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Abstract: On an international scale, it can be argued that the key currency of business entities is
human resources. They are a dominant part of corporate assets. They are also decisive determinants
of competitiveness if they work with adequate performance, which is influenced by motivation.
Managers are aware of this and pay increased attention to the study of factors that increase the
performance and motivation of employees. In Slovakia, the importance of human resources in-
creased gradually after the transformation of the economy to market conditions; currently, the man-
agement of human resources corresponds to international standards. However, it is necessary to
increase attention in the management of some areas that personnel managers have competence in.
Motivation can be included among these. The submitted contribution deals with the motivation of
employees, as the subject area is not sufficiently addressed in the conditions of the Slovak Republic.
According to the analysis of motivational processes in selected manufacturing companies operating
in Slovakia, changes are proposed in the motivational system to increase employee motivation. The
aim is to reveal the important aspects of motivational policy. To achieve the research objective, a
qualitative study of data collection was carried out using an unstructured questionnaire survey. A
questionnaire was used to develop the hypotheses. After data collection, established hypotheses
were tested using the chi-square test of independence. The data were analysed using descriptive
and inferential statistics. According to the analysis, proposals for changes in the incentive system
were developed. The recommendations are presented in the form of individual concrete proposals
and measures in various areas within motivational processes, which, after implementation, have
the potential to increase the level of employee motivation.

Keywords: motivation; motivation policy; work motivation theories; motivation factors

1. Introduction

In general, it is true that management, especially the management of human re-
sources in connection with high-quality motivation, is key to the success of business enti-
ties. Emphasis must be placed on the proper motivation of workers because each worker
affects productivity and market position with their share. The correct management of the
given area stimulates and motivates the employee to higher performance, which ensures
a better result for the business entity, its sustainability, and the satisfaction of the employ-
ees around it. It is true that the sustainable development goals serve as a measure of pro-
gress in sustainability, focusing on five main areas: people, planet, prosperity, partner-
ships, and peace. In the context of the topic, people play an important role because their
actions are decisive not only in personal, but also in working life. They are irreplaceable.
It is quite difficult to properly understand how to motivate workers, because each job
requires a different approach, and each worker is different and unique, thus considering
a different element as a personal stimulus that drives them “forwards”. Behind the right
motivation are several tools that need to be aligned to achieve the right effect. It is not only
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monetary incentives that give the employee the strength and will to work at the workplace
and fulfil the tasks and goals entrusted to them. A manager, as a person who is character-
ised by high-quality skills in their field and a positive personality and communication
skills, must understand the given facts to become a natural authority for each employee
and, at the same time, a motivator for the continuous improvement of the performance of
each subordinate worker. Motivation is considered one of the most important prerequi-
sites for the success and efficiency of the resulting performance of business entities. There-
fore, the important task of every manager is to constantly create new and individual in-
centives so that workers are always motivated.

In addition to the already mentioned fact that each employee is motivated by some-
thing different, motivational processes must correspond to the fact that the perspective of
employee motivation is not only the company’s internal environment. The motivation of
employees is also influenced by the external environment, i.e., the macroenvironment. If
the motivational system in the company is guided in the wrong direction, it can lead to
low performance, low productivity, high turnover, employee dissatisfaction, and failure
to meet the company’s set goals. With an emphasis on the importance of this determinant
of competitiveness, the aim of the contribution is to reveal important aspects of the moti-
vational policies of selected manufacturing companies operating in Slovakia. In the paper,
we work with four hypotheses, within which we examine the dependence between the
selected variables and employee satisfaction with the incentive policy. The variables that
we examine in connection with satisfaction are sufficient financial compensation and the
employee’s job position. Furthermore, we examine whether there is a statistically signifi-
cant dependence between the variables gender and sufficient financial compensation and,
on the other hand, the dependence between the variables employee motivation and feed-
back from the superior. Theoretical-empirical scientific methods were used in the pro-
cessing of the research subject. In addition to explanatory methods, there are also inter-
pretive methods. In the first step, we worked with theoretical methods, especially when
conceiving knowledge from literary sources. Subsequently, we used empirical scientific
methods that work with concrete and precise data. According to the obtained results, we
outlined recommendations for improving the motivational policy in favour of increasing
the level of motivation. The first part of the paper is focused on a review of the literature
and findings from the research of authors who have addressed this issue. In the literature
search, we focus on the emergence and development of motivation. We introduce the
founders and important personalities of work motivation and bring the issue of employee
motivation closer to light in contemporary foreign and Slovak literature. In the next sec-
tion, we carry out a questionnaire survey, evaluate the answers, and establish hypotheses.
Individual dependencies between categorical characters are determined using the chi-
square test of independence. The last section presents proposals for improving motiva-
tional policies in selected manufacturing enterprises that result from the findings of the
research.

Review of the Literature

The word motivation comes from the Latin word movere, which literally means to
move something. Thus, motive generally means something that sets things in motion [1].
The meaning of motivation is the unforced creation of a positive attitude towards some-
thing, often towards some performance or type of behaviour. Motivation usually refers to
some process and its result, as well as the fact that something concrete happens or exists
[2]. Understanding the issue of motivation is necessary when creating opportunities to act
on the structure of motives. Knowing this structure is the basis for understanding the
sources of motivation and the facts that influence whether a person asks for or refuses
something, why some people desire something more, and why some areas arouse more
interest in some than in others [3]. The authors in [4] characterised the very concept of
motivation as a set of factors, representing the internal driving forces of a person’s activity,
which guide their behaviour and experience. Motivation forms a dynamic side, tries to
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also continue the psychological side, integrates into a single whole, and represents the
driving force of a person towards their set goal. Thus, motivation includes effort, persis-
tence, and goals [5]. The authors in [6] stated that it is an internal state of a person that is
driven by desires, wishes, and ideas, which causes a certain behaviour or activity in that
person. Motivation is future-oriented and includes individual effort, persistence, and ded-
ication [7]. Maslow’s hierarchy of needs model is a common mainstream model in the
human resource management literature and is related to employee motivation and their
needs [8]. Maslow discovered that human needs are arranged in a hierarchy. This means
that discovering one need usually entails satisfying another, previous level. Thus, no need
can be treated as isolated or discrete; each shift between levels of needs is related to the
state of satisfaction or dissatisfaction with the previous level of needs. The authors in [9]
also identified the principle of Maslow’s pyramid of needs, confirming that human needs
are not satisfied at the same time, but proceed at individual levels.

The authors in [10] defined motivation as an impulse to behaviour that aims to
achieve a certain goal. If employees are well motivated, they have clearly defined goals
and take steps to help them achieve these goals. Such people can motivate themselves.
The authors in [11] looked for the relationship between managers and employees when
defining motivation. Employee motivation, they claimed, is a systematic process in which
the managers constantly stimulate the intrinsic motivation of their subordinates by iden-
tifying and implementing approaches, tools, and measures that help workers satisfy their
needs and goals. The authors in [12] added that this is the main factor that connects the
company’s goals and strategies. In order to know what works for employees, it is neces-
sary to try several motivational strategies and implement the one that works successfully
for them and changes their behaviour in the workplace. Effective motivation will lead to
higher work productivity and improved work quality within departments and society
[13]. This definition was supplemented by the authors in [14], who stated that employees
do not need much to be motivated and satisfied. However, the company must strive to
keep employees constantly motivated, which it achieves through regular performance
monitoring and evaluation. In [15], the authors stated that the motivation of employees
represents a kind of willingness on their part to perform the agreed work, realise the stra-
tegic goals of the company, and achieve the required performance. According to [16], it is
important in management to recognise the point at which no one can motivate people, but
it is possible to influence what these people are motivated to do. The authors in [17]
proved in their study that the motivation and satisfaction of employees change with in-
creasing age. In this way, managers are constantly developing measures that contribute
to better performance at the workplace, better working relationships with colleagues,
higher productivity, and greater creativity. This idea was also supported by the authors
in [18] who argued that it is crucial to understand age-related changes in work motivation.
According to them, the stereotyped beliefs of older employees reduce their motivation,
productivity, and abilities. In [19], the authors found that the level of work motivation is
high among employees who have a university degree, hold higher positions at work, and
are given more challenging tasks. The level of motivation decreases with less educated
employees. The authors in [20] reported significant differences between women’s and
men’s motivation in the workplace, comparing workers with the same educational attain-
ment, age, and family background. From the conclusion of their study, men are more
driven by factors such as wealth and wellbeing, while women look for more flexible work
and adapt to family. Work motivation represents the employee’s willingness to make ef-
forts to achieve the company’s goals, while this action is conditioned by the ability to sat-
isfy one’s own individual needs [21]. A study by the authors in [22] pointed to the fact
that the awarding of rewards to employees represents a very significant factor through
which it is possible to motivate employees to higher performance and, at the same time,
comply with the rules. The authors in [23] agreed with this opinion, stating that remuner-
ation has a significant and positive impact on employee performance. This statement was
also confirmed by the research of [24], where the authors concluded that an employee’s
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remuneration shows a positive correlation with their performance. Several authors iden-
tified with the opinion that the more motivated employees are, the more they will demon-
strate their motivation and perform better [25,26]. Failure and a decline in work perfor-
mance occur when employees do not feel engaged and committed to their work [27,28].
The authors in [29] carried out research in which they dealt with the role of employees in
the company, as well as their internal and external motivation. The result of their study
was the finding that intrinsic motivation and extrinsic motivation are the main motivators
for employees. For the purposes of motivation, it is possible to use various tools used in
the field of human resources [30]. A wide range of tools can be used to motivate employ-
ees. Taylor defined money as the most important factor motivating employees to achieve
higher productivity in industry [31]. This form of remuneration results in employee satis-
faction and directly affects their performance. Salary is a valuable tool that plays an im-
portant role in improving employee performance, as well as company productivity [32].
Studies by several authors [33-36] have shown that salary, promotion, bonuses, and other
types of rewards are used by most businesses to improve employee performance. Praise,
setting realistic and achievable goals, appropriate definition of workload, employee en-
gagement, adequate empowerment, responsibility, feedback, work equipment, expres-
sion of positive personality traits of the superior, appropriate leadership style, correctness
on the part of senior employees and the company, and provision of relevant information
can be considered for a complex of other motivational elements [37-41]. The task of cor-
porate management is to define motivational factors that serve to effectively manage and
lead employees.

In Slovakia, several authors are devoted to motivation; they define motivation as an
intrapsychic process, explaining the reasons for human behaviour in a subjectively eval-
uated situation [42,43]. The authors in [44] proved that, as long as we have sufficient and
good motivation, it is a suitable prerequisite for the implementation of our decisions, and
itis possible to develop them in the same way that we can awaken the energy in ourselves
to take challenging steps. To persevere on this sometimes difficult path to the goal, a per-
son must learn to work with themself, and to be able to encourage, praise, or otherwise
appreciate themself. The authors in [45] claimed that motivation explains all the mecha-
nisms and procedures that explain employee behaviour. It is, therefore, an internal system
of forces and personality—physiological tensions that lead an individual to specific behav-
iours. Under the term “motivation”, we can simply imagine those force processes inside
the organism that cause a person to act and in which direction they act [45,46]. In this
context, it is necessary to consider the fact that every employee is different, has different
needs, and is motivated by something different [47].

Various studies have been a stimulating source for gaining an overview of how mo-
tivational factors affect employees in the conditions of the Slovak Republic. As already
mentioned, the authors in [42] assumed in their research that the motivation of employees
of different genders, ages, and job positions will differ. The assumptions were confirmed
by the results achieved in the research, which showed significant differences between the
individual employment categories of managers, blue-collar workers, and white-collar
workers. Considering the results, managers are advised to focus on motivating employees
as parts and not as a whole due to differences in the needs of employees in terms of gen-
der, age, and especially job position. In another study [42], the authors addressed the issue
of the influence of the average annual salary and household debt on the most important
motivational factors of employees. On the basis of the findings, the authors could con-
clude that macroeconomic indicators influence the importance of motivational factors in
Slovakia. Six motivational factors (communication at the workplace, responsibilities, and
type of work, working hours, working environment, superior attitude, and psychological
burden) significantly influence the average annual salary. The results of the research also
showed that seven motivational factors (atmosphere at the workplace, a good team, com-
munication at the workplace, working hours, the working environment, a superior ap-
proach, and psychological burden) strongly depend on the macroeconomic indicator of
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household indebtedness. Therefore, when creating incentive programs, business manag-
ers in Slovakia should consider not only the effects of the company’s microenvironment
on motivation but also the effects of the macroenvironment and, thus, macroeconomic
changes in the state. The manager’s task is to maintain a balance between the influence of
the external environment on employee motivation and internal actions.

There is a whole spectrum of definitions of motivation. Other words may be used or
expressed differently. However, what they have in common is the content. They are also
united by the claim that it is a psychological process that affects feelings and directs a
person’s behaviour on the way to a set goal. Thus, the opinions of the authors complement
each other and form a complex whole. It follows from the literature that each worker is
motivated by something different; it is an individual matter. A successful manager must
know the needs of their employees to motivate them effectively. Only subsequently will
effective motivation be reflected in achieving good work results [48-50].

2. Materials and Methods

We use theoretical and empirical scientific methods when processing the investi-
gated issue. In the first step, we work with theoretical methods, especially when pro-
cessing theoretical foundations, such as analysis, synthesis, induction, and deduction.
Subsequently, we use empirical scientific methods that work with concrete and precise
data. In addition to explanatory methods, we use interpretive methods. The scientific
methods we use are the study of professional monographic texts, followed by the method
of compilation and interpretation of the obtained facts, supplemented by personal opin-
ions. In order to fulfil the set goals, we use the quantitative research method of data col-
lection using a questionnaire survey, and then establish hypotheses and determine the
dependence of characters using the chi-square test of independence in the IMB SPSS Sta-
tistics 25 programme. We also use the qualitative research method of data collection
through an unstructured questionnaire focused on employees” opinions regarding moti-
vation.

From the point of view of the formulated hypotheses, the chi-square test method is
relevant for their verification, through which we can determine whether there is or is not
a statistically significant dependence between the investigated variables. If it is proven
that this dependence exists between the investigated variables, we can subsequently de-
termine the strength of the contingency coefficient. Cramer’s V coefficient is used to de-
termine the strength of the contingency coefficient, which is used to identify the strength
of this coefficient. The intervals on the basis of which we define the strength of the contin-
gency coefficient are given directly in the definitions of Cramer’s V. We use chi-square in
cases where the condition is met that 100% of all frequencies must have a value greater
than 5, and none can be 0. If this condition is not met, we proceed to use the Fisher exact
test. This test is used precisely in cases where the conditions of the chi-square test are not
met.

In order to verify the established hypotheses, we apply mathematical statistics using
the IBM SPSS Statistics programme according to the methods below.

Pearson’s chi-square test is used in the cross-tabulation analysis. Through this test,
we determine whether there is a dependency among the selected categorical variables.
The formula for the chi-square test is as follows:

S (0; — Ey)?
x2=;—( 2 )

where )2 is the chi-square test, c is the number of columns, O:i is the observed number in
each cell, and Ei is the expected number, defined as follows:

E; = p; * n, )
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where 1 is the total number from all cells, and pi is the theoretical expected probability in
each cell.

Cramer’s V is a contingency coefficient, on the basis of which we can measure the
strength of dependence between two categorical variables. If we want to find out if two
categorical variables are dependent, we must first perform a test of independence, the chi-
square (x?) test.

The statistical significance of the determined contingency coefficient then depends
on the p-value. The p-value represents the significance test designation. In the chi-square
test, we also work with the o indicator, which represents the level of significance. It is true
that, if the p-value is close to 0, it means that there is a relationship between the investi-
gated variables. As for the test result, we interpret it as follows:

—  If the test result ranges from 0 to 0.3, there is a weak dependence between the studied
variables;

—  If the test result ranges from 0.3 to 0.8, there is a moderately strong dependence be-
tween the variables;

—  If the test result ranges from 0.8 to 1, there is a strong dependence between the vari-
ables.

If p < a, then we reject the null hypothesis because a lower p-value indicates a less
acceptable null hypothesis.
The formula for calculating Cramer’s V is as follows:

_ x?
%= VoD 3)

where ¢ is Cramer’s V (phi), x? is the chi-square test, N is the size of the tested sample,
and k is the smallest frequency of each categorical variable

The Fisher exact test is used in cases where the condition that 100% of all counts must
be greater than 5 and none can be 0 is not met. In this case, the Fisher exact test also enters
the measurement, which calculates p-values by finding the probabilities of all possible
combinations in the contingency table that have the same marginal sums or that are equal
to or more extreme than the observed ones [50]. If the Fisher exact test is used, it is recom-
mended to interpret the strength of dependence through the result of the contingency co-
efficient phi instead of Cramer’s V coefficient.

Fisher’s exact test is calculated according to the following relationship:

(@a+b)!(c+d)!(a+c)(+d)
p= alblcldinl ’

4)

where p is the p-value, 4, b, ¢, and d are values from the contingency tables, and 7 is the
total number.

In our case, the Fisher exact test is used for Hypothesis 1.

Following the compilation of the questionnaire, we conducted piloting, which is rep-
resented by preliminary research. Its significance consisted of determining the question-
naire’s shortcomings and whether the questionnaire’s questions were correctly formu-
lated and understandable to the respondents. Preliminary research was conducted on a
sample of 76 respondents, whom we randomly approached. After conducting preliminary
research, we were able to start editing the questionnaire according to the comments of the
respondents. After considering the comments of the pilot participants, in addition to the
dichotomous questions and the Likert scale, we also added additional open questions to
obtain more detailed answers from the respondents to understand the aspects in which
they see certain shortcomings in motivation, which they could specify more precisely. As
part of the research, we established several hypotheses, for which we first determined the
null hypotheses individually and then proceeded to test them. We verified the hypotheses
within the Slovak Republic, and the respondents were employees who shared their views
and opinions on aspects of motivational policy. The creation of hypotheses resulted from
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the composition of the theoretical basis of the research and was based on the previous
knowledge of the authors who dealt with the issue in question. According to the estab-
lished hypotheses, testing followed. The research hypotheses were as follows:

Hypothesis 1. Sufficient financial remuneration and satisfaction with the incentive policy on the
part of employees are dependent.

Hypothesis 1-0. Sufficient financial compensation and satisfaction with the incentive policy on
the part of employees are independent.

Hypothesis 2. The employee’s job position and satisfaction with the incentive policy are depend-
ent.

Hypothesis 2-0. The employee’s job position and satisfaction with the incentive policy are inde-
pendent.

Hypothesis 3. Gender and sufficient financial remuneration in employment are dependent.
Hypothesis 3-0. Gender and sufficient financial compensation at work are independent.
Hypothesis 4. Employee motivation and supervisor feedback are dependent.

Hypothesis 4-0. Employee motivation and supervisor feedback are independent.

3. Results

We carried out the research in the environment of the Slovak Republic, while our
research focused on employees’ opinions on motivation at work. We carried out the re-
search in the form of a non-standardised questionnaire that was sent to employees.

We determined the motivation of employees in the Slovak Republic in the environ-
ment of manufacturing enterprises using an anonymous questionnaire. The questionnaire
was distributed electronically on the basis of a random selection of companies. We ap-
proached personnel managers with the questionnaire, who distributed the questionnaires
to their employees. The questionnaire was divided into two parts. The first part related to
sociodemographic aspects such as gender, age, and the job position of the employee. The
next part of the questionnaire was aimed at finding out the employees’ opinions on their
satisfaction with the incentive policy and whether they are sufficiently financially re-
warded. We also examined the employees’ opinions on whether feedback from their su-
pervisor is important to them. We determined satisfaction with the incentive policy using
a Likert scale ranging from 1 to 5, where 1 is very satisfied and 5 is completely dissatisfied.
Employees expressed their opinion on whether they are sufficiently financially valued
through the options “yes” and “no”. Employees expressed their opinion regarding the
importance of feedback through the options “yes” and “no”.

According to the most recent published data, the number of employees in the Slovak
Republic was 2,615,900 in the third quarter of 2022. When calculating the minimum re-
search sample, we based our calculations on this figure. According to the mentioned
mathematical relationship, which we present below, we calculated the size of the statisti-
cal sample of respondents. The given formula includes four variables: sample size, Z-
value from statistical tables, proportion of sign for unknown values, and margin of error.
We determined the minimum sample size using the following relationship for calculating
the minimum research sample [51]:

Z* xp x(1-p)
n= )
C2

®)
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where Z is the Z-value from statistical tables, p is the share of the character, c is the per-
missible range of errors, and # is the sample size.

We set the confidence level at 95%, which corresponds to a Z-value of 1.96. We set
the character share for unknown values to 0.5. We allowed a deviation of 5%. We deter-
mined the result as follows:

1962 x 0.5 x (1 - 0.5)

n 2 )

n = 384.

According to the result we obtained by substituting the values into the formula, the
relevant statistical sample size was 384 respondents. We sent the questionnaire electroni-
cally to 3250 respondents on the territory of the Slovak Republic, and the number of com-
pleted questionnaires that we received was 836. The return rate of questionnaires was
25.72%. After checking the relevance of the questionnaires, we concluded that exactly 800
questionnaires were suitable for the needs of our research, since some answers were miss-
ing in the other questionnaires. Since we exceeded the minimum number of relevant an-
swers from the point of view of calculating the minimum sample, we evaluated the given
research sample as fulfilled.

Test No. 1: The first possible dependency that we tested is the relationship between
sufficient financial compensation and satisfaction with the company’s incentive policy on
the part of employees. Hypothesis 1 entered the first round of testing together with its
null hypothesis.

We evaluated this hypothesis by means of the chi-square test at the determined level
of significance & = 5%, or a = 0.05. To verify Hypothesis 1, we first created a contingency
table (Table 1) that displays two variables —sufficient financial evaluation and satisfaction
with the incentive policy. The chi-square test was performed under the condition that
100% of the theoretical frequencies must have a value greater than 5, and that the values
cannot be zero.

Table 1. Contingency table of frequencies of variables—sufficient financial evaluation and satisfac-
tion with the incentive policy.

Sufficient Financial Evaluation Satisfaction with the Incentive Policy

Crosstabulation
Satisfaction with the Incentive Policy Total
Satisfied Dissatisfied
Sufficient financial evaluation Sufficient 692 0 692
Insufficient 100 8 108
Total 792 8 800

Source: Custom processing in the SPSS Statistics programme.

The graphic display of the results of the contingency table is shown in Figure 1.
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Figure 1. Determined frequencies regarding the variables: sufficient financial evaluation and satis-
faction with the incentive policy.

We created a 2 x 2 contingency table, and this test can be used if, with the range of
the sample set being n > 20, all theoretical frequencies are Eij > 5.

Table 1 shows that the second condition is not met. For this reason, we must include
the Fisher exact test in the testing and follow it when interpreting the results. This test is
used in cases where the condition that 100% of all counts must be greater than 5 and none
can be 0 is not met. In this case, the Fisher exact test also enters the measurement, which
calculates p-values by finding the probabilities of all possible combinations in the contin-
gency table that have the same marginal sums or are equal to or are more extreme than
the observed ones [50]. In Table 2, we present the result of the chi-square test, including
the Fisher exact test.

Table 2. The result of the chi-square test for the verification of Hypothesis 1.

Asymptotic Significance

Value df (2-Sided) Exact Sig. (2-Sided) Exact Sig. (1-Sided)
Pearson chi-square 5.769 @ 1 0.016
Continuity correction ® 5112 1 0.024
Likelihood ratio 5.881 1 0.015
Fisher’s exact test 0.017 0.011
N of valid cases 800

a—Cells (0.0%) have expected count less than 5. The minimum expected count is 29.52. > —computed
only for a 2 x 2 table. Source: Custom processing in the SPSS Statistics programme

According to the test in Table 2, we see that the p-value of the chi-square test is 0.016,
and the p-value of the Fisher exact test is 0.017. The results show that the p-value is less
than a = 0.05; thus, there is a statistical dependence between these investigated variables.
We evaluated the strength of the contingency coefficient in Table 3.

Table 3. Contingency coefficient of the results of the verification of Hypothesis 1.

Value Approximate Significance
. ) Phi 0.135 0.016
Nominal by nominal Cramer’s V 0.135 0.016
N of valid cases 800

Source: Custom processing in the SPSS Statistics programme.

The strength of the contingency coefficient phi represents a value of 0.135 and, thus,
indicates a weak dependence between the investigated variables, which is statistically sig-
nificant. As a result, we can state that there is a weak dependence between sufficient
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financial remuneration and satisfaction with the incentive policy on the part of employees,
while this dependence is statistically significant.

Test No. 2: As part of the second test, we test the dependence between the job position
in which the employees work and their satisfaction with the implemented incentive policy
in the company in which they work. We verify the existence of dependence between the
signs using the chi-square test of independence at the set significance level a = 0.05. We
test Hypothesis 2 and its corresponding null hypothesis.

Table 4 shows a contingency table of the detected frequencies from the respondents’
answers.

Table 4. Contingency table of frequencies of variables—employee’s job position and satisfaction
with the incentive policy.

Job Position of the Employee x Satisfaction with the Incentive Policy

Crosstabulation
Satisfaction with the Incentive Policy Total
Satisfied Dissatisfied
Manager 128 15 143
Production worker 113 73 186
Worker in the area of IT 88 69 157
Job position of the employee Sales representative 85 38 123
Administrative worker 80 25 105
Technical worker 29 17 46
Warehouse worker 25 15 40
Total 548 252 800

Source: Custom processing in the SPSS Statistics programme.

In Figure 2, we show a graphical representation of the responses from the respond-
ents regarding their satisfaction with the incentive policy by job position.

Warehouse worker mp5mngs
Technical worker IERgENI7E
Administrative worker IEEEENgpEEN2EN
Sales representative NSNS
Worker in the area of IT IEEEEEgSIIENGO.
Production worker /5 3 7 s
Manager IEEEN2gEE——5

0 50 100 150 200

W Satisfied m Dissatisfied

Figure 2. Graphical representation of the results regarding satisfaction with the incentive policy by
job position.

Subsequently, we proceed to test the hypothesis through the chi-square test, the re-
sult of which is shown in Table 5.

Table 5. The result of the Chi-Square test for the verification of Hypothesis 2.

Value df Asymptotic Significance (2-sided)
Pearson chi-square 19.728 a 6 0.003
Likelihood ratio 21.920 6 0.001
N of valid cases 800

2—Cells (0.0%) have expected count less than 5. The minimum expected count is 5.03. Source: Cus-
tom processing in the SPSS Statistics programme.
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The chi-square test can be performed under the condition that 100% of the theoretical
frequencies must have a value greater than 5, and that none of the values can be 0. This
condition was met, as evidenced by the data below the table. The p-value of the test is less
than the established level of significance; thus, we reject the null hypothesis and proceed
to determine the strength of the contingency coefficient.

Cramer V represents the contingency coefficient. According to Table 6, the Cramer V
value is 0.249. The contingency coefficient’s statistical significance, i.e., the p-value, is
0.003; hence, this coefficient is statistically significant. According to the Cramer V value,
we can interpret the strength of the dependence between the investigated variables. Ac-
cording to the detected value of 0.249, we can conclude that there is a weak dependence
between the investigated variables because the value is in the interval (0-0.3). We can
conclude that we reject the null hypothesis and accept alternative Hypothesis 2.

Table 6. Contingency coefficient of the results of the verification of Hypothesis 2.

Value Approximate Significance
Nominal by nominal Phi 0249 0.003
Cramer’s V 0.249 0.003
N of valid cases 800

Source: Custom processing in the SPSS Statistics programme.
Test No. 3: In the third test, we deal with the question of whether there is a depend-
ency between gender and sufficient financial remuneration in employment. This test in-

cludes Hypothesis 3, as well as its null hypothesis.

The first step in testing is to build a contingency Table 7 of the investigated variables.

Table 7. Contingency table of frequency of variables—gender and sufficient financial evaluation.

Gender x Sufficient Financial Evaluation

Crosstabulation
Sufficient Financial Evaluation
. . . Total
Sufficient Insufficient
Gender Male 552 8 560
Female 140 100 240
Total 692 108 800

Source: Custom processing in the SPSS Statistics programme.

The results of the observed frequencies of the investigated variables are shown in

Figure 3.
600 552
400
200 W
: e

Male Female

W Sufficient ™ Insufficient

Figure 3. Graphic representation of the results of the detected frequencies of gender variables and
sufficient financial evaluation.
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Subsequently, we move on to testing the hypothesis through the chi-square test. The
result is shown in Table 8.

Table 8. The result of the chi-square test for the verification of Hypothesis 3.

Asymptotic Significance

Value df (2-Sided) Exact Sig. (2-Sided) Exact Sig. (1-Sided)
Pearson chi-square 58.234 2 1 0.000
Continuity correction ? 54.839 1 0.000
Likelihood ratio 55.844 1 0.000
Fisher’s exact test 0.000 0.000
N of valid cases 800

a—Cells (0.0%) have expected count less than 5. The minimum expected count is 8.10. >—computed
only for a 2 x 2 table. Source: Custom processing in the SPSS Statistics programme.

According to the p-value of the test, which is 0.000 and, thus, lower than the estab-
lished level of significance (a = 0.05), we reject the null hypothesis H3-0 and accept the
alternative Hypothesis 3, as we found a statistically significant relationship between gen-
der and sufficient financial remuneration addiction. This ultimately means that the finan-
cial evaluation of an employee depends on their gender. On this basis, we proceed to de-
termine the strength of the contingency coefficient, which is listed in Table 9.

Table 9. Contingency coefficient of the results of the verification of Hypothesis 3.

Value Approximate Significance
Nominal by nominal Phi 0540 0.000
Cramer’s V 0.540 0.000
N of valid cases 800

Source: Custom processing in the SPSS Statistics programme.

Both the phi coefficient and Cramer’s V show a value of 0.540 within the strength of
the contingency coefficient, which we place in the second interval of the strength of de-
pendence (0.3-0.8). If the test result is within this interval, there is a moderately strong
dependence between the investigated variables, which is statistically significant. As a re-
sult, we can conclude that we accept the alternative hypothesis and reject the null hypoth-
esis.

Test No. 4: In this test, we determine whether motivation from the superior and feed-
back from the superior are interdependent. In this test, we test the Hypothesis 4 and its
null hypothesis.

The first step for the verification of this hypothesis is the compilation of a contingency
table with the detected frequencies of responses from the respondents, which we present
in Table 10. We verify the hypothesis at the established level of significance (a = 0.05).

Table 10. Contingency table of frequencies of variables—motivation from the superior and feedback
from the superior.

Motivation from the Superior x Feedback from a Superior

Crosstabulation
Feedback from a Superior Total
Often Rarely Occasionally Regularly
Motivation from the superior Yes 144 0 400 112 656
No 0 56 88 0 144
Total 144 56 488 112 800

Source: Custom processing in the SPSS Statistics programme.
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Figure 4 graphically shows the frequencies of the investigated transformations from
contingency Table 10.

Regularly [EEZNI. ¢
Occasionally  IEGOMIEsH

0

Rarely 561
Often  [NEAENN ©

0 100 200 300 400 500 600

B Yes mNo

Figure 4. A graphic representation of the results of the detected frequencies of the variables motiva-
tion from the superior and feedback from the superior.

Subsequently, we proceed to test the hypothesis through the chi-square test, the re-
sults of which are contained in Table 11.

Table 11. The result of the chi-square test for the verification of Hypothesis 4.

Asymptotic Significance

Value df (2-Sided) Exact Sig. (2-Sided) Exact Sig. (1-Sided)
Pearson chi-square 77.827 2 3 0.000
Continuity correction b 73416 3 0.000
Likelihood ratio 64.076 3 0.000
Fisher’s exact test 0.000 0.000
N of valid cases 800

a—Cells (0.0%) have expected count less than 5. The minimum expected count is 2.52. >—computed
only for a 2 x 2 table. Source: Custom processing in the SPSS Statistics programme.

As the p-value of the test, according to Table 12, is less than the significance level («
=0.05), we reject the null hypothesis and accept the alternative Hypothesis 4, in which we
assumed that there is a dependence between employee motivation and feedback from the
superior. On this basis, we proceed to determine the strength of the contingency coeffi-
cient in Table 12.

Table 12. The contingency coefficient of the results of the verification of Hypothesis 4.

Value Approximate Significance
Nominal by nominal Phi 0.624 0.000
Cramer’s V 0.624 0.000
N of valid cases 800

Source: Custom processing in the SPSS Statistics programme.

The phi and Cramer coefficient values indicate a moderately strong relationship be-
tween superior motivation and how frequently employees receive feedback. According to
the resulting value of the strength of the contingency coefficient, which in both cases
shows the number 0.624, we can classify the detected dependence in the second interval
of the strength of dependence 0.3-0.8, which indicates that there is a moderately strong
dependence between the investigated variables. From the point of view of these results,
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we reject the null hypothesis and accept the alternative Hypothesis 4, as we found a mod-
erately strong dependence between the examined variables, which is statistically signifi-
cant.

Research Conclusions
On the basis of the research results, we summarise our findings as follows:

e  There is a statistically significant relationship between sufficient financial remunera-
tion and satisfaction with the motivational policy on the part of employees, which,
according to the result of 0.135, belongs to the interval of weak dependence. This
means that there is a weak dependence between the investigated variables.

e There is a statistically significant dependence between the employee’s job position
and satisfaction with the incentive policy, which, according to the result of 0.249, be-
longs to the interval of weak dependence. This means that there is also a weak de-
pendence between these investigated variables.

e  There is a statistically significant dependence between the variables gender and sim-
ple financial evaluation at work, which, according to the result of 0.540, belongs to
the medium dependence interval. This means that there is a moderately strong de-
pendence between the investigated variables.

e  There is a statistically significant dependence between the employee’s motivation
and the feedback from the party, which, according to the result of 0.624, belongs to
the medium dependence interval. This means that even in this case, there is a strong
dependence between the investigated variables.

4. Discussion

When studying the issue of motivation and the factors that increase it, it is possible
to come across stimulating research by various authors. Each study deals with the rela-
tionship of motivation to selected determinants, and their results are very interesting. The
authors in [52] investigated a very specific relationship. They argued that many studies
have explained both employee motivation and engagement, but very few studies have
explained the relationship between employee engagement and motivation using self-de-
termination theory perspectives. The aim of the research was to explain motivation from
the perspective of self-determination theory by linking it with employee engagement.
They conducted their research on a sample of 69 employees and evaluated this sample as
relevant for drawing conclusions. The results of this research using partial least squares
showed that the influence of self-determination theory on employee engagement is very
high. A different relationship was investigated by [53], where the research goal was to
assess the impact of financial and nonfinancial rewards on employee motivation together
with the mediating effect of employee engagement on the relationship between financial
and nonfinancial rewards and employee motivation. A total of 235 employees were in-
volved in their research. This study discovered a significant and positive effect of non-
monetary compensation on employee motivation in direct relationship outcomes; the cur-
rent study discovered a positive but insignificant effect of monetary compensation on mo-
tivation in direct relationships. This study also found significant results regarding the ef-
fect of financial and nonfinancial rewards on employee engagement. In addition, the cur-
rent study found significant positive mediating results of employee commitment between
financial rewards and nonfinancial rewards, which proved to be a good mediator. Refer-
ring to the theory of social determination, research by the authors in [54] examined the
impact of leader prosocial motivation on employee creativity by examining the mediating
role of employee perspective taking and the moderating role of leadership performance.
A total of 262 employees participated in this research. Their results revealed that leader
prosocial motivation is positively related to employee perspective taking, and employee
perspective taking may mediate the correlation of leader prosocial motivation with em-
ployee creativity. Meanwhile, leader performance may moderate the correlation of leader
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prosocial motivation with employee perspective taking. The authors of [55] developed a
study that aimed to understand the relationship among psychological empowerment, in-
trinsic work motivation, and employee creativity. This research was carried out with the
participation of 420 respondents. The results of the study showed that psychological em-
powerment has a significant relationship with employees’ intrinsic work motivation and
creativity and inner work. Motivation has a positive effect on employee creativity; at the
same time, intrinsic work motivation plays a mediating role in the relationship between
psychological empowerment and employee creativity. For the assessment of determinants
increasing the level of employee motivation, remuneration is key. The impact of compen-
sation structure on employee satisfaction using employee motivation as a mediator was
investigated by the authors [56] on a sample of 100 employees addressed by the question-
naire. The findings show that the remuneration system has a positive effect on employee
satisfaction by partially mediating motivation. At the same time, this study creates aware-
ness of the intent to rethink a robust compensation strategy to increase employee morale,
engagement, and reduce turnover. The results of the research in [57], which focused on
the identification of applied tools of nonfinancial motivation and motivation of SME em-
ployees in terms of work effort and productivity, were the opposite. The research sample
consisted of 223 respondents. The results of the research showed that nonfinancial moti-
vational tools were requested by SME employees with a higher intensity than in the pre-
vious year; however, company management was not aware of this fact. Their results indi-
cate that, if small and medium-sized enterprises were to realise the importance of nonfi-
nancial motivational factors and provide them to their employees, employees would ap-
preciate a greater diversity of forms of remuneration, which would have a positive impact
on their productivity and, thus, the overall performance of a particular enterprise. The
issue of the influence of the average annual salary and household debt on the most im-
portant motivational factors of employees was addressed by authors in [45]. On the basis
of the findings, the authors could conclude that macroeconomic indicators influence the
importance of motivational factors in Slovakia. Six motivational factors (communication
at the workplace, responsibilities and type of work, working hours, working environment,
superior attitude, and psychological burden) significantly influenced the average annual
salary. The results of the research also showed that seven motivational factors (atmos-
phere at the workplace, a good team, communication at the workplace, working hours,
the working environment, a superior approach, and psychological burden) strongly de-
pend on the macroeconomic indicator of household indebtedness. Therefore, when creat-
ing incentive programs, business managers in Slovakia should consider not only the ef-
fects of the microenvironment of the company on motivation but also the effects of the
macroenvironment and, thus, macroeconomic changes in the state. The manager’s task is
to maintain a balance between the influence of the external environment on employee
motivation and internal actions. The study by the authors in [58], which was carried out
on a sample of 152 respondents, drew on social learning theory and a motivational per-
spective to examine how leader humility can promote other-oriented employee motiva-
tion and uncover an other-serving motivational mechanism through which leader humil-
ity can influence different types of employee voice behaviour. The results revealed that
leader humility is positively related to employee prosocial motivation and organisational
interest motivation. At the same time, the authors argued that it is noteworthy that a
leader’s humility, which is characterised by emphasising the value and strength of others,
is more likely to trigger employees’ prosocial motivation and, thus, influence their behav-
iour. The manager-employee relationship was the common denominator in the previ-
ously described study and this one. However, the purpose of this research was to examine
the relationship among managers’ credibility, strategic alignment, and motivation. The
role of strategic alignment as a mediator between manager credibility and motivation was
also investigated. A positive relationship was found among all variables. Three variables
(manager credibility, strategic alignment, and motivation) were found to be significantly
positively correlated. Manager credibility affects motivation and strategic alignment.
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Managerial credibility and strategic alignment were found to have a statistically signifi-
cant effect on employee motivation. According to the authors in [59], employee satisfac-
tion also affects motivation. The results showed that, although satisfaction with the leader
dimension reached the highest average, employees felt indifferent, and the motivational
factor that had the greatest impact on civil servants was related to the motivation for suc-
cess and power. In relation to motivational factors, employees feel indifferent to motiva-
tion for performance, success, and commitment; moreover, factors in relation to the or-
ganisation do not affect work motivation. The stated results can be supplemented with
knowledge from the study by the authors in [60], who similarly focused on the investiga-
tion of employees” attitudes towards the ability of their leaders and managers to apply
appropriate motivators in the work process. Their study demonstrated the existence of a
significant ability of leaders and managers to motivate employees by applying material,
nonmonetary, and work-related motivators. In order to assess motivation, it is very im-
portant to take into account, in addition to the factors mentioned above, the assessment
of employee performance, which, as the authors of [61] pointed out, is key to creating a
motivation system because the skills, knowledge, and performance of employees affect
the financial and economic performance of the entire company. The aim of their research
was to study the specifics and analyse the existing methods of evaluating the performance
of employees as a basis for motivation in crisis conditions. It was found that the level of
efficiency and the criteria for its evaluation are set for each employee. It was proven that
the evaluation of the employee’s performance is documented, and a decision is made on
the choice of an appropriate system of motivational factors and incentives.

Abstracting from quantifiable factors, attention can also be focused on qualitative
factors when investigating motivation. These include organisational behaviour and mor-
als. This issue was addressed in their work by authors in [62], whose study focused on
investigating the relationship among organisational silence, intention to quit, and organ-
isational loneliness. The theoretical and practical results of the study showed that taking
measures to increase the morale and motivation of employees in organisations will in-
crease their work performance. From a broader point of view, the authors in [63] focused
on identifying motivational factors. The results of their study showed that job security is
the most important motivational factor, followed by salary and promotion, while taking
responsibility is the least motivating factor. The male group of participants chose salary,
while the female group chose job security. Normal employees chose good relations with
co-workers, while managers chose job security as the highest motivating factor. This anal-
ysis concluded that there was no significant correlation among most of the categories ex-
amined, indicating that there was no consensus among the categories of studies regarding
the ranking of motivational factors. There is a whole spectrum of areas that can be ex-
plored in the context of motivation. However, it should be kept in mind, as the authors
highlighted in [64], that the dexterity of a leader is acquired together with professional
experience. This is the basis for the introduction of new technologies. As the authors men-
tioned in [65], however, the changes caused by the introduction of modern technologies
and the increasing complexity of products and production directly affect industrial enter-
prises and workers. Critics of the Industry 4.0 paradigm emphasised its orientation to-
wards new technologies and digitisation in a technocratic manner. Therefore, the new
paradigm Industry 5.0 appeared very soon and automatically started a discussion about
the role and reasons for applying the new paradigm.

We were interested in factor related to the financial evaluation of employees, their
job position, and the financial evaluation of gender. We examined all the mentioned as-
pects from the perspective of employees working in Slovakia in order to reveal the regu-
larities among the selected elements of the motivational policy. The presented research
focused on the detection of interdependencies in the field of motivation among employees
working in the Slovak Republic. The research was carried out using the questionnaire
method and was intended for employees of selected production companies and their
opinions in the field of motivation policy. In the research, we focused on discovering the
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regularities between motivation and selected aspects of the motivational policy. We es-
tablished four hypotheses, which we subsequently tested. We drew some important con-
clusions from the test results.

4.1. Results of Testing the First Hypothesis

As part of the first round of testing, we investigated whether there is a relationship
between sufficient financial compensation and satisfaction with the motivational policy
on the part of employees. We hypothesised that there would be a dependency between
the two variables under study. We tested our hypothesis using the chi-square test method.
Since we found out from the contingency tables that the conditions for evaluating this
assumption through the chi-square test were not met, the authoritative test in this case
was the Fisher exact test. According to the results of the p-value of this test (0.017), we
concluded that there is a dependency between the investigated variables. In order to de-
termine the strength of dependence, we proceeded to determine the strength of the con-
tingency coefficient on the basis of the phi coefficient. Its value was 0.135, which indicated
a weak dependence between sufficient financial compensation and satisfaction with the
incentive policy on the part of employees, although this dependence was statistically sig-
nificant. Thus, our finding builds on the work of the authors in [53,57]. At the same time,
it reflects the research results of the authors in [56], who confirmed the impact of remu-
neration on employee satisfaction, which affects their motivation.

4.2. Results of Testing the Second Hypothesis

In the second test, we investigated whether there is a relationship between the em-
ployee’s job position and their satisfaction with the incentive policy in the company where
they work. Using the chi-square test, we determined whether the investigated variables
are interdependent. We divided the job positions of the respondents into six key work
areas. After determining the frequencies, we proceeded to test. The result of the chi-square
test showed a p-value of 0.016, indicating a statistically significant relationship between
the investigated variables. We determined the strength of the contingency coefficient us-
ing Cramer’s V association measure. The strength of the contingency coefficient proved
to be 0.249, which means that there was a weak dependence between the employee’s job
position and their satisfaction with the incentive policy in the company, which was statis-
tically significant. In this case, the research in [57] confirmed the interdependence of the
nonfinancial aspect of motivation. Thus, from the point of view of the first and second
hypotheses, we continued the research in [59], where the authors dealt with aspects of
employee satisfaction in relation to motivation.

4.3. Results of Testing the Third Hypothesis

In the case of the third test, we examined the dependence between gender and a suf-
ficient financial evaluation of the employee. We determined with the chi-square test
whether there was a dependency between the studied variables. The p-value of the test
came out to be 0.000, indicating a statistically significant relationship between the studied
variables. The strength of the detected dependence was determined by the result of
Cramer’s V association measure. Its value was 0.540, which we interpreted as a moder-
ately strong dependence that was statistically significant between the variables gender
and sufficient financial evaluation. This result is consistent with the result of the investi-
gation in [46].

4.4. Results of Testing the Fourth Hypothesis

The fourth test was aimed at finding out whether there is a relationship between em-
ployee motivation and feedback from a superior. The test was conducted using the chi-
square method. The p-value of the test was 0.000, indicating a statistically significant rela-
tionship between these variables. For the purposes of interpreting the strength of this



Sustainability 2023, 15, 9186

18 of 21

dependence, we again used Cramer’s V association measure. Its result represented a value
of 0.624, denoting a moderately strong dependence. In this case, the assumption was also
confirmed that there was a moderately strong, statistically significant relationship be-
tween the variable’s employee motivation and feedback from superiors. The aspect of the
importance of the leader, i.e., the superior in relation to the employee, was also investi-
gated by the authors in [58], who found that the superior’s approach to the employee trig-
gers employee motivation. The legality of the relationship between employees and supe-
riors was also investigated by the authors in [60].

On the basis of the results of our research, we can propose some recommendations
aimed at manufacturing companies operating in the Slovak Republic. As we revealed the
dependence between sufficient financial remuneration for the employee and their satis-
faction with the motivational policy, we recommend that companies place emphasis on
building an employee motivational policy. It is also necessary to deal with the question of
whether the employee is sufficiently valued financially in the given workplace and
whether it is possible to expect an increase in their performance through motivation at the
current salary. If the biggest problem with their motivation is the financial evaluation, it
is necessary to consider its increase in order to achieve effective motivation. Our next rec-
ommendation is to carefully create a motivational programme designed for a specific
workplace because we found a dependent relationship between these variables. We also
revealed that there is a dependency between gender and a sufficient evaluation of the
employee. In this case, it is necessary to reassess the financial evaluation of the employee
from the point of view of gender and consider whether this financial evaluation is suffi-
cient to motivate the employee to achieve higher performance. Our next finding is di-
rected at the relationship between the superior and the employee. In this relationship, we
also found a dependency between employee motivation and the feedback the employee
receives from their superior. This means that, if an employee receives feedback from their
superior, it also provides an incentive to improve the employee’s performance. In matters
of motivation and revealing weak points, companies can use questionnaires aimed at their
employees. On the basis of the results of the questionnaires, managers should make
changes to the motivation policy in order to achieve the highest level of employee moti-
vation at their workplaces.

We consider the results of our research to be beneficial for the area of employee mo-
tivation in manufacturing companies operating in the Slovak Republic. In our opinion,
the research reflects the current situation in terms of the basic elements that employees of
manufacturing companies consider important in their own motivation. The obtained re-
sults can serve as a basis for other researchers who deal with the issue of motivation. Con-
sidering the similar business environment in at least the V4 countries, the results of our
survey can also be used as a starting point for investigating the subject area under the
conditions of another country.

5. Conclusions

Currently, employee motivation and job satisfaction are key factors for any company.
People are the main source of ideas, thoughts, and innovation. It is important to be aware
of this fact and to set up a motivational programme in such a way that it arouses interest
among potential employees, but, above all, that it motivates already-working employees
in companies. The aim of the research was to reveal important aspects of the motivational
policy in selected manufacturing companies operating in Slovakia. On the basis of the
results of the analysis, we developed proposals for changes to the incentive system in or-
der to boost employee motivation. We devoted the introduction to the history of the con-
cept of motivation; we mentioned important authors on the Slovak and foreign scene,
thanks to whom we approached the issue of employee motivation. In the next section, we
applied the theoretical knowledge gained. We used a questionnaire survey to collect qual-
itative data for our research. The return rate for the questionnaire was 25.72%. A total 800
respondents, who were employees working in manufacturing companies in the Slovak
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Republic, took part in the research. On the basis of the results of our research, we noted
several established dependencies. We revealed the interdependence between sufficient
financial remuneration for employees and satisfaction with the incentive policy. The de-
pendence between the employee’s job position and their satisfaction with the incentive
policy was also shown. Part of our research was based on the finding that there is a mod-
erately strong dependence between gender and sufficient financial compensation for an
employee. We also discovered a moderately strong dependence between the employee’s
motivation and feedback from the superior. Through our research, we tried to follow up
on the findings of domestic and foreign authors who dealt with the issue in question.
Some of our findings correspond with the findings of other authors. On the basis of our
findings, we proposed ways in which companies can improve the state of their motivation
policy within their practises, especially in the context of employee satisfaction as an im-
portant part of the business system. After its processing, our study opens the possibility
of a gradual investigation of motivation. There are indeed many factors for increasing the
level of motivation and improving the incentive programme in corporate practise that
have a direct impact on sustainability. We are thinking about expanding our research on
a global scale. Our prospects are directed towards the analysis of incentive policy from
the point of view of the countries of the Visegrad Four.
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