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The methodology of the article is based on research of academic works on Maslow’s, Alderfer’s and
Locke’s theories. Two need theories of motivation are compared and contrasted as well as contested by
supporting and not supporting research articles. The goal setting theory was presented from the points
of view of many researchers in a form of contrast approach to need theories. Analysis of the problems
in motivation of the company Navimar-G follows based on the theoretical research. Different recom-
mendations to improve motivation are given, which if used properly will result in higher motivation of the
employees and in higher performance of their jobs.
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NIABULLEHHA MOTUBALYI CMIBPOBITHUKIB
Y MNPOLIECI BOOCKOHAJNEHHA CUCTEMUW YMNMPABIIHHA

CraTTio BUKNageHo aHmmincbkoto MoBot. MeTogornoris pob6oTu 6a3yeTbest Ha AOCHiOKEHHI HAYKOBUX NpaLlb
3 Teopint Macnoy, Angepdepa i Jlokke. [1Bi Teopii noTped MOTMBaLi MOPIBHIOOTLCS, CNIBCTABMNSAOTHCS,
aHanisylTbCa Ha OCHOBI AOCHIAXEHb, L0 NIATPUMYKTb ab0 CNPOCTOBYIOTL MEBHY TOYKY 30py. Teopis
BCTAHOBITEHHA METU aHani3yeTbCsl K NPOTUMNEXHUIA Nigxia Ao Teopii notpeb. BaxnuBum € BBeAeHHA
B HaykoBui 06ir B YkpaiHi 6nn3bko 70 npaub Cy4acHUX aHrOMOBHMX aBTOPIB i3 4OCMKAYBaHOT TEMU.
Pe3ynbraTtoM TEOpPETMYHOro BUBYEHHSI MPOGNemM MOTMUBALIl € aHarni3 uMx NuTaHb Ha NpuUKNagi komnawii
“Haimap-I"". [JaioTbcsi NnpakTU4Hi pekoMeHaalii 3 nocuneHHs MoTuBaLii cniBpobiTHYMKIB, SIKi 32 YMOBMU
BTINIEHHSA CNPUATUMYTb NiIOBULLLEHHIO NPOOYKTUBHOCTI Npadi.

KnrouoBi cnoBa: MOTuBaLisi, TEOPisi BCTAHOBIEHHSI METU, TeOpisi NOTpeb, MPOAYKTMBHICTbL Npadli.

Motivation has been of interest to psychologists at least since the 1930s, stimulated in
large part by the famous Hawthorne studies, which focused mainly on the effects of supervi-
sion, incentives, and working conditions. The need theories have been the focus of much of the
research on motivation, because they have been seen as the most enduring ways to understand
motivation [3, p. 79]. One of the most widely used of the need theories is Maslow’s (1943)
needs hierarchy and it has been most notable in the impact it has had on the thinking of or-
ganizational theorists such as McGregor, Argyris, Porter, Beer, Hall and Nougaim [4, p. 199].

Abraham Maslow, who was born in New York in 1908, proposed that psychology should
focus on the entire person and on how people act. Maslow’s theory categorizes human needs
into five groups. Physiological needs include the classic drives for food, drink and other pri-
mary needs. Safety needs include security, stability protection; while belongingness needs are
shown when a person misses his friends, wife, or place in his group. Esteem needs concern each
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person’s desire for a stable and high evaluation of himself. The last group of needs is self-ac-
tualization and Maslow in 1954 defines self-actualization needs as “the desire to become more
and more what one is, to become everything that one is capable of becoming” [13, p. 92].

Three assumptions underline this theory. First, needs stimulate behavior, but when they
are satisfied, they stopped being motivators. Second, needs range from the most basic upwards
to more complex. Third, person must at least minimally satisfy a lower level needs before
moving up and activate a new area of need [4, p. 33].

The Maslow’s theory is one of the most popular theories of motivation, but there is a little
empirical research evidence to support it. In 1960s ten factor-analytic studies attempted to test
the theory, and none of them showed all of Maslow’s need categories as independent factors.
Maslow suggested that needs appear in a strict order and if the need has been at least partially
satisfied, the new need submerges and the next level of need become activated. However there
was no such activation in the study, which they conducted gathered information from 187
lower level managers [9, p. 499]. The theory has been also questioned as to the assignment of
job characteristics to the various theoretical categorizations. Maslow based his research using
U.S. subjects, there as findings of literature review show that in China a hierarchy of need dif-
fer from Maslow’s original model [7]. Some research suggests that higher-order needs tend
to become more important as individuals move up the corporate ladder [15]. Needs may vary
according to a person’s career stage, the size of the organization, and geographical location.
There is also no consistent evidence that the satisfaction of a need at one level decreases its
importance and increases the importance of the next-higher need [9].

On the other hand, Ajila [1] suggested that the practical significance of Maslow’s theory
is widely accepted. This is true in developing countries. Employees in four manufacturing
companies in Nigeria rated satisfying lower needs as most important, followed by the higher
order growth needs [1].

Alderfer [2] attempted to improve the Maslow’s theory by aligning the needs hierarchy
with empirical research. According to Alderfer, man is motivated by three groups of core needs,
namely Existence, Relatedness and Growth needs, hence the name ERG theory. Existence
needs include physiological and material desires like hunger, thirst, salary, fringe benefits,
and physical safety. They are characterized by the goal of obtaining them, and by satisfaction
tending to be correlated with another person’s frustration, when resources are limited. Related-
ness needs are needs for relationships, mutual sharing of thoughts and feelings. Satisfaction
of growth needs occurs when a person solves problems which make him utilize his capacities
fully and to develop new capabilities [16].

The differences between ERG and Maslow’s theories are that Maslow puts together
both such problems as danger with interpersonal threats such as quarreling, but ERG theory
includes physical threats with existence needs and the interpersonal threats with relatedness
needs. Esteem needs when the person wants to be considered significant by others is a part of
relatedness in the ERG framework, but when he needs to achieve his own internal standards,
it becomes part of growth. In ERG theory more than one need can occur simultaneously and
they have unique frustration-regression character. If the gratification of the higher need is
being blocked, the desire to satisfy a lower need increases. The need can progress down the
hierarchy as well as upwards [16]. Belongingness needs according to Maslow’s theory are
similar to ERG’S relatedness, and self-actualization is equivalent to growth. Maslow implies
that esteem itself is a basic human need. According to ERG theory esteem is the central in the
relatedness process. Maslow’s theory seems to imply that a person is born with what he must
become [16]. The ERG concept of growth places the person’s potential in closer interaction
with his environment than Maslow’s theory does. According to the ERG view, one is never
sure of an individual’s potential until one knows the individual’s environment.

Alderfer’s theory has not stimulated so much research, but is regarded as a more valid
version of the need hierarchy and has elicited more support from contemporary researchers.

Theory and Practice of Public Administration 2(53)/2016 179




Ocobnusocmi peaniszauji 0epxxasHoi kKaOpo8soi nonimuku 8 YkpaiHi

Its’ main strengths is the job-specific nature of its focus. In the theory specific reference is
made to pay fringe benefits, relatedness needs from co-workers and superiors and growth need
satisfaction at work. Studies of American employees generally do not support Maslow’s and
Alderfer’s theories, and it is likely that international studies conducted in other cultures would
yield even less support [8].

Based on extensive laboratory and field experiments conducted in a wide variety of set-
tings using many different tasks, Locke and Latham presented their new theory in 1990 [12].
Mitchell and Daniel [14 p. 225] concluded that it “is quite easily the single most dominant the-
ory in the field, with over a thousand articles and reviews published on the topic in a little over
30 years.” More research has been done on goal settings than on any other motivation theory.

Goal setting is a process when people develop, negotiate and formalize the target, which
they will accomplish [12]. Authors claim that difficult goals are more likely to lead to higher
performance. However, if they are too difficult than they would lower the performance. Goal
commitment measures have high reliability and validity. A meta-analysis by Zetik and Stuhl-
macher [19] revealed that negotiators who have specific and challenging goals consistently
achieve higher profits than those with no goals. According to the goal-setting theory the higher
the goal, the higher the outcome [9].

Specific goals are more likely to lead to higher performance, than general ones. Task
feedback or knowledge of results is likely to motivate more towards better performance. Peo-
ple also should have abilities and feelings of self-efficacy to reach goals and goals are more
likely to motivate people towards higher performance when they are accepted and there is
commitment to them.

Seijts and Latham [17] examined the applicability of goal-setting principles. They found
that self-enhancing personal goals have a great effect on a group’s performance. Those in
seven-person groups were more competitive than those in groups of three. Only when the in-
dividual’s goal was compatible with the group’s goal was the group’s performance enhanced.
High performance is not always the result of high efforts, but is due to understanding of the
task and strategy or plan necessary for completing it. Setting goals resulted in the greatest
number of strategies.

A number of studies growing out of goal setting theory suggest that performance compared
to a goal is a direct cause of affect. After an extensive review of this literature, Locke and Latham
[12, p. 232] concluded that, “The most straightforward prediction, then, about the relationship
of goals to satisfaction is this: the greater the success experienced, the greater the degree of sat-
isfaction experienced. Similarly, dissatisfaction will be experienced when there is goal blockage
or failure...the relation between success and satisfaction is an extremely reliable one”.

A limitation of this theory is that it does not take into account that the subconscious keeps
knowledge and values beyond that which is found in awareness at any given time. By forming
implementation intentions, people strategically switch from conscious effortful control of their
goal-directed behavior to being automatically controlled by situational cues [9].

Feedback is a moderator of goal-setting effects [12]. Active feedback seeking by new
employees is related to high performance. There are three motives for feedback seeking: in-
strumental to perform well, ego-based to enhance one’s ego, and image-based to protect or
enhance the impression others have of oneself. People with high self-efficacy use feedback to
increase motivation, task focus, and effort and to decrease anxiety. Feedback seeking increases
goal setting, which in turn increases quality and quantity of performance [5].

Although goal-setting theory has received extensive support some research suggests that
there are three circumstances under which setting specific, difficult goals will not lead to high
motivation and performance: 1.When employees lack the skills and abilities needed to perform
at a high level. 2. When employees are given complicated and difficult tasks that require all
of their attention and require a considerable amount of learning. 3. When employees need to
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be creative. If creativity is desired and employees are given specific, difficult goals, it is likely
they will focus on achieving the goals rather than being creative [8].

The company, whose problems in the motivation of the employees we are going to analyze
is Navimar-G. The company started its activity in 2005 and now has 6 employees working full
time for half a year (the season is from May to November) in 3 offices, one is in Ukraine and
two are in Croatia and 4 technicians employees working on the assignment. In each office there
are 2 employees, the junior and the senior. The company’s main activity is selling and registra-
tion of motorboats. The problem is that when the director of the company is in the office the
employees are very polite and attentive, but when he is not there, the employees do not pay the
same attention to customers and do not show the same passion for boats which they sell. Clearly
they are not motivated to behave the same way when their director is not present.

An individual is said to be an individual because he has acquired a distinctive pattern of
cognitive style as a trait of his personality, and a specific level of motivational process [17].
It is believed that knowledge on personality traits, such as level of control, authoritarianism,
self-monitoring and self-esteem enables management to predict the work behavior of employ-
ees more accurately. Therefore the director of Navimar-G has to create a rich picture to find
individual approach to every employee.

According to ERG theory, the director of Navimar-G must identify which needs each
employee is seeking to satisfy at work, and once these needs have been identified, managers
must ensure that the employee’s needs are satisfied if he or she performs the desired behav-
iors. We will analyze the performance of two employees. One of them is the most problem
employee of the company, another is very good with occasional problems. Both of employees
are around 35 years old. The one who is less responsible has two children. Both employees
receive monthly salary.

In order to motivate problem people, the manager needs to create a rich picture about
them. The second employee never has enough money for his family, as long as his wife does
not have any job and he is working in Navimar-G just a half a year each year in a peak sea-
son. According to Maslow’s theory, higher-order needs, such as growth needs, do not usually
motivate lower-level employees. The junior employee seems not to be interested in respect
from his colleagues and mutual sharing of thoughts and feelings, because he is just on the
second step of Maslow’s hierarchy ladder. Even though he is a kind guy, sometimes he can
be rude with customers, as long as he does not understand that he must always keep distance
with them. Sometimes it seems like he is bored doing his job in the office. May be the roots
of his rudeness are that he feels that he does not match with the image of luxury motorboats
and somehow he does not like people who earned enough money to get the boat. If that is the
case it is better not to have such person in the office, because customers can be turned off by
his behavior. The other very important aspect is that he always feels pessimistic and the senior
employee, because of the first pessimistic influence, could also perform much worse. A good
solution would be to give such person s temporary job, like to sort any technical issues, rather
than work in the office. But may be the reason of his poor performance is that he believes that
the company does not pay him enough to work better?

Many authors question whether or not individual incentive pay improves employee job
performance and whether people generally work for money. Motivation often results in an
overemphasis of extrinsic incentives in motivation strategies. It appears that the last word on
the motivation of employees has not yet been spoken. Ettorre [6, p. 8], for instance, still asks
the question: “is salary a motivator?”

The empirical findings also support the belief, that employees must be paid well and
fairly and that everything possible then be done to help them forget about money[9,12]. Navi-
mar-G pays fair money to his employees. It pays the basic salary and in order to improve the
motivation of the employees the company chooses the strategy to pay 3% from every boat the
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employee sells. This can be a very substantial money taking into account that boat prices range
from 300 000 to 2 000 000 Euros. According to Maslow’s theory problem employee should
value his job, because he is on the second step of the ladder and he needs security and money.
But for some reason he does not see the example of the senior one and makes the atmosphere
in the office tight instead of friendly and relaxed. Besides, if the director chooses to raise the
salary of the junior employee, the senior could feel that it is unfair to him. Perhaps the best
solution for manager would be to give that person the last chance and to try to explain him
the rules how he should work in another words. The director needs to put simple, exact goals,
which will be accepted by him. The alternative way would be - instead of pushing solutions
on people with force of one’s argument to pull solutions out of them, taking into account the
fact that the manager himself can be the cause of that employee lack of motivation; for some
reason he is bringing out the worst rather than the best in that person. The manager needs to
find the correct approach to that person for the last time and if he will not change, transfer him
to technical assignment job. Perhaps, the work in the office does not seem to be interesting for
that man, because he does not have abilities for it, but he can be much better doing technical
things. The job must be interesting for people to perform it good.

The results of the Alderfer’s theory indicate that employees associate growth need satis-
faction (learning new things on the job, optimal use of abilities, participation in decision mak-
ing and opportunities for challenging work) with self-esteem enhancement. The satisfaction
of these growth needs will however improve job performance if they reinforce the self-esteem
of these employees in a way that increases the acceptance, respect and status these employees
receive from their peers [16]. The good option to motivate the senior employee to perform
much better would be to show him that the director really appreciates the way he treats every
customer. One good think would be to take him once to the yard to Turkey or to USA to show
him that the boats are so good made because of the team work, to get him acquainted with CEO
and main managers of the yard, to make him feel that the better he performs his job, the better
he is doing for everyone and to show how every person feels proud that they are making such
beautiful boats and he is a part of that process. Perhaps that trip would allow him to understand
that he is not only sitting in the office, trying so hard in order his boss earned the money, but
instead he is inside of the whole mechanism of production a superior quality very expensive
luxuriant product and without him doing his job excellent, they will not produce the product.

According to Alderfer’s theory it would be great, if the director helped his employees,
who work in the offices to reevaluate their job, that their job is also challenging and interesting,
there is always need for development and they have freedom in communication. Employees
have to find personalized way to every customer and that is challenging and interesting. Every
day they meet new, interesting people, who are big CEOs, artists, musicians, big entrepreneurs
and it is very interesting to communicate with them. There is always room for promotion and
if everyone works better and company sells more boats, more offices will be opened in more
countries and new positions will be established.

Task-focused individuals are likely to perform better whereas ego-involved people al-
locate their cognitive resources away from the focal task to self. Managing director of Navi-
mar-G has to have in mind that sometimes people remember their past mistakes and they are
afraid to do them again. He has to show to the employees that he concentrates on their future
success rather than on past mistakes.

According to the goal setting theory, people need to develop, negotiate and formalize the
target, which they wish to accomplish [13]. Managing director of Navimar-G has to set precise
goals for each employee, which will be difficult, but possible to reach. He also needs to intro-
duce a certain procedures and ways to behave with customers. Reaching the goal employees
on one hand will have satisfaction by getting their commissions. On the other hand, they will
have recognition and acknowledgement from their peers.
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There are 4 drives to successfully motivate employees, each of them is independent and
cannot substituted one for another. Manager can’t just pay employees a lot and hope they’ll
feel enthusiastic about their work, when bonding is not fostered, or work seems meaningless,
or people feel defenseless. Manager can certainly get people to work under such circumstanc-
es, but he won’t get the most out of them. To fully motivate employees the managing director
of Navimar-G must address all four drives. He already satisfied drives to acquire by paying the
salary and additional percentages from sales. He will satisfy the need for bond offering trips
to yard. Perhaps occasionally one of employees could have a more challenging task like orga-
nizing a boat-show or a sea-trial to boost the desire to comprehend. The last drive is drive for
defense, which can be fulfilled by proper contracts with employees. Therefore the good advice
to director of Navimar-G would be to show that he sees the growth that his employees made
and he appreciates that not only by paying them more, but personally.

Three theories were analyzed and proved to be very useful in overcoming the motiva-
tion problems in Navimar-G. The author believes that after the Director of Navimar-G uses
the recommendations, the employees perform their job much better, even when the director is
not present in the office. The need theory showed the importance for director to identify what
needs employees are trying to satisfy and what outcomes they are motivated to obtain and after
control the outcomes satisfying those needs; the Maslow’s theory showed that it is necessary to
know on which step of the hierarchic ladder is employee now and where he will move, whereas
Alderfer’s theory recommends that the director has to revise the needs of his employees each
time, because they can move not only up, but down the ERG ladder. Director should stress at-
tention of each employee, that receiving the outcome depends on the desired behavior being
performed. The director has to organize visits to yard to his best employees; he has to affect
their growth and relatedness needs by connecting his employees with the one in the USA opti-
mistic about working for such companies. CEO can sometimes offer his best employees more
challenging tasks like organizing boat shows, sea trials, interviews for magazines, etc. The
theory also suggested to revise the ability of some employees, try to find different approach
and if they will not improve the performance to switch them to different position. It is very
important to have optimistic and positive atmosphere in the office.

The goal-setting theory approaches employees from the different aspect. The director of
Navimar-G has to establish specific, difficult goals to each employee. He must take into ac-
count the fact that when employees are performing very complicated and difficult tasks that
require all of their attention and a considerable amount of learning, thus specific, difficult goals
should not be set until the employees have mastered the tasks. The goals must be accepted by
the employees and that will enhance their performance.
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OocnigxeHo ocobnmBocTi iHOpMaLiNHO-aHaNITUYHOrO 3abe3neyeHHst OpraHiB MiCLLEBOro caMoBpsiay-
BaHHS. BuokpemneHo ocHOBHI Npobnemu y npoueci po3pobneHHs aHaniTMKO-NPOrHOCTUYHUX BUCHOBKIB
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THE ISSUE OF THE DEVELOPMENT OF QUALITY ANALYTICAL AND FORECASTING
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In the article the features of information and analytical support of local government. Thesis there is
determined the main problems in the development of analytical and prognostic conclusions to the draft
decisions of the City Council. Examples of problems staffing local authorities.
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