








satisfaction will create the basic wrge in a human being The
behavipw will be a more complex phenomenon substantially
influsenced by perceived rewards,persanality,informal group
influences. As a part of the free enterprise society governed by
the competition and free trade; a person has to always strive to
satisfy his needs. The psychelogical needs may be satisfied and so
alsao the social needs, if the person happens to be reasonably
successful  in his life but the security need are seldom
satisfied.There always exists a possibility that one may loose
what he has already acquired if one does not strive enouwgh to
garn it.

The level of competition determines what the level of  security
need satisfaction is. As a consequence, security need is one of
the predominating influsnce working on the motivational pattern of
such an individual.There is  always -a balancing action between
perceived rewards and perceived losses. Contrary to this in a
developing countries under socialistic norms  the . security  needs
are fully satisfied It is the ego need (psychological} which
takes predominance and as no check is exercised by the security
needs the psychological need depending upon personality of the
employee may appear in the form of highly erratic behaviour.The
balancing is no more because there are no perceived losses,if at
all there is anything,it is the perceived gains. Ll

Fig.4 shows the detailed model of the labour sector .The customer
order rate influences the desired labour which determines  the
1abour hiring rate which increases the labour pool.The labour pool
and labour productivity decides the potential output from the
labour .potential output from +the labow in twn affects the
production rate. As the level of technology. increases the labour
requirements also decreases causing  a l1pw motivation of the
emplovees. The motivation is governed by the need. pattern of a
person.For simplicity  only two categories of needs - ythe
physiological and psychological have been considered and these
needs in the inverse proportion of there satisfaction coreates a
basic urge in the human  being which 1leads: to behaviour. The
beohaviour can be desirable or erratic depending on many factors
such as personnel goal,working :conditions and degree af
supervision  (Sabegh & Sharma,1991).A person -before 2ngaging
himself in erratic or desirable behaviour weighs his perceived
losses and perceived gains.The perceived losses are affected by
the security need satisfaction. The higher is this satisfaction
less will be the perceived losses and will lead to. more erratic
behaviour reducing labour output.The security need satisfaction
depends on the level of competition present and also on  the
government regulation.The level of competition is influenced by
the markst share,with larger market share and lesser competition
security need satisfaction decreases.The delay in rewards
sFinancial and non fimancial leads to increase in  the earratic
behaviour.The professional effort for on—the—4job training and
leadership reduces the esrratic behaviour.

The Professional Resources
Professional resources are adain a type of human resources but
different and distinct in nature by being oriented towards making
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the necessary business decisions,laving down ponliciss and
providing organizational leadership{Sharma % Sharma, 1982).

As distinct from effort which contribute directly to enhancing and
or supporting the productive function,the managerizl know  how isg
the input which . sets the direction.Lynesis (1984)states ~ that
"professional resources manage the activities of the company,they
inevitably influence all aspects of the competitive value o©f
company products in the marketplace, understanding the effect of
professional resources on corporate growth is much more  difficult
than understanding the effect of production and financial
resources. : :
Ranftle (1981) has stressed  that the technique practiced by
management have tremendous poteptial  for  either stimulating or
depressing productivity.management attitudes,action and persanal
example prevade the organization and directly affect employee
attitudes motivation and action.In another context he states that
"Management must create a proper climate for high productivity— an
openperformance. oriented professional climate...”..

The above discussion shows that the ' relationship between
professional resources and productivity is complex.Productive
professionals must sxercise acute WA BNeSS and
perception;continually picking wup and interpretting cues and
tailoring their apprnaches and techniques as appropriate for  each
situation. :

Fig 5 shows the professional resources sector model +the basic
structure of the model is common in many wavs with . that of the
Lyneis (1984).The professional sffort available can be directed to
‘other . sector. depending npon” the productivity indices. The
productivity indices have been compared with the base period indewx
before dec1d1ng the the amnunt af at+ent10n a ‘particular saction
neseds. et -

The Model Limitation RS

The primary difficulty in using this mudel is the units whlch areg
not 2asy o measure marny behavioural factors
quantitatively;however attempts have been made to partial guantify
some of - the factors.The motivational mndel has heen  simualated
without bothering for units.. : :

Conclusions o . : .
Simulation experiments with this model have been tried and
foliowing policy guidelines are being suggested.:

1. For organizations +to imsprove prodoctivity especially in
developing countries,it is the guality or skill' of managerial
raesowrces  which plays . the dominant part’ in improving
product1v1ty.

2. But of the total prufess:unal effort available, more effort has
to be directed towards on the job +training of employvees  for
improving productivity gains. . :

3. The productivity measurement provides valuable information “to
strategic policy planners in making decisions to concentrate on
specific operational areas to improve productivity.

4. The management philosophy is to be so oriented that the
necessity of striving to earn and its consequent enforcement
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through a perceived reward and fulfillment cycle does not get
obscuwred.

S. The external factors such as the pelitical factors, government
regulation , Bureaucratic delays,pay policies and autonomy in
decision making have to be made more conducive. : S :

4. Declining professional efficiency can be avoided by ‘leszer
growth rate and market share. ’

7. A= the market share grows substantially jand the level of
competition falls,this reduces the presswre on the professionals
thereby reducing productivity.B8. The rapid changes in technology
does not improves productivity substantially unless it is matched
hy quality of professional.

To improve productivity of organization a strongly motivated
professional cadre of managerial and technical executives have to
be created and attracted to run the enterprise as distinct profit
centre all necessary authority backup support ang flexibility have
to be offered to make the management more autonomous and
accountable for results. Capable professionals willing to shoulder
the responsibility have to Ffind the higher births,all other
consideration must rank secondary. Strong leadership which
influences and alters the motivation aspects of the employees has
to be created at 311 levels and a tough minded philosophy of
management has to be pursued,any  irresponsible . behaviour
detrimental to productivity has not to be condoned for any reasons
whatsosver.The external factors like labour laws, labour courts
trade unionism and pbdlitical situations have to change for
improving proguctivity.An ethical competition should always be
present for maintaining pressure . on  the management to be
roducrtively orisnted. h
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