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MoTuBauuja



LUlTa je MmoTMBaLUM|a 3aMOCAeHMX

e lepHmwemo MOTUBALMjY Kao npouec Kojum ce objawrbaBa
MHTEH3UTEP, AUPEKUMja N NEP3UCTEHTHO yaarakbe Tpyaa Kako bu ce
ocTBapmo uns/b. MoTmBaumja ce yonwTeHO OAHOCK Ha Hanope Kako bu
ce oCTBapmo bmno Koju un/b, AOK Ce MOTMBALMja 3aNOCNEHNX OAHOCH
Ha OCTBapuBaHe opraHmnsaumnoHmx umsbesa (Robbins & Judge, 2013).



Teopunje motmBaumje

* Xujepapxumja norpeba (Maslow, 1943)

- UMNJnKauuje?

- YTBPAUTM aKTYENTHU HUBO U pa3BUjaTu NoTpebe 3anocaeHuxX y CKaaay ca TMm
» NiBodaKTOpPCKa Teopuja: , LLiTa /byam xKene on nocna?“ (Hertzberg, 1966)

- aHaNM3a cuTyaumja y Kojuma cy 6uam usyseTHo 3a10BO/bHU UM HE3310BO/bHU CBOjUM NOC/IOM

v

3a40B0/bCTBO - M30CTaHaK 3a40B0/bCTBa

v

He3a40B0O/bCTBO < M30CTaHaAK HE3a40BO/bCTBA
- UMNJINKauuje?
- MPU/IMKE 33 HanpeaoBaHE, IMYHWN Pa3BOj, NPU3HaKLE, OATOBOPHOCT, NOCTUTHYhe



S4B EFAN  Comparison of Satisfiers and Dissatisfiers

Factors characterizing 1,753 Factors characterizing 1,844
events on the job that lead to events on the job that lead to
extreme satisfaction extreme dissatisfaction
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Source: Based on Harvard Business Review. “Comparison of Satisfiers and Dissatisfiers.” An exhibit from One More Time: How Do You Motivate
Employees? by Frederick Herzberg, January 2003.



Teopunje motmBaumje

* (1) nAch; (2) nPow; (3) nAff (Mclelland, 1965)

- UMNAMKauuje?

- 50-50 waHce, moTuBaLMja ycrewHnx meHalepa: nPow nAffd,
 CamopgerepmuHaumja (Deci, Connell & Ryan, 1989)

- UMNAKKauuje?

- ayTOHOMMWja, KOMNETEHTHOCT, NepLenunja KOHTpone

- Harpaje: UHTepPecaHTHW 3a4aum, NpMU3Hakbe, NOAPLLKA YYery M Pa3Bojy
 CamoeduKacHoct (Bandura, 1977)

- UMNanKauuje?

- oBNagaBame (MMmnanKaumje 3a obykel), yuerwse no moaeny, ybehusame
* MoTKpen/bMBamEe U yuyere No moaeny

- UMNanKauuje?



Teopunje motmBaumje

* Teopuje ouekuBama (Vroom, 1964)

- UMNAUKaumje?

- TPYA, — YYMHAK; YYMHAK — Harpada; Harpaaa — IM4YHU LU/bEBU
- TPU BakHa NUTaHba



Teopunje motmBaumje

* MocTtaB/barbe Uus/besa (Locke, 1968)
- UMNJINKauuje?

- cneunduyHM L/beBK, U3a30BHM + npuxeaheHmn Lun/beBu (LITO Cy N3a30BHUjH,
yumHak je 6oswun!), pupabek (self generated), nepuenunja octsapmsocTu LU/bEBA,
jaBHO obaBe3unBatbe)

YTULQAj HaUMOHA/HE KyAType (AncTaHua npema mohu n Konektmsmsam)
CTpaTermje camoperynauuje: ,npomoumja“ Hacynport ,npeseHumnjmn”

MBO (management by objectives)
- SMART uusbeBu (Doran, 1981): npeaHocTM U HeaocTaum
- KPI — kBaHTUUMKaLUK]ja pe3ynTaTa y OAHOCY Ha UU/beBE
- OKR — KBaNIMTaTMBHM LW/bEBU + KBAHTUTATUBHU PE3YNTaTH; aruaHM NPUCTYN, Kpahu LmMKnycu
BanMAaaUnje, yyere 13 rpeLlaka

ETUYHOCT NOCTaB/badtba LN/bEBA U OPraHN3aLUMOHA NMO/TUTUKA.



Teopunje motmBaumje

[Mpumep OKR

Objective: Make a lovable
product that excites our
customers.

e Key Result #1: Conduct 10 in-
depth interviews with
enthusiasts

* Key Result #2: Host 3 user
workshops locally

* Key Result #3: Increase early
adopter engagement by 35%

* Key Result #4: Launch referall
incentive program by Nov

[MTpumep KPI

Increase in market share by
10%




IS4 OIWEIN  Cascading of Objectives




54 ELIN  Joint Effects of Goals and Self-Efficacy on Performance

Individual has

confidence that given

level of performance
will be attained
(selfefficacy)

Manager sets Individual has
difficult, specific higher level of job
goal for job or task or task performance

Y

Individual sets
higher personal

(self-set) goal for his or
her performance

.

Source: Based on E. A. Locke and G. P Latham, "BU”UIHE d Practl-::ally Useful THEUW of Goal Setllng and Task Motivation: A 35-Year
Odyssey,” American Psychologist (September 2002): 705-17.



Teopunje moTmBaumje

* OpraH13auunoHa npasaa

IS4l ECRE  Equity Theory

Ratio Comparisons* Perception
IQ < IQ Inequity due to being underrewarded
A B
o_0 Equity
A I
IQ > IQ Inequity due to being overrewarded
A B

*Where IE represents the employee and -IE represents relevant others
A "




IS4V EYEN  Model of Organizational Justice

Teopunje moTmBaumje e rs

* OpraH13auunoHa npasaa Distributive Justice
Definition: perceived fairness of outcome
(Greenberg’ 1987) Example: | got the pay raise | deserved.
- MUMNAnKaumje?
- ed)eKTM IDIMCTpMGVTMBHe M Deﬁm‘ﬁom:em::r::::fepm
npoueaypaaHe rnpasae Ha e el oo
ad in n process
yH4UHak e meion oy e
the raise | did.
- epeKTn NHTEepPaKLUMOHe npasae
Ha rpahaHCKM yYNHaK Interactional Justice
Definition: perceived degree to which
- nosepere n fobpobut oo el ity oo e
= en telling me about m
3aMnoCNeHUnxX e

and complimentary.




MoTuBauuja 1 aHIa*KOBAHOCT

e AHFraOBAHOCT 3aNOC/IeHUX

* lHBecTMpatbe GU3NYKE, KOTHUTUBHE U EMOLMOHAJIHE eHpruje y nocturHyhe
Ha nocny.

* NO3UTUBHO aPEKTUBHO-MOTUBALLMOHO CTake UCMYHEHOCTH, KOje
KapakTepuiue nocseheHoCT M ancopnuuja.

e ,TOKOM nocnegrnx HEKOJIMKO rogmMHa opraHu3almje cy ycesojusne
M3pPa3 aHra*KOBaHOCT 3aMOCNEHUX Aa YKAXKYy Ha NOXKE/bHU TUM
MOTUBaLMje y caBpeMeEHOM pagHoM oKpyery“ (Thomas, 2009).



TvnnyHa NUTarba Yy NPaKCcu

 ,Kako aa motmsumwemo 3anocneHe”
 ,Kako Aa ncnmtamo aHra*kosaHocTt”

* ,Kako aa yHanpeaumo Harpahusare”
 ,KaKo ga opraHu3yjemo npoLeHy yYnHKa“



MexaHnamm yHanpehumBarba moTUBaLMje U
AHraXOBAHOCTM 3aNOC/IEHUX

* (Pe)aunsajH nocna

* poTaumje, pag oa Kyhe, bnekcmbunHo pagHo Bpeme
* [NapTUUMNATUBHN MEHALIMEHT

* VK/by4MBaH€ 3aMOCAEHUX Y AOHOLWEHE 04/1YKa

* Ynpas/bake YYNHKOM
* NMOCTaB/batbe LW/beBA, NOBPaTHA MHPOPMaLMja, pa3BOj 3aNOCNEHUX)

* BapnjabmunnHo Harpahusare
* HNpP. BoHYCH

* MoTtuBUucarbe npusHawem (employee recognition programs)
* npumep Cooper Tire

* MoTMBMCaHbe OPraHNU3aLNOHOM KYATYPOM
* KYNTYpa y4yema, Kyntypa ¢uabeka



