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IIpu peasm3anuu BCEro KOMIUIEKCA MPOEKTHBIX MEPOIPUSITUN
COBOKYIIHbIC KalMTAJIbHBIC BJIOKEHUS COCTaBIsAOT 1496,9 muH. py0. [ns
peanu3aiuy  MPOEKTHBIX MEPONPUSITUNA PEKOMEHAYETCS TPUBJICUCHUE
KPEIUTHBIX CpeACTB moja craBky 22% romoBbix. [lokazarenn
3 PEeKTUBHOCTU: YUCTHIM TUCKOHTUPOBAHHBIN JI0X0JT COCTaBUT 582,8 MIIH.
py0., mpocToil Cpok oOKymaemoct 3,6 TOJa, JUHAMHYECKUU CPOK
okynaemoctu 4,9 roga, BHJ[ — 38% u unaexc noxonnoctu — 1,26.

Takum oOpa3zoM, MO pe3yJbTaTaMm IMPOBEICHHBIX PACUETOB MOXKHO
CeNaTh BBIBOJL O TOM, YTO MEPOINPHUATUS SIBISIOTCS YKOHOMHUYECKH 000C-
HOBAaHHBIMH U 11eJieco00pa3HbIMU 1Jisi peanuzanuu B yernoBusix OAO «llo-
CTaBbIMEOEIIbY.
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WORK MOTIVATION

Every person has different motivations for working. The reasons for
working are as individual as the person. But, we all work because we ob-
tain something that we need from work. The something we obtain from
work impacts our morale and motivation and the quality of our lives. Here
1s the most recent thinking about motivation, what people want from work.
Some people work for love; others work for personal fulfillment. Others
like to accomplish goals and feel as if they are contributing to something
larger than themselves, something important. Some people have person-
al missions they accomplish through meaningful work. Others truly love
what they do or the clients they serve. Some like the camaraderie and inter-
action with customers and coworkers. Other people like to fill their time
with activity. Some workers like change, challenge, and diverse problems
to solve. Motivation is individual and diverse.

Whatever your personal reasons for working, the bottom line, how-
ever, is that almost everyone works for money. Whatever you call
it: compensation, salary, bonuses, benefits or remuneration, money pays the
bills. To underplay the importance of money and benefits as motivation for
people who work is a mistake.

Fair benefits and pay are the cornerstones of a successful company
that recruits and retains committed workers. If you provide a living wage
for your employees, you can then work on additional motivation issues.
Without the fair, living wage, however, you risk losing your best people to
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a better-paying employer. Money provides basic motivation.

In a Workforce article, "The Ten Ironies of Motivation," reward and
recognition guru, Bob Nelson, says, "More than anything else, employees
want to be valued for a job well done by those they hold in high esteem."
He adds that people want to be treated as if they are adult human beings.

While what people want from work is situational, depending on the
person, his needs and the rewards that are meaningful to him, giving people
what they want from work is really quite straight forward.

People want:

— Control of their work inspires motivation: including such com-
ponents as the ability to impact decisions; setting clear and measurable
goals; clear responsibility for a complete, or at least defined, task; job en-
richment; tasks performed in the work itself; and recognition for achieve-
ment.

—To belong to the in-crowd creates motivation: including items
such as receiving timely information and communication; understanding
management's formulas for decision making; team and meeting participa-
tion opportunities; and visual documentation and posting of work progress
and accomplishments.

— The opportunity for growth and development is motivation-
al: and includes education and training; career paths; team participa-
tion; succession planning; cross-training; and field trips to successful
workplaces.

— Leadership is key in meotivation. People want clear expecta-
tions that provide a picture of the outcomes desired with goal setting
and feedback and an appropriate structure or framework.

In The Human Capital Edge, authors Bruce Pfau and Ira Kay say that
people want recognition for their individual performance with pay tied to
their performance.

Employees want people who don't perform fired; in fact, failure to
discipline and fire non-performers is one of the most demotivating actions
an organization can take - or fail to take. It ranks on the top of the list next
to paying poor performers the same wage as non-performers in deflating
motivation.

Additionally, the authors found that a disconnect continues to exist
between what employers think people want at work and what people say
they want for motivation. "Employers far underrate the importance to em-
ployees of such things as flexible work schedules or opportunities for ad-
vancement in their decision to join or leave a company.

"That means that many companies are working very hard (and using
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scarce resources) on the wrong tools," say Pfau and Kay. People want em-
ployers to pay them above market rates. They seek flexible work schedules.
They want stock options, a chance to learn, and the increased sharing of the
rationale behind management decisions and direction.

Workers like to know that what they do has a positive impact on the
people and world around them. This may be as simple as bringing a smile
to a customer by selling them a fashionable shirt or fixing a plumbing prob-
lem in a customer's house. Center your business around providing topnotch
customer service. Happy customers help to make employees happy and
keep them motivated. The reward of customer appreciation can go a long
way to keeping employees interested in their work on a day-by-day basis.

Business owners need to understand what the motivations of work-
ers are in order to effectively manage and grow a business that has the full
support of its employees. Money is often the first factor to come to mind,
but successful entrepreneurs will see that as just one part of a larger picture
of incentives that drives employees to excel at their jobs.
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IPPEKTUBHOCTD HPyPOﬂOOXPAHHOﬁ AESATEJIbHOCTH
B OAO «bOBPYUCKHUHU 3ABO/J] TPAKTOPHBIX JTETAJIEU U
AT'PET'ATOB»

JIrobast yemoBedeckasl JAESATEIbHOCTh OKa3bIBAE€T BO3JICHCTBUS Ha
OKPYKAIOIYI0 IPUPOJHYIO CPEAY U HE 3aBUCHMO OT TOTO KaK BIUSIOT 3TH
BO3JICHCTBHUSI, IOJOXKUTEIBHO WM OTPULIATEIBHO, B MPUPOJHOM Cpene
IPOUCXOAT U3MEHEHU. Tak Kak MpUPOIAHBIE MPOLECCHI XapaKTEPU3YIOTCA
3aMKHYTBHIM LIMKJIOM, TO U3MEHEHHUS! OJJHOTO KaKOro-JIMOO 3BEHA MPHUBEACT
K U3MEHEHUIO BCEH CUCTEMBL.

OAO «b3TlnA» kak wu Jr000€ TPEeANnpUiTHE, OKa3bIBACT
BO3/ICIICTBHE Ha CJENyIOIINE IPUPOIHbIE OOBEKThI: aTMOC(HEPHBIN BO3IYX,
3eMIIIO (TT0YBY), BOJHBIE OOBEKTHI, d)KUBOTHBIN U PACTUTEIbHBIA MUP.

Lenbro paboThI SABJISLIIOCH OILIEHKA ¢ exkTuBHOCTH
npupotooxpanHou nearesbHOCTH B OAO «b3TIuA».

JInst nocTHKEHUS TOCTABJIIEHHOM LENH PEeUIeHbI CIEAYIOIINE 3a1a4u:
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