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Abstract

In this article cross-cultural differences and mation are analyzed, motivating employees is egsefur any organization aspiring to succeed.
Motivation is very topical in the context of a pam&s work and personal life. That context is gsegtfluenced by cultural variables, which affece th
attitudes and behaviour of individuals on the Bhoss-cultural differences to a considerable degreémportance not only in international business
but in the each country. The study has an objedfvexploring how cross-cultural peculiarities thge of motivational practices. The difficult of
implementation employee motivation have been idiedtifor some cultural factors in various countrid&iddle manager motivation differences
analyse was based on findings two countries: SwaddrRussia.

KEYWORDS: cross-cultural differences, motivation|tare, organization.

Introduction management and local staff and many other problems.
Many of these problems could have been averted or

This article summarizes the insights of differentlessened had the expatriate manager and the local
authors into the main factors of motivation accogdi counterparts and colleagues been better preparettiefo
cross-cultural approach’ which very importance indifferences in work patterns that they would enderin
organization management process. In consideringt wha Motivation of employees is one of the most
motivates people, organization has to understaedt th important issues facing companies today. The need t
needs, goa|sl value systemS, and expectations_mWn instil employees with motivation is becoming eveorm
what their nationality or cultural background, popre  important especially with the shift towards a more
driven to fulfil needs and to achieve goals, buatvare  socially and culturally responsive workforce. Theopty
those needs, what goals do they want to achieve, af@sk is to identify cross-cultural differences ofioyee
what can motivate that drive to satisfy their goals needs and the creation of employee motivation requi

Novelty and relevance of the articleThe process both mind and heart. Since employees are motivated
of globalization is worrying Lithuanian companiasectco ~ More by being valued, appreciated, and respectad th
personnel changes in the structure of the inteynati they are by money.
dimension. This is especially expressed in the grow The scientificproblemof the article can be defined
period, when not enough of the local labor foraej &0 as follows: leeping people in the workplace motivated is
fill this gap, companies will have to accept imnaigts of ~ crucial to success and when personnel feel valued,
other nationalities. Cross-cultural differences dyee a  recognized and supported they perform better; dey
pr0b|em: how to manage the Company's multi-ethtaif s motivated, reSponSibIe, and prOdUCtive. HOWQVEMV,hO
on how to properly motivate them to achieve thewhy and when people get motivated differs across
company objectives. cultures.For some financial gain is a motivating factor,

Employee motivation is one of the most important inbut not for a long timeDepending on the culture of the
the management Companies toda_y_ It goes to theadore individual their reasons for feeling motivated widle
many an expatriate manager's role while workingtirer ~ relative
countries. People are motivated by many differaatdrs, Talking about the level to which the scientific
of course, but expatriate managers working here beay problem has been research, Czinkota, Ronk_ainenfevlof
motivated by the prospect of future promotion, high(2008); Chen (2010); Holden (2002); Whitfield (1997
living standards, overseas experience, adventund, aWiley (1997); Jackson, Bak, (1998); Sirota, Greeod
many other factors. One of the biggest challenges d1971); Hui (1990); Wiley (1997), and others shobk
working in a foreign country is learning how to opte in ~ Mentioned, as their publications and research tesul
a different cultural setting. Business may be bessnthe interpretation the main problem of cross-cultural
whole world over, but the way it is conducted diffe differences and motivation. Nevertheless, in theeaech
widely. Mangers have heard numerous stories abod{orks by Lithuanian authors these aspects are yrarel
cultural snafus, missed appointments, differences ifound (Savareikiene (2011) analyzed partly employee
management style causing problems at the officst lo needs differences between Lithuania and othersmsyi
orders or down time on production lines due toaseri Fey (2005), Hofstede (1980a), Hofstede (1980bite
miscommunications, labour problems between foreigit1997) analysed the problem of cross-cultural dffiees
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and middle managers motivation aspects. In thagies  2010). There is a high personal and career costifor
the authors focus on the level the manager needspatriate employee who fails, and such failuresvary

satisfaction. costly for his or her company, as well. Chen's @01
Research subject:cross-cultural differences in the study looked at the overseas assignments of manayer
motivation domain. a large U.S. energy company. Overseas assignments
Research aim:to define motivation differences in typically lasted about two years. While some marage

the cross-cultural aspects. chose to take an overseas assignment and regaraed i

positive career step, others were assigned to their

Theoretical framework of the research: Cross- oOverseas job. Chen measured the managers’ willssgne

cultural differences and motivation to adapt cross-culturally and their belief in theiility to
succeed in their assignments. Motivated managers we

those people willing to try harder and work harder
"'overcome cultural challenges, and willing to giyethe
need to do things the American way

Analyzing cross-cultural problem we can find Chen
(2010) study about overseas assignments of managers
a large U.S. energy company. Overseas assignments
typically lasted about two years, while some manage
chose to take an overseas assignment and regaraed i
positive career step, others were assigned to their
overseas job. Was noticed by Chen that the mariagers
willingness to adapt cross-culturally and theiridfein

In the world of international business practice
manager plainly bring an intercultural and croskucal
dimension to their thinking and behaviour, and draya
sharp line between the two, even for theoreticappses,
may be counterproductive. Holden (2002) has opted f
cross-cultural as the preferred generalizing teomtfie
following reason. In the UK and USA there is nouldb
that the termcross-cultural prevails overintercultural
with respect to the international activities of ragers.
The term intercultural has wide currency in several
European languages, but is clear thaterculturel

(French) andnterckulturel (German) do not exclude the their ability to su%ceed In th|e|r a}ﬁggnments.hl\/ﬂgg;j
comparative dimension more strongly implied in theManagers were those people willing to try harded an
word cross-cultural. work harder to overcome cultural challenges, antingi

Cross-cultural management is a theme of© give up the need to dc_).thin_gs the Americ_an Wiehe
considerable and increasing importance in inteonati a§3||?nmentrs] were class(|jf|ed |rr]1to the relatlt\)/e %\m
business. There is not enough of theoretical aadtigal challenge they presented to the manager based on tw
material on the subject. However, there is one @spek® factors. First was the amount of support preditly

which has from academic point of view, generallgte the hom_e company in the overseas subsidiary_. _This
underrated and in most cases, neglected compléibiy. support included everything from language training,

practice extends, for example, in to business gthiat f|nanC|a_1I assistance, support fOT fam|I|es_, career
certainly not into cross-cultural management. "Guat mentoring, local resources, and the like. Expasatften

risk is just as real as political risk in the imtational find i_t more challenging to adapt when their firmes not
business arena” (Czinkota et al., 2008, p. 264thé&a provide su_ch support mechanlsms. The oth_er fact W
than diminishing or eliminating cultural differerszethe ::ultural dlstall.n(.:e, which encompl)asses dlffereR;e_s n
internationalization of business across cultures. anguage, religions, governmental systems, worlyie

One of essential elements of management employe d zoual_"mhores. An A|;]nelr|can rr]nflsllnaggr workmg In
is concerning work-related motivational factors,dan ~@nada will have a much fess challenging experience

researchers indicate that the factors that motitatay’s g‘ag an American worI;]lng '?] Ch||na—|o(;.ﬁN|ger|a, or
workers are more extrinsic than they used to beaAt P4°a&h Of ?ny’\;l:ountryfwtﬁret € ctu_tura r: eresnaeifte |
deeper level, monetary rewards communicate what th ery great. Many o € countries where cultura

company values and affect employees’ emotional an |ff[?1rer&ceslwe_re grea}'élest ;]Nere "?‘ITO hlgh-ztrefﬁlxtq%
familial wellbeing. For organizations operating nmore in the developing world, where violence and civires
were common.

than one country valuable for improving employee L
y P g ploy Chen (2010) also notes that cross cultural motivati

attitudes, because there are cross-cultural infleeron . . heloed th halleingte
employee attitudes and the use country norms i) expatriates helped them overcome some cha °

preferable. Concepts such amployee recognitiowan not others. l\/rl]onvatrl]orlll alone W?sntleno:.lgz_to rbkpm b
have different meanings due to different culturalaming overcome the challenge of cultural distance, but
(Hui, 1990), and this can affect the equivalencehef motivation Is one O.f the fag:tprs: make up for a |agk
measurements of employee attitudes across countrigd/PPOrt in the!r forelg.n subsidiaries. . .
Scientists and businessman should try to understasd With an increasing number of foreign enterprises
foreign culture and the language and don't igndva, t operating in China, there is a need to focus on the

that the main reason to learn how motivate empldlyse motivation of Chinese workers in such enterprises) _
countries. the way that human resource management practices

Multi-national companies rely on expatriate address Chinese W_or_k values an_d motivational factor
managers sent for long-term overseas assignmersist to Problems of product!vny and retention of employbase .
up new operations abroad, drum up new businedslpr been r_eported which rgflect on the ways foreign
run their subsidiaries around the world. About ongof ~ €OMPaNIES attempt to motivate Chinese employeésn of

three of these managers will fail in their assigntee- relying on practices drawn from concepts which wiork

either they come home prematurely, or they fail tothe West. Meaning attitude explain that Western

accomplish what their organization had hoped fdr companies not like to work in a Chinese contexiahee
P 9 P ec Chinese work values and motivation are differeoinfr
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Western. A study of 13 companies in Beijing is m@d researches. Monographic descriptive method, arsalysi
(Jackson, Bak, 1998) about the need organisations tind synthesis are used in the paper to study thiglgm
affect structural and policy changes in the ardasules  motivation and cross cultural differences.
and procedures, reward systems, corporate ideatity Empirical research was based according Maslow
career planning. The provision of appropriate exgi® needs theory. Research into the expression of dbe |
manager training is also suggested. motivation process in organisations of Lithuaniaswa
Whitfield (1997) analyzed peculiarity Indonesianorganized (N=1669), and research findings (sedeTHp
employee motivation and his finding in this domain.on employee priority needs by main groups of emgdsy
Indonesian managers, however, are working in tim  in the organisation are given below (Savareiki&d,1).
country and are working in their own cultural sugpo Findings of this empirical research into employeeds
systems, so motivation differs between Indonesiaim Lithuania are somehow specific if compared to
business culture and standard Western businessreult employee needs in the EU and other countries becaus
In Indonesia, where business is always personahere social and safety needs are dominating. latiee
motivation depends strongly, but not unsurprisingly  was used information researches others scien8gtsta,
more personal factors than those of the West. I8 waGreenwood 1971; Kovach 1987; Hofstede 1991; Wiley
noticed by Whitfield (1997), that “family, religion 1997; Whitfield 2007 in the aspect of differences i
health, and other so-called personal factors oftemotivation.
determine an Indonesian manager's performance on a
daily basis. Western preoccupation with money a&s thResearch results: Cross-cultural differences and
prime mover in work performance does not apply Well otivation
Indonesia. Of course, Western employees do not just
work for the money, either. There are many othetois
that determine job satisfaction. However, there i
definitely a strong belief in the West that rewaglextra
performance by offering second shifts, authorizin
overtime payments, increasing appraisal bonused,
giving other financial incentives are an effectisad
time-tested method of motivating employees.
Unfortunately, that Western belief as applied
Indonesian business culture is one of the mainesao$
confusion and frustration.

Motivation research through employee satisfactfon i
%/ery important as the satisfaction of their neeughie
work environment contributes to the goals of the
gorganization. Empirical research Savareikiene (2011
Nevealed different groups of personnel needs piggri
(table 1), and this demonstrates the fact that eviérin
countries observed differences in the needs of @yepks.
¢ was found during the investigation that all @rfoups

(executives, specialists, office workers (clerkpriers)
as priority needs dominate the social and secoagds.

The results of researches others scientists: Sirota
Greenwood 1971; Kovach 1987; Hofstede 1991; Wiley
1997; Whitfield 2007, in the aspect of differendes

Mainly comparative, analytical and systemic motivation shows that in most European countrie® al
methods have been used in the article, taking intdominate social needs, which indicate that in the
consideration the large amount of scientific litara and  Lithuania dominated European management model.

Research methodology

Table 1.Priority needs by employee groups in the Lithuania

Employee group
| place Il place Il place IV place V place
Executives Social Safety Self- Physiological Esteem
actualization

Specialists Social Physiological Safety Self- Esteem
actualization

Office Social Safety Physiological Self- Esteem

workers(clerk) actualization

Workers Physiological Safety Social Self- Esteem
actualization

Source: Savareikiene, (2011)
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Key findings of comparative analysis of staff needs the country; secondly, strong avoidance of
priorities and needs in Lithuania, the EU, the U#l a uncertainty (Cross — Cultural Motivation, 2007).
global wide are as follows: e In the states where people strongly avoid

e Social and safety needs are dominating needs of uncertainty (instability) (Japan, Greece, Mexico)

various groups of employees in organisations of priority is given to safety needs (Cross —
Lithuania. Cultural Motivation, 2007).

e Social needs are employee priority needs in the Comparative analysis has enabled to ascertain the
EU states, e.g. Norway, Denmark, Finland, thefact that employee priority needs are determined by
Netherlands where life quality is high (Cross —firstly, the level of the country‘'s economic devetoent,
Cultural Motivation, 2007). and secondly, by historically developed culturgbexds

e In English speaking countries esteem and selfconditioned by historical heritage.
actualisation needs are the most important and The prime purpose of the manager is to ensure that
safety needs are less important; in FrencHis organization serves for its basic aim impleragob.
speaking countries safety needs are mor&anagerial work across domains is more similar than
important and demanding job is less importangdifferent, and one of manager duty is to motivate i
(Sirota, Greenwood, 1971). subordinates, but the question is what s motivaked

e In the US organisations employee priority needgnanager. The globalization is one of the reasorsoize
are under the influence of the following countryjob motivation process in cross-cultural aspectveen

rating criteria: firstly, high life quality levelni ~managers before their important role in the orgaron
development.

Table 2.Differences of national cultures (in index)

Elenkov (1997) Hofstede (1980a) Hofstede (1980b)
Four important traits national Russia Sweden USA
culture
Individualism 40 71 91
Uncertainty avoidance 87 29 46
Masculinity 50 5 62
Power distance 89 31 40

Source: Fey (2005)

The study of this article chapter will base oncultures according Hofstede s model (1980). Thisleho
Hofstede cultural dimension theoryFey (2005) study identifies four important traits on which natioralltures
about manager motivation aspects in different cettu often differ: power distance, masculinity, uncertgi
was based on most popular Maslow need theory. Thevoidance, individualism. By the reason Russia nats
author compared the factors which best motivatedshe included in this Hofstede s model, Elenkov (199fig¢ra
and Russian middle mangers, and noticed that deantr has conducted a study based on managers in Ruissa.
have very different national cultures. One of thedifferences of national cultures can see in Table 2
objectives this study was briefly to analyse twaortioies

Table 3.Comparison middle manager motivation factors

Sweden Russia
e Swedish mangers do not become more e Russians are striving to fulfil lower level needs
motivated when bonuses are used to a greater and have lower personal income taxes are
extent; extremely motivated by salary increases;
e The interesting tasks positively affects Swedish e Russians are highly motivated by increasing
manager motivation; the use of bonuses in their compensation
e Swedes are concerned about satisfying higher- package;
order needs an thus highly motivated by having e Russians can work hard if they given the
them satisfied; proper incentive;
e Providing a more pleasant work environment e The interesting tasks has a little effect on
serves to increase Swedish managers Russian managers motivation;
motivation; e Russians are lower on Maslow s (1954) need
e Swedes are more motivated more equitable hierarchy and they provided more basic needs;

environment;

Source: Compiled by the authors with referencegy (2005)
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Of course Russia was in period of transformakiah attitudes that respond to employee priority needs
the cross-cultural differences are obvious. Thea dat have been established to orient organizations in
Table 2 shows that Russian mangers used to hiécatch their search for motivating factors.

organizations and high power distance and unceytain
avoidance. In this cross-cultural countries comtras

interesting study findings of middle manager mdiva References
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e Analysis of cross-cultural aspects demonstrateOTYVACIJA
misunderstanding some motivation dimension in
different countries: concepts such esiployee Santrauka

recognitioncan have different meanings due to o _ o
different cultural meaning. Globalizacijos proceso vystymasis turi tiesiggin

e It has been established that differences in middI@°VeiK organizaci valdymui, o tuo p&u ir jy personalo
managers needs depend on the cross-culturgfotyvavimui. Tarpkuliriniy skirtumai ir motyvacija,

characteristics of different countries. Motivating <Uri 1aikoma multinacionalinj kompanij, reikSmingu
valdymo instrumentu, vis dazniau tampa mokslini
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diskusiy objektu. Tyéjai analizuoja atskiy Saliy

motyvacijos ypatumus ir bando identifikuoti reik¥mus

tarpkuliirinius veiksnius, slygojartius vieno ar kito
regiono ar Salies organizagijpersonalo motyvavimo
specifilg.

Moksling straipsnioproblemg galima nusakyti taip:
organizacijos valdym ir jos personalo motyvavign
apsunkina tarpkulriniai skirtumai, sukeliantys i&&ius
motyvacijos realizavimo procese. Taip atsitinkal d
kompanij; plétros proceso, kuriant filialus uzsienio
Salyse, arba net perkeliant savo vgiklkitas Salis, kai
tenkajsilieti j kitos Salies kuttros aplink, ir sprsti iS to
kylancias problemas. Problema kyla ir séiant savo
kompanijos vadovus dirbii uzsienyje esatius filialus,
nes reikalingas naujas po#s jy motyvavimui kitokios
kultaros aplinkoje.

Tyrimo objektas: tarpkulfiriniai skirtumai ir
motyvacija.
Straipsnio  tikslas — identifikuoti esminius

organizacij personalo ir vaday motyvavimo skirtumus
tarpkultiriniu aspektu.

Straipsnyje analizuojamos problemos, iSkylaa
organizacijoms  motyvacijos  srityje tarpkuihiy
skirtumy poziiriu, kai jos jkuria savo filialus uZsienio
Salyse: pirma ngmanoma transportuoti darbuajoj

motyvavimo sistemos tas Salis, kadangi susiduriama su

kultariniais skirtumais, antra, sigiant savo vadovus
dirbti j tuos filialus kuriam laikui, |} adaptacijos
laikotarpis  pareikalauja itin  dideli pastang
tarpkultiriniams  skirtumams jveikti.  Identifikuoti
reikSmingiausi faktoriai tarpkultiniy skirtumy ir
motyvacijos procese. Téjiy studijos atskleidl jdomy
reiskin: netgi
suvokiamos nevienodai, o tai reiSkia faikymo ver¢

skirtinga, todl valdymo procese kyla nesusipratimai.

Ryty Salyse Vakar Saly Zmones (pavyzdziui
Indonezijoje) motyvuoja ne pinigai, jiems pasitankia
darbu teikia kiti veiksniai, thau uZsienio organizacijos
savaime tampa patraukliomis ir motyvuajemis
vietiniams gyventojamsétl nuostatos apieyj mokamus
priedus, apmokamus virSvalandzius bei
vakarietiSkas motyvavimo priemones.

Kitas straipsnyje svarstomas paris susigs su
darbuotojy poreiky prioritetais bei y skirtumais
tarpkultiriniu  aspektu, kai identifikuojami ne tik
preferenciniai i aktyvia veiklg jsitraukusy asmen

poreikiai, bet y diferenciacija pagal personalo grupes.

Straipsnyje pristatomi Lietuvos organizacipersonalo
poreikiy tyrimo, remiantis Maslow poreiki piramics
klasifikacija, rezultatai pagal personalo
(Savareikien, 2011), ir lyginami su kit pasaulio region
tyréjy atskleistais preferenciniais poreikiais. Lyginamoj
analiz jgalino atskleisti ¢ fakta, kad Lietuvoje
dirbantiems Zmao#ms aktualiausi socialiniai ir saugumo
poreikiai (iSskyrus darbinink pogrup), skandinaviskose
Salyse socialiniai poreikiai iSkylapirmg vieta, angliSkai

kalbartiose Salyse vyrauja pripazinimo ir saviraiskos

motyvacias nuostatos skirtingose Salyse

kitas

grupes

poreikiai, o Salyse, kur vyrauja nestabilumo pozimi
(Meksika, Graikija, Japonija) — aktualiausi saugumo
poreikiai. Organizacijos personalo begjdr prasme
poreikiy prioritety diferenciacij apsprendzia dvi
determinanis: pirma, kiekvienos Salies ekonominio
iSsivystymo lygmuo, antra, istoriSkai susikkps§aliy
kultariniai aspektai, gygojami istorinio paveldo.
Motyvacijos proceso realizavimagairiose Salyse tampa
tarptautini kompanij; iSSikiu, reikalaujadiu finansini
iStekliy, laiko, kompetendij ir jégy, ir subtilaus valdymo
proceso. Globalizacijos procesas, atveriantis auja
galimybes organizagjj sklaidai bei tarptautini iStekliy
pasitelkimui veiklos rezultatams pasiekti, karturéiee
priimti bei kirybingai spesti iSSikius, siekiantjveikti
tarpkultirinius skirtumus. Tarpkultiniy skirtumy ir
motyvacijos studijos gali pasitarnauti  naujiems
moksliniams tyrimas, kadangi &y moksliSkai pagsta
informacija Siuo podiriu suponuoja organizagij
vystymasi bei transformuojay jvaldymy motyvuojartiu
aspektu: reliatyvi abipés nauda tiek jgyvendinant
organizaciy tikslus, tiek tenkinanty personalo poreikius.
Apibendrinant atlikto tyrimo rezultatus galima tiig
e Siuolaikine vadyba grindziama darbuotpj
motyvavimu, todl pagrindinis émesys privalo
bati kreipiamas personalo poreiki
identifikavimui. Poreiky identifikavimas tampa
problema, kai organizacijos personalas
daugiatautis. Globalizacijos procesoétp ir
ekonominis Salies augimas skatina pasitelkti
darbo gga iS kity Saly, Stai tada tarpkultiniai

skirtumai tampa vadybine problema,
motyvuojant organizacijos persogal
e Nustatyta, kad tarpkditiniu poZziiriu

motyvacijos aspektu kyla nesusipratimai tly
paiy motyvacijos dimensi pavyzdZiui,
darbuotoy pripazinimas skirtingose kultose
jgyja skirtingas reikSmes.

e Atlikta analiz jgalino atskleisti 4 fakty, kad
skirtingose Salyse ir skirtingose Kiulbse
stebimi  nevienodi  atskir organizacijos
personalo grupi poreikiy prioritetai, toel,
perkelus savo veild | kitos kultiros terg,
organizacija turi iSsikelti uZzdavin nustatyti,
kokie yra personalo ir jo grupi poreikiy
prioritetai.

e Motyvuojartiy faktoriy analiz Svedijos ir
Rusijos vidurinio lygio vadoy aspektu
pademonstruoja esminius skirtumus, o tai leidZia
daryti iSvad, kad jtraukusj kompanijos veild
kitos Salies piligius, hitina susipazinti suyj
poreikiais ir t poreikiy tenkinimo galimybmis,
kadangi motyvavimo politikos mechaninis
perkelimas gali lti neveiksmingas.

Pagrindiniai Zodziai: tarpkultiriniai skirtumai, motyva-

cija, kultira, organizacija.
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