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Abstract

:

Employee performance and their new ideas, as well as their efforts to promote the company in positive ways help build the values of an enterprise. Properly motivated managers, white-collar, and blue-collar workers use their performance to affect the business efficiency, and therefore the success and sustainability of the enterprise. Selecting the right structure of motivation factors, especially those aimed at job category and gender, is the main role of enterprise management. The aim of this study is to analyze and define differences in the perception of the preferred level of motivation in terms of gender and job category. The questionnaires were given to randomly selected employees working in Slovak enterprises in order to ensure variability and randomness of respondent selection which is necessary for relevant data acquisition. Following the average, the order of the importance of motivation factors of 3720 respondents was defined. The Student’s t-test and Tukey’s HSD test were used. We confirmed that there are statistically significant differences in the perception of the motivation in terms of job category. Moreover, we proved the significant differences between genders in the job category of blue-collar workers. We did not observe differences between genders in the other job categories studied. The results reported should be accepted and implemented in motivational programs by the employees of human resource departments as a way to keep up with strategic human resource management.
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1. Introduction


Sustainability in business process management is a key factor associated with the enterprise success [1,2]. Employees are considered one of the most important and leading factors in achieving sustainability [3,4,5], especially employees who move the business forward [6,7,8,9]. Managers, white-collar workers, and blue-collar workers are all involved in the company results. An employee’s performance, their new ideas, as well as their efforts to promote the company in a positive way help build the values of an enterprise [10,11,12,13] and the success or failure of a business is affected by their productivity [14,15,16,17,18,19,20,21]. Employee productivity is influenced by employee motivation [22,23,24,25]. It is a complex and purposeful process to create a working environment and atmosphere that helps satisfy the aspirations, needs, and interests of employees and stimulates their action in a desirable way [26,27].



The quality of human potential plays an important role and it is a key factor that affects the running of a company, its prosperity, as well as sustainable development. A successful business is aware of the importance of its staff and their positive motivation; they are the greatest asset helping the company meet its goals. Currently, when advances in technology, information, and globalization occur most often, the human factor is becoming the biggest competitive advantage. The importance of human resources is considered strategic [28,29,30,31,32]. They become a part of strategic management of an enterprise and a factor important for sustainability. Effective employee management is supported by motivation.



A result assessment approach to employee management must focus on ways to encourage employee creativity, improve work performance, and create conditions that support team activity within the enterprise. It is connected with the employee performance in the workplace. Therefore, it is a specific task linked to the specific enterprise [33,34,35,36,37].



The motivation process is supported by setting realistic company goals and engaging employees. A motivational program focuses on the optimal use of the available workforce to meet company goals and, at the same time, on knowing and developing the personality of the employee. An effective motivational program covers the areas with low performance in a given period or those areas which seem to be significant for work activity due to another reason. The goal of the program is to create conditions encouraging motivation of all employees in the enterprise. Motivational programs affect employees in psychologically and economically ways, whereby the importance of both ways is equal. A motivational program is used especially as part of an adaptation programs. It is a document covering the set of facts affecting and motivating employees in accordance with the task relating to manufacturing, trade, and economic intentions of the enterprise [38].



We propose that motivation will be affected, besides other sociodemographic data (age, education, seniority, company strategic direction, region, and the size of an enterprise), by gender and job category. The aim of this study is to analyze and define differences in the perception of the preferred level of motivation in terms of gender and job category. The research is part of a long-term and extensive study on employee motivation in Slovakia dealing with the individual mentioned areas. In the future, the research results will be used to define the model of employee motivation in Slovak enterprises.




2. Literature Review


There is a wide range of tools used to motivate employees. F. Taylor defined money as the most important factor motivating employees to achieve higher productivity in industry [39,40]. This form of reward results in employee satisfaction and directly affects their performance. Salary is a valuable tool that plays an important role in the improvement of employee performance, as well as organizational productivity [41]. Studies [42,43,44,45] have shown that salary, promotion, bonuses, and other types of rewards are used by most enterprises to improve employee performance. Praise, setting realistic and achievable goals, appropriate workload definition, employee engagement, appropriate empowerment, responsibility, feedback, work equipment, expressing the positive personality features of a supervisor, appropriate leadership style, correctness by senior staff and company, and providing relevant information are considered to be other important motivation factors [46,47,48,49,50,51,52,53,54].



The role of business management is to define motivational factors that are used to manage and lead employees in an effective way. Current research has shown that the occurrence of differences in employee motivation depend on the employee’s age [55,56,57,58,59,60,61]. However, in this process, the employee’s position must be taken into account. With respect to the source of motivation for managers, they represent a specific group of employees [62]. Managers are motivated by financial motivational factors, as well as recognition and freedom in decision making [63,64]. Motivational factors for managers are often classified as “push” or “pull” factors. Push factors include the need to increase the family income, work dissatisfaction in terms of salary, difficulties finding a suitable job, and the need for flexibility due to family duties and responsibilities. Pull factors include the need for independence, self-actualization, and improvement of the current state and reputation in the society. White-collar workers are motivated through rewards or recognition [65]. Employees at lower level job are also motivated by financial rewards [66,67].



When defining motivational factors, the role of enterprise management is to choose an appropriate structure of motivational factors with an emphasis on gender. Differences in motivation follow the differences in gender. Men put more effort into achieving wealth or financial well-being while women prefer work-life balance [68]. In general, women are motivated by family needs more than men whose priority is a private financial situation [69,70].




3. Materials and Methods


The level of employee motivation was investigated in this study conducted in 2018. The selection of respondents was proportionally allocated throughout Slovakia. All parts of Slovakia were covered by the research sample dataset. The questionnaires were given to randomly selected employees working in Slovak enterprises in order to ensure variability and randomness of respondent selection necessary for relevant data acquisition. A total of 3720 respondents, described in Table 1, participated in the research. Descriptive statistics were used to describe the primary sampling unit.



The following 30 motivational factors were examined: atmosphere in the workplace, good work team, fringe benefits, physical effort at work, job security, communication in the workplace, name of the company, opportunity to apply one’s own ability, workload and type of work, information about performance result, working hours, work environment, job performance, career advancement, competences, prestige, supervisor’s approach, individual decision making, self-actualization, social benefits, fair appraisal system, stress, mental effort, mission of the company, region’s development, personal growth, relation to the environment, free time, recognition, and basic salary. Respondents assigned each motivational factor one of the five degrees of importance according to the Likert scale (5—very important, 4—important, 3—medium important, 2—slightly important, and 1—unimportant). The data gathered were processed using the STATISTICA 12 software. The importance of the level of motivation was investigated using the weighted arithmetic average formula. The level of motivation of all respondents was defined in terms of gender. Subsequently, the ten most important motivational factors for individual job categories of employees were defined. The motivational factors that were mentioned most occurred as the most important motivational factors over a long period in present studies [71,72,73,74,75,76,77,78]. A random variable, t, with Student t distribution was used as a test criterion for further testing. The following two hypotheses were tested at the level of significance α ≤ 0.05:



Hypothesis 1.

Statistically significant differences between genders are expected.





Hypothesis 2.

Considering gender, statistically significant differences between job categories are expected.





The likelihood of motivating employees, in terms of their gender and job category, with similar motivational programs was tested. The chi-Square or Pearson–Fisher (χ2) test was used to test the agreement or disagreement between observations. Due to the selective character of the gathered data, Tukey’s HSD (honest significant difference) at the significance level of 5% was used to test the differences between the averages of the values for the importance of motivational factors of white-collar workers. The Tukey’s HSD test is a single-step multiple comparison procedure. It is modified for various numbers of observations in individual groups. Independence between levels of factors, variance, and normality agreement was expected.




4. Empirical Results


First, the dependence of motivational factors in terms of job category was verified. Tukey’s HSD test was used. The results are presented in Figure 1.



The results in Figure 1 show that there were statistically significant differences in all job categories.



Subsequently, the importance of motivational factors in terms of gender was examined. The results are presented in Table 2.



The average values of 30 motivational factors in terms of gender are presented in Table 2. For men, the following 10 motivational factors were considered the most important: basic salary, atmosphere in the workplace, good work team, fringe benefits, fair appraisal system, supervisor’s approach, job security, communication in the workplace, working hours, and work environment. For women, the motivational factors considered most important were: basic salary, atmosphere in the workplace, good work team, supervisor’s approach, fair appraisal system, job security, fringe benefits, communication in the workplace, working hours, and work environment. The average values of these motivational factors were the highest rated.



When a detailed test at the level of α ≤ 0.05 was carried out, the occurrence of statistical dependence was confirmed for 17 out of 30 motivational factors. The statistically significant differences are highlighted in bold in Table 2. Following the results, the hypothesis, H1, was confirmed, i.e., there were statistically significant differences in the perception of the motivational level between men and women.



Furthermore, the importance of motivational factors in the case of job categories was examined in terms of gender.



4.1. The Level of Motivation in Terms of Job Category of the Manager


The job category, manager, was the first category analyzed. The results are presented in Table 3, indicating that the three most important motivational factors for men and women in the job category “manager” were the same. However, the order of importance was different. Male managers considered the basic salary the second most motivating factor, while, good work team was the second most important motivational factor for female managers.



The most important motivational factors for both men and women were chosen in order to test the dependence of motivational factors in terms of gender in the job category “manager”. Following the Student t-test at the significance level α ≤ 0.05, statistically significant differences were not confirmed, i.e., there was no significant statistical dependence between selected motivational factors and gender in the job category “manager” (Table 4). On the basis of the results in the job category of manager, there was a high degree of similarity in motivational factors with a different order of preferences in motivational factors.




4.2. The Level of Motivation in Terms of Job Category of the White-Collar Worker


In the case of white-collar workers, basic salary, atmosphere in the workplace, and good work team were the three most important motivational factors for both men and women and the order of most importance factors was the same for both men and women. Further results are presented in Table 5.



Statistically significant dependence between motivational factors and gender in the job category of white-collar workers was verified for selected motivational factors. The results in Table 6 show that there were statistically significant differences in selected motivational factors depending upon gender. These factors included atmosphere in the workplace, good work team, job security, supervisor’s approach, and fair appraisal system.



Testing the selected motivational factors with significant differences confirmed statistically are presented in Table 7.



Five motivational factors with statistically significant differences and the overview of the values of importance assigned by respondents are shown in Table 8. Absolute and relative frequencies of responses are mentioned.



Selected motivational factors were considered important or very important by both men and women in the job category of white-collar workers. The value 5 (i.e., very important) was the value with the highest frequency of responses recorded in all motivational factors.



Average values, standard deviation, 95% confidence intervals in the primary sampling unit are mentioned in Table 9. Following the results presented in Table 9 the findings are generalized.



The results presented in Table 9 indicate that the motivational factor atmosphere in the workplace was assigned a value ranging from 4.396 to 4.519 by men in the job category of white-collar worker. Women in the same job category assigned the same motivational factor an average value in the range from 4.567 to 4.639 at the 95% confidence level. The results show that atmosphere in the workplace was evaluated in a more positive way by women than men in the job category of white-collar worker. Moreover, all analyzed motivational factors were rated higher by women in the job category of white-collar worker than men in the same job category.



Expected and residual frequencies of selected motivational factors in terms of gender in the job category of white-collar worker are presented in Table 10. Residual frequencies are the difference between frequencies in the line (discovered values in Table 8) and the expected frequencies of the evaluation of selected motivational factors.



As shown in Table 10, atmosphere in the workplace tends to be evaluated by male white-collar workers as medium important, on the other hand, it is evaluated by female white-collar worker as very important. Moreover, men in the job category of white-collar worker, tend to rate analyzed motivational factors lower, with a lower degree of importance (medium important, important) than women in the same job category. Male white collar-workers tend to evaluate all analyzed motivational factors (atmosphere in the workplace, good work team, job security, supervisor’s approach, and fair appraisal system) as very important.




4.3. The Level of Motivation in Terms of Job Category of the Blue-Collar Worker


The job category of the blue-collar worker was the third area studied. Basic salary was considered by male blue-collar workers as the most important motivational factor. On the other hand, female blue-collar workers considered atmosphere in the workplace the most important motivational factor. The importance of other motivational factors is presented in Table 11.



On the basis of the results of Student t-test shown in Table 12, we concluded that there were no statistically significant differences between the selected motivational factors and gender in terms of job category of the blue-collar worker. The research results in the job category of blue-collar worker show that there was a high degree of similarity in motivational factors with different order preferences of motivational factors.





5. Discussion


On the basis of the results of our research, we concluded that motivational factors such as basic salary, atmosphere in the workplace, as well as a good work team were highly motivating for all employees. However, men and women perceive the importance of these factors differently. Basic salary was a motivational factor of greater importance for men, whereas, women considered atmosphere in the workplace and a good work team more important. These findings correspond with the studies carried out in this field [68,69,70].



Further findings associated with the job category correspond with the research results of Bazydlo et al. [79] who showed that work environment, workplace comfort, and a good work team were the most motivating factors for managers. In Slovakia, employees with higher education are hired for manager positions. Their value orientation is due almost equally to their knowledge and gender equality [80,81,82,83,84]. In the case of managers, the results of our research show that a motivational program can be created regardless the gender and we did not observe any significant differences in motivational needs. The same conclusion was drawn in the case of blue-collar workers, especially when employees with primary and lower secondary education are hired for this job position. In addition, their value orientation is due almost equally to their knowledge and gender equality [80,85,86,87]. Following the analysis of motivation and education, similar results were observed.



In the case of white-collar workers, statistically significant differences in terms of gender were confirmed. Due to the statistically significant differences, the needs of individual groups had to be taken into account. Male white-collar workers tend to rate analyzed motivational factors lower as compared with women, who tend to evaluate analyzed motivational factors as very important.



There were statistically significant differences in perception of motivation among the three job categories mentioned in Figure 1. Therefore, a different motivational program must be created for each job category.



Furthermore, our research results indicate that blue-collar workers were motivated by the amount of money they receive in the form of basic salary. This was confirmed by other studies [66,67,88,89].



In general, the fact that there were statistically significant differences in motivation between men and women is considered the main finding. In terms of job categories of managers and blue-collar workers, motivational programs can be created regardless of gender. In the case of white-collar workers, motivational program must vary due to gender.




6. Conclusions


The statement that quality human resources have become an integral part of the company’s strategy has been confirmed by [90,91]. Employees play a key role in the implementation of the overall business development strategy. The efficiency of business processes, and therefore the overall success of the enterprise is affected by the performance of properly motivated employees [92,93,94,95,96,97]. Results of our research show that there were statistically significant differences in perceiving the motivation in terms of gender. In the case of mixed employee teams, this fact must be taken into consideration in the process of designing motivational programs. Despite the similarity in the order of the importance of motivational factors in terms of men and women, both of them perceived the individual motivational factors in different ways.



The aim of this study was to define the differences in the perception of the level of motivation in terms of gender and job category. The fact that there are statistically significant differences in the perception of motivation in terms of job category was proven. The significant differences in the job category of blue-collar workers in terms of gender were proven as well. In the case of two other job categories, no significant differences between genders were observed. The fact that the aim of the study was met can be stated. The results should be accepted and implemented in motivational programs by the employees of the human resource department. In the future, we plan to find correlations between other sociodemographic data (age, education, seniority, company strategic direction, region, the size of an enterprise) and use our results to define a model for employee motivation in enterprises. However, further data collection and analysis is required.
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