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Momsaumja 1 MOTMBaUMja 3a pag Cy MynTUAUCLMNIIMHAPHE Te-
Me 3HayajHe 3a ycnewHo (PYHKUMOHWUCAkEe CaBPEMEHMUX opra-
Husauuja. MoryhHocTu yHanpefewa eekata u pesyntarta paga cBux
TUNOBa OpraHMsauuja nyTem yTuuaja Ha MOTMBALM]Y 3anOCNEHUX pe-
3yntupane cy 6pojHMM UCTpaxuBakKUMa Koja Cy MMana 3a Uuib fa ce
MOEHTUUKY]Y MOTUBALMOHN YNHUOLIM, HUXOB YTULLA] U XHjepapxuja.

YuHroum MoTvBaLWje 3a pag Cy MHOrOBpPOjHU, @ HUXOB YTULA) U Xuje-
papxuja Cy NMpOMEeHVBW W 3aBUCHU Of OPYLUTBEHO-eKOHOMCKUX YCOoBa,
KyNTYPOIIOLLKMNX AeTEPMUHAHTK, Kao 1 04 UHAMBMAYAITHUX KapaKTepucTuka
3anocneHnx. Pagy yHanpefherwa moTtvBauyje 3a pag Hamehe ce noTtpeba
[a ce y BnacTUTOM KyNTypOnoLKOM aMBUjeHTYy 1 aKTyenHOM CKIony Apy-
LUTBEHO-EKOHOMCKMX YCIIOBa MAEHTUCOUKY]Y YMHMOLM W HUXOB YTULGj Ha
MOTVBaUMjy 1 edhekTe paaa npodecmoHanHmx npunagHuka Bojcke Cpbuie.

Uurb papa jecTe fa ce uspagu mogden uaeHtudumkawmje MotmsaLon-
OHUX YMHMNaua npodecroHanHnx npunagHuka Bojcke Cpbuje n yTBpan
HUXOB YTULA] U xujepapxuja. Y pagy he 6utu npumerbeHa MeToaa aHa-
nu3e cagpxaja AOKYMEHaTa Kako 61 ce uaeHTudgumkoBana nucra YnHu-
naua moTuBaumje koja he ce 3aTum nNOTBPAUTM UnK ofabauuTy, y 3aBu-
CHOCTM 0[] pe3ynTaTa UCTpaxuBarba Koje ce peanusyje npumMeHoM MeTo-
[ie NCnnTUBakba, TEXHUKE aHKETUpaka U CTaTUCTUYKE MeToae.

Y pagy je npukasaH Mogen ngeHtudmkaumje YmHunala moTmeaumje
3a pag W pes3ynTaTi UCTpaxuBara CTaBoBa KBOTHOr y3opka of 1401
npocecuroHanHor npunagHuka BC. MNpukasaHa je xujepapxumja YmHuna-
ua u ytepheHo aa 4obpu Mehyrbyackn 04HOCK WM BUCWMHA nnaTe uMajy
Haj3HayajHWju yTuuaj Ha MOTMBaUMWjy 3a pag NpoecuoHanHuMx npu-

* YHuBepauTeT onbpaHe y Beorpaay, BojHa akapemuja, kacaiaca@pitt.rs, norneau UsHeT y unaHky
ofpaxaBajy NMMYHW CTaB.
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nagHuka BC. Pesyntatu uctpaxueara Mory ce NpUMEHWUTW Y yHanpe-
fewy MoTVBaumje 3a pagd, HOPMATUBHUX akaTta, OpraHu3aLnoHe CTpykK-
TYpe W MHCTpyMeHaTa 3a HapeHa UcTpaxuBara.

KrbyuHe peuun: momusauyuja, Momusayuja 3a pad, ogpuyupu, nodogu-
Uupu, ekecmpuH3u4ka Momueauyuja, Hagpalueare

YBof

MHTepec 3a MOTVBaLMjy npouaunasu u3 Tpu pasrora: noborbluara NpoayKTMBHO-
CTW, epMKaCHOCTM M KpeaTUBHOCTM pada, NoborbLuara KBanuTeTa pagHor XusoTa
y OpraHu3aumjama 1 jayarsa KOHKYpeHTCKe CnocobHOCTU 1 yenewHocT.1 CnosHaja MoTu-
BMCAHOr MOHaLLaHa je M3Y3eTHO KOMMMEKCHa, a NoHallaHe Sbyau HUje YBEK HW KOH3u-
CTEHTHO HW paLyoHanHo. H1so moTuBaLmje Bapupa He camo n3Mehy nojeanHaua seh un
YHyTap MHOVBUAYE Y PasnMuMTo BpeMe, a MOTUBaLWja je jeaHa of Hajuewwhe uctpaxuea-
HVX NCUXOIMOLLIKMX TEMA Y NPOyYaBaksy MoHaLLaka y opraHmsaumju2. MNosHaeake YnHuna-
Lia ¥ MexaH13ama nokpeTaka 3anocneHux Ha pag uma opojHe beHedute. 3Hauaj uctpa-
XuBarba MOTUBALMjE 3a paj orfieda ce y HeHOM yTuuajy Ha nepdopmaHce. KoBay cma-
Tpa a Cy opraHusaLyje Koje 3Hajy LUTa NOACTMYE HIXOBE 3arnocrneHe Ha pag Y 6orboj no-
33UV @ UX CTUMYTILLY 13 paze 6orbe 1 Aa yHarpe/e opraHusaLmoHe nepdopmance.

MckycTBeHO Ce onaxa U OYeKyje BUCOK paHr — yTuLaj YiHUnaLa Koju ce oHoce
Ha Mehyrbyacke ogHoce M BUCMHY nnate. [peTnocTaBka Aa NocToje pas3nuke Koje
3aBiCe O/ KapaKTEepUCTMKa UCTIMTaHNKa Ha yTULaj MOTUBALMOHMX HMHUNAUA 3aCHO-
BaHa je Ha UCKYCTBY M Ha OCHOBY pesynTaTa peanu3oBaHuUX UCTPaXuBama.

Liurs paga jecte ga ce ocrnoHuem Ha noctaBke Teopuja notpeba, Teopuje oYekmn-
Baba W NPETXOAHUX UCTPaXunBaka MOTMBaLMje UOEHTUUKY]Y YUHMOLM MOTUBALMjE
3a pag npodecnoHanHux npunagHuka Bojcke Cpbuje, yTBpaM HMXOB yTULEj HA MO-
TVBaUMjy 1 Xujepapxuvja.

MoTuBaLmja 1 YHUOLM MOTUBaALM]e

MoTuBauuja 3a pag je, no lMunaepy, ckyn cuna yHytap v BaH MMYHOCTM KOje UHM-
umpajy pag n ogpehyjy weros 0bnuk, npaal, MHTEH3WUTET U Tpajarbe.

! ®urpeta Baxtujapesuh-LUnbep, MeHaymenm rbydckux nomeruyujana, TongeH mapkeTuHr, 3a-
rpe6, 1999.

2 Stephen Robins & Timothy Judge, Organizational Behavior(15‘h ed), Pearson, New Jersey, 2013, p. 202.

3 Kenneth Kovach, ,What motivates employees? Workers and supervisors give different an-
swers”, Business Horizons, Vol 30, No 3, 1987, p. 65.

* Milan Kovacevié, Srdan Blagojevié and Bojan Kuzmanovié, ,Sustainability of the Motivation
Policy Model for Employees in State Administration”, Sustainability, 12, 2020, p. 3.

5 Craig Pinder, Work motivation in organizational behavior, 2nd ed., Psychology Press, New York,
2014, p. 11.
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Tpu Kby4Ha eneMeHTa MOTUBaLMje Cy UHTEH3UTET, CMEP U YNOPHOCT. NHTEeH3u-
TET ce 0HOCK Ha ynoxeHw Tpya. MehyTum, BUCOK UHTEH3WUTET he foBecTu [0 no-
BOSbHUX pesynTaTa paja CaMO ako Ce Harnopu KaHanuily y cmepy Koju KOpucTu u
opraHv3auuju, oK AUMEH3MWja YNOPHOCTU MEPU KONMKO Ayro ocoba Moxe Aa Ofpxu
Hanop jep — MOTUBMCAHM NojedMHLM paje AOBOIbHO AYro Aa NOCTUHY Linrb.

Jlojuh gedpuHue MOTMBALM]Y Kao NPOLLEC CBECHOr NOKpeTaka U ycMepasawa Mno-
Hallawa W aKTMBHOCTM Ka MOCTU3aky W 0CTBapuBaky oapefeHnx uurbesa u UHTepe-
ca, nocmatpajyhu je y ykem cMucny kao npouec Koju ce octeapyje namehy notpebe u
Lirba, a y LWMPEeM CMUCTTY Kao MPOLIEC KOj MOUMH-E CrO3HajoM Heke n0Tp7e6e N cxBa-
TakEeM CBPCUCXOAHOCTU U HEOMXOAHOCTM U Tpaje A0 HeHOr 3a40BOIbEHA.

MNpunukom pasmaTpara MoTMBaLWje 3a pad U MexaHu3ama HeHOr NoACTULAaHa
y CaBpeMeHUM opraHu3aumjama, nocebHo je 3HayajHo ogpefere YnHunala MoTuea-
umje 3a pag. OHn npeacTasrbajy HeJoBOMBHO oapefjeH nojam koju ce Hajuewwhe one-
pauuoHanHo AeduHuLLe Kao XUNOTETUYKM OQHOC MHOTVMX UHAMBUAYANHWX, couujan-
HUX 1 OpraH13aLMoHKX acnekaTa paja W pagHuka ca MaHudecTalujama MoTuBHCa-
Hor moHawana. OgHoce ce Ha oHe fgorahjaje Koju ce Hanase usmehy moTuBa K
uMrba, anv npu Tome obyxeatajy 1 0Be NojMoBe U Apyre U3 wuX 13BeLEHE — ,HOBE
notpebe u ,camoctanHe MoTmee”. YMHMOLM MOTMBALIMjE HUCY Camo crosballkbk 06-
jeKTV 1 cuTyaLmje Kojuma ce Texu Beh 1 YHYTpaLlbW NOKpeTaum noHallaka.?

YuHuoun moTuBaumje 3a pag, no Muxaunoswuhy, mory 6uti 6pojHu: pasHe uHau-
BuayanHe Bapwjabne, yTuuaj couujanHe cpeavHe, OUMeH3Mje pagHe aKTUBHOCTM,
mehycobHe nHTepkopenaumje cutyaumoHux Bapujabnu. OcHoBYy YMHMNaLa MoTuBa-
umje unHe noTtpebe, Koje Cy NaTeHTHe 1 MackupaHe coumjanHuM yTuuajuma u cHana-
XEHEM Y 00jeKTUBHOj CUTyaLmju.

Xepubepr y MoTMBaTOpe CBpCTaBa: cagpxaj v npupogy nocna, MoryhHocT Ha-
npegoBaa, JOXMBIbAj yenexa Ha nocny, npuaHatke 3a pag, ibybas npema nocny —
cy6jekTBHO oceharbe YoBeka Aok obaBrba ogpeneHn nocao.

YnHuoun MoTmBaumje oOMYHO ce dene Ha maTepujanHe U HemartepujanHe. U3
OBe nofere HacTaje 1 OHa Koja pakTope MOTMBaLMje nocmaTpa kao ,penpecusHe K
pa3BojHe”, LUTO yKa3yje Ha MexaHu3Me JenoBara npucure 1 passoja.

HemaTepujanHu YmHnoum MoTuBaumje 3a pag vmajy maky AMPEKTHY NMOBE3aHOCT
ca UurbeByMMa MOTWMBMCAHOr MOHaLlaka, Nna 3anocrieHn NoHekad HUCY HWU CBECHM
NoACTULaja Koju yecMepaBajy HhUXOBO NOHALLaHE.

3aHUMIBYB U M3a30BaH NOCA0 YTUYe He CaMo Ha MOTUBaLWjy Beh 1 Ha LLIenoKynaH xu-
BOT U 3apaBrbe pagHuka. Ogpacna ocoba NonoBuHy faHa NPOBOAW Ha pagHOM MecTy, na

6 Stephen Robins & Timothy Judge, Organizational Behavior, op. cit, p. 202.

7 PaHko Jlojuh, Ynpaemate bydckum pecypcuma y cucmemy o0bpaHe, Meauja uentap ,0Oa-
6pana”, beorpag, 2011, ctp. 375.

8 [No6pusoje Muxaunosuh n CnoboaaH Puctuh, OpeaxusayuoHo noHaware, POH, beorpag,
2009, cTp. 270.

o [Jobpusoje Muxannosuh, CTpykTypa MoTuBauuje 3a pag, LieHtap, beorpag, 1988, ctp. 48.

' Frederic Herzberg, ,One more time: How do you motivate employees?” Harvard Busines Re-
view, January-February, 1968, p. 57.

R [oBpueoje Muxaunnosuh n CnobopaH Puctuh, OpeaHusayuoHo noHawarse, on.uuTar, cTp. 272.
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CTaBOBM Npema nocny v 3a40BOSbLCTBO HMMe BUTHO yTUYY He camo Ha MoTVBaLmjy Beh
Ha »xuBoT. Nopen 3aHumIbMBor nocna, baxtvjapeswh-LLUnGep kao HemaTepujanHe YnHWO-
Lie MOTMBALMjE pasmaTpa v CTUI MeHaLIMEHTa, OOHOCHO OAHOC PYKOBOAMOLA, MapTyumna-
LMjy — yTUUaj y oanyymBarsy, NoBpaTHe MHopMaLmje 1 opraH13aLmoHy KynTypy.

Muxannosuh ncTude 1 3Hayaj HanpeaoBakba, jep OHO MPefCTaBiba CHaxaH MOTUBaLM-
OHM (haKTOP He caMo 3aTo LUTO MPy»Ka 3a40BOSbLCTBO 0baBrbakem ogpeheHor nocna seh u
360r cratyca 1 npatehnx NorogHoCTW. Kapaktepuctuke caBpemMeHyx opraHmsaumja y Koju-
Ma Ce ApacTUYHO CMakbyje Opoj OpraHU3aLMOHMX HABOA M OpraHu3aLmjy YMHW ,paBHUjoM”
ymMaksyje MoryhHOCTW BEpPTUKAmNHOr HanpeaoBaksa 3anocreHnx, na je e paluvMpeHmja T3B.
crvparnHa nytaka y |-|a1npeﬂ,0t3a+by.13 'y Bojcumn Cpbuije cenekumja 3a ynyhueare Ha ka-
puijepHa ycaBpLLiaBarba, Kao YCroB 3a HanpeaoBakse, MMa jako MOTUBALMOHO EjCTBO.

NHTepnepcoHanHu ogHocK, nako ux Xepubepr cBpcTaBa y XurujeHcke aktope
KOj MPETEXHO YTUYY HA 3a40BOSLCTBO MOCHOM, MMajy MOTMBALIMOHO AenoBakbe, na
ce Mory cMaTtpaTti 3HayajHuM hakTopoM MOTMBauMje 3a paf, LUTO je noTBpheHo y
BULLIE UCTPaXMBaHA Y KyNnTyponoLikoM obpacLy kojem npunagamo. BojHa npodecu-
ja cMaTpa ce Haj3axTeBHUjOM He caMO PM3NYKM BEN U MHTENEKTYarHo, jep He no-
CTOju HMjegHa apyra npodecuja Ymju Hanopy y MMpy NpeacTasrbajy camo geo rpybe
peasiHoCTK y KojeM NnpunagHuLy BojHE OpraHmn3aumje M3BpLIaBajy CTBapHe 3adaTke y
paTHUM yCroBuMa. ~ Y BOjHOj opraHm3aumju nocebHo cy 3HadvajHu Mehyrbyackv og-
HOCW, MpUpoAa BOjHE OEMaTHOCTW, KapakTep paTHe TEXHUKE U CNeundu4HOCT BOj-
HUYKOT HAa4yMHa XMBOTA, pefa \ U3BpLUaBarba 3afaTtaka y Mupy 1 paTy, LUTO Cy YMHU-
oLV Koju 0B6nMKyjy MeRyrbyacke OAHOCE Y OPYXaHUM CHarama. ©

MoTtuBaumja ca CBOjUM YMHMOLMMA pasmaTtpa Ce WU Kao WHTPUH3WYKa (yHympa-
WHa) N eKCTpUH3NYKa (crosbawma). VIHTpUH3nYKa mMoTuBaumja 3acTynibeHa je Kop
ocoba koje ocehajy Aa je bUXOB pag BaXaH, 3aHUMIBbMB M 13a30BaH M Aa UM MNpyxa
pa3ymaH cTeneH ayToHomuje (cnoboae y pagy), MoryhHOCTM 3a nocTurHyhe u Hanpe-
[loBarbe, Kao 1 3a Kopuwhewe 1 pasBoj BelUTMHa M cnocobHocTu. To je MoTuBaLuja
Koja MpoucTMye U3 nocna camor no cebu, OAHOCHO M3 camor paga U 6e3 CnorbHUX
nogctuuaja. Ca gpyre ctpaHe, eKCTpUH3MYKa MOTUBALMja je CrorbHa U YKIbydyje noa-
cTuuaje, Kao LTO Cy Harpage, nosehare nnate, noxeane unu yHanpef]el-ba, Kao u Kka-
3He — AVCLMNIMHCKE Mepe, 3aapxKaBatbe nnate Ui kputuke.” Teopwja cend aetep-
MUHaLMje KOHUMNMpa KOHTUMHYYM camofeTepmuHauuje. KOHTMHyyM ce mpoTexe of
amoTuBaLmje, OAHOCHO CTaka KaJa HemMa MOTMBaLMje, NPEeKo eKCTPUH3NYKE MOTHBa-

12 ®ukpeta baxTtujapesuh-LUnbep, MeHaymeHm rbydckux nomeHyujana, on. uuT, cTp. 669.

3 [obpueoje Muxavnosuh n CnobopaH Puctuh, OpaaHu3sayuoHo noHawarbe, on.uuTar, cTp. 281.

" Munan Kosauesuh, PaHko Jlojuh n bojaH KyamaHosuh, ,Mopen 3a nogpLuky ognyyvBawy
npu cenekumju npunagHuka Bojcke Cpbuje 3a ynyhuearbe Ha kapujepHa ycaspluaBama’, BojHo de-
no, 7, 2019, ctp. 224.

% Slobodan Curgija, ,Specifinosti vojne organizacije i oblikovanje stimulativnog nagradivanja®,
Zbornik radova 12. Medunarodna znanstveno-strucna konferencija ,Dani kriznog upravljanja”,Veli-
ka Gorica, 2019, str. 309.

16 Kcenwnja hypuh Atanacvescku u [paraHa Anapruh, ,BojHa opraHmsauuja u acepTMBHO KO-
MyHuUMpawe”, BojHo deno, 1, 2016, ctp. 137.

" Mhichael Armstrong and Stephen Taylor, Handbook of Human Resource Management Practi-
ces (13" ed.), Kogan Page Publishers Inc., London, 2014, p. 170.
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umje y yetupu obnuka: ekctepHa perynauuja, perynauuja UHTpojekumnjom, perynaum-
ja naeHTUdUKaLmMjoM 1 UHTerpucaHa perynauyja, 40 UHTPUH3NYKe MoTUBaLmje.

3a ycnocTaerbare edurkacHor Mogena MoT1BaLuje HEONXOAHE CY Y MHTPUH3NY-
Ka M eKCTPMH3MYKa MOTMBaLMja, a y APYLUTBY 3aCHOBAHOM Ha 3Harby (PoKyc ce no-
mMepa npema 3agauumMa koju he of 3anocneHux 3axTeBaTu Aa ce UAEeHTUUKyjy ca
CBOjUM pajioM U [a y HeMmy YXuBajy.

KoHgo noTeHuupa 3Havaj MHTPUH3MYKe MOTMBALWje, jep ako pad Huje npuenayaH
PafHUKY TO je 3a Hera HyXXHO 3710, BE3aHO 3a HOBal, Na he TpaxwuTu cee kpahe ny-
TeBe KOju [0 Hera 4oBoae, a WTo je Moryhe BuLwe 3a00mnasunTu pag.

VHTPUH3NYKM YMHMOLM MOTUMBALWME, 3a Pas3nuKy Of eKCTPUH3WYKMX YMHWUMaLa, uvajy
[yroTpajHo MOTMBALMOHO AejCTBO. 3a0BOSBbCTBO Y 06aBrbaky MoCna je CHaxaH MoTvBa-
LIMOHW YMHWNALL, @ YCIOB 3a HeroBo JernoBatbe jecte Aa cy ycknaheHe uHouBuayarnHe ka-
paKTEPUCTMKE 3aMOCHEHMX 1 3axTeBun nocna.” Muxaunosuh cmatpa ga je xvjepapxvja Mo-
TMBA PaOHOT aHraXoBak-a AMHAMMYHA, OUTHO Ce MeHsa 3aBMCHO Of CTApOCTH, YCMELUHOCTH
y pany, pamHuX 1 CTPY4HUX KBamMdMKaLMja 1 [pyriX KapaKTepUCTUKa 3arocrieHiX.

®unHaHcujcka MoTuBaLMja — nogcTuuaj unv BoHyc Aenyje caMo ako je Besa m3me-
Ay TpyZa v Harpage ouurnenHa, a BPEAHOCT Harpage BpedHa Tpyda. [oK MHTPUH-
314Ka MOTUBALMja Koja NpoM3nnasm n3 caMmor paga Moxe BUTH CHaxHWja of CrorbHe
MOTMBaUMje, NCXOQW YHYTpaLlke MOTMBALMjE Cy MHOIO BULLE NOA KOHTPONOM Moje-
[MHaLa Koju Ce MOry OCMOHMTK Ha NPETX0A4HA UCKYCTBaA Y ogHocy Ha BepoBaTHohy
MO3WUTMBHMX W NMOBOJSBHMX pe3ynTaTa Kao MCXO4a NoHallara.

Tabena 1 — lNopeherba 0dzo60pa padHuka, 1946-1992. eoduHa

YuHunay, 1946. 1980. 1986. 1992.

MpusHakse 3a nocao 1 2 2 2
Ocehaj koHTpOme Hag NocnoM 2 3 3 9
Momoh y pelwaBawy npobnema 3 9 10 10
CurypHocT nocna 4 4 4 3
[Nobpe nnate 5 5 5 1

WHTepecaHTaH nocao 6 1 1 5
HanpenoBatse Ha nocny 7 6 6 4
NojanHocT konera 8 8 8 6
[Nlo6pu pagHu ycnosm 9 7 7 7
OucumnnuHa 10 10 9 8

M3Bop: Carolyn Wiley, ,What motivates employees according to over 40 years of motivation
survey”, International Journal of Manpower, Vol. 18, No. 3, 1997, p. 268

'® Marylene Gagné and Edvard Deci, ,Self-determination theory and work motivation”, Journal
of Organizational Behavior, 26, 2005, p. 334.

"9 Bruno Frey & Margit Osterloh, Successful Management by Motivation, Springer-Verlag, Berlin,
2002, p. 284.

2 Jowwo KoHgo, Momusayuja, kpeamugHocm u KOHMPO/Ia Keanumema: jarnaHcka nepcrekmusa,
rpag)VIKOM, beorpag, 1997, cTp. 8.

! Nobpueoje Muxannosuh n Cnobopax Puctuh, OpeaHu3ayuoHo noHawame, on.uuT, cTp. 282.

2 [No6pusoje Muxaunosuh. Mcuxonoauja y opeaHusayuju. ®OH, Beorpag, 2003, ctp. 148.

% Michael Armstrong & Stephen Taylor, Handbook of Human Resource Management Practices,
on. umt, p. 174.
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Y 3HaTHOM Opojy UCTpaxmBaka MOTUBaLIMje Koja Cy peanu3oBaHa of cpeauHe
MPOLUMOr Beka 40 AaHallkmx faHa kopuwheHa je nucta ca 10 ymHunaua moTmBaum-
je, koja je npukasaHa ca pesynTatma (tabena 1).2* Mopen npukasaHux kopuLheHM
Cy W OPYrM YMHMOLM MOTMBALMjE U LUMPE NUCTE YMHMNALA, 3aBUCHO Of BpemeHa U
yCroBa UCTpaxmBakma.

NHTepecu u unrbesn naeHTudmkaumje
BUTHUX YMHMNaLa moTueauuje

WHTepecn 3a maeHTUdUKauM)y BUTHUX YMHMNALA MOTUBALMje Cy BULLECTPYKM.
PasBojem mogena uageHtugmkaumje o6e3behyjy ce noTpebHn nogaum 3a aHanmse u
pa3Boj MOTMBALMOHUX cTpaTernja. C TUM y Be3u, MOXE Ce OCTBapUTW MO3UTUBAH
yTMLAj M yHanpeauTu Mogen MoTuBKCaka npodecuoHanHux npunagHuka BC. MMo-
3HaBake YMHMNALA MOTMBALME M HUXOBOr yTulaja omoryhyje npefysumMarse KOH-
KpPEeTHUX Mepa Ha yHanpehery MoAena MOTUBMCAHa, a Ha OCHOBY pesynTaTta uc-
TpaxmBaka MOXe [a ce 0CTBapu yTuLaj Ha yHanpeferwe opraHn3aLmnoHe CTpyKType
pagu nosehara MOTMBALMOHOTr NOTEHUMjana nocna u TMme oMoryhu BULWM HABO MO-
TUBaLMje U 3a40BOSbLCTBA NOCMOM. YNpaBrbakbe NpOMeEHama 3axTeBa Of 3anocre-
HUX Y OpraHM3auuju He camo da yCBOje HOBa 3Hatba W CTEKHY HOBE BELUTMHE M Cno-
cobHocTy Beh 1 ga kopuryjy CTaBoBe U MeHajy pagHe HaBvKe, BPEAHOCTH, CTaBOBE
n moTmBauujy.” lMNoTpeba 3a peansajHOM BOjHE OopraHu3aumje, OQHOCHO yHanpehe-
HEeM ynpaB/bama JbyACKUM pecypcrma M HMXOBUM MOTEHUMjanMMa jedaH je of
nprMopnTeTHMX 3agaTaka Bojcke Cpbuje y HapegHom nepuoay.

WcTpaxuBatem yTuuaja CTUMynaTUBHWX Mepa Ha MOTWBAUMjy WU paHruparem
cTuMynaTmMBHMX Mepa gobuja ce ocHoBa 3a M3MeHe nmocTtojeher mogena gogene
CTUMYnaTMBHUX Mepa U 3a HeroBo yHanpehetre, jep je (nctpaxusawe n3 2010. ro-
AnHe) yTepfeH Manu yTuuaj Ha MoTMBauMjy, kao 1 ga npunagHuum BC Benvkun 3Ha-
4aj Nnpuaajy HoBYaHOj Harpaau.

Lureesn ngeHtudmkaumje GUTHUX YmHMnala MoTuBaLmje ogHoce ce Ha yHanpe-
fewe MOTUBMCAHOCTU 3a paj, OQHOCHO noBehake KBanuTeTa paga, pagHux pesyn-
TaTa v 3a40BOSbCTBA NOCNOM NpodecnoHanHmx npunagHuka BC koju npeactasrbajy
pe3ynTar yHanpehewa HOpMaTUBHE perynaTtuee U Npakcu MoTMBUCaka W Harpahu-
Bakba 3aCHOBaHWX Ha pesynTaTma UcTpaxueara. Mory ce nocmaTpaTi Ha MHOMBH-

# Carolyn Wiley, “What motivates employees according to over 40 years of motivation survey”,
International Journal of Manpower, Vol. 18, No. 3, 1997, p. 268.

% Byphujana Vinuh, Mapko AHgpejuh, Mursojko Janowesuh n Cnafana Wnuh ,YTuuaj Hauuo-
HanHe KynType Ha npoLec ynpaBrbarkba OpraHu3aumMoHumM npomeHama’, BojHo deno, 7, 2019, cTp. 439.

% Hebojwa [parosuh, Cawa TpaHzgadunosuh u PaHko Jlojuh, Jbyacku pecypcy — KIbyyHu
eNEMEHT OAPXKMBOT pasBoja cuctema ogopaHe Peny6nuke Cpbuje”, BojHo deno, 2, 2017, cTp. 182.

7 Munan Koeauesuh, BojaH Kyamarosuh n CphaH bnarojesuh, ,YTuuaj cTumynatmBrnx mepa
Ha MoTMBauwjy npunagHuka Bojcke Cpbuje”, BojHo Oero, 7, 2018, cTp. 279.
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ZyariHOM 1 Ha OpraHu3aLMoHOM HUBOY. Brcoka uHauemayanHa motueauuja npunag-
HUKa OCTBapyje NO3UTMBAH yTuULAj Ha edekTe paja v Ha OpraHn3aLMOHOM HUBOY U
[OCTU3aHe OpraHn3aLmMoHnx Lurbesa (HUBo Bojcke Cpbuje): yHanpeherwe moTuBa-
uuje, Mefyrbyackux ogHoca, OpraHM3aLmoHe CTpYKType U MoJena gogene ctuMyna-
TMBHMX Mepa. Kpajiby umrbeBu cy yHanpefewe onepaTMBHUX U (DYHKLMOHAMHUX
cnocobHoctn BC 3a peanusauujy mucuja n 3agataka.

MeTon,

WcTpaxuBatbe pagn uaeHTUdMKaLmje 1 caunktbaBama nucTe GUTHKUX YMHUnaua
mMOTMBaLWMje 3a pag npodecuoHanHux npunagHuka BC u wuxoBor xujepapxujckor
YCTPOjCTBa peanun3oBaHo je y Tpu kopaka (MoZen je npukasaH Ha cnuum 1), npume-
HOM MeTofe aHanu3e cagpxaja 4OKyMeHaTa, MeTofe UCNUTUBaHa (TEXHUKOM aHke-
Te) 1 cTaTUCTUYKe MeTode.

. " p . 9
. " p . 9
: P H ]
: . i Mpukynrbatbe i :
E AHanusa cagpxaja i nopaTaka TP O6paga nopataka E
s ¥ % i
: ;S y e :
: i H i
: - i A 4 A 4 :
: i H :
' E E E E BKA Cratuctunyka E
g \ 4 v i aHanusa 3
: : i :
' dopmupatse nucte P i :
' YuHUnaua v H ]
: MoTuBaLMje i P \ 4 h 4 ]
: P b :
: | 1% $ - :
' i I_ - vy Paxr UM YTtuuaj UM :
: i 3 5
. —_—— e ——— ' q
: R ¥ i
; r v ¢ i Y y :
' i Ve H
: H Ve H
E Uspana/nopana X lMpoBepa ynuTHuka E : P E
: yINTHIKE : : > o] pay : E e3ynTaTn UCTpaXXnesamwa :
: i Ve 1
: - HE ]
! o y '
: | AHanusa Il Mpukynrbawe noparaka Il O6papa pesynrata :

g g g g iy 4

Cnuka 1 — Moden udeHmucbpukayuje YuHunaya Mmomusauuje
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| AHanu3a. Y npBoM Kopaky NpuMerbeHa je aHanusa cagpxaja JokymeHaTa. AHanw-
30M peneBaHTHe NuTepaTtype, OQHOCHO peanq3oBaHWX UCTPaxuBatba Yy CBETY U Ha Te-
putopujn Cpbuje n buswe Jyrocnaeuje (aHanmanpaHo je npeko 100 nctpaxmeara, a y
apak 3a aHanuay cagpaja YHeTU Cy YMHMOLM MOTVBaLmje U3 35 ncTpaxviBarba), y ne-
pvoay og 1959. oo 2015. roguHe, naeHTUgMKoBaHo je 145 pasnuunTux nspasa 3a YnHu-
oue moTtmBauuje. Knacudmkaumjom 1 npunarofaBakbem KynTyponoLwKUM 1 APYLITBEHO-
EKOHOMCKVM YCroBiMa hopMmpaHa je koHadHa nucta og 16 umHmnaua. OHa je kopu-
WheHa y KOHCTPYKLMjW YNUTHWKA 3a NpUKynibarbe nogartaka pagw yTephysawa MoTuBa-
LIMOHOT NnoTeHLMjana u1 xujepapxujckor yCTpojcTBa YMHUnaLa MoTueaumje 3a pag npode-
cvoHanHux npunagHuka BC. YNUTHUK je KOHCTpYWMCaH 3a aHKeTupare CBUX KaTeropuja
kagpa (odhuumpy, nogodomumpK, LMBIUIHA NLa, NPOtECHOHANHN BOJHUALK).

Il Mpukynbake nopataka. PeannsoBaHo je NPUMEHOM TEXHUKE aHKeTupawa, Y
[Ba [ena — NPeaucTpaxuBareM 1 UCTpaxuBarbeM. [pegucTpaxusarse pagu Kopek-
LMja ynuTHMKa 1 NpoBepe yHyTpallke MOy3AaHOCTU ckane mapaxeHe KpoHbaxosum
anda koeduumjeHtom (Cronbach's Alpha) peanu3oBaHo je Ha NPUroQHOM Y30pKY Of
135 ucnutanuka y oktobpy 2018. roanHe. MNpukynrbeHa cy aparoueHa UckycTea y Be-
31 C NaXHOM UCTIUTaHWKA U CTENEHOM pa3ymeBarba YNyTCTBa 3a MoMyHaBake YnuT-
HUKa 1 BPEMEHOM NOTPEOHOM 3a NOMyH-aBake, Kao ¥ KapaKTEPUCTUYHUM rpeLLKama.

WcTpakuBarbe je peanusoBaHo o mapTa fo jyna 2020. roguHe, NpyMeHOM KOoHavHe
BepauWje YNuUTHWKa, Ha KBOTHOM Y30pKy of 1.401 nuua nunm 6,2% nonynauwmje npogecuo-
HanHux npunagHuka BC (kopuwwheH nogatak o 6pojy npunagHuka BC Ha gaH 1. jyH 2020.
rog.) y3 noLUTOBak-e NPOLIEHTYarHe 3acTynrbEeHOCTU y OHOCY Ha kaTeropujy (Tabena 2).

Tabena 2 — lNpeaned y3opka

KaTteropuja Bpoj MpoueHar
Odomumpu 273 19%
Mogodmumpn 400 29%
UusunHa nuua 215 15%
MpodhecroHanHu BojHULM 513 37%
YkynHo 1401 100%

YTBpheHo je Aa ynuTHWK 3agoBosbaBa ycnose 3a npumedy (1% if a>0.8 or re-
sponse rate > 90% then npukynrbarwe nogartaka; else gopaga ynutHuka), jep Mame
04 1% ucnuTaHnka Huje NoNyHUNo YNUTHWK, a yTBPHEeHa je 1 BIUCOKA MHTEPHA KOH3U-
CTEHTHOCT NpuMeH-eHe ckane (a=0,829).

[ OBpapa pesynTata. Y 0BOM Kopaky NpUMersYjy ce MOCTYMLM U TEXHUKE CTaTUCTUYKe
obpage v BuwekpuTepujymcke aHanuse. CratucTika obpaga npukynibeHux nopaTaka
obaBrba ce MPMMEHOM JECKPUMTUBHE CTaTUCTUKE (CpedHa BPeaHOCT, CTaHdapaHa Aesu-
jauvja) kojom je yTBphEHa Mepa MOTMBALIMOHOT YTHLIaja YMHUMaLa MOTUBaLMje 3a pag.

Xujepapxuja YHUNaua Motueaumje 3a pag ytepheHa je nocTyrnkoM paHrnpawa
MOTMBALMOHMX YMHUNALA NPUMEHOM METOAe apUTMETUYKOr OCpeaHaBaka 1 u3pa-
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3a (1) Vlng), a 3aTVM HOpManM3auMjoM CyMe paHroBa U KOHBEP3WjOM Y arperupaqe
TEXMHe,

W _E?llwi,j 321
i =L..,Nn (1)
m
W =100—5n(ﬁ,j—1) i=1..m, j=L..,n @)
Pesynratu

HakoH npukynrbarba u obpafe nogartaka yTepfieHe cy cpefre BpedHOCTH 3a
y30pak, Kao 1 paHr 3a 16 ynmHunaua (cnuka 2), 3a koje Cy UCIUTUBAHWN CTaBOBU My-
Tem netocteneHe ckane JlnkepToBor Tuna (MOHyheHW 0AroBopu O CTeneHy yTuuaja:
HUMano, Mano, yMepeHo, MHOT0, BEOMa MHOrO).
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Cnuka 2 — Ymuuaj yuHunaya Mmomusayuje

Pesyntat notephyjy onaxara npunagHuka BC ga cy mehysrsydcku o0Hocu Ha
NPBOM MeCTY Y MOTVUBaLMjWU, anv 1 Ja je sucuHa raame BUCOKO paHrMpaHa. Kapak-
TEPUCTMYAH je 1 BUCOK paHr YnHuoua padHo u criob00HO epeme 1 HU3aK HUBO YTU-
Laja cmumynamueHUx mepa, kao n mo2yhHocmu ycaspuiagara.

MpumenHom n3pasa (1) 1 (2) Ha OCHOBY peanu3oBaHoOr paHrMparka YnHunaua Mo-
TWBaUuje (UCMUTaHMLM Cy HaKoH mpoueHe yTuuaja 16 YvMHunaua Ha MoTuBauMjy 3a

% Munuh Munuhesuh n lopaH Xynau, ,Cy6jekTnBHM NpucTyn oapefuBamy TEXMHA KpUTepu-
jyma’, BojHomexHuuku enacHuk, 2, 2012, ctp, 65.
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paj U3aBOjUIIN U paHrupanu 5 ynHunaua Koju uMajy Hajsehun ytuuaj Ha BUXoBy Mo-
TBauwjy) yTBphEH je paHr YMHUMaLua Koju je npukasaH HOpManu3oBaHUM BPEHO-
CTMMa Ha cnuum 3 (BpegHoCTH cy yTBpheHe apuTMETUYKUM OCpefbaBateM U Hop-
mManusauujom cyma paHrosa). Ha npBoj nosuumju je eucuHa nname, mehyrbydcku
00HOCU CY Ha Opyroj, a cuaypHocm 3arnocniera Ha Tpehoj nosuumnju. Cnege padHo u
€110600H0 epeme n dobap 0OHOC pyKkosoduoya.
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Cnuka 3 — PaHe yuHunaua momusayuje — HopmarsiudosaHe epedHocmu

PaHroBn YnHMnaua pasnukyjy ce y 3aBUCHOCTM Of KapaKTepucTuka UCTIUTaHKKa
(kaTeropuje, CTapocTu, cTeneHa obpasoBarba W 3a[40BOSLCTBA NaToM), U Npukasa-

HU cy y Tabenm 3.

Tabena 3 — PaHz MomueayuoHux YyuHunaua (rno cybrnonynayujama)
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© <25 9 18 1 14 16 12 5 6 3 4 10 2 15 13 7
C'J-;Lg 26-:35 6 7 10 2 14 15 N 8 65 4 9 12 1 16 13 3
ST 3645 8 5 7 2 14 15 9 10 6 4 12 11 1 16 13 3
X >5 6 5 4 2 11 15 9 8 10 3 14 12 1 16 13 7
ccC 9 6 5 2 14 15 8 10 7 3 12 11 1 16 13 4

g BCC 6 5 9 2 13 15 11 7 8 4 10 14 1 16 12 3

3 Kwy 8 6 11 2 12 16 13 4 7 9 5 14 1 15 10 3

rwy 4 2 7 1 8 14 10 3 6 10 12 15 5 16 13 9

] H1 10 8 7 2 14 15 5 9 4 3 12 11 1 15 13 6
Egg M2 9 5 7 2 14 16 10 8 6 3 11 12 1 15 13 4
g'é y3 6 5 7 1 14 15 11 9 8 3 10 12 2 16 13 4
S5 Mw4d 2 4 3 1 15 13 9 10 6 5 1 12 8 16 14 7
& B5 6 7 7 3 11 15 1 3 12 5 12 14 1 15 9 10
Y PAHF 8 5 7 2 14 15 10 9 6 3 1 12 1 16 13 4

HanomeHa: N=1401, O® — ocpuumpm, MO — nogocuumpwm, NB — npoecroHanHu BojHALM,
LT - umBunHa nuua, CCC - cpeprsa wkona, BCC — Bucoka (Buwa) wkona, KWWY — KomaHgHo-
-wrabHo ycaspLiaBawe (Maructap, mactep, cneuujanucta), H1 — Humano, Mn2 —maro,
Y3 - ymepeHo, MH4 — mHoro, B5 — Beoma MHOro

HopmannaoBaHe BpeAQHOCTW paHroBa W pasfnuke y paHriparby MOTUBALMOHMX YK-
HUNaLa 3a UCMIUTaHUKE Pa3nnMuMTOr HUBOA 33[0BOIbCTBA NNAaToM rpaduykm cy npuka-
3aHe Ha cnuum 4. 36or mane BpojHOCTH rpyne UcnuTaHuka 8eoMa MHO20 3a0080/bHUX
nnatom (12 ncnutanuka — marse o 1%), pesyntati oBe rpyne HUCY NpukasaHwu.

0,25

® grmano — 1 H mamo -2 M mamo — 3 M Mmuoro — 4

Cnuka 4 — PaHe MmomuegauuoHuX YyuHuniaya — 3a0080/bCMeo rniamom
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Hopmanwu3oBaHe BpeAHOCTW paHroBa 1 pasriuke y paHrmpaky MOTUBALMOHNX Yu-
HWNaua 3a UCNUTaHWKe pasnuunTe XMBOTHe N06W NpukasaHe Cy Ha Cruum 5.
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Cnuka 5 — PaHe MomugayuoHUX YUHUiaua — cmapocHa cmpykmypa

Aunckycuja

Peanusauujom uctpaxuearba yTBphEHa je Xvjepapxuja YnHunala Motmeaumje 3a pag
npochecmoHanHux npunagHka BC v ycTaHOBIbEHO NOCTOjake pasnuka y yTuuajy MoTu-
BALMOHMX YMHMMNALA Ha UCTIMTAHWUKE PasMUYMTUX KapaKTEpPUCTMKA UCTIMTaHUKa (KaTeropu-
ja kagpa, *uBoTHa 406, HMBO 06pa3oBara 1 3a40BOILCTBO NnatoM). Cpeara BpeaHoOCT
yTuL@ja UCNMTUBAHMX YMHMNAaLA MOTUBALMje U3HOCK 3,57 1M caMO YMHUNAL, KpUMmuKa U Ka-
3Ha MMa OLeHy Koja je Marba of 3 1 M3HocK 2,79. YnHunau Kpumuka U Ka3Ha HeraTuBHO
YT4e 1 Ha OUEHy YHYTpallkse NOY3AaHOCTU NPUMEH-eHe ckare, anu je 3agpxaH paau
,O4MINEeOHOCTU”, ONHOCHO Aia YKaXKe PYKOBOAMOLMMA Ha Manu MOTUBALWOHM yTULa).

Y ogHOCy Ha OueHy yTuuaja Ha MOTMBaLWjy pesynTaTty nokasyjy Aa je unHunay
ca Hajsehum yTnuajemM Ha MOTMBaLWjy NpodecnoHanHmx npunagHuka BC dobpu me-
hymydcku odHocu. Mopea 3HaYajHOT 1 HECYMHSMBOT yTULIAja 0802 YUHUOUA W NpeT-
MOCTABILEHOT BUCOKOT HUBOA YTULaja 8UCUHE M1ame, UCTUYE Ce U BUCOK PaHT YMHU-
oua padHo u cro600HO 8peme, Kao BepoBaTHa nocneauLa npobnema ca nomnyHoM y
[eny UCNUTUBAHMX CacTaea, LWTO je YOUrbMBO M3 JOCTYMHWX NojaTaka O HWBOY No-
MyHe, Kao M JOAAaTHUX KOMEHTapa ucnutaHuka. Takohe, HU3aK je HWMBO yTuuaja cmu-
MynamusHux mepa (13) kao n moeyhHocmu ycaeplwasara (14).
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CnuyaH moaen xvjepapxuje MOTUBALMOHUX YuHUNAaLA JOOUMEH je U Y UCTpaxuvBatby Y
Cpbujn 2014. roguHe, kaga Cy 3anocneHu 13jaBrbmBanu a vx HajuLle MOTUBHLLY JO6pK
mehyrbyackv ogHocu (46%), sucuHa nnate (40%), nocao koju Bone (37%), CUrYPHOCT
paaHor MecTa (27%), a 3aTiM MOryRHOCT ycaBplUaBakba 1 HanpeTka y kapuieput (27%).%°

PesynTat nokasyjy fa ce xujepapxuja usHunaua gobujeHa oueHom yTuuaja u
paHrpakem pasnukyje. Yovasa ce fa xujepapxuja yTepheHa paHruparwem hasopu-
3yje maTepujanHe, OAHOCHO ONWUNIbMBE YMHUOLE MOTUBALWMjE (8UCUHA name W cu-
2ypHocm 3arnocnerba). Y NOCTYNKYy paHrMparba sucuHa nname je Ha npBoj No3vumju,
0obpu mehyrbydcku 0OHOocU Cy Ha ApYroj, a cuaypHocm 3arnocnera Ha Tpehoj nosu-
umju. BucmHa nnate Hanasm Ha NpBOoj NO3MLMjWM Y CBUM rpynaMa UCinTaHuka, n3yses
LUTO je Ha OCMY NO3WLMjy paHrMpajy nmua Koja cy Beoma 3a40BOSbHa NiaToM, Ha ne-
Ty no3vumjy nuua ca saspluieHum 'Y, a Ha gpyry nosvuujy mnahu o 25 roguna,
LMBUIIHA NLa 1 NiLa Koja Cy YMepPeHo 3a/j0BorbHa nnatom. Moxe ce 3akrby4nTy
[a Cy 3HayajHuje pasnuke y ytuuajy 8ucuHe nname Ha MOTMBALMjy Y OOHOCY Ha
nepLen1pany Hero Ha cTeapHy Bucury nnate.* Jo6pu mehyrbydcku 0dHocu Hanase
ce Ha apyroj noauuuju, npu yemy nuua ca MUY, umsunHa nuua, nuua koja cy ymepe-
HO ¥ MHOrO 32[10BOSbHA NMaToOM OBaj YMHWNAL, paHr1pajy Ha npBy No3uuujy.

MoTuBaTtopu Koju yTudy Ha BojHuke y LLIBeckoj Aa napTuumnupajy y MUpPOBHE
ornepauuje Cy HelTo Apyrayumju: aBaHTypa, 3HavajHa nnuyHa UCKyCTBa U camoakTya-
nusauuja, 3apaga gogaTHor HoBUa, noBehare MoryhHOCTU 3a pa3Boj Kapujepe 1 Yn-
HeHe Hevera 3a apyre.

KapaktepucTuiHe pasnuke y 0QHOCY Ha CTapoCHy CTPYKTYpY, Koje ce yodaBajy aHa-
N30M HOpManW3oBaHWX BPeOHOCTU paHruparba, nokasyjy Aa 3Hayaj nrnare y O4HOCY Ha
XMBOTHY 806 mcnuTaHuka nma obnuk 0BpHyTOr NatuHndHor cnosa ,U” — HajmarbK je 3a
Hajmnahy ctapocHy kateropujy (Mnafy og 25 rogyHa), ca nopacToM roguHa xveoTa pa-
cTe Jo makcumyma (36 1o 45 rogvHa), kaga nodnkbe onagame (Ctapuiv og 45 roguHa).

[obujeHn pesyntati ogrosapajy pesyntatuma Benukor 6poja mpeTxogHuMx uc-
TpaxwuBarba, nogyaapajy ce ca Hanasuma p,oGMjeHMM y CA[l, roe 3Hauaj nHTepe-
CaHTHOT n10cna pacre ca roAuHama xvsota, a 3Hayaj HanpegoBarba U JIMYHOT Pas3Bo-
ja onaga ca roguHama *nBoTa.*? Y Kiuku pagHuum mnahu of 30 roauHa 3HavajHuje
paHrupajy moryhHoCTu passoja Hero nuua ctapuja og 30 rogumHa.

% https://poslovi.infostud.com/za-medije/Dobri-medjuljudski-odnosi-zaposlenima-vazniji-i-od-vi-
sine-plate/48934/02/12/2020

% 3a mnahe oA 25 roAnHa nnata je Ha Apyrom MecTy W Mopef Tora LWTO UMajy HajHuxa npu-
mara (25 odb, 5 nodp, 1 L1 n 108 MB). Takohe, n LI nnaty paHrupajy Ha apyry nosuuujy, a nnate
Cy UM HUXe OA nnata npodecUoHanHNX BOjHUX uua, nocebHo umajyhu y Buay ksanudmkaumory
cTpykTypy (OLW-6, CCC-124, BCC-76 n Mc-11).

%' Eric Hedlund, ,What Motivates Swedish Soldiers to Participate in Peacekeeping Missions:
Research Note”, Armed Forces & Society, 37(1), 2010, p. 186.

%2 Kenneth Kovach, ,What motivates employees? Workers and supervisors give different an-
swers”, op. cit, p. 63.

%3 Cyntia Fisher & Xue Ya Yuan, ,What motivates employees? A comparison of US and Chine-
se responses”, The International Journal of Human Resource Management, 9, 1998, p. 552.

13



BOJHO [ENO, 2/2021

Ca ppyre ctpaHe, y YjeanweHnm Apanckux Emupatma camo Hajctapwjoj ctapo-
CHoj kaTeropuju (ctapoctn 40-50 rogmHa) nnarta Huje Ha npBoM mecty.” Y uctpa-
XuBamy Y KnuHu pagHuum mnafhu og 30 roauHa 3HayajHuje paHrpajy 3aHMMIbUB Mno-
cao of rpyne ctapujux ucnuTaHuka.

3aKrbyyak

PesynTtati uctpaxueara Ha KBOTHOM Yy3opky of 1401 npodecuoHanHor npu-
nagHuka BC (6,2% nonynaumje), y Kojem je npuMerseHa ckana BUCOKe UHTEepHEe KOH-
3ucteHTHocTmM (0=0,829), nokasyjy Aa je MOTMBaLMOHM YnHMUNaL ca Hajsehum yTuua-
jem dobpu mehyrbydcku OQHOCK, CMEAE camocmasiHocm y nocry, ycrex, camorno-
mephusarbe, sucuHa nname v padHo u cobodHo epeme. Hajvarm ytuuaj uMajy um-
HUOUM rfocao ca eehum yenedom n Kpumuka u cmpax 00 KasHe.

Xvjepapxuja MOTMBaUMOHMX YMHMNaua yTepheHa paHrpakem Huje WOeHTUYHa; Ha
MPBOj NO3ULWjM je sucuHa rname, cnene mefyrbydcku 00HOCU, Cu2ypHOCM 3anociema,
padHo u criobodHo speme n dobap odHoc pykosoduoya. Ha npeTtnocneaHoj nosvumm je
YHUNaUuHpopmucaHocm o pady, a Ha Nocnear0j Kpumuka u cmpax 00 KasHe.

Pesynrtatu uctpaxveara notephyjy, LWITO je 1 onaxeHo, Aa NpodeCcnoHanHy npunag-
Huum Bojcke Cpbuje Benvku 3Hauaj npuaajy UCUHU niiame, kao U 4a HUXoBa Npymarba,
KOjuMa HWCY 3a0BOIbHM, HUCY Ha NoTpebHoM HMBOY. Ca fpyre cTpaHe, notepheHa je u
Jpyra npeTnocTaeka, Koja je Takofie MCKYCTBEHO onaxeHa, Ja Cy 3a npodecuoHanHe
npunagHvke BC 0o6pu mefRyrbydcku 00HOCU BEOMa 3HauajaH MOTMBALIMOHM YMHMMAL,

MocebHo Tpeba HarmacuT Ja cy yodeHe TeHaeHumje pacTta 3Hadvaja dobpux mehy-
Jbydckux odHoca, 006poe 0dHoca pykogoduoua U 3aHUMIbUBO2 110Ca Y 3aBWUCHOCTU 0
HMBOA MEePLMNMpaHOr 3a0BOIbCTBA MpUMarKMa, LWITO AOAATHO yKasyje Ha 3Hauaj Koju
0Baj YMHMAL, UMa W Koju hie pacTi ca HUBOOM pacTa 3apafa, OQHOCHO ca MopacToM Hu-
BOA 330BOIbCTBA NpUMarbMMa npodpecroHanHux npunagHuka Bojcke Cpbuje. CynpotaH
TPEeHA NoKasyje sucuHa rame, Yvju 3Hayaj onaga ca pactoM 3a0BOSbCTBA NpUMarbiMa.

Pesyntatiuma paga noTepheHo je 1 NoCTojarbe pasnuka y XvjepapXuj MoT1BaLmO-
HWX YMHMNALA Y 3aBMCHOCTW Of KapaKTepUCTVKa 3anoCeHnX; pacToM HI1BOa ycaBpLua-
Bakba UCMIWTaHMKA OMaja 3Hayaj 8UCUHE riiame 1 Cu2ypHOCmUu 3arnociierha Ha MoTuBa-
uujy, a pacte 3Haudaj 0obpux mehyrbydckux 00HOCa 1 ycriexa u camonomephugarsa.

MNpeonoxeHn MOAeN MOXe Ce NPUMEHMBATU 3a UCTPaXMBake MOTMBaLIMje npo-
thecroHanHux npunagHuka y Bojcumu Cpbuje u MunuctapcTey oabpaHe, a umajyhu y
BUOY Ja je BepuMKOBaH Ha BENUKOM Y30pKY, Kao W Ja je YOonwTeH, Y3 afekBaTHa
ycknahueara Moxe ce KOpUCTUTU U y ApYrUM OpraHu3auujama y ApXaBHOM U jaB-
HOM CEKTOpY, anu 1 y ApyruM TUNoBMMa opraHu3auyja.

3 Rafikul Islam & Belal Burhem, ,Employee motivation: A Comparasion between Malaysia and
UAE”, Malaysian Management Rewiew, jan-june, 2007, pp. 113-114.

% Cyntia Fisher & Xue Ya Yuan, ,What motivates employees? A comparison of US and Chine-
se responses”, op. cit, p. 552.
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Kopuwhete npeacTaBrbeHMX pesyntara MMa U Makux OrpaHuyeHsa, jep yaopak
HUje cnyyajaH 1 cTpaTudrKoBaH No CBUM aTpubyTMa UCNUTaHKKA, LWTO AENUMUYHO
ymamyje MoryhHOCT reHepanusauuje pesynrtata. [lopep Tora, UCTpaxXeH je yTuuaj
orpaHuyeHor 6poja YmHunaua.

HapegaHa uctpaxwuama moryhe je gogaTHO yHanpeauT peanusaumjoMm Ha cTpa-
TUEUKOBAHOM Y30pKY MO CBUM aTpmbyTma 1 paHgoMusaumjom pegocnesa YiHuna-
ua, kao n kopuwherwem ogrosapajyhe pavyHapcke nnatgopme.
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Pesume

Momsaumja 1 MOTMBaUMja 3a pag Cy MyNnTUAUCUMUNANHApHe TeMe 3HavajHe 3a
ycnewHo yHKLMOHNUCake caBpeMeHux opraHusauuja. MoryhHoctu yHanpe-
hera eekata n pesynraTta paga CBMX TUNOBa OpraHu3aluja nytem ytuuaja Ha Mo-
TWBaUWjy 3anocneHnx pesynTtupane cy 6pojHUM UCTpaXkuBawMMa koja cy umana 3a
UMb Aa ce MAeHTUUKYjYy YMHMOLM MOTMBALM]E, HUXOB YTULA]j U Xnjepapxmja.

YuHroum moTmBaumje 3a pag Cy MHOTOGPOjHU, @ HUXOB YTULA] U Xujepapxuja cy
MPOMEHUBM 1 3aBUCHW OF PYLUTBEHO-EKOHOMCKMX YCI0Ba, KYTYPOSIOWKMX AeTepMU-
HaHTW, Kao W of WHOMBMOYalHUX KapaKkTepucTuka 3anocreHwx. Pagu yHanpehewa
MOTMBaUMje 3a pap Hamehe ce notpeba Aa ce y BNaCTUTOM KyNTypONOLLKOM ambujeH-
TY W aKTyesIHOM CKMomy ApYLUTBEHO-EKOHOMCKMX YCMOBa WAEHTU(UKYjY YMHMOLM 1
HMXOB YTWLIAj HA MOTMBALM]Y 3a pag NpodecoHanHux npunagHyka Bojcke Cpbuje.

Y pagy je npeactaBrbeH Moden 3a UAeHTUMKOBaKE YMHKMOLA MOTUBaLM]e Npo-
tecvoHanHux npunagHuka Bojcke Cpbuje. Mogen je passujeH npMMeHOM MeTone
aHanu3e cagpxaja JOKyMeHaTa, UCMUTUBama U CTaTUCTUYKMX MeToda. AHanusupa-
HO je npeko 100 aHkeTa 0 MoTMBaUMju U popmmupaHa je nucta o 16 YmHunaua mo-
TUBaUwje, Koja je kopuwheHa 3a u3pagy ckane y ynutHuky. TOKOM UCTpaxuBara no-
TBpfeHa je BUCOKa YHyTpaLlkba KOH3UCTEHTHOCT ckane (a = 0,829).
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WcTpaxwuBatse je cnpoBegeHo o mapta o jyna 2020. roguHe. Pesynrtatu, Ha
y3opky kBoTe o 1401 npodecmoHanHor npunagHuka opyxaHux cHara (6,2% cra-
HOBHUWLUTBA), NOKa3anu cy Aa Cy YMHWMOLM MOTUBALMje NpeLn3Ho aeHTUMUKOBaHU 1
da je ymHunay MoTuBaumje ca Hajsehum yTuuajem gobpu mefyrbyacku ogHocK npa-
heHun camoctanHowhy y paay, ycnexom, camonotsphuBawem, BUCUHOM nnate, pag-
HUM BPEMEHOM W cnobogHum BpemeHoM. Hajmakm yTuuaj nmao je nocao ca sehum
Yrneaom, KpUTrka 1 cTpax of KasHe.

Xvjepapxuja YnHunaua motveauuje YTBpheHux paHrmpamemM je Mano npomerbe-
Ha. TOKOM paHruparba UCMMTaHULM Cy Janu HewTo Behu 3Havaj MatepujanHuM Y-
HUOLUMMA, Tako [a je BUCMHA NnaTe Ha NPBOM MeCTY, a crneae Mefyrbyacku OQHOCK,
CWUTYPHOCT 3anocnewa, pagHo BpeMe, cnoboaHo BpeMe u fobap 0gHOC MeHayepa.
WHdopmaumje 0 pagy cy Ha npeTnocnefreM, a KpUtka U cTpax of KasHe Ha no-
creHemM MecTy.

Mogen naeHTugmKaumje YmHunadla mMoTmBaumje 3a pag Moxe ce NpUMEHUTKH 3a
NCTpaxmuBare MoTMBaUMje npodecroHanHux npunagHuka Bojcke Cpbuje n Munu-
cTtapctBa ogbpaHe. Vmajyhu y Buay da je uctpaxvsarse CNpOBEAEHO Ha BESIMKOM
Y30pKy 3anocneHux Koju Cy U3pasunu CBoje CTaBOBe Ha OCHOBY nepLenuuja u Ucky-
cTaea Ha ogpefieHM NocnoBuMa, Te [a je NpeanoxeHn Mogen onwTy, ca ageksat-
HUM ycknahuBameM MOXe Ce KOPUCTUTU Yy APYrUM OpraHusaumjama y OpXaBHOM U
jaBHOM CEKTOpY, anu 1 y ApyruM BpCcTama opraHu3sauuja.

PesynTat oBOr UCTpaxuearwa MOry ce NMpUMEHWUTU Y yHanpeherwy MoTuBaumje
3a pag, orpaHu3aLmoHe CTPYKType, HOPMaTUBHUX akaTa, Kao U y METOONYKOM U TeX-
HUYKOM yHanpeherwy MHCTPyMeHaTa 3a HapedHa UCTpaxuBama.

KrbyuHe peun: Mmomusayuja (ncuxonoauja), Momusauuja 3a pad, oguyupu, nood-
oghuuupu, eKcmpuH3U4YKa Momueayuja, Hazpahugame

© 2021 Aytopu. Objasuno BojHo dero (http:/iwww.vojnodelo.mod.gov.rs). OBo je unaHak
OTBOpeHOI' npucTtyna u guctpubyupa ce y cknagy ca nuueHuom Creative Commons
(http://creativecommons.org/licenses/by/3.0/rs/).
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Motivation and work motivation are multidisciplinary topics im-
portant for the successful functioning of modern organizations.
Opportunities to improve the effects and performance of all types of
organizations by influencing employee motivation have resulted in a
number of studies aimed at identifying motivational factors, their impact
and hierarchy.

Work motivational factors are numerous, and their impact and
hierarchy are changeable and depend on socio-economic conditions,
cultural determinants, as well as the individual characteristics of
employees. In order to improve the motivation for work, there is a need
to identify factors and their impact on the motivation and effects of the
work of the Serbian Armed Forces professional members in their own
cultural environment and the current set of socio-economic conditions.

The objective of this paper is to develop a model for identifying
motivational factors of the Serbian Armed Forces professional mem-
bers and determine their impact and hierarchy. The paper will use the
method of document content analysis in order to identify a list of
motivational factors that will then be confirmed or rejected, depending
on the results of research conducted using the research method,
survey technique and statistical method.

The paper presents a model for identifying work motivational factors
and the results of a survey of the attitudes of a quota sample of 1401
Serbian Armed Forces professional members. The hierarchy of factors is
presented and it has been concluded that good interpersonal rela-tionships
and salary amount have the most significant impact on the motivation for

* Defence of University in Belgrade, Military Academy, kacaiaca@ptt.rs the views expressed in
the paper reflect a personal view.
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work of the Serbian Armed Forces professional mem-bers. The results of
the research can be used for improving the motiva-tion for work, normative
acts, organizational structure and instruments for future research.

Key words: motivation, work motivation, officers, non-commissioned officers,
extrinsic motivation, rewarding

Introduction

|nterest in motivation arises from three reasons: the improvement of productivity,
efficiency and work creativity, the enhancement of the quahty of working life in
organizations and strengthening competitiveness and success. ' The recognition of
motivated behaviour is extremely complex, and people's behaviour is not always
consistent or rational. The level of motivation varies not only between individuals, but
also within an individual at different times, and motivation is one of the most
frequentlzy researched psychological topics in the study of behaviour in an orga-
nization.” The knowledge of the factors and mechanisms of motivating employees to
work has many benefits. The importance of work motivation research is reflected in
its impact on performance. Kovach believes that organizations, which know what
motivates their employees to work, are in a better 3position to encourage them to
work better and improve organizational performance.

From experience, a high ranking impact of factors related to interpersonal rela-
tionships and salary amount is noticed and expected. The assumption that there are
differences that depend on the characteristics of the respondents on the |mpact of
motivational factors is based on experience and the results of conducted research.*

The objective of this paper is to identify work motivational factors of the Serbian Armed
Forces professional members, determine their impact on motivation and hierarchy, on a
basis of need theory, expectations theory and previous research of motivation.

Motivation and motivational factors

According to Pinder, work motivation is a set of forces inside and outside an
individual that initiate work and determine its form, direction, intensity and duration.’

! Fikreta Bahtijarevi¢-Siber, Menadzment ljudskih potencijala, Golden marketing, Zagreb, 1999.

2 Stephen Robins & Timothy Judge, Organizational Behavior (15m ed), Pearson, New Jersey,
2013, p. 202.

% Kenneth Kovach, ,What motivates employees? Workers and supervisors give different answers”,
Business Horizons, Vol. 30, No. 3, 1987, p. 65.

* Milan Kovacevi¢, Srdan Blagojevi¢ and Bojan Kuzmanovié, ,Sustainability of the Motivation
Policy Model for Employees in State Administration”, Sustainability, 12, 2020, p. 3.

5 Craig Pinder, Work motivation in organizational behavior, 2nd ed., Psychology Press, New York,
2014, p. 11.
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The three key elements of motivation are intensity, direction and persistence.
Intensity refers to the invested effort. However, high intensity will lead to favourable work
results only if the efforts are channeled in a direction that benefits the organization, as
well, while the persistence dimension measures how long a person can sustaln the effort
because the motivated individuals work long enough to achieve the goal.’

Loji¢ defines motivation as a process of conscious initiation and direction of
behaviour and activities towards achieving certain goals and interests, looking at it in
a narrower sense as a process that is carried out between need and objective, and
in a broader sense as a process that begins with the realization of a need and the
understanding of purpose and necessity and lasts until its satisfaction.”

When considering work motivation and mechanisms of its stimulation in modern
organizations, it is particularly important to determine the factors of work motivation. They
represent an insufficiently defined term that is most often operationally defined as a
hypothetical relationship of many individual, social and organizational aspects of work and
workers with manifestations of motivated behaviour. They refer to those events that are
between motive and objective, and they also include these concepts and the others
derived from them, "new needs" and "independent motives". Motivational factors are not
only external objects and situations that are sought, but also internal drivers of behaviour.®

According to Mihailovi¢, factors of work motivation can be numerous: various individual
variables, the influence of the social environment, the scope of work activity, mutual
intercorrelations of situational variables. The basis of motivational factors i |s needs, which
are latent and masked by social impacts and coping in an objective situation.’

Herzberg classifies the following as motivators: the content and nature of work,
the possibility of advancement, the experience of success at work, recognition for
work, love for work - a person's subjective feeling while doing a certain job.

Motivational factors are usuaIIy divided into tangible and intangible From this
division arises the one that views motivational factors as "repressive and deve-
lopmental", which indicates the mechanisms of coercion and development

Intangible work motivational factors have less direct connection with the objecti-
ves of motivated behaviour, so employees are sometimes not even aware of the
incentives that guide their behaviour.

An interesting and challenging job affects not only motivation, but also the entire
life and health of workers. An adult spends half of a day at work, so attitudes towards
job and job satisfaction significantly affect not only motivation, but also life. In
addition to interesting job, Bahtijarevi¢-Siber also considers the style of management

6 Stephen Robins & Timothy Judge, Organizational Behavior, gen. quote, p. 202.

” Ranko Loji¢, Upravijanje ljudskim resursima u sistemu odbrane, Medija centar ,Odbrana”,
Beograd, 2011, p. 375.

8 Dobrivoje Mihailovi¢ i Slobodan Risti¢, Organizaciono pona$anje, FON, Beograd, 2009, p. 270
9 Dobrivoje Mihailovié, Struktura motivacije za rad, Centar, Beograd, 1988, p. 48.

' Frederic Herzberg, ,One more time: How do you motivate employees?”, Harvard Business
Review, January-February, 1968, p. 57.

" Dobrivoje Mihailovi¢ i Slobodan Risti¢, Organizaciono pona$anje, gen. quote, p. 272.
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as |ntang|ble motivational factors, that is, the manager's relat|onsh|p, participation -
impact in decision-making, feedback and organizational culture.

Mihailovi¢ also emphasizes the importance of advancement, because it is a
strong motivational factor not only because it provides satisfaction by performing
some job, but also because of the status and accompanying benefits. The characte-
ristics of modern organizations in which the number of organizational levels is
drastically reduced and the organization is made "smoother", reduce the possibilities
of vertical advancement of employees, thus the so-called spiral trajectory in advan-
cement is in progress. " In the Serbian Armed Forces, as well, the selection for
officers’ professmnal development, as a condition for advancement, has a strong
motivational effect.™

Interpersonal relationships, although Herzberg classifies them into hygienic
factors that mainly affect job satisfaction, have a motivational effect, so they can be
considered a significant factor of work motivation, which has been confirmed in
several studies in the cultural pattern to which we belong. The military profession is
considered to be the most demanding, not only physically, but also intellectually
because there is no other profession whose efforts in peace are only a part of the
harsh reallty in which members of the military organization perform real tasks in
wartime." In the military organization, interpersonal relationships, the nature of the
military activity, the character of war technique and the specificity of the military
lifestyle, order and execution of tasks in peace and war are particularly |m6portant
which are factors that shape interpersonal relationships in the armed forces.”

Motivation with its factors is considered both as intrinsic (internal) and extrinsic
(external). Intrinsic motivation is present with persons who feel that their work is
important, interesting and challenging and provides them a reasonable degree of
autonomy (freedom in work), opportunities for achievement and advancement, and
for using and developing skills and capabilities, as well. It is the motivation that
arises from the work itself and without external incentives. On the other hand,
extrinsic motivation is external and includes incentives such as rewards, salary
increase, ;)raise or promotion, as well as disciplinary measures, salary retention or
criticism.’" Self-determination theory frames the continuum of self-determination.
The continuum extends from amotivation, i.e. the state when there is no motivation,

"2 Fikreta Bahtijarevié-Siber, MenadZment ljudskih potencijala, gen. quote, p. 669.

3 Dobrivoje Mihailovi¢ i Slobodan Risti¢, Organizaciono pona$anje, gen. quote, p. 281.

* Milan Kovadevié, Srdan Blagojevi¢ i Bojan Kuzmanovié, ,Model za podrsku odlucivanju pri
selekciji pripadnika Vojske Srbije za upucivanje na karijerna usavrSavanja”, Vojno delo, 7, 2019, p. 224.

"% Slobodan Curgija, ,Specifiénosti vojne organizacije i oblikovanje stimulativnog nagradivanja“,
Zbornik radova 12. Medunarodna znanstveno-stru¢na konferencija, ,Dani kriznog upravljanja’,
Velika Gorica, 2019, p. 309.

16 Ksenija Buri¢ Atanasievski i Dragana Alargi¢, ,Vojna organizacija i asertivno komuniciranje”,
Vo;no delo, 1, 2016, p. 137.

" Michael Armstrong and Stephen Taylor, Handbook of Human Resource Management

Pract/ces(13hed) Kogan Page Publishers Inc., London, 2014, p. 170.
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through extrinsic motivation in four forms: external regulation, |ntrOJect|on regulation,
identification regulation and integrated regulation, to intrinsic motivation.”

Intrinsic and extrinsic motivation are both necessary to establish an effective
model of motivation, and in a knowledge-based society, the focus shifts to tasks that
will require employees to identify with and enjoy their work. "

Kondo emphasizes the importance of intrinsic motivation because if work is not
attractive to the worker, it is the necessary evil for them, related to money, sQ they
will look for shorter paths that lead to it, and bypass work as much as possible.?

Intrinsic motivational factors, unlike extrinsic factors, have a long-lasting
motivational effect. Job satisfaction is a strong motivational factor, and the condition
for its action is that the individual characteristics of employees and job requirements
are harmonized.?' Mihailovi¢ believes that the hierarchy of work engagement
motives is dynamic, it changes significantly depending on age, success in work
work and professional qualifications and the other characteristics of employees

Financial motivation — incentive or bonus has an effect only if the connection
between effort and reward is obvious, and the value of reward is worth effort. While
intrinsic motivation arising from the work itself may be stronger than external
motivation, the outcomes of internal motivation are much more under the control of
individuals, who can rely on previous experiences in relation to the likelihood of
positive and favourable results as behavioural outcomes.”

Table 1 — Comparison of workers' responses, 1946—1992

Factor 1946 1980 1986 1992
Employee recognition 1 2 2 2
A sense of control over work 2 3 3 9
Help with solving problems 3 9 10 10
Job security 4 4 4 3
Good salaries 5 5 5 1
Interesting job 6 1 1 5
Advancement at work 7 6 6 4
Loyalty of colleagues 8 8 8 6
Good working conditions 9 7 7 7
Discipline 10 10 9 8

According to Carolyn Wiley, ,What motivates employees according to over 40 years of motivation
survey”, International Journal of Manpower, Vol. 18, No. 3, 1997, p. 268

18 Maryléne Gagné and Edvard Deci, ,Self-determination theory and work motivation” Journal
of Organizational Behavior, 26, 2005, p. 334.

s BrunoFrey & Margit Osterloh, Successful Management by Motivation, Springer-Verlag,
Berlin, 2002, p. 284.

% Josio Kondo, Motivacija, kreativnost i kontrola kvaliteta: japanska perspektiva, Grafikom,
Beograd,1997, p. 8.

2! Dobrivoje Mihailovié i Slobodan Risti¢, Organizaciono ponasanje, gen. quote, p. 282.
2 Dobrivoje Mihailovié, Psihologija u organizaciji, FON, Beograd, 2003, p. 148.

3 Michael Armstrong & Stephen Taylor, Handbook of Human Resource Management Practices,
gen. quote, p. 174.
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A significant number of motivational studies conducted from the middle of the last
century to the present day used a list of 10 motivational factors shown with the
results (Table 1).** In addition to the presented ones, the other motivational factors
and a wider list of factors have been used, depending on the time and conditions of
the research.

Interests and objectives of identification
of important motivational factors

Interests in identifying essential motivational factors are multiple. The deve-
lopment of the identification model provides the necessary data for the analysis and
development of motivational strategies. In this regard, a positive impact can be
achieved and the model of motivating the Serbian Armed Forces professional mem-
bers can be improved. The knowledge of motivational factors and their impact ena-
bles concrete measures to be taken to improve the motivation model, and based on
the research results, the organizational structure can be influenced to improve in
order to increase the motivational potential of work and thus enable a higher level of
motivation and job satisfaction. Change management requires employees in the
organization not only to acquire new knowledge, skills and abilities, but also to
correct attitudes and change work habits, values, views and motivation.?® The need
for the redesign of the military organization, i.e. the improvement of the management
of human resources and their potential, is one of the priority tasks of the Serbian
Armed Forces in the coming period.?

Researching the impact of incentive measures on motivation and ranking of
incentive measures provides a basis for changes of the existing model of awarding
incentives and their improvement, because (the 2010 research) there was a small
impact on motivation, and the Serbian Armed Forces members attach great
importance to monetary reward.?’

The goals of identifying important motivational factors are related to improving
work motivation, i.e. increasing the quality of work, work results and job satisfaction
of the Serbian Armed Forces professional members, which are the result of
enhancing regulations and practices of motivation and reward based on the research
results. They can be considered on an individual and organizational level. High

# Carolyn Wiley, “What motivates employees according to over 40 years of motivation survey”,
International Journal of Manpower, Vol. 18, No. 3, 1997, p. 268.

% Burdijana lli¢, Marko Andreji¢, Miljojko JanoSevi¢ i Sladana lli¢, ,Uticaj nacionalne kulture na
proces upravljanja organizacionim promenama”, Vojno delo, 7, 2019, p. 439.

% Nebojsa Dragovié, Sasa Trandafilovi¢ i Ranko Loji¢, ,Ljudski resursi — klju¢ni element
odrzivog razvoja sistema odbrane Republike Srbije”, Vojno delo, 2, 2017, p. 182.

7 Milan Kovagevic, Bojan Kuzmanovi¢ i Srdan Blagojevi¢, ,Uticaj stimulativnih mera na
motivaciju pripadnika Vojske Srbije”, Vojno delo, 7, 2018, p. 279.
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individual motivation of members has a positive impact on the effects of work and at
the organizational level and the achievement of organizational goals (level of the
Serbian Armed Forces): the improvement of motivation, interpersonal relationships,
organizational structure and model of incentives. The ultimate goals are to enhance
the operational and functional capabilities of the Serbian Armed Forces for the
execution of missions and tasks.

Method

The research in order to identify and compile a list of important motivational factors
for the work of the Serbian Armed Forces professional members and their hierarchical
structure has been done in three steps (the model is shown in Figure 1), using the
method of document content analysis, survey method and statistical method.

...............................................................................................
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Figure 1 — Model of identification of motivational factors
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| Analysis. In the first step, document content analysis was used. The analysis of
relevant literature, i.e. research conducted in the world, Serbia and the former Yugoslavia
(over 100 research was analyzed, and motivational factors from 35 research were
included in the content analysis sheet), in the period from 1959 to 2015, identified 145
different expressions for motivational factors. A final list of 16 factors was formed by
classifying and adapting to cultural and socio-economic conditions. It was used in the
development of the questionnaire for data collection in order to determine the motivational
potential and the hierarchical structure of work motivational factors of the Serbian Armed
Forces professional members. The questionnaire was designed to survey all categories of
personnel (officers, non-commissioned officers, civilians, professional soldiers).

Il Data collection. It was carried out by using survey technique, in two parts - pre-
research and research. The pre-research for the purpose of correcting the
questionnaire and evaluating the internal reliability of the scale expressed by the
Cronbach's Alpha coefficient was done on a suitable sample of 135 respondents in
October 2018. Valuable experiences were gathered regarding the attention of the
respondents and the degree of understanding the instructions for filling in the
questionnaire and the time required for filling in, as well as the characteristic errors.

The survey was conducted from March to July 2020, using the final version of the
questionnaire, on a quota sample of 1401 persons or 6.2% of the population of the
Serbian Armed Forces professional members (used data on the number of the
Serbian Armed Forces members on June 1, 2020) with percentage representation in
relation to the category (Table 2).

Table 2 — Sample overview

Category Number Percentage
Officers 273 19%
Non-commissioned officers 400 29%
Civilians 215 15%
Professional soldiers 513 37%
Total 1401 100%

It has been determined that the questionnaire meets the conditions for use (1*: if
0>0.8 or response rate > 90% then data collection; else correction of the
questionnaire), because less than 1% of respondents did not fill in the questionnaire,
and high internal consistency of the used scale (a = 0.829) was identified.

Il Processing of results. In this step, procedures and techniques of the statistical
processing and multicriteria analysis are used. The statistical processing of collected
data is performed by using descriptive statistics (average, standard deviation), which
determines the level of the motivational impact of work motivational factors.

The hierarchy of work motivational factors was determined by the procedure of
ranking motivational factors using the method of arithmetic mean and the expres-
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sions (1) and (2), and then by normalizing the sum of ranks and converting into
aggregate weights,?

E"llw,J
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Results

After data collection and processing, averages were determined for the sample,
as well as the rank for 16 factors (Figure 2), for which attitudes were examined using
the five-point Likert scale (offered answers on the degree of impact: none, low,
moderate, much, very much).
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Figure 2 — Impact of motivational factors

The results confirm the observations of the Serbian Armed Forces members that
interpersonal relationships are in the first place in motivation, and also salary amount is
highly ranked. A high rank of the factor working and leisure time and a low level of impact
of incentives is characteristic, as well as the possibilities of professional development.

By using the expressions (1) and (2) on a basis of the conducted ranking of
motivational factors (respondents, after assessing the impact of 16 factors on work

% Milic Milicevic i Goran Zupac, ,Subjektivni pristup odredivanju teZina kriterijuma’,

Vojnotehnicki glasnik, 2, 2012, p. 65.
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motivation, singled out and ranked 5 factors that have the greatest impact on their
motivation), the rank of factors was determined by normalized values shown in
Figure 3 (values were determined by arithmetic mean and normalization of rank
sums). Salary amount is in the first place, interpersonal relationships in the second,
and employment security in the third place, followed by working and leisure time and
a good attitude of the manager.
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Figure 3 — Rank of motivational factors — normalized values

The ranks of the factors differ depending on the characteristics of
respondents (category, age, level of education and salary satisfaction), and
shown in Table 3.

Table 3 — Rank of motivational factors (by subpopulation)
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Note: N = 1401, OF - officers, NCOs — non-commissioned officers, PS — professional soldiers,
CL - civilians, SE - secondary education, HE — higher education, CSC — Command and Staff
Course (master, specialist), N1— none, L — low, M-moderate, Mch — much, VMch - very much

Normalized rank values and differences in the ranking of motivational factors for
the respondents of different levels of salary satisfaction are graphically shown in
Figure 4. Due to the small number of respondents very satisfied with salary (12
respondents — less than 1%), the results of this group are not shown.
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Figure 4 — Rank of motivational factors — Salary satisfaction
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Normalized values of ranks and differences in the ranking of motivational factors
for the respondents of different age are shown in Figure 5.
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Figure 5 — Rank of motivational factors — age structure
Discussion

The conduct of the research has determined the hierarchy of motivational factors
for the work of the Serbian Armed Forces professional members and defined the
differences in the impact of motivational factors on the respondents of different
characteristics (staff category, age, level of education and salary satisfaction). The
average of the impact of the researched motivational factors is 3.57 and only the
criticism and punishment factor has the score that is less than 3 and amounts to
2.79. The criticism and punishment factor also has a negative effect on the
assessment of the internal reliability of the used scale, but it has been kept for the
sake of "obviousness", i.e. to point out small motivational impact to managers.

In relation to the assessment of the impact on motivation, the results show that
the factor with the greatest impact on the motivation of the Serbian Armed Forces
professional members is good interpersonal relationships. In addition to the
significant and undoubted impact of this factor and the assumed high level of impact
of salary amount, the high rank of the factor working and leisure time stands out, as
a probable consequence of the problem with manning in part of the questioned units,
which is evident from the available data on the level of manning, as well as
additional comments of the respondents. Furthermore, the level of impact of
incentives (13) is low, as well as the possibilities for professional development (14).
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A similar model of the hierarchy of motivational factors was obtained in the
research in Serbia in 2014, when the employees stated that they were most
motivated by good interpersonal relationships (46%), salary amount (40%), a job
they love (37%), job security (27%), and then the possibility of professional
development and career advancement (27%).%

The results show that the hierarchy of factors obtained by impact assessment and
ranking differs. It is noticed that the hierarchy determined by ranking favours material,
that is, tangible motivational factors (salary amount and employment security). In the
ranking process, salary amount is in the first place, good interpersonal relationships in
the second, and job security in the third place. Salary amount is in the first place in all
groups of the respondents, except that it is ranked in the eighth place by persons who
are very satisfied with their salary, in the fifth place by persons with completed General
Staff Course, and in the second place by persons younger than 25, civilians and persons
who are moderately satisfied with salary. It can be concluded that there are significant
differences in the impact of salary amount on motivation in relation to the perceived
rather than actual amount of salary. % Good interpersonal relationships are in the second
place, whereby persons with completed General Staff Course, civilians, persons who are
moderately and very satisfied with salary, rank this factor in the first place.

The motivators that influence soldiers in Sweden to participate in peacekeeping
operations are somewhat different: adventure, significant personal experiences and
self-actualization, earning extra money, increasing career opportunities and doing
something for others.*’

The characteristic differences in relation to age structure, which are noticed by
the analysis of normalized ranking values, show that the significance of salary in
relation to age of the respondents has the form of the inverted Latin letter ,U“ — the
smallest is for the youngest age category (younger than 25), with the increasing age
it grows to the maximum (36 to 45), when it begins to decline (older than 45).

The obtained results correspond to the results of a great number of previous
research, they coincide with the findings obtained in the US, where the importance of
interesting job increases with age, and the importance of advancement and personal
development decreases with age. %2 In China, workers under 30 rank development
opportunities to be more significant than people over 30.3

% https://poslovi.infostud.com/za-medije/Dobri-medjuljudski-odnosi-zaposlenima-vazniji-i-od-
visine-plate/48934/02/12/2020

% For persons younger than 25, salary is in the second place, although they have the lowest
incomes (25 officers, 5 NCOs, 1 civilian and 108 professional soldiers). Moreover, civilians also
rank salary in the second place, and their salaries are lower than salaries of professional military
personnel, especially having in mind the qualification structure (Primary Education-6, Secondary
Education-124, Higher Education-76 and Master-11).

3 EricHedlund, ,What Motivates Swedish Soldiers to Participate in Peacekeeping Missions:
Research Note”, Armed Forces & Society, 37(1), 2010, p. 186.

% Kenneth Kovach, ,What motivates employees? Workers and supervisors give different
answers”, gen. quote, p. 63.

% Cyntia Fisher & Xue Ya Yuan, ,What motivates employees? A comparison of US and
Chinese responses”, The International Journal of Human Resource Management, 9, 1998, p. 552.
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On the other hand, in the United Arab Emirates, salary is not in the first place
only for the oldest age category (40-50).3 In the survey in China, workers under 30
rank an interesting job to be more significant than a group of older respondents.®

Conclusion

The results of the research on a quota sample of 1401 Serbian Armed Forces
professional members (6.2% of the population), in which the scale of high internal
consistency (a = 0.829) has been used, show that the motivational factor with the
greatest impact is good interpersonal relationships, then independence in work,
success, self-affirmation, salary amount and working and leisure time. The least
influential factors are job with higher reputation and criticism and fear of punishment.

The hierarchy of motivational factors determined by ranking is not identical; in the first
place is salary amount, followed by interpersonal relationships, employment security,
working and leisure time and a good attitude of a manager. In the penultimate place is
the factor information on work, and in the last place criticism and fear of punishment.

The results of the research confirm, which has been noticed, that the Serbian
Armed Forces professional members attach great importance to salary amount, as
well as that their incomes, which they are not satisfied with, are not at the required
level. On the other hand, the second assumption, which has been confirmed and
experientially observed, is that for the Serbian Armed Forces professional members
good interpersonal relationships are a very important motivational factor.

It should be particularly emphasized that there have been noticed the tendencies of
growth of the importance of good interpersonal relationships, good attitude of a manager
and interesting job depending on the level of perceived income satisfaction, which further
indicates the importance that this factor has and will increase with the level of earnings
growth, that is, with the increase in the level of satisfaction of the Serbian Armed Forces
professional members with the income. Salary amount shows the opposite trend, whose
importance decreases with the growth of satisfaction with income.

The results of the paper also confirm the existence of differences in the hierarchy of
motivational factors depending on the characteristics of employees; with the growth of
the level of professional development of the respondents, the importance of salary
amount and employment security for motivation decreases, and the importance of
good interpersonal relationships, success and self-affirmation increases.

The proposed model can be used to study the motivation of the Serbian Armed
Forces and Ministry of Defence professional members, having in mind that it has
been verified on a great sample, as well as that it is general and with adequate
harmonization can be used in other organizations in the state and public sector, and
also in other types of organizations.

% Rafikul Islam & Belal Burhem, ,Employee motivation: A Comparasion between Malaysia and
UAE", Malaysian Management Rewiew, Jan-June, 2007, pp. 113-114.

% Cyntia Fisher & Xue Ya Yuan, ,What motivates employees? A comparison of US and
Chinese responses”, gen. quote, p. 552.
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The use of the presented results has minor limitations because the sample is not
random and stratified by all attributes of the respondents, which partially reduces the
possibility of generalizing the results. In addition, the impact of a limited number of
factors has been studied.

The following research can be further improved by the conduct on a stratified
sample according to all attributes and randomization of the order of factors, as well
as by using an appropriate computer platform.
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Summary

Motivation and work motivation are important multidisciplinary areas for the
successful functioning of modern organizations. Possibilities to improve the
effects and performance of all types of organizations through the impact on
employee motivation have resulted in numerous studies aimed at identifying motiva-
tional factors, their impact and hierarchy.

Motivational factors for work are numerous. Also, their influence and hierarchy
are variable and depend on socio-economic conditions, cultural determinants, as
well as the individual characteristics of employees. In order to improve the motivation
for work, there is a need to identify these factors and their influence on the moti-
vation for work of the Serbian Armed Forces professional members in their own
cultural environment and the current socio-economic conditions.

The paper presents a model for identifying motivational factors of the Serbian
Armed Forces professional members. The model was developed by using the
method of document content analysis, examination and statistical methods. Over
100 surveys of motivation were analyzed and a list of 16 motivational factors was
formed, which was used to create a scale in the questionnaire. During the research,
a high internal consistency of the scale was confirmed (a = 0.829).

The research was conducted from March until July 2020. Results, on a quota
sample of 1401 professional members of the Armed Forces (6.2% of the population),
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showed that the motivational factors are correctly identified, and that the motivational
factor with the greatest influence is Good interpersonal relations followed by Inde-
pendence in work, Success, Self-affirmation, Salaryamount, Working hours and Free
time. The smallest influence had Jobs with higher reputation, Criticism and Fear of
punishment.

The hierarchy of motivational factors determined by ranking has been slightly
changed. During the ranking the respondents gave somewhat more importance to
material factors, so Salary amount is in the first position, followed by Interpersonal
Relations, Employment Security, Working hours, Free time and Good attitude of
manager. Information about work is on the penultimate position, and Criticism and
fear of punishment is on the last position.

The model of identification of motivational factors for work can be used to
research the motivation of professional members of the Serbian Armed Forces and
the Ministry of Defense. Bearing in mind that the research was conducted on a large
sample of employees, who expressed their views based on perceptions and expe-
riences in specific jobs, and that the proposed model is general, with adequate
harmonization can be used in other organizations in the state and public sector, and
also in other types of organizations.

The results of this research can be used to improve the work motivation, orga-
nizational structure, normative acts, as well as for methodological and technical im-
provement of research instruments for future research.

Key words: Motivation (psychology), Work motivation, Officers, Non-commissioned
officers, Extrinsic motivation, Rewarding
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