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Abstract: The aim of the article is to discuss the results of a study about the influence of one of the manage-
ment functions, the motivational function, on the implementation of new concepts in enterprises. The re-
search includes such issues as the use of new concepts in accomplishing objectives as well as factors, which
make companies work more effectively once these concepts have been introduced. This presentation and the
detailed analysis of the empirical research conducted gives insight into how new concepts of management
are used in practice.

Keywords: motivation, motivational factors, motivational function and tools, management concepts, man-
agement methods, effective functioning of businesses.

1 Introduction vidual needs of the employees, showing them which

In the subject literature, it is underlined that motivation
is a set of many single motives, which influence hu-
mans to various degrees [2, p. 167]. It is a force that
drives people to take action and directs human pursuit
of goals. The basis of these motives can be found in the
needs that determine certain human behaviors meant
to fulfill those needs, as well as the aims individuals
either set for themselves or are externally imposed
upon them. The needs indicated are understood as
a state of the organism caused by a certain lack, which
triggers internal imbalance of the organism and im-
pedes the process of life and development. A need has
a dynamic nature and its appearance can produce
or start a process, which will direct an individual into
undertaking certain actions in order to satisfy it. A need
becomes a motive once it has been driven to a certain
degree of intensity and thus prompts one to take action.

While drawing up motivational schemes, managers
should be aware that, as regards employees, the work
process touches not only the issue of remuneration, but
also the opportunity to establish interpersonal relation-
ships, improve self-esteem, be praised, develop and feel
contentment and satisfaction. This is why the system
of motivators should be selected according to the indi-

behaviors and actions are promoted, and which ones
should be avoided in the workplace.

2 Empirical research analysis

The question whether a company having introduced
new management methods has met with reluctance
on the part of its employees (SEE Diagram 1) has been
answered by 101 respondents, 43% of whom (43 peo-
ple surveyed) answered affirmatively. Any introduction
of changes in organizations provokes anxiety within
the working personnel. A company, which is unable
to implement  innovative = management  methods
and communicate these changes to the outside world,

no longer counts in the modern world economy.

Employees are afraid of changes as they are sure
that they might lose something of special value to them.
Another reason for the reluctance towards change is
the difference in the employees’ and the employer’s
analysis of the situation. Some employees oppose
change as they fear they might have to acquire neces-
sary new skills and improve their qualifications.
Yet another reason might be leaving a team of friendly
employees.
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Diagram 1. The range of employees’ opposition with regard to the implementation
of new management methods in a company
(source: the authors’ own study based on empirical research - the research included 216 respondents)

On the other hand, 33% of the respondents (33 people
surveyed) answered negatively. This attitude indicates
the respondents’ understanding of new management
methods, acceptance of what is consciously being in-
troduced, organized and controlled by the company’s
managing personnel. It is necessary that employees
accept the process of change as it is they who deter-
mine the success of the change project in an organiza-
tion.

Twenty-four percent of the respondents answered that
they did not know. This figure may indicate that
the respondents in question are not interested in what is
happening in the enterprise or that they do not identify
with the company, because either they are employed
on the basis of casual contracts or they do not plan
to work in the company in the future.

Looking at Diagram 1, it has to be pointed out that the
proper use of the opposition might bring more desirable
effects than confrontation or not taking the case into
consideration.

Opposition derives from the fear of the unknown
or of failure, from lack of information, threat of losing
the current status, lack of perceptible benefits, mistrust,
negative reactions and threats, fear of losing informal
relationships, as well as from a high level of anxiety
and stress. Knowing the source of the opposition

and anticipating it may open the door to using this situ-
ation effectively. The reluctance of employees stems
from the fear that they will have to face various situa-
tions, which might be the consequence of the restruc-
turing of the company or its production scheme.
In companies where informal relationships are wrongly
structured, managing staff and employees working
in different functional departments hate one another.
If the employees and the managing personnel are fo-
cused on their own interest rather than their company’s
aims, the opposition will be exceptionally large
and impossible to overcome.

The data in Diagram 2 shows that as many as 56 re-
spondents (16% of the overall number of those sur-
veyed) stated that some of the most important factors
that motivate managerial staff and regular employees
to implement new management methods in a company
are financial means and the company’s success. Fewer
respondents (53 people, 15% of the total number
of those surveyed), indicated that the motivating factor
was career advancement. Some employees will be sat-
isfied when their basic material needs are fulfilled,
other will need more complex professional challenges.
Improving competences guarantees success of employ-
ees on the labor market. A crucial motivator prompting
workers to act in the best interest of the company is the
opportunity for self-development [7, p. 213].
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Diagram 2. Factors motivating managerial staff and employees to implement new management methods
(source: the authors’ own study based on empirical research - the research included 216 respondents)

As many as 44 respondents (12% of those surveyed)
were in favor of enhancing the company’s and their
own prestige with the introduction of new management
methods, whereas 29 respondents (8% of those sur-
veyed) declared that praise and high self-esteem are
some of the most motivating factors. Praise ought to be
concrete and clear, based on the effects observed
and effort made by the employee. Managers should
praise their employees before they complete their task,
at different stages of the task completion, as this is how
the employees strengthen their motivation and stamina.
Respondents know that their smallest success contrib-
utes to the overall prosperity of the company. Twenty-
four respondents (7% of those surveyed) stated that
it was the feeling of job security, which was crucial.
These days, it is necessary that enterprises, operating
in uncertainty and chaos, ensure that this basic need
is fulfilled.

Job security influences the quality of life of the workers
and their development. It can be deduced that when job
security is ensured, the employees are more motivated
to do their work and are not afraid of changes in the
company, which makes them work more effectively,
and thus helps the company accomplish its objectives.
Improving their position in the company structure was

signaled as important by 20 respondents (6% of those
surveyed). The authors of the article are not surprised
by this fact, as 96% of the respondents (70 people)
declared to have completed higher education
and as many as 39% of those surveyed hold the posi-
tion of specialist or chief expert. This matter was sub-
ject of the research conducted by the authors on the
issues of enhancing new concepts of managing busi-
ness development. The presentation of the research
scope is presented in another article [3, pp. 157-161].
The subject of the analysis is results of a survey con-
ducted in the months of January and February 2013 in
public and private enterprises of different sizes. Two
hundred and sixteen questionnaires were distributed
and completed. From the questionnaires returned, 101
were completed correctly. The survey was anonymous.
It can be inferred from the data obtained that introduc-
ing new concepts of management in a company will
contribute to employees’ promotion to higher positions.
As few as 5 respondents (1% of the total number) indi-
cated work-life balance, whereas 4 respondents (1%)
claimed that they did not know the factors that motivat-
ed managerial staff as well as employees to implement
new management methods.
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Diagram 3. Factors determining the introduction of new management methods in businesses (motivational function)
(source: the authors’ own study based on empirical research - the research included 216 respondents)

It can be understood that such aresponse was given
by employees who have worked for the company
for a relatively short period of time and do not yet
know motivational factors occurring in businesses.

The visualization of the responses in Diagram 2 with
regard to the factors that motivate employees and man-
agerial staff to use new methods of management needs
to be constantly assessed and revised. Introducing nov-
elties implies the necessity to understand organizational
behaviors towards them, which is why objectives
and measures facilitating the process need to be deter-
mined carefully. In addition, a map of changes leading
to the accomplishment of these objectives needs to be
drawn up, and factors influencing the success of the
approach chosen need to be identified. Introducing new
management methods requires monitoring the map
as well as making corrections if necessary, which will
make the use of new management methods possible.
The philosophy adopted ought to guarantee the follow-
ing:

e a vision of survival, development and expansion

in a turbulent environment,

o identification of employees and managerial staff
with the company’s vision, strategy and goals,

o predictable influence on the change process neces-
sary for the completion of the vision.

Diagram 3 illustrates the responses to the question what
the introduction of new management methods in busi-
nesses depends on as far as motivational factors are
concerned.

The analysis of the data indicates that the most frequent
determinant was work results (29%, 71 respondents).
The second element was workers’ competences (22%,
54 respondents). Competences of employees in busi-
nesses are understood as skills, experience as well
as qualifications to take decisions on different posi-
tions, which is why this factor was indicated by such
a big number of respondents, as it is a factor determin-
ing success for a given enterprise. Workers’ compe-
tences are crucial for the completion of tasks on given
positions and for proper functioning of the company.
Itis the employees’ competences that are a measure
of the economic, organizational and social performance
of the business. Another determinant was employees’
qualifications (19%, 45 respondents). It is qualifica-
tions, which are subject knowledge, expert knowledge
and expertise, which can be verified, measured
and estimated. A qualified employee is one who has
completed full-time education and has acquired
knowledge and practice in a given area of study
and who is legally authorized to work on a given post.
This is why this indication is so important with regard
to respondents who know their colleagues, as it is them,
their competences and qualifications that the success
of the company will depend on once new management
methods are introduced. As many as 43 respondents
(18% of those surveyed) indicated knowledge of em-
ployees. “Knowledge workers” is a new category
of workers in businesses.
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Their task is the productive use and exchange
of knowledge. It is their responsibility to create
and implement new ideas, thanks to which businesses
will adapt their strategies to the quickly changing tur-
bulent environment.

Their basic tasks are to search, exchange, link and
make use of knowledge inside and outside the compa-
ny. The level of teamwork was indicated by 10% of the
respondents (23 people surveyed). Only 1 person indi-
cated employment relationship (1% of the surveyed),
and 4 respondents (2% of the surveyed) said they did
not know what the introduction of new methods
in a business (motivational function) depended on.

The determinants of the introduction of new manage-
ment methods in completing the motivational function
(Diagram 3), in particular employees’ qualifications,
competences and knowledge as well as the results
of their work, allow the chief staff to specify strategic
areas of activity and focus in the fulfilling of business
models for the company. Workers’ knowledge
and competences make it easier to establish a company
policy and its game rules, which in consequence help
to take important decisions. It is necessary here that one
is aware of the importance of employees’ knowledge
and competences in the designing and redesigning
of the architecture of managing a business, and that
managerial staff and regular workers constantly need
to improve their qualifications.

To answer which of the pay functions are used in the
fulfillment of the motivational function in improving
new management methods, 35% of the respondents
indicated the motivational aspect (62 workers sur-
veyed). The instrumental function of motivation has
a psychological or economic aspect, or the two at
atime. The first of these aspects is understood as
a system of measures, which provoke emotional reac-
tions and human attitudes [6, pp. 59-61]. The elements
of the so-called psychological environment are the
worker’s duties, working conditions and position
he/she takes in the society, thanks to the position held
[9, p. 139]. The most important function of the econom-
ic aspect is using mechanisms that regulate the supply
of salaries and bonuses. However, it has to be stressed
that the economic aspect has a motivational function
when it is based on rational management. In the case it

expresses only ‘obligation motivation’, the influence
will be purely directive.

As many as 28% (49 respondents) indicated the income
function. The income function means that the salary
of employees is the main or quite often the only source
of income for them and their families. Earning a salary
is the deciding motive for undertaking work. This func-
tion underlines that income should be enough for the
worker to regain his/her ability to work and to regener-
ate physical and mental powers by providing the neces-
sary money to satisfy his/her elementary needs of life.

Only 33 respondents (19% of those surveyed) indicated
the cost function. The cost function is based on the
company’s costs related to paying employees salaries,
which are the company’s biggest cost. They are com-
prised of salaries and other employment-related costs,
both financial and in kind as well as social insurance
schemes [1, p. 19]. It needs to be underlined, however,
that the level and variety of salaries determine the qual-
ity and structure of the personnel, their professional
development and continuity of employment. Both
the level and the diversity of salaries should be adapted
to the system of values and expectations in a given
country, community, professional group, as societies
are very sensitive about salary issues. The social func-
tion was indicated by a slightly smaller number of re-
spondents (as many as 26, which is 15% of those sur-
veyed).

Remuneration system in a business determines social
relationships. It can be asserted that salaries have this
function “because they are a sign of prestige, recogni-
tion and values of given employees and professional
groups”. The level and variety of salaries determine
one’s position in the society, influence interpersonal
relationships and job satisfaction, as well as the occur-
rence of conflicts and strikes [8, p. 179]. Work that
can be considered difficult and requiring high qualifica-
tions and skills as well as considerable dedication ought
to be remunerated fairly and properly, otherwise
the rank of some professions loses its importance.

Only 6 respondents (3% of those surveyed) stated they
did know the functions that were used in their compa-

ny.
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Diagram 4. The functions of salaries used in the fulfillment of the motivational function
in enhancing new management methods
(source: the authors’ own study based on empirical research - the research included 216 respondents)

Presented in Diagram 4, the functions of salaries used
in the implementation of new management methods
make it easier for employees and managerial staff
to identify and accept their company’s strategies in the
times of risk and uncertainty. These functions also
make for the integration and coordination of material
and non-material resources, allowing the company
to accomplish its goals, strategies, mission, and vision.
The attractiveness of the salary function lies in the
possibility of avoiding dysfunction and organizational
chaos in the business. The risk this philosophy presents

is the competition that occurs between the managerial
staff and the employees for influence and the resources
the company has to survive, develop, and expand. Un-
certainty and the dynamic nature of the environment
may trigger conflict and crisis in the functioning of the
enterprise.

Diagram 5 illustrates the respondents’ answers to the
question which motivational tools are used in the com-
pany during the implementation of new management
methods.

Diagram 5. Motivational tools used in companies during the introduction of new management methods
(source: the authors’ own study based on empirical research - the research included 216 respondents)
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The analysis of the data illustrates that the most fre-
quently indicated motivational tool are bonuses, which
were selected by 19% of all those surveyed (74 people),
and rewards, which were selected by 12% of those
surveyed (46 people). This shows that bonuses
and rewards are of special motivational importance
in the rewarding of employees. Relating them to work
results encourages employees to ameliorate effects,
which determines how often bonuses and rewards are
given and what their level is. As bonuses are paid
for the effects of work, they should be changed accord-
ing to the changes in the effects of work in time.

One of the most important motivational tools indicated
by 12% of the respondents was promotion (46 people
surveyed). Promotion is one of the main functions
that motivates employees to expand their knowledge,
acquire new skills, try hard and be committed. Not only
does it satisfy the need for recognition and high self-
esteem, but it also allows employees to improve their
standards of life and to gain access to higher values.
carries motivational force

Promotion €normous

and it determines workers’ behaviors.

Other motivational tools specified by respondents were
medical package, flexible working hours and fit-
ness/gym and swimming pool cards. They were indi-
cated by 10% of the respondents (38 people), 9% (34
people), and 9% (33 people) accordingly.

Fewer respondents (8% of those surveyed, 31 people)
indicated commission and a slightly smaller number
(7% of those surveyed, 28 people) a company phone
and laptop as well as participation in the management
process. Having a share in the company’s profit was
indicated by 6% of the respondents (26 people).

Only 1% of the surveyed (3 people) said that they did
not know what motivational tools were used in their
company during the introduction of new management
methods.

Judging by the respondents’ indications in Diagram 5,
it has to be asserted that businesses functioning in the
times of risk and uncertainty make employees accept,
in the spirit of ethics and cooperation, the prevailing
rules through bonuses, promotion and flexible working
hours. Such an approach implies trust, which is the
philosophy adopted by employees, which expresses
itself in their faith and commitment towards the em-
ployer. Promoting trust in the use of new management
methods provokes quick reactions and encourages crea-
tivity and initiative, as well as quick exchange of in-
formation within the employees’ and managerial staff’s

activity. As a consequence, the situation brings
the business competitive advantage, which is based
on flexibility and quick reaction.

3 Conclusions

The article presents analysis of the respondents’ indica-
tions pertaining to new management concepts in the
fulfillment of motivational function in business practic-
es. Based on the empirical research, the following con-
clusions can be drawn:

1) One of the biggest problems managers face today
is the opposition of employees to change. It can
lead to the worsening of work results, conflicts, in-
tentional slowing down the pace of work and think-
ing that the changes will not bring expected results,
but dismissal. This is why managerial staff should
inform employees about intended restructuring.
Appropriate flow of information will convince em-
ployees that changes are necessary and will dis-
courage them from opposing them. Participation
of employees in deciding on the direction the re-
structuring takes will inspire them to work more ef-
fectively and efficiently, and thus will contribute
to the increased productivity of the business.

2) Participation of employees in management under-
stood as tactics of change implies that managers
will allow employees who oppose or might oppose
change to decide on the direction the designing
and implementing of change will take in the com-
pany.

3) Financial means are a very effective tool, which is
used to motivate employees. Managers should un-
derstand the power of rewards. Intuitively, em-
ployers resort to rewards to influence behavior
of employees, but their effort does not always bring
desired results as they use improper strategies
for rewarding their subordinates. In order for pay
to motivate employees to work well, develop pro-
fessionally, be promoted and act as expected by the
employer, the following conditions need to be met
[1, page 22]:

e the remuneration system needs to be known
by all employees and taken as logical, fair
and used consistently by the employer,

o the should be
and based on the results obtained by the em-

remuneration equitable

ployees for the employer,



78

Wojciech Zebrowski, Zdzistaw Piatkowski, Anna Kulakowska, Artur Piatkowski

4)

4

[1]

e part of the remuneration should be perfor-
mance-related and based on the attitudes
and behaviors of employees,

e the time span between executing a task and be-
ing rewarded for it should not be too long
to erase the connection between work and pay,

e the influence of employees on the work effects
that are rewarded should be made visible.

If managers want to have influence on their subor-
dinates’ behaviors, they need to determine what
consequences of the behaviors have desirable value
to them and they need to be able to manipulate
the consequences of those behaviors.
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