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Introduction

The idea of knowledge-based economy is 
widely recognized among the European 
Union economists and politicians. The 
economy, based on the use of knowledge, 
has unlimited growth opportunities (Ma-
vroeidis, Tarnawska, 2017). Moreover, 
innovative companies are more resilient 
to economic downturns and shocks (Bris-
tow, Healy, 2018). Therefore, modern 
companies, which seek to create signifi-
cant added value and be competitive in 

the international market, should imple-
ment innovations in their daily activities. 
Business innovations face many chal-
lenges, such as fund raising, adequacy of 
equipment and infrastructure, staff train-
ing, hiring of suitable employees, their 
preparation and further support, plan-
ning of the employee and supplier ser-
vicing, expansion and migration through 
new channels of communication. In ad-
dition to such complex challenges of im-
plementation and development of inno-
vations, companies also face other factors 
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Inovacija – sudėtingas procesas, sukeliantis įvairius pokyčius organizacijose, nes inovacijos sėkmei didžiausią 
įtaką daro personalas. Taigi, tyrimu siekiama teoriškai bei empiriškai nustatyti veiksnius, lemiančius teigiamą 
darbuotojų požiūrį į įmonėje diegiamas inovacijas Klaipėdos viešojo transporto paslaugas teikiančiose įmo-
nėse. Tyrimo rezultatai rodo, kad svarbiausiais veiksnys, skatinantis darbuotojų teigiamą požiūrį į inovacijas, 
yra materialinis skatinimas, mažiausiai reikšmingas - galimybė dalyvauti ir būti įtrauktam į inovacijos kūrimą 
ir diegimą. Dominuoja tie veiksniai, kurie labiausiai sietini su asmenine nauda pačiam darbuotojui, o ne su 
nauda organizacijai. 
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which can ruin all the efforts to imple-
ment innovations. 

The resistance of employees to chang-
es is one of the factors which is the most 
common cause for the failure to imple-
ment innovations (Berna-Martinez, Ma-
cia-Perez, 2012; Zwick, 2002; Mansor et 
al., 2013; Kvedaravičius, Lodienė, 2002). 
The specifics of business innovation lies in 
the fact that in everyday life technological 
innovations are highly appreciated at the 
social level; however, the innovation im-
plementation in the workplace causes dis-
satisfaction of employees and is accepted 
unwillingly.

Although technology adoption is very 
useful and recommended in any business, 
not all the participants of the innovation 
process see it in the same way. This leads 
to resistance to the changes caused by in-
novation (Rashid, Sohail, Aslam, 2011). 
Despite the fact that innovations play a 
significant role in many companies in 
terms of growth and profitability, the in-
novation process is characterized by a 
high level of failure (Zsifkovits, Günther, 
2015). Approximate estimates show that 
in the product category 40 to 90 percent 
of innovations have not yet become com-
mercially successful (Claudy, Garcia, 
O’Driscoll, 2015). Approximately 70 per-
cent of organizations failed to implement 
the change programmes due to the resist-
ance of employees to changes (Mansor et 
al., 2013). Innovation has real benefit only 
if it is adopted in the company that im-
plements it, and the main resource which 
shows whether the innovation has been 
implemented in the company or not is 
the employee. For this reason, the versa-
tile study of the employees’ resistance to 
innovation, their positive attitude to the 

process of innovation implementation is 
highly relevant.

The problem of innovation implemen-
tation in Lithuania has been analysed by 
a number of scholars (A. Jakubavičius, 
R. Srazdas, B. Melnikas, R. Garuckas, 
J.  Mačerinskas, I. Zabielavičienė, S. Po-
gosian, I. Dzemyda, S. Valentinavičius, 
L. Sapiegienė, V. Juknevičienė, S. Stoškus, 
V. Pukelienė, R. Vitkauskaitė, etc.). 
The problem of resistance to innova-
tion has been more thoroughly explored 
by foreign researchers – A. M. Alad-
wani, J.  Berna-Martinez, F. Macia-Perez, 
M.  Mansor, N. Mat, N. Abu, A. Johari, 
S. Mittal, S.  Sawang, K. L. Unsworth, 
T. Zwick C. Manca, M. Grijalvo, M. Pala-
cios, etc. Although the problems of inno-
vation implementation in companies and 
a positive attitude of employees to innova-
tions have been analysed by both, Lithu-
anian and foreign researchers, this prob-
lem has not yet been investigated in full. 
So far, the specific factors which foster a 
positive attitude of employees to innova-
tion implementation and reduce their 
resistance to changes in the organization 
have been scarcely analysed in Lithuania. 

The problem of employees’ resistance 
to innovations and formation of a positive 
attitude to them determined the chosen 
object of research of this article – a posi-
tive attitude of employees to innovation 
implementation in the organization. The 
purpose of research is to identify the fac-
tors which determine a positive attitude of 
employees to the innovations. To achieve 
the purpose, the following tasks have 
been set: 1)  to provide the generalized 
analysis of scientific research publications 
on the causes of employees’ resistance to 
innovation and the means to overcome 
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them, and 2) based on the empirical re-
search, to identify the key factors which 
determine a positive attitude of employees 
to innovation in Klaipėda public trans-
port companies. 

The research methodology. The sys-
tematic and comparative analysis of the 
content of scientific literature was used in 
order to generalize the analysis of causes 
of employees’ resistance to innovation 
and the factors which contribute to a posi-
tive attitude of employees, as provided in 
scientific research publications. 

A quantitative survey was carried out – 
an anonymous written questionnaire sur-
vey of employees working in the group of 
public passenger transport companies. 

The theoretical aspects of the 
employees’ positive attitude and 
resistance to innovation

Innovation is a process when new ideas 
contribute to the social and economic 
needs and the creation of new products, 
services or business and organization 
models, which are successfully intro-
duced into the existing markets or are 
able to create new markets. Each process 
of innovative technologies involves a lot 
of developmental stages, starting with the 
preparation of specifications and finish-
ing with the final implementation and 
evaluation of the results (Berna-Martinez, 
Macia-Perez, 2012). Innovation should be 
related not only to the process, but also 
to the activity. An innovative activity is 
described as the implementation of scien-
tific, technological and design equipment 
(computer hardware, licences, know–how, 
etc.) or technology, the application of 

new methods of production organization, 
which allows a company to produce new 
or improved products and to improve 
processes (Valentinavičius, 2006).

According to P. Trott (2005), the con-
cept of innovation is reflected in the for-
mula, expressed by the following variables:

Innovation = theoretical concept +  
+ technical invention + commercial use 

Innovation in business can be seen as any 
change, which enables the company to 
achieve better results and improve its per-
formance indicators, such as productiv-
ity, sales or return on investment (Pogo-
sioan, Dzemyda, 2012). Innovation is not 
the same as the change because not every 
change can be considered an innovation, 
although each innovation causes certain 
changes. J. Berna-Martinez and F. Macia-
Perez (2012) present the following types 
of changes caused by the implementation 
of innovation:

 – Changes which determine the rela-
tionship between different shareholders 
and the company;

 – Changes which change the measures 
used to develop work;

 – Changes which change the nature of 
work;

 – Changes which change the hierarchy 
of employees. 

Management of the innovation pro-
cess in the company involves the ways of 
solving problems related to the formation 
of the innovation team, the conditions to 
reveal the creativity of its members, and 
the accounting of the results of perfor-
mance (Zabielavičienė, 2012). The inno-
vation process implements all the main 
management dimensions: the production 
and implementation of ideas, creating 
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viable commercial products, and the for-
mation of the foundations for sustainable 
development (Sapiegienė, 2009).

The process of innovation implemen-
tation is a controlled and pre-planned 
change. A precisely planned change is de-
fined as a deliberate creation and imple-
mentation of structural innovation, new 
policy or aim, or as a change of philosophy 
or the style of operation (Lodienė, 2005). 
The process of changes in each organiza-
tion is unique due to the type of organiza-
tional and commercial activity, the work 
culture and values, the leadership style, 
the behaviour and attitude of employees 
(Mansor et al., 2013).

The process of innovation implemen-
tation in an organization and the related 
activities cause many different changes in 
each innovations implementing organi-
zation. When implementing innovations 
in an organization, the changes cover the 
relationship between different sharehold-
ers and the company, the measures used at 
work, the nature of work, the workload or 
new tasks set, the hierarchy of employees 
or the structure of the organization. The 
most common reaction which causes the 
most negative consequences for innova-
tions and their implementation in the 
company is the employees’ negative atti-
tude to innovation and the consequent re-
sistance to innovation-induced changes. 
Resistance to innovation has long been 
acknowledged as a decisive factor which 
can influence the success or failure of 
the attempt to implement organizational 
changes (Mansor et al., 2013). The most 
influential force to the success of inno-
vation is the staff, which has to be taken 
into consideration when preparing to im-
plement any innovation (Pogosian et al., 
2012).

In general, resistance to changes is de-
fined as a hidden or open expression of 
negative reactions, protection from the 
planned changes or constraining forces 
that resist the restructuring leadership 
and the acquisition of new competences 
(Berna-Martinez, Macia-Perez, 2012). 
Resistance is more often defined as a 
process rather than an event (Van Dijk, 
2009). Resistance to changes is a natural 
and human element of organizational ac-
tivity, a natural initial reaction of an in-
dividual. A change-oriented activity often 
fails not because of financial and technical 
factors, but because of psychological and 
organizational factors, which, in the view 
of individuals, causes threat to their mate-
rial and spiritual well-being (Svirskienė, 
2005). 

Resistance of employees can force 
managers to rethink or re-evaluate the 
intended change initiatives. This can also 
become a gateway or filter, which can help 
organizations select from all the possible 
changes only the one that would be most 
appropriate in a specific situation. Resist-
ance is usually a very effective, very pow-
erful and very useful survival mechanism 
(Jager, 2001). 

The scientific literature analyses the 
following causes of resistance to chang-
es, which can be conditionally divided 
into several groups. Table 1 provides the 
groups of causes of resistance.

When analysing the process of em-
ployees’ resistance to changes as the most 
significant factor that leads to successful 
innovation implementation, it is obvious 
that the formation of a positive attitude of 
employees to innovation implementation 
is essential. The following factors typically 
influence the evaluation of the change of-
fered to the employees:
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1. The amount of information about 
the proposed change;

2. The extent of involvement of em-
ployees and their participation in taking 
decisions that are related to the change 
projects; 

3. How much they trust the initiator of 
the change;

4. The previous experience related to 
changes (Powel, Posner, 1978).

In order to implement successful in-
novation, top managers have to constantly 
emphasize the importance of innovation 
by strengthening communication, the in-
ternal culture changes and the compensa-
tory methods (Pogosian, Dzemyda, 2012). 
A manager should not only perform a 
specific function, but also organize the 
implementation of organizational chang-
es, and this requires good leadership 

skills, the ability to inspire and take care of 
the employees, to constantly consult staff. 
Creativity and flexibility are mandatory 
qualities of managers when implement-
ing innovations (Župerkienė, 2008). The 
main tasks which have to be solved by the 
managers of the company are the estab-
lishment of innovation as an important 
value in the hierarchical system of values 
of the company, the formation of an or-
ganizational behaviour favourable for an 
innovative process, and the improvement 
of innovation accountability manage-
ment (Zabielavičienė, 2012). The follow-
ing tendencies of an innovative company’s 
activity are distinguished: increased flex-
ibility, encouraged experimentation, the 
use of creative and intellectual skills of 
all the company’s staff, establishment and 
maintenance of contacts with different 

Table 1. The causes of employees’ resistance to innovation

Causes of resistance Authors

1. Risk and uncertainty 1.1. Two fundamental sources of resistance to innovations are the perceived risk and 
habits (Aladwani, 2001).
1.2. The motives behind the resistance among the middle or higher-level employees 
are the concern how the change will affect the hierarchical level, skills and personal 
interests of the employees (Berna-Martinez, Maci-Perez, 2012).
1.3. Most often, this is fear of the unknown future and the ability to adapt to it, rather 
than resistance to the benefits of a new process (Mittal, 2012).

2. Unwillingness or 
fear regarding their 
qualification, the 
necessity to learn 
something new 

2.1. The company management has to take into account the fact that increased preva-
lence of internal resistance is against those innovations which are seen as a threat to 
the employees’ workplaces or when the planned innovations reduce the payback time 
of necessary qualifications (Zwick, 2002).
2.2. The resistance of lower-level employees is most often fostered by the lack of 
technological knowledge, which causes the employees’ distrust (Berna-Martinez, 
Macia-Perez, 2012).
2.3. Resistance because people feel uninvolved, they fear having to learn something 
new (Jager, 2001). 
2.4. The employees’ resistance is caused by the fear that the implementation of in-
novation will increase their workload and that the proposed innovation will have an 
adverse effect on the position of the employee (Jasiulaitis et al., 2012).

3. Inappropriate 
management 
of innovation 
implementation

3.1. A significant component in the resistance of individuals is the resistance to the 
change management (Van Dick, 2009).
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partners, and timely use of the external 
support (Garuckas, Mačerinskas, 2008). 
An innovative activity is implemented 
more successfully, when it is prepared for 
in advance and the company creates an 
atmosphere favourable for innovations 
(Melnikas, Jakubavičius et al., 2000).  It 
is proposed to educate staff, to clarify the 
aims, tasks and technologies, because the 
resistance to innovations is the resistance 
of ignorance (Berna-Martinez, Macia-
Perez, 2012). The research conducted in 
Lithuania by G. Saparnis, J. Bersenaitė 
and D. Saparnienė (2009) shows that one 
of the most important dimensions of the 
ways to overcome the resistance to chang-
es and shaping a positive employees’ at-
titude to the implemented innovations, 
is the explanation of the change benefits 
to the employees and regular provision 
of information about the situation after it 
has been analysed. The research also high-
lights the importance of the employees’ 

promotion and support, as well as grad-
ual introduction of changes. B. Melnikas, 
A.  Jakubavičius et al. (2000) suggest that 
a favourable attitude to innovations is in-
creasing if innovations:

 – have a clear final goal, benefit; 
 – benefit is felt not only at the compa-

ny’s level but also at the level of individual 
benefit to each employee;

 – come from the pre-announced prin-
ciples, and not from random instructions;

 – are planned in advance and not an-
nounced in a hurry;

 – are presented after successful 
changes;

 – do not threaten the employees’ 
well-being. 

In their theory on how to overcome 
the resistance to innovation, J. Berna-
Martinez, F. Macia-Perez (2012) saw 
certain different attitudes of employees 
(distrust, no collaboration, hostility) and 
proposed methods to be used for each of 

Fig. 1. Actions to be taken in order to overcome any type of resistance to changes
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these attitudes according to the intensity 
of resistance. The employees’ resistance 
levels are distinguished and classified as 
follows according to the employees’ atti-
tude to the innovation process: 

1. No resistance; 
2. Distrust; 
3. No collaboration; 
4. Hostility; 
5. Enemy. 
Each stage of employees’ resistance 

to innovation requires different actions 
and measures. Figure 1 illustrates the ac-
tions to be applied in the case of a specific 
attitude.

The theoretical analysis revealed that 
the factors which contribute to a positive 
attitude of employees to innovation are as 
follows: education, training, communica-
tion, employee participation and involve-
ment by emphasizing technological edu-
cation, the analysis and information about 
innovation and its aims, a constant dyna-
mism of the processes that take place in 
the company, and the role of individuals 
who manage this process. With respect to 
the theoretical research results, it is useful 
to practically investigate and determine 
the main factors which contribute to a 
positive attitude of employees to innova-
tion and reduce the willingness of em-
ployees to resist.

Research methodology

The situation analysis and the innova-
tion implementation environment. The 
participants of research are Klaipėda city 
public passenger transport service provid-
ers which provide the passenger transpor-
tation services within the framework of a 

single coordinated system. There are joint-
ly 501 employees. To analyse the problem, 
a deliberate choice was made to research 
companies from one sector, i.e. the survey 
was conducted in the companies (private 
and municipal) which organize and ser-
vice public transport routes in Klaipėda 
city. The selection of companies of this 
sector is based on the fact that Klaipėda 
public transport system has implemented 
the following innovations: the electronic 
ticket system, the bus routes and position-
ing system, the passenger information 
system, as well as an integrated network 
of routes. The implementation of such in-
novations resulted in a reduced price of 
public transport tickets and the cost price, 
as well as the optimization of the passen-
ger transportation costs, and an increase 
in the passenger and travel numbers. Thus 
the innovations specified above have led 
to significant changes in all the companies 
of this sector. The need for innovation in 
this sector is extremely high as it affects a 
large part of society, and is related to tech-
nological processes and to the improve-
ment of the environment in the city and 
the area around. In the future, this sector 
plans the following innovations: the elec-
tronic ticket integration with the common 
electronic payment and other service dis-
tribution systems, the vehicle sharing sys-
tem, and other innovations.

The research being implemented in 
the companies of one sector gives an op-
portunity to create a representative sam-
ple of respondents. The implemented in-
novations caused the changes in the work 
organization of each company and their 
employees. 

The research sample. The object of the 
research is the public passenger transport 
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service providing companies which pro-
vide the passenger transportation services 
within the framework of a single coordi-
nated system. There were 9 such compa-
nies in Klaipėda city and the district areas 
around. When the size of the population 
is known, the following formula can be 
used to determine the size of the sample:

 

qpN
qpNn

⋅⋅+−⋅
⋅⋅⋅

= 22

2

96.1)1(
96.1

ε
here: 
N – the population size;
1.96 is the value that corresponds to the standard normal 
distribution of the 95 per cent confidence level;
p is the probability of the event that the analysed characteris-
tics will occur in the researched population (the probability 
of the worst case is taken most often – the characteristics is 
typical of a half, i.e. 50 per cent of the population, and p=0.5 
is chosen);
q is the probability that the analysed characteristics will not 
occur in the researched population (q=1–p=0.5);
ε is the preferred accuracy, usually ε=0.05.

The estimated value n is 218. During 
the research, over 260 questionnaires were 
distributed, 247 of which have returned 
appropriately completed; the rate of re-
turn is 95 per cent. The research sample is 

n = 247, which means that the research is 
representative.

Creating the questionnaire. The ques-
tionnaire was created based on the con-
structed model description. The descrip-
tion of the questions is provided in Table 2.

The survey implementation and 
 ethics. The survey was carried out in May-
June 2014. 

The research was implemented in ac-
cordance with the ethical aspects of the 
survey: anonymity, volunteering, the prin-
ciples of respect, privacy and confidenti-
ality. The respondents were explained the 
aim of the questionnaire, the emphasis 
was made on the importance of the an-
swers, and they were assured of the confi-
dentiality and anonymity.

The evaluation of the questionnaire 
reliability. The statistical analysis and data 
processing software SPSS version 19.0 was 
used for processing the data obtained dur-
ing the survey. Statistical significance was 
evaluated at p<α level. In this paper, statisti-
cal significance is evaluated at p<0.05 level, 
while 0.05<p≤0.1 is considered a tendency.

Table 2. The questionnaire layout

No. Research direction Specification of the 
direction The questionnaire questions Evaluation 

1. General 
information

To obtain general socio-
demographic information 
about the respondents. 

Gender, age, education, 
position

   –
   –
   –
   –

2. A personal attitude 
to the implementa-
tion of innovations 
and the contribut-
ing factors.

To investigate how 
 respondents generally 
evaluate the innovations 
that are being imple-
mented, and what factors 
contribute to a positive 
attitude.

 – How do you react to the 
innovations that are be-
ing implemented in your 
company? Evaluate each 
statement.

 – When implementing 
innovations, the factors 
which contribute the most 
to your positive attitude to 
innovation. Evaluate each 
statement.

5 – I fully agree
4 – I agree
3 – I’m not sure
2 – I disagree 
1 – I totally disagree
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The number of respondents who par-
ticipated in the research is 247; men com-
prise 86.8 percent, and women – 13.2 per-
cent of the respondents. Figure 2 shows 

the distribution of respondents by age 
groups.

Generalizing the gender and age de-
mographic characteristics, it can be noted 

2.5

9.5

20.02

32.5

28.5

18-25 26-34

35-44 45-54

55-64 65<

5.5

Fig. 2. The distribution of respondents by age (in %) 

Fig. 3. The distribution of respondents by education (in %)
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that the average statistical respondent is a 
man of working age.

See Figure 3 for the distribution of re-
spondents by education, and Figure 4 for 
the distribution by their position held.

Empirical research results 

The respondents were asked to indi-
cate which factors contribute the most 
to a positive attitude to innovation. The 

distribution of respondents’ opinions is 
provided in Table 3 below. 

The majority of employees (35.3 per-
cent) fully agree (the answer is 5 points) 
that the most positive attitude is fostered 
by material incentives. The factor of par-
ticipation in trainings, refresher courses 
is slightly less approved (33.6 percent). 
The most doubtful (the answer “I’m not 
sure”) for the respondents was the fac-
tor of an opportunity to participate 
and to be involved in the creation and 

Table 3. The distribution of respondents’ opinions when evaluating the factors contributing  
to a positive attitude to innovation (in %)

Statement I fully 
agree (5) I agree (4) I am not 

sure (3) I disagree (2) I totally 
disagree (1)

1 Comprehensive information about 
innovation and the consequential 
changes.

26.0 41.7 19.4 7.9 5.0

2 An opportunity to participate and be 
involved in the creation and imple-
mentation of innovation.

25.3 35.3 24.5 12.9 2.1

3 Material incentives. 35.3 34.4 22.0 6.6 1.7
4 Participation in trainings, refresher 

courses. 33.6 34.0 19.9 9.5 2.9

5 Implemented innovation brings 
benefits to the organization. 28.8 38.3 18.9 10.3 3.7

Fig.5. The distribution of the positive evaluations of the factors which contribute to a positive 
attitude to innovation (the answer “I fully agree” + “I agree”) (in %)
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implementation of innovation (24.5 per-
cent of the respondents were not sure).

When analysing the general distribu-
tion of the positive respondents’ attitude 
(the answer “I fully agree” + “I agree”) to 
the provided potential factors contribut-
ing to a positive attitude to innovation, 
the following results have been obtained 
as shown in Figure 5. 

The chat (Figure 5) shows that the 
most favourable evaluation is given to 
material incentives. This factor was given 
almost 70 percent of favourable evalua-
tions. The next (in the sequence) is com-
prehensive information about innovation 
and the consequential changes, participa-
tion in trainings, refresher courses, the 
benefits of the implemented innovation to 
the organization and, finally, at the end of 
the list, we find an opportunity to partici-
pate and be involved in the creation and 
implementation of innovation. Hence, we 

can see that the factors prevailing in the 
first place are the ones that are mostly re-
lated to the personal benefits for the em-
ployees themselves; meanwhile, the factor 
of the benefits to the organization is less 
favoured.

When investigating the distribution 
of the factors fostering a positive attitude 
depending on the respondents’ social and 
demographic characteristics, the statisti-
cally significant differences applying the 
Chi-square criterion are given in Table 4. 

The provided results show that the 
respondents’ opinions were mostly in-
fluenced by the characteristics of gender, 
the position held, and education, while 
the least – by the age. The respondents’ 
evaluation was not affected by the com-
pany they were employed at. Thus, we 
can assume that the respondents’ opinion 
about the factors which determine a posi-
tive attitude to innovation is common to 

Table 4. The distribution of dependence of the factors which determine a positive attitude to 
innovations, applying the Chi-square criterion

Statement By gender By age By the position 
held By education By the company

Mean df p Mean df p Mean df p Mean df p Mean df p
1. Comprehensive 
information about 
innovation and the 
consequential changes

11.783 4 0.019 23.251 20 0.277 18.352 16 0.304 28.043 20 0.108 20.445 20 0.430

2. An opportunity to 
participate and be in-
volved in the creation 
and implementation of 
innovation

8.986 4 0.061 29.883 20 0.072 37.473 16 0.002 56.465 20 0.000 15.973 20 0.718

3. Material incentives 8.938 4 0.063 38.816 20 0.007 10.760 16 0.824 19.734 20 0.475 27.868 20 0.113

4. Participation in 
trainings, refresher 
courses

15.905 4 0.003 13.597 20 0.850 20.245 16 0.209 26.530 20 0.149 22.571 20 0.310

5. Implemented inno-
vation brings benefits 
to the organization

11.340 4 0.023 22.010 20 0.340 27.916 16 0.032 39.776 20 0.005 15.145 20 0.768

Source: created by the author based on calculations.
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all the analysed companies. We can also 
assume that the evaluation was mostly af-
fected by the respondents’ demographic 
characteristics.

When analysing the distribution of re-
spondents’ responses with respect to gen-
der, it was noted that in the recorded vari-
ants of statistically significant responses, 
the female respondents evaluated the 
provided statements more favourably 
in comparison to the male respondents. 
Therefore, we can draw a conclusion that 
the statements expressing the benefits to 
the organization (such as the benefits of 
the implemented innovation to the or-
ganization, participation in trainings and 
refresher courses as well as comprehen-
sive information about innovation) were 
more favourably evaluated by women 
than by men. There is especially signifi-
cant evidence with respect to education 
in the respondents’ responses regard-
ing an opportunity to participate and to 
be involved in the innovation creation 
and implementation. Among those who 
submitted positive evaluations are those 

with the university education (85 per-
cent). Among those who submitted the 
least positive evaluations are those with 
the secondary education (33.8 percent). 
Given the fact that a large proportion of 
drivers (almost 36 percent) have a sec-
ondary education, we can draw a conclu-
sion that this proportion of drivers would 
have been least affected by the application 
of such a measure (i.e., an opportunity to 
participate and be involved in the crea-
tion and implementation of innovation). 
From the remaining groups of respond-
ents, the major part of sceptical evalu-
ations was provided by those with the 
university of applied sciences education 
(almost 36  percent), while the majority 
of those with such education are among 
bookkeepers (25 percent) and specialists 
(16.7 percent). Hence, this group of em-
ployees would also be less affected by the 
application of such a measure.

The benefits of implemented innova-
tion to the organization were most favour-
ably evaluated by those with the university 
education (95.2 percent), the least positive 

Table 5. The significance of the attitude to innovation implemented in the company to the factors 
which foster a favourable evaluation of innovation

Negative attitude to innovation 
implemented in the company Neutral evaluation Positive attitude to innovation 

implemented in the company
1 Participation in trainings, 

refresher courses
1 Material incentives 1 Participation in trainings, 

refresher courses
2 Comprehensive information 

about innovation and conse-
quential changes

2 Participation in trainings, 
refresher courses

2 Benefits of the implemented 
innovation to the organization 

3 Material incentives 3 Comprehensive information 
about innovation and consequen-
tial changes

3 Comprehensive information 
about innovation and conse-
quential changes

4 Benefits of the implemented 
innovation to the organization

4 Benefits of the implemented in-
novation to the organization

4 Material incentives

5 An opportunity to participate 
and be involved in the crea-
tion and implementation of 
innovation 

5 An opportunity to participate 
and be involved in the crea-
tion and implementation of 
innovation

5 An opportunity to participate 
and be involved in the crea-
tion and implementation of 
innovation



THE FACTORS DETERMINING EMPLOYEES’ POSITIVE ATTITUDE TO INNOVATIONS:  
A CASE OF KLAIPĖDA PUBLIC TRANSPORT COMPANIES 97

evaluations were submitted by those with 
the secondary education (50.7  percent) 
and the university of applied sciences ed-
ucation (almost 53 percent). 

To analyse how the factors which 
determine a positive attitude to innova-
tions were evaluated by the respondents 
who essentially favourably and essentially 
unfavourably evaluated the innovations 
implemented in their companies, and 
whether the opinions of respondents dif-
fered significantly, the distribution of re-
spondents’ opinions by ranking is submit-
ted in Table 5. 

Analysing the data provided in 
 Figure 6, we can see that individuals with 
a different attitude to innovation imple-
mented at the company prioritize differ-
ent factors which contribute to a favoura-
ble evaluation of innovation. Interestingly, 
the respondents of all groups give the least 
favourable evaluation to an opportunity 
to participate and be involved in the crea-
tion and implementation of innovation. 

Those who are not sure and respond neu-
trally waiting for the outcomes would give 
the highest priority to the individualized 
incentives such as material incentives, 
participation in trainings and refresher 
courses. Both, the ones with a negative at-
titude, and those with a positive attitude 
to innovation, would give the highest pri-
ority to the participation in trainings and 
refresher courses. Then, both groups of 
respondents would like to get more infor-
mation about innovation, but those with 
a negative attitude would like to get more 
individualized information, i.e. compre-
hensive information about innovation 
and the consequential changes. Mean-
while, those with positive evaluations are 
more oriented towards the benefits of the 
implemented innovation to the organiza-
tion. Summing up, we can see that those 
with a positive evaluation to the innova-
tions implemented at the company focus 
more on the benefits to the organization, 
and those with a negative attitude to the 

Negative attitude Neutral attitude Positive attitude

Material 
incetives

Comprehensive 
information about 

innovation and 
the consequential 

changes 

Participation in trainings, 
refresher courses

Benefits of the 
implemnted innovation to 

the organization

An opportunity to 
participate and be 

involved in the creation 
and implementation of 

innovation

Fig. 6. The attitude of employees to the factors which foster a favourable evaluation of innovation



Julius PAULIKAS98

innovations implemented in the company 
express greater orientation to comprehen-
sive information, meanwhile, those with 
a neutral attitude  – to gaining personal 
benefits. However, the vast majority of 
respondents are not at all eager to be in-
volved in the process of creation and im-
plementation of innovations.

Conclusions

The theoretical analysis revealed that in-
novation is a complex process, whereby 
using successfully formed and adapted 
new technologies, a new product or an 
improved existing product, service or 
process is introduced to the market, which 
provides a tangible result and brings eco-
nomic benefits. Innovative activity is a 
planned, carried out or implemented 
process of changes in the innovative com-
panies and organizations, which includes 
the generation, expansion and realization 
of ideas. Due to its specifics, this process 
causes different changes in the organiza-
tions and inevitably affects the external 
and internal environment of the organi-
zation. The staff is the most influential on 
the success of innovation, which has to be 
taken into account when preparing to im-
plement any innovation. An overview of 
theoretical foundations revealed general 
tendencies, which confirm that the pro-
cess of innovation implementation has 
to be carefully planned, and this requires 
all-encompassing management solutions, 
integration of all the groups of employ-
ees, creation of a generally favourable 
environment for dissemination of innova-
tion. In the very beginning of innovation 
implementation it is necessary to take 

actions which would reduce the possibil-
ity of employees’ resistance – the forma-
tion of a positive attitude of the employees 
to innovation and the process of its imple-
mentation. Taking into consideration the 
theoretical insights of the researchers, it is 
recommended to categorize the individu-
als affected by the changes by their atti-
tude, the nature and intensity of actions, 
to evaluate the needs of different groups 
of employees, and to apply appropriate 
methodologies. The theoretical analysis 
revealed that the employees’ positive at-
titude to innovations is formed by means 
of education, trainings, communication, 
participation and involvement of employ-
ees, emphasizing technological education, 
analysis of innovation and its aims as well 
as provision of information, a constant 
dynamism of the processes taking place in 
the company, and the role of individuals 
who manage these processes.  

The empirical research results revealed 
that the most significant factor fostering a 
positive attitude of employees to innova-
tions in Klaipėda public transport compa-
nies is material incentives. Another signifi-
cant factor is participation in trainings and 
refresher courses. The least significant fac-
tor is an opportunity to participate and be 
involved in the creation and implementa-
tion of innovations. The research revealed 
that, first and foremost, such factors domi-
nate which are mostly related to personal 
benefits to the employee rather than to the 
organization. The noted statistical regu-
larities revealed that the factors which are 
more expressed to the benefits to the or-
ganization (such as the benefits of the im-
plemented innovation to the organization, 
participation in trainings and refresher 
courses, and comprehensive information 
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about innovation) were more favourably 
evaluated by women rather than men. An 
opportunity to participate and be involved 
in the creation and implementation of in-
novation as well as the benefits of the im-
plemented innovation to the organization 
are most favourably evaluated by those 
with the university education, and least 
positively by those with the lower level of 
education. An opportunity to participate 
and be involved in the creation and imple-
mentation of innovation is the factor that is 
least favourably evaluated by the respond-
ents from all the groups. The ones who 
react neutrally, would give the highest pri-
ority to individualized incentives, such as 
material incentives, participation in train-
ings and refresher courses. Both, the ones 
with a negative attitude, and those with a 
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VEIKSNIAI, LEMIANTYS TEIGIAMĄ DARBUOTOJŲ POŽIŪRĮ Į INOVACIJAS: KLAIPĖDOS 
VIEŠOJO TRANSPORTO ĮMONIŲ ATVEJIS

S a n t r a u k a

Kiekviena šiuolaikinė organizacija savo veikloje 
diegia inovacijas. Verslo inovacijos susiduria su 
daugybe iššūkių, tokių kaip, lėšų gavimas, įrangos ir 
infrastruktūros pakankamumas, esamų darbuotojų 
mokymas, tinkamų žmonių samdymas, rengimas ir 
tolesnis išlaikymas, darbuotojų ir tiekėjų aptarna-
vimo, plėtros bei migracijos naujais komunikacijų 
kanalais planavimas. Be šių sudėtingų inovacijų 
diegimo ir plėtros iššūkių įmonės susiduria ir su ki-
tais veiksniais, kurie gali sužlugdyti visas inovacijos 
diegimo pastangas. Inovacijų diegimo procesas – tai 
sudėtingas daugiasluoksnis procesas, visuomet su-
keliantis atsakomuosius procesus, vienas iš jų – dar-
buotojų pasipriešinimas, kurį dažniausiai sukelia 
neigiamas darbuotojų požiūris į inovacijas. 

Atsižvelgiant į tai, darbuotojų pasipriešinimo 
inovacijoms ir teigiamo požiūrio į jas formavimo 
problematika yra labai aktuali, todėl straipsnyje 
pasirinktas tyrimo objektas – veiksniai, lemiantys 
darbuotojų teigiamą požiūrį į inovacijų diegimą or-
ganizacijoje, siekiant nustatyti veiksnius, lemiančius 
teigiamą darbuotojų požiūrį į įmonėje diegiamas 
inovacijas. Straipsnyje apibendrinama mokslinėse 
publikacijose pateikiamų darbuotojų pasipriešini-
mo inovacijoms priežasčių ir teigiamą darbuotojų 
nuomonę formuojančių veiksnių analizė bei atlikta 
viešojo keleivinio transporto įmonių grupės dar-
buotojų anonimė anketinė apklausa raštu. 

Teorinė analizė atskleidė, kad inovacija – tai 
sudėtingas procesas, kurio metu panaudojant sė-
kmingai suformuotas ir adaptuotas naujas techno-
logijas, rinkai pateikiamas naujas produktas arba 
patobulintas jau egzistuojantis produktas, paslauga 
arba procesas, kuris suteikia apčiuopiamą rezultatą, 
iš kurio gaunama ekonominė nauda. Inovacinė vei-
kla – tai planuojamas, vykdomas ir diegiamas poky-
čių procesas inovacinėse įmonėse ir organizacijose, 
kuris apima idėjų generavimą, plėtrą ir realizavimą. 
Kadangi dėl savo specifikos šis procesas sukelia įvai-
rius pokyčius organizacijose, jis neišvengiamai turi 
įtakos ir organizacijos išorinei, ir vidinei aplinkai. 
Inovacijos sėkmei didžiausią įtaką daro personalas, 
į kurį turi būti atsižvelgta ruošiant diegti bet kokią 
inovaciją. Teorinių pagrindų apžvalga atskleidė 
bendruosius dėsningumus, kurie patvirtina, kad 
inovacijų diegimo procesas turi būti labai supla-
nuotas, tam reikalingi visą apimantys vadybiniai 

sprendimai, visų darbuotojų grupių integravimas, 
sukurta bendrai palanki aplinka inovacijų sklaidai. 
Pačioje inovacijų diegimo pradžioje būtina  atlikti 
veiksmus, mažinančius darbuotojų priešinimosi 
tikimybę – tai teigiamo darbuotojų požiūrio į ino-
vaciją ir jos diegimo procesą formavimas. Atsižvel-
giant į teorines mokslininkų įžvalgas, rekomenduo-
jama suskirstyti pokyčių veikiamus asmenis pagal jų 
požiūrį, veiksmų pobūdį bei intensyvumą, įvertinti 
skirtingų darbuotojų grupių poreikius ir taikyti ati-
tinkamas metodikas. Teorinė analizė atskleidė, kad 
darbuotojų teigiamas požiūris į inovacijas formuo-
jamas: ugdymu, mokymu, bendravimu, darbuotojų 
dalyvavimu bei įtraukimu, akcentuojant technolo-
ginį lavinimą, inovacijos, jos tikslų analizavimą ir 
informavimą, nuolatinį įmonėje vykstančių procesų 
dinamiškumą ir šiems procesams vadovaujančių as-
menų vaidmenį.  

Empirinio tyrimo rezultatai atskleidė, kad 
Klaipėdos viešojo transporto paslaugas teikiančio-
se organizacijose svarbiausias veiksnys, skatinantis 
darbuotojų teigiamą požiūrį į inovacijas  – mate-
rialinis skatinimas. Kitas reikšmingas veiksnys  – 
dalyvavimas mokymuose, kvalifikacijos kėlimas. 
Mažiausiai reikšmingas veiksnys  – galimybė da-
lyvauti ir būti įtrauktam į inovacijos kūrimą ir 
diegimą. Tyrimas atskleidė, kad pirmoje vietoje 
dominuoja tie veiksniai, kurie labiausiai sietini 
su asmenine nauda pačiam darbuotojui, o ne su 
nauda organizacijai. Pastebėti statistiniai dėsnin-
gumai atskleidė, kad daugiau į naudą organizaci-
jai išreikštus veiksnius (pvz., diegiamos inovacijos 
nauda organizacijai, dalyvavimas mokymuose ir 
kvalifikacijos kėlimas bei išsamus informavimas 
apie inovaciją) palankiau vertina moterys nei vy-
rai. Galimybę dalyvauti ir būti įtrauktam į inova-
cijos kūrimą ir diegimą bei diegiamos inovacijos 
duodamą naudą organizacijai labiausiai pozityviai 
vertina asmenys, turintys aukštąjį universitetinį 
išsilavinimą, mažiausiai pozityviai šiuos veiksnius 
vertina  asmenys, turintys žemesnį išsilavinimą. 
Visų grupių respondentai mažiausiai palankiai 
vertina veiksnį – galimybę dalyvauti ir būti įtrauk-
tam į inovacijos kūrimą ir diegimą. Reaguojantieji 
neutraliai didžiausią prioritetą teiktų individua-
lizuotoms skatinimo priemonėms, pvz., materia-
linis paskatinimas,  dalyvavimas mokymuose bei 
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kvalifikacijos kėlimas. Tiek neigiamą nusistatymą 
turintieji, tiek pozityviai vertinantieji inovacijas 
didžiausią prioritetą teiktų dalyvavimui moky-
muose bei kvalifikacijos kėlimui. Empiriniai tyri-
mo rezultatai atskleidė, kurie veiksniai labiausiai 
skatina teigiamą darbuotojų požiūrį į inovacijas. 
Pastebėta, kad tam tikri veiksniai, nevienodai vei-
kia skirtingų lyčių, išsilavinimo, požiūrio asmenis. 

Atsižvelgdami į tyrimo rezultatus, organizacijų 
vadovai turėtų įvertinti savo organizacijų perso-
nalo demografines charakteristikas, darbuotojų 
požiūrį ir atitinkamai taikyti veiksnius, skatinan-
čius teigiamą darbuotojų požiūrį į inovacijas. Taip 
galima sumažinti darbuotojų pasipriešinimą ino-
vacijoms ir prisidėti prie sėkmingo inovacijos die-
gimo organizacijoje.


