHH IIO3UTHBHO OICHYjy CTENeH n uMmajy Behm edekaT MaTepHjaHH
MOTHBAIH]€; (axTopu MOTHBaNMje;

U 3Bop: Uctpaxusame ayTopa
3AK/bYYAK

MoTuBanyja je MOKpeTauyka CHara IOjeJMHala W BEOMa Ba)KHO
CpeACTBO KOMIIaHM]a 3a IOCTU3ambe LInJbeBa. CaBpeMeHe KoMIlaHuje Tpeba
7la pa3BHjajy mporpaMe MOTHBanMje, Koju he OUTH y CKIIaqy ca BBUXOBOM
MIOCJIOBHOM TOJMTHUKOM M LMJbEBUMA, a 3aCHOBAaHM Ha MaTepUjalIHUM U
HeMaTepujaTHuM ¢GaKkTopuMa MOTHBaIMje. MoTHBaIMja je BeoMa OWTHA,
KaKo 32 [10jeIMHIIA, TaKO U 3a KoMmranuje. Komnanuje Mopajy 1a mpoHanasze
HAa4YMHE J1a MOTHBHUIIY CBOje 3alloCCHE, Kako OW pagwid y Haj0o/beM
uHTepecy 3a kommanuje. [lojenuHiu ce cyouaBajy ca CBaKOJHEBHUM
KUBOTHUM HM3a30BUMa CaBPEMEHOI JIpyIITBa, 300T TOra je 3aaaTak
KOMIIaHU]ja, 110 MUTalkby MOTUBALIK]E JOIII CIOKECHH]H.

Ha ocHOBy mpeTxomHHMX pe3yinTara MOXKE C€ 3aKJby4dTd Ja
3anocinenu 'y ¢upmu ABLl IlpousBon u3 VYxkwuma Buiie mnpedepupajy
MaTepHjaliHe TMOJCTUIIAje, all HCTOBPEMEHO W TMPENO3HAjy Ba)KHOCT
HemarepujanHux (akropa. Behu Opoj wucnuraHuka 3aq0BOJbaH je
TPEHYTHHUM TIOCIIOM W MOTHBHCAH j€ 3a W3BpIIABAE PAJHUX 3aJaTaka.
[To3UTHBHO OLIEkYjy U 33JJ0OBOJBCTBO MOCIOM M MOTHMBALIM]y Ha PagHOM
Mecty. Op moactuiiaja koje HajBuie mpedepupajy H3IABOJUIO Ce
nosehame maTe u npujatHa pajaHa armocepa. Hajpehu 6poj ncnuranmka
OJrOBOpPHO je Jna je mnosehame miuaTa MOACTUILIA] KOJU HajBUIIE
npedepupajy, Majgo MambU NPOLEHAT UCIIMTAHUKA OATOBOPHO je Ja UM je
npujaTHa pajgHa atMocgepa Beoma OutHa. Ha OCHOBY mpeTxogHOT MOXkKe
ce 3aKJbYUUTH J1a ¢y Y pupmMH o MaTepHjaaIHUX MOJCTULAja 3aCTYIIJbEHH
yriaaBHOM noBehame IiaTe 1 HOBYaHM OOHYCH. 3aIllOCIICHU Cy Y BEITHMKOM
Opojy OLICHUJIM J]a UM ITOMEHYTH NOJACTULAjU 3Haye. Ko HemaTepujanHux
MOJACTHIIAja 3allOCICHH Cy TpYXKajlu BHUIIE OJroBopa, HajBehu Opoj
UCIHUTAaHUKA CMaTpao je Ja cy y KOMIIAaHUJU HajBUILE 3aCTyIJbEHU
MOTyhHOCT 3a pacT U pa3Boj, IpHjaTHa pajHa aTMocdepa U paBHOTEXKa
u3Mel)y MpUBAaTHOT U MOCIOBHOT )KMBOTA. 3allOCIIEHH CY Y BEJIHMKOM Opojy
Y HeMaTepHjaliHe MMoCTHLIaje TO3UTUBHO olleHuu. Ha ocHOBY nocneamer
MUTa/ka, KOje ce OJIHOCUIIO Ha TO J1a 3alI0CIICHU U3pa3e MUILBEHE O TOME
Jia M Cy Y KOMIIAHU]JU Y KOJO] pajie paBeaHo TutaheHn, Moxe ce u3BecTu
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3aKJbY4aK Jla Cy 3aIlOCIEeHU 33/JI0BOJbHU KOJMKO Cy IutaheHu, amm Ja
noctoju norpeba 3a mopehamem 3apaze. Takohe, Ha OCHOBY CIIPOBEIECHOT
UCTPaKUBaKka, MOKE C€ 3aKJbYUHTH JIa HE TIOCTOjH 3Ha4YajHa Be3a u3Mmehy
TOJIMHA CTapOCTH MCIHUTAHUKA M 33J0BOJFCTBA IOCIOM, Kao HH U3Mehy
rOJMHA CTAPOCTH UCTTUTAHUKA U MOTHBAIIH]C.

Curyanuja y ¢upmu ABL] IlpousBon mo nuramy MOTHBAIH]E
3aMlOCIICHUX j€ KOPEKTHA. Y (UPMHU ce NMPUMEY]y U HeMaTepUjalHu U
MarepujaaHu (GakTopu MOTHBalMje, Maio je Behu 3Haua] MaTepujaTHUX
nojactunaja. IloxkesbHO je TPOMOBUCATH 3HA4yaj HEMaTepujaTHHX
nozactuiaja. Takohe, mOTpeOHO je CTBOPUTH MOCIOBHO OKPYKEHE U PAIHY
atMocdepy koja he mnoacrunat Behe NPUCYCTBO HEMaTEpUjaTHUX
¢dakTopa MotuBainuje. HoBuaHHM MOTHUBATOpPH Cy TJIaBHH MOTHBAIIMOHH
MOJICTHII] Y KOMIIAHWjU, a HEMaTepHjaIH MOTHUBATOPH Cy IMOMONHH
MOJICTUIIAjU, KOjU Tpeba J1a OJp’Ke MOTHBALIM]y 3aMOCICHUX Yy OYXKEM
BPEMEHCKOM TMEPUOLY.
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Abstract: This paper presents the level of employee motivation at ABC Proizvod from
Uzice, as well as the structure of material and non-material motivation factors. The aim
of the paper is to determine, based on the opinions of employees at the local company in
Uzice, whether material or non-material motivation factors are more important to them
and to determine the degree of motivation present in the mentioned company. Using
survey methods, descriptive statistics and Spearman's rank correlation coefficient, it has
been concluded that employees are motivated to perform their work tasks and are
satisfied with their jobs. In terms of material incentives, the company offers salary
increases and additional bonuses, while non-material incentives include opportunities
for growth and development, and a pleasant working atmosphere to a lesser extent.
Among the motivational factors, the employees appreciate increase in salary the most.

Keywords: motivation, material factors, non-material factors, job satisfaction.
JEL classification: M54.

INTRODUCTION

The modern business environment and the changes that occurred
at the end of the last century have created the need for proper human
resource management in companies. Rapid changes, the huge amount of
available content and information and the development of technology
have caused the emergence of a new business paradigm. As a result,
proper human resource management has become a real challenge for
companies striving for modern business practices. The task of human
resource management is to align human resource plans with long-term
business planning. In such circumstances, human resources become a
critical factor for success (Mic¢i¢ & Arsi¢, 2017). Employee motivation
becomes the main indicator of a company's success.

The changes and modern business environment have led to a fast-
paced lifestyle for almost all individuals, while technological
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advancements have created the need for additional improvement and
development of knowledge and skills. In such conditions, the main goal
for each individual is to maintain work-life balance, meet the basic needs
of their family and be appropriately valued for their work. Companies that
provide such opportunities to their employees can ensure a competitive
advantage and the optimal achievement of their goals.

Employees of any company represent the most significant links in
the management process. They are increasingly considered subjects of the
management process, rather than its objects (Janji¢ & Ili¢, 2019).
Employees are the driving force behind the business process in
companies. Therefore, employee motivation and satisfaction are the main
generators of the business process. Employee motivation is a highly
important mechanism for achieving goals of a company. Only employees
who are satisfied with their jobs and are motivated to work and develop
can enable the company to optimally achieve its goals. For this reason, all
modern companies must encourage employee motivation, work on
improving employee motivation programmes and equally develop both
material and non-material motivational incentives.

Establishing a unified system of motivation within companies is
extremely difficult, almost impossible. Employees, who represent the
most important pillar of every company, are diverse and are influenced by
different motivational factors. What motivates one employee may not
necessarily motivate others (Nejman et al., 2021). For this reason,
company managers face a very challenging task: to establish a motivation
programme that will be effective for all employees or at least for the
majority. Establishing a motivation system entails the combination and
active application of multiple motivational factors. Further, it requires the
equal use of both non-material and material incentives. It is crucial for a
company to maintain a balance between material and non-material
motivational factors, as relying solely on one group of incentives cannot
lead to collective motivation.

The aim of this paper is to determine, based on the opinions of
employees at a local company in UZice, whether material or non-material
motivation factors are more important to the respondents and to assess the
level of motivation present in the mentioned company. The subject of the
paper is to highlight the importance of both material and non-material
motivation factors. Motivation is the driving force behind the utilisation
of human potential in a company. A motivated workforce is more
productive than an apathetic one. The motivation system is highly
complex, as motivational factors do not affect every individual equally.
Additionally, the complexity of the motivation system lies in the fact that
companies use different motivation systems, depending on their
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organisational culture, structure and company's needs. Therefore, the task
of management is very complex, involving the search for a unified
motivation system that will lead to the optimal achievement of goals
within the company (Reikin, 2022).

1. EMPLOYEE MOTIVATION

The main challenge for modern companies is to ensure that
employees perform their work tasks in the best possible manner, which
aligns with the optimal interests of the company. To achieve this,
management must motivate employees in various ways. By motivating
employees, managers influence individual behaviour. Employee
motivation explains best why certain individuals behave in a particular
way within the company (KuSakovi¢, 2019).

Motivation involves psychological processes that cause
excitement, direction and persistence in voluntary actions that are goal-
oriented (Mitchell, 1982). It is the drive that individuals possess, that
stimulates them to act toward achieving expected goals (Budiarti et al.,
2023). Motivation encompasses the desire to act, the ability to act and the
existence of a goal (Ramlall, 2004). It is a set of factors that influence
people in an organisation to behave in a certain way and to make efforts
to achieve something (Stankovi¢, 2023). Work motivation is a process
that involves using various methods and procedures, along with specific
actions, to encourage and direct certain individual behaviours, increase
productivity and thus achieve the organisation's effects and goals (Stosi¢
Mihajlovié, 2022). Based on the above, it can be concluded that
motivation is a positive impulse that encourages an individual to achieve
the company's goals in the best possible way, while fulfilling their own
objectives as well.

Motivation involves achieving the goals of a company through the
fulfilment of the goals and needs of an individual. Each individual will be
maximally motivated and will perform optimally if completing a task
guarantees them personal benefit. This is why companies use various
incentives to enable individuals to achieve their goals, ensuring that
individuals help accomplish the company's objectives. Based on the
above, it can be concluded that individual goals are closely connected to
the goals of a company. Motivation is a complex process that goes
through specific phases. First, it starts with the needs and goals of
individuals, which represent the driving impulse in fulfilling the needs of
the company. Accordingly, the first phase of the motivation process
begins by identifying a need for something. A need represents a lack of
something. The second phase involves an increase in the need for
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something, resulting in the creation of tension within the individual,
which triggers the impulse to satisfy that need. The third phase involves
defining a goal, which serves as the pathway for individuals to meet their
needs. By believing in a certain goal, individuals will behave in a specific
way in order to achieve it. This behaviour belongs to the fourth phase.
Continuous positive behaviour of individuals leads to the achievement of
the company's goals and, consequently, the fulfilment of the individuals'
goals. The individual receives certain rewards or penalties depending on
whether they manage or fail to achieve the set objectives of the company.
This represents the fifth phase. After receiving rewards and satisfying
their needs, individuals define new needs and goals. Defining new needs
represents the sixth phase of the motivation process, thus closing one
cycle and initiating a new process (Miljkovi¢, 2007, p. 56).

When discussing employee motivation, it is impossible not to
mention job satisfaction. Motivation and job satisfaction are two closely
related concepts that, in a modern business environment, encourage
employees to achieve optimal results. Job satisfaction is a positive attitude
towards work and is considered a reliable indicator of motivation. Many
believe that motivation lies at the beginning of certain behaviour, what an
individual brings to a job, while job satisfaction appears at the end in the
form of a reward for completing a task (Stepanov et al., 2016). Job
satisfaction is a complex attitude of employees that includes certain
assumptions and beliefs about the job, feelings towards the job and an
assessment of the job (Risti¢, 2021). According to the group of authors
(2021) "job satisfaction can be defined as how employees feel about their
job and its various aspects™ (p. 92). Job satisfaction has a positive impact
on the work, social and personal lives of individuals (Sempane et al.,
2002). Overall job satisfaction is affected by the deviation of satisfaction
from expectations regarding certain aspects of the job, the level of
satisfaction with certain aspects of the job is not affected (Alavuk, 2023).
In the context of job satisfaction, motivation has two dimensions. The
first dimension refers to employees doing their job better, more efficiently
and more effectively than the manager's expectations. The second
dimension relates to employees completing the job in line with their own
desires and expectations (Stepanov et al., 2016). There is nothing better
for a company than a motivated employee. At the end of the process, a
motivated employee is a satisfied employee. The factors that influence
employee motivation are also the ones that affect job satisfaction. The
main motivational factors will be explained in more detail in the
following section.
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2. MOTIVATION FACTORS

Motivation factors are the main reasons for particular human
behaviour. Since not all individuals are the same and not all have the
same needs, the application of motivation factors varies from one
individual to another. Further, as companies have different goals and
needs, that need to be satisfied in a limited timeframe, the application of
different motivation factors represents a real challenge for all companies,
since they need to create a motivation process. For modern companies to
optimally encourage employees to work in the best interest of the
company, they need to combine both material and non-material factors of
motivation. There is no unique combination of motivational factors. The
combination of motivational factors depends on the needs of the
company, the goals of the company, the structure of the workforce and
their needs and goals. It is not enough for companies to rely only on one
type of motivation factors developed. Depending on the company's goals,
it is desirable to have a combination of several different factors.

Motives are an individual's internal force that originates within
them and drives their behaviour in a particular direction (StoSi¢
Mihajlovi¢, 2022). They are the means by which an individual is
encouraged to behave in a certain way (Jovanovi¢ & Markovié, 2022).
Motives and motivation are similar concepts, however, they are not the
same. Motives refer to the internal driving force within individuals,
whereas motivation is a complex process that consists of various motives
combined together. To effectively manage employee motives, companies
have a wide range of motivational factors at their disposal. These factors,
or incentives, are unique mechanisms used to stimulate employee
motivation. However, improper use of these factors may result in
demotivation.

Motivation factors can be material and non-material. Material
motivation factors are all those factors that contribute to improving an
individual’s material condition (Miokovi¢ Kapetini & Plesa Puji¢, 2022).
Material incentives can be (Stankovi¢, 2023):

- Direct (monetary); salaries, bonuses, rewards for achieved results
and

- Indirect; they contribute to improving the individual material
status of individuals and they are not expressed in monetary form.

They include: pension and disability insurance, scholarships and

tuition fees, health and life insurance, business travel, free meals,

paid leave, specializations and additional days off.

Material incentives can bring improvements in the material status
of individuals who seek material rewards, ensuring the necessary funds,
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motivating them to work hard and helping them realise that their hard
work will pay off. The said effects are possible in the short term. In the
long term, material motivation factors can lead to limitations, mechanical
execution of tasks and a loss of creativity and enthusiasm for work (Mu,
2022). Furthermore, material incentives can limit motivation to achieve
greater results. Employees may be satisfied with their earnings and may
not strive to work harder or improve themselves. Also, material incentives
can have a demotivating effect on individuals, as they may feel that they
are being paid because it is expected of them to work harder and make
more effort. As mentioned, it can lead to negative impulses in individuals,
I.e.. it can create pressure for proof which ultimately leads to errors in the
work of individuals. In their desire to prove themselves, individuals may
work more, strive to perform better and may become impulsive and prone
to making errors. Additionally, a particular challenge is how to align
material rewards with the individual needs of employees. Not all
individuals are the same and not everyone has the same needs, which
makes it very difficult to create a unique system of motivation and
rewards that will satisfy the needs of a large number of employees
(Vukmirovi¢ & Vukmirovi¢, 2016).

In addition to material incentives, there are also non-material
incentives. Non-material motivation is the motivation to meet basic life
needs, such as the need for security and stability (Renjie, 2023, p. 528).
Non-material incentives involve non-financial forms of rewards, where
various forms of recognition and evaluation of work, management,
shaping and organising tasks are used to ensure the desirable behaviour of
individuals (Stankovi¢, 2023). Non-material incentives satisfy higher-
level needs of individuals: the need for respect, esteem, status, the
development of personal abilities and potential and autonomy (StoSi¢
Mihajlovi¢, 2022). Non-material incentives include (Hays, 2019; see
Suvalova et al., 2020):

- career advancement,

- opportunities for personal development and training,

- opportunities to participate in decision-making,

- flexible working hours,

- the possibility of maintaining work-life balance,

- a comfortable working environment,

- the possibility of working from home,

- a pleasant working atmosphere,

- public recognition of achievements.

The following section of the paper will present the results of a
study conducted in a local company in Uzice, focusing on the
aforementioned material and non-material motivation factors. Also, in the
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continuation of the work, it will be examined which type of motivation
factor is more important for employees, as well as how employees
perceive and see the current situation in terms of motivation.

3. METHODOLOGY

Data collection was conducted by using a survey method. The
survey consists of three parts and a total of 17 questions. The first part of
the questions relates to general information about the respondents. The
second part of the survey addresses the respondents' attitudes towards
material and non-material motivation factors. The third part of the survey
concerns questions related to the respondents' views on the current state
of motivation within their company. The survey is closed type, requiring
respondents to select one or more of the provided answers. Some of the
survey questions were created using a Likert scale, where respondents
were expected to express their agreement with certain statements or to
rate specific attitudes. IBM SPSS Statistics, version 29.0.2. (20), was used
for data processing. Descriptive statistics and Spearman’s rank correlation
coefficient were used for data analysis. At the end of the presented results,
a SWOT analysis was presented, in order to indicate the real situation as
well as possible threats and dangers in the company in terms of employee
motivation.

4. RESEARCH RESULTS

The research on material and non-material motivation factors was
conducted at the ABC Proizvod company in Uzice. The company deals
with the manufacturing of boilers and radiators for central heating. The
company has a total of 49 employees and 35 respondents were surveyed,
which accounts for 71.43%. Among the 35 respondents, 23 were male,
representing 65.70%, and 12 were female, accounting for 34.30%. All
respondents are from UZice or its surrounding areas. The highest number
of respondents are between 41 and 50 years of age, with 15 respondents
in this age group. The lowest number of respondents are aged between 21
and 30 years, with only one respondent belonging to this age group. There
are seven respondents aged between 31 and 40 years, and 12 respondents
between 51 and 60 years of age. There are 26 respondents with a
secondary education, two respondents each with higher education and
vocational qualifications, one respondent with a master's degree and four
respondents with primary education. In the executive position work 31
respondents, while four respondents hold managerial positions.
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After the presented general data about the respondents, there
follows a presentation of respondents' answers related to material and
non-material factors of motivation. The sixth question was: "Do you
prefer material or non-material incentives?”, out of 35 respondents, 25
respondents answered that they prefer material incentives and them 10
answered that they prefer non-material incentives. The aim of the
previous question was to find out the attitude of employees about which
incentives they prefer more.

Chart 1. Overview of respondents" attitudes towards material and
non-material incentives

m material ®non-material

Source: Author’s research

The seventh question was for respondents to circle the motivation
factor that motivates them to work. The aim of the question about
motivators was to determine which motivator has the greatest impact on
the respondents. Respondents provided several answers to this question. It
is noteworthy that, alongside material motivation factors, respondents
also emphasised non-material factors. The 28 indicated a salary increase
as the main motivator; of these, 11 mentioned only a salary increase,
while 17 respondents noted a salary increase along with some additional
motivational factors. Ten respondents indicated additional bonuses; only
one respondent cited additional bonuses as the sole material factor, while
others mentioned additional bonuses in conjunction with a salary
increase. One respondent mentioned a scholarship as a motivational
factor; ten respondents highlighted a day off and one respondent indicated
a company car; three respondents mentioned flexible working hours; ten
respondents noted further training as a motivator. The work atmosphere
as a motivational factor was indicated by 18 respondents. The option to
work from home was mentioned by five respondents. The importance of
professional and competent management as a motivational factor was
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highlighted by three respondents. The possibility of career advancement
was emphasised by ten respondents, while six respondents stated that
freedom in decision-making is important to them. The ability to help
others was mentioned by six respondents and two respondents noted that
public recognition of their achievements motivates them to work. When
providing answers, respondents generally mentioned a variety of different
responses. Among material incentives, a salary increase motivates them
the most. Respondents often cited not only a salary increase but also some
form of non-material motivation, and frequently multiple factors of non-
material motivation. This indicates that, alongside material motivators,
which are their most important motivating factor, non-material factors are
also highly significant to employees.

The next question was: "Do you think that monetary remuneration
is the most important incentive in a company?", 19 respondents answered
that they think that monetary remuneration is not the most important
incentive in a company and 16 respondents answered that they consider
monetary remuneration to be the most important incentive in the
company. The aim of the question was to find out the attitude of the
employees about monetary rewards.

Chart 2. Overview of respondents" attitudes towards monetary
rewards

myes ®no

Source: Author’s research

To the ninth question: "Are you satisfied with the work you
currently do in the company?”, 32 respondents answered that they are
satisfied with their current work while there are three respondents
answered that they are not satisfied with their current job. The goal of the
question was to clearly and unequivocally find out whether employees are
satisfied with their current job in the company.
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Chart 3. Overview of respondents’ views on satisfaction with the job
they are engaged in

91%

myes ®Wno

Source: Author’s research

The tenth question asked respondents to rate how satisfied they
are with their current job in the company. The answers are like the
previous ones, very positive. Out of 35 respondents, three respondents
answered that they were neither satisfied nor dissatisfied. Of the other
respondents, as many as 30 respondents answered that they are satisfied
with the work they do, and two respondents answered that they are very
satisfied with their current job. Not a single respondent answered that he
was dissatisfied with the work he was doing. Also, not a single
respondent answered that they were very dissatisfied with their current
job.

Chart 4. Respondents’ assessment of job satisfaction levels

6% 8%

m neither satisfied nor dissatisfied  msatisfied  m very satisfied

Source: Author’s research
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The eleventh question read: "Are you motivated to perform work
tasks in the company where you currently work?", 30 of them answered
that they were motivated to work, and five respondents that they were not
motivated to work. The goal of the question was to specifically and
directly find out whether employees are motivated to work in the
company. The answers received are very positive, indicating the fact that
there is a high degree of motivation for work in the observed company.

Chart 5. Overview of respondents’ views on motivation to work

14%

Eyes ®Wno

Source: Author’s research

The twelfth question asked respondents to rate how motivated
they are to work in the company they work for. The goal of the question
was to find out how much the respondents value motivation to work. The
answers are positive. Most of the received answers, as many as 19, refer
to the fact that the respondents are motivated to work, five respondents
answered that they are a little motivated, nine respondents answered that
they are moderately motivated for work, two respondents answered that
they are highly motivated for work. Not a single respondent declared that
he was not motivated to work.

Chart 6. Assessment of respondents’ motivation to work

= J[ow motivation ® moderate motivation ® motivated = highly motivated

Source: Author’s research
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The thirteenth question referred to the respondents to circle the
material factors of motivation that are represented in the company where
they work. The aim of this question was to identify which material
motivation factors are present in the company. Respondents provided
several answers as follows: 25 respondents indicated that salary increases
are a key motivation factor in their company. Three respondents stated
that additional bonuses are present; two respondents mentioned that an
extra day off is the most common motivational factor; two respondents
identified both salary increases and additional bonuses as typical in their
company; two respondents indicated the presence of salary increases and
extra days off and one respondent reported the presence of salary
increases, additional bonuses and insurance in their company. Based on
these responses, it can be concluded that salary increases and additional
bonuses are the most prevalent material motivation factors at ABC
Proizvod.

For the fourteenth question, respondents were supposed to rate
how much material motivational factors mean to them. The aim of the
question was to determine how respondents evaluate the material factors
present in their company. The responses were very positive. Out of 35
respondents, one stated that material factors do not matter to them, four
respondents answered that they have no opinion, 26 respondents indicated
that material factors do matter to them and four respondents said that
material factors are very important to them. No respondent expressed that
material factors do not matter to them at all.

Chart 7. Overview of respondents’ opinion on evaluation of material
motivation factors

they do not matter m | have no opinion

they matter they highly matter

Source: Author’s research
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The fifteenth question asked the respondents to circle the
intangible factors that are present in their company. The aim of the
question was to determine which non-material incentives are present in
the company. Respondents provided multiple answers here as well. 12 of
them answered that the company offers opportunities for professional
growth and development; two respondents stated the possibility of
maintaining a work-life balance; three respondents noted a pleasant
working atmosphere; two respondents mentioned that their company both
maintains a work-life balance and a pleasant working atmosphere while
two respondents indicated that there is the possibility of independent
decision-making in their company. Also, two respondents reported that
the possibility of working from home is present in their company and four
respondents chose the option opportunity for growth and development as
well as a pleasant working atmosphere. One respondent each indicated
independent decision-making and opportunities for growth and
development; flexible working hours; possibility of independent decision-
making and the possibility of working from home; professional and
competent management, the ability to maintain a work-life balance, and a
pleasant working atmosphere. One respondent indicated that in their
company, there is the possibility of independent decision-making,
maintaining a work-life balance and a pleasant working atmosphere. One
respondent answered that his company offers the option of working from
home, a pleasant working atmosphere and the possibility for independent
decision-making. One respondent mentioned opportunities for growth and
development, professional and competent management and the possibility
of maintaining a work-life balance. One respondent noted opportunities
for growth and development, professional and competent management
and a pleasant working atmosphere. On the basis of everything stated, it
can be concluded that the intangible factors of motivation are well
represented in the company, in several different forms. The most common
intangible factor is the opportunity for professional growth and
development. Also, a pleasant working atmosphere as well as a balance
between private and business life is a very important motivation factor.

For the sixteenth question, respondents were supposed to rate how
much intangible factors of motivation mean to them. Out of 35
respondents, none stated that non-material factors do not matter to them at
all, one respondent said that non-material factors do not matter, ten of
them answered that they have no opinion, 21 respondents stated that non-
material motivation factors matter to them and three respondents
answered that non-material motivation factors matter to them greatly.
Based on the responses of the respondents, it can be concluded that the
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respondents positively evaluate the non-material factors of motivation, in
a slightly smaller percentage than the material factors of motivation.

Chart 8. Assessment of non-material factors given by respondents

m they do not matter ® | have no opinion
m they matter they highly matter

Source: Author’s research

The seventeenth question read: "In my company, employees are
fairly paid for their work.", 15 respondents answered that they agreed
more than they disagreed with the statement. None of the respondents
completely agreed with the statement, two respondents strongly
disagreed, four disagreed, six respondents somewhat disagreed and eight
agreed with the statement. The responses suggest that, to some extent,
employees feel they are compensated for their work, but there is a need
for better financial recognition of their performance.
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Chart 9. Overview of respondents’ attitude on being adequately paid
for their work

m | strongly disagree m | disagree
| disagree more than | agree = | agree more than | disagree

m | agree m | strongly agree

Source: Author’s research

Table 1. Overview of the correlation between job satisfaction and the
age of respondents

Are you satisfied
with the job you

are currently

Age doing?
Spearman's rho  Age Correlation 1,000 -,065
Coefficient
Sig. (2-tailed) . 711
N 35 35
Job satisfaction Correlation -,065 1,000
Coefficient
Sig. (2-tailed) 711
N 35 35

Source: Author’s research

Based on the presented results, which were obtained with the help
of Spearman's rank correlation coefficient, it can be concluded that there
is no relationship between age and employee satisfaction. Although the
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sign is negative, employee satisfaction will not change with increasing

age.

Table 2. Overview of correlation between the age and job motivation of

respondents
Are you motivated
to perform your
Age job tasks?

Spearman'srho  Age Correlation 1,000 ,147
Coefficient

Sig. (2-tailed) ,399

N 35 35

Are you motivated to Correlation ,147 1,000
perform your job tasks? Coefficient

Sig. (2-tailed) ,399
N 35 35

Source: Author’s research

Also, with the help of Spearman's rank correlation coefficient, it
was examined whether there is a relationship between motivation and the
age of the respondents. The obtained results indicate that there is a small,
positive connection between the motivation of employees and the age of
the respondents. The association is not significant. With the change in age
very little, the motivation of employees also changes insignificantly.

Following the presentation of research results, an overview of the
company's opportunities, threats, strengths and weaknesses regarding
employee motivation will be provided using a SWOT analysis.

Table 3. SWOT analysis of motivation in ABC Proizvod Company
from Uzice

strengths:

weaknesses:

- the company implements both
material and non-material incentives,

- a larger number of employees are
satisfied with the work they carry out
in the company,

- a larger number of employees are
motivated to perform their work
tasks. .

- great importance is
material factors,

- employees believe they are paid for
their job to a certain extent.

placed on
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opportunities: threats:

- employees recognise the importance - increase in pay is the dominant
of non-material incentives, motivational factor in the company,
employees rate their job satisfaction - although non-material factors are
positively, present, material factors are more
employees rate their level of commonly used in the company and
motivation positively. have a greater effect.

Source: Author’s research

CONCLUSION

Motivation is the driving force behind individuals and a very
important means for companies to achieve their goals. Modern companies
need to develop motivation programmes that are in harmony with their
business policy and objectives, based on both material and non-material
motivational factors. Motivation is crucial for both the individuals and the
companies. Companies must find ways to motivate their employees so
that they work in the best interest of the organization. Individuals face the
everyday challenges of modern society, which makes the task of
motivating them even more complex for companies.

Based on the previous results, it can be concluded that employees
at ABC Proizvod Company from Uzice prefer material incentives, but at
the same time they recognize the importance of non-material factors. A
larger number of respondents are satisfied with their current jobs and are
motivated to perform their tasks. They positively evaluate both job
satisfaction and motivation at work. Among the incentives they prefer,
salary increases and a pleasant work atmosphere stand out. The majority
of respondents indicated that salary increases are the most preferred
incentive, while a slightly smaller percentage stated that a pleasant work
atmosphere is very important to them. Based on the preceding research, it
can be concluded that the material incentives primarily present in the
company are salary increases and cash bonuses. A significant number of
employees rated these incentives as important to them. Regarding non-
material incentives, employees provided several responses and the
majority believed that the most present factors in the company are
opportunities for growth and development, a pleasant work atmosphere,
and a work-life balance. A large number of employees also positively
assessed non-material incentives. Based on the last question, which was
related to employees expressing their opinion on whether they are fairly
paid in the company where they work, it can be concluded that employees
are satisfied with how much they are paid, but that there is a need to
increase wages. Further, based on the conducted research, it can be
concluded that there is no significant relationship between the age of
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respondents and job satisfaction, nor between the age of respondents and
motivation.

The situation at ABC Proizvod Company is satisfactory as far as
employee motivation is concerned. Both non-material and material
motivational factors are applied in the company, with a slightly greater
emphasis on material incentives. It is desirable to promote the
significance of non-material incentives. Furthermore, it is necessary to
create a business environment and work atmosphere that encourages a
greater presence of non-material motivational factors. Financial
motivators are the main motivational incentive in the company, while
non-material motivators serve as auxiliary incentives that should maintain
employee motivation over a longer period.
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