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Abstract. Effective employee motivation needs leaders who are able to formulate visions of incentive programs and who have positive
influence on employees. Leaders are able to analyse the environment regarding the level of motivation, barriers to motivation and are
able to develop an effective motivation system. A motivation system refers to a system illustrating basic motives, motivation preferences,
intentions and priorities, incentives being applied and their effects. The authors of the paper attempt to assess the level of employee
motivation in a trading company and its relation to work performance. The research was conducted in the months of September –
December 2016 and 213 respondents were asked to fill out the questionnaire. A Pareto chart was used illustrate the research results.
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1. Introduction
When managing work performance, it is important to bear in mind that the primary purpose of all businesses
is to maximize profits. There are two basic ways of making a profit, related both to input and output. Thus,
higher profits or measurable success of a trading company can be achieved by lowering input costs or increasing output. The study addresses the input cost area, in particular employee motivation. Employee work performance is connected to job-related competence, objective working conditions in an organization and employee
motivation (Vetráková, 2011, p.153; Lepir, et al., 2016; Caracota and Mitovski, 2014; Ristic, et al., 2017). Motivated employees are one of the key determinants for an organization to succeed. (Nemeckova, 2017; Baard,
et al., 2004; Mentel et al., 2016). To motivate employees means to get them work as effectively as they can.
Motivational programs can greatly increase the return on investments related to human resource development
(Vojtovič 2008, p.117; Prakapavičiūtė, Korsakienė, 2016, Sirková, et al., 2016).
It is neither an easy nor fast process to achieve the required employee motivation (Myšková et al., 2016). High
performance does not only depend on motivation (Hitka and Balážová, 2015; Kaźmierczyk, Aptacy, 2016), but
also on the level of competence to perform the job.
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Having specific abilities, knowledge and skills may also be a kind of motivation. Thus, motivation and competence constitute the two basic groups of subjective personal determinants of employee performance. (Kuvaas
et al., 2017). A system of motivation comprises all the motivation-related materials and documents affecting
the performance of an organization. The system of motivation is to systematically influence and motivate
individuals, groups and teams. The system of motivation includes a motivation strategy and a set of incentive
programs (Becchetti, 2013). A motivation strategy, developed under personnel strategy, must be aligned with
the overall strategy of an organization (Parker at al., 2017). A well-designed motivation strategy should have
two missions, i.e. to support achieving the goals of an organization as well as employee personal goals.
2. Purpose and methods
The purpose of the study was to analyse the questionnaire data, to assess the level of employee motivation in
a trading company and find out what impact it has on employee performance. First, a company profile was established to find the relevant information about the company that, if needed, could be benchmarked with other
relevant companies. Next, the forms and methods of motivation used in the company were identified. Finally,
a questionnaire was developed and filled in by a selected number of respondents. The questionnaire survey was
to find out what motivates the employees of the company best, and whether the system of motivation is effective. The online questionnaire was distributed to respondents working in stores in Slovakia under an operating
division. The questionnaire was developed online using an application which made the work easier and faster.
In order to ensure objectivity and privacy of respondents, responses were provided anonymously. 54 respondents chose to fill out a survey online. Due to length limits, only the key findings are highlighted in the paper.
Various statistical methods to treat and evaluate questionnaire data were utilised, such as for instance contingency tables and a Pareto chart. To illustrate the data obtained, graphs were used. In the paper, the methods
of analysis, synthesis and deduction were employed to draw conclusions and make recommendations for the
company. The real name of the company was not used as the company chose to remain anonymous.
3. Results
The interpretation of results followed the three hypotheses formulated. The survey process includes evaluating
survey questions graphically as well as evaluating hypotheses.
H1: Employees are aware of the existence of the system of motivation. Employees find motivation important.
Respondents were asked whether they find motivation important. It was found that 89% of respondents found
motivation of great significance, 11% somewhat agreed that motivation is of great value. It follows that motivation at work is important for all employees, regardless of age, job title or education. Well-known authors
dealing with the issue of motivation also share the same opinions ( Graph 1).
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Graph 1. Importance of motivation for employees
Source: Authors’ own based on the questionnaire responses

The next question was to find whether the respondents are familiar with the employee motivation program. It
was found that 67% of employees know that there is an employee motivation program in place and 26% of
employees are rather familiar with the program. There are no respondents being not familiar with the program
or not interested in the program (Graph 2).

Graph 2. Familiarity with the motivation system
Source: Authors’ own based on the questionnaire responses

Despite the fact that this question was answered almost unambiguously, the responses were looked at in more
detail. For the purpose of comparison, an additional factor related to the structure of the respondents was
considered in order to find dependency of responses on a job position. To provide a higher informative value,
a share expressed as a percentage (not in absolute numbers) was used, since each job position has a different
number of employees. The data was visualized in a graph showing the dependence between a job position and
an awareness of the motivation program. 83% of store managers, who should be the store leaders, are familiar
with the motivation program.
Their familiarity with the motivation program should, however, be 100%. The familiarity with the motivation
program goes down to 27% in part-time workers. Low familiarity with the existence of the motivation program
in part-time workers is understandable, yet the percentage of the store leaders being aware of the motivation
program in place, even though the highest, is not considered sufficient. One of the tasks of a leader is to ensure
that his/her subordinates have all the required information and knowledge. If, however, the store leaders themselves are not familiar with the motivation program or do not have sufficient information about it, they cannot
work effectively with their employees and/or use the program to increase their work performance. Thus, the
survey results support the hypothesis.
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H2: Salary/Financial methods of motivation are seen as the most effective by employees.
Salary is the most important motivator according to several authors (Pop, 2016; Gunawan and Amalia, 2015;
Blašková, et al., 2017). In today’s society, money is needed to satisfy our basic and other needs and wants, and
money is the main reason for most people to go to work. This fact supports the assumption that employees are
mostly motivated by pay. Therefore, it is also assumed that pay is considered to be the most effective way to
manage employee work performance. In the survey, respondents were asked what motivates them best at work.
They were provided with five response options, such as salary, work as an activity, working time, workplace relationships, and treatment of employees by a superior. Out of all fifty-four employees, 41% consider the salary
as the most important factor in employee motivation. On the one hand, the finding confirmed our assumptions,
but on the other hand a higher percentage was expected.
Other motivating factors include work as an activity (22%), relations at the workplace (17%), treatment of
employees by a superior (15%) and the least important motivating factor was found to be hours of work (5%).
Compared with the previous questions, however, the responses are more evenly distributed and each option
“found its own respondent”, which shows that motivators vary from an employee to an employee. The result
obtained is convincing, though not fully. Therefore, salary as the key motivator was analysed in terms of job
positions. The graph below shows in detail the individual motivating factors broken down by job positions
(Graph 3).

Graph 3. Motivating factors by job positions
Source: Authors’ own based on the questionnaire responses

Apparently, money is not the primary motivating factor for all job positions. For instance, 66% of salespeople
are motivated by money. Thus, other response options were less likely to be chosen, for instance treatment of
employees by a superior was not selected by any sales person. Concerning the store leaders, salary is the third
motivating factor along with the treatment of employees by a superior (28%). Store leaders consider the work
as an activity as a primary motivator (33%) which indicates that they are the people engaged at work with good
work habits and work experience. This is supported by the fact that no store manager selected the response option of working time.
The relationship between motivation and age was also examined (cf. the graph below). There are four age
groups: to 25 years of age, to 35 years of age, to 45 years of age, and to 60 years of age. Compared to the overall
results, a distinct difference was found in employees in the age group to 25 years. For them, the key motivating
factor is salary (50%). They are least motivated by the work itself. At the same time, they are the only for whom
the hours of work are a priority (Graph 4).
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Graph 4. Motivating factors by age
Source: Authors’ own based on the questionnaire responses

The two graphs above illustrated the marked differences regarding the employee motivation preferences in terms
of job positions and age. When making the first graph, it seemed that there will be no difficulty to support the
hypothesis. After a more detailed analysis, the outcomes are not that clear. Since the given hypothesis addresses
only salary as a motivator, one more analysis was made with respect to the findings. To provide more in-depth
results regarding motivating factors, two categories of employees were examined, such as salespeople in the
age group to 25 years and store leaders above 35 years of age. The graph below illustrates their attitude to the
motivating factors examined (Graph 5).

Graph 5. Motivating factors salesperson versus store leader
Source: Authors’ own based on the questionnaire responses

The difference in preferences can clearly be seen in the graph. 69% of young salespeople give salary the top
priority, whereas no priority is given to work as an activity. On the other hand, experienced store leaders with
sound work habits mostly enjoy working (50%), whereas only a quarter of them attach the highest importance
to salary.
In the second hypothesis, it was assumed that salary/financial methods of motivation are seen as the most effective by employees. The findings, however, did not confirm our assumptions as work as an activity was still
found to be motivating by 22% of respondents and relations at the workplace by 17% of respondents. There71
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fore, two more factors in relation to employee motivation were researched and analysed, such as job position
and age. It was found that salary works as a key motivator only for certain categories of employees. Salary
was ranked as a top motivator by young salespeople up to 25 years of age (69%). As this age group is the most
numerous, both in terms of the research sample and the overall age structure of the company employees, it has
a considerable impact on the overall outcomes. Yet, the responses made by other age groups need to be considered as well. It follows from the results, that the hypothesis can be neither supported nor refuted with absolute
certainty. It is true that salary is the key motivator, yet there are other motivating factors of importance. The
only way to motivate employees to better performances is to apply an individual approach and have sufficient
knowledge of the driving incentives that, as confirmed by the analysis, may vary from employee to employee.
Leaders should be familiar with the all the factors that affect employee motivation.
H3: Motivating factors as well as the possibility of employee development are perceived positively by employees. This significantly affects their attitude to work and especially their work performance. Hypothesis testing
was performed in two steps.
Motivating factors. The basic assumption was that a salary will be the key employee motivator. It, however,
does not mean that other incentives are of no importance or can be disregarded. Therefore, the questionnaire
comprised a series of questions to identify and analyse employee satisfaction with each motivating factor
covered in the study. Respondents could choose an option on a scale of one to five: one meaning strongly dissatisfied, two meaning dissatisfied, three meaning a neutral response, four meaning satisfied and five meaning
strongly satisfied.
First, respondents were asked whether they were satisfied with their salaries. As already mentioned, pay and
money are considered to be the strongest incentive as supported by recognized authors and the research results
presented. The graph below shows the results obtained (Graph 6).

Graph 6. Satisfaction with salary
Source: Authors’ own based on the questionnaire responses

The graph shows that the results were not as clear-cut as in previous analyses. For the sake of simplicity, instead
of analysing five response options, only three of them were analysed. Dissatisfied/rather dissatisfied respondents and satisfied/rather satisfied respondents were put together and analysed. The research indicate that the
percentage of satisfied, dissatisfied and neutral employees is almost the same. Thus, it was not possible to make
any recommendations for the company in the area of employee motivation. Therefore, it was necessary to look
at the issue from a different angle and in more detail, so the structure of the research sample was re-used. Out
of all respondents, we focused only on those who said they were dissatisfied/rather dissatisfied with their salary
(32%). The respondents were then analysed by job positions and the duration of employment. The positions of
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salespeople and store managers were analysed as they cover the highest percentage of employees in the company – up to 79%. Next, a graph showing the percentage of dissatisfied employees with regard to a job position
and the duration of employment was developed. The results show that there is a marked dissatisfaction with
salaries among store leaders (50%), whereas the duration of employment is not relevant. The percentage of
dissatisfied salespeople is lower (29%), and a correlation between the job position and the duration of employment is obvious. Salespeople in probation period, along with those working in the company up to five years
show approximately an average level of dissatisfaction. No dissatisfaction was found in the salespeople who
completed a probation period and those employed in the company for a short period of time. Those who have
been with the company for a long period of time showed 100% dissatisfaction (Graph 7).

Graph 7. Satisfaction with salary by job positions and duration of employmen
Source: Authors’ own based on the questionnaire responses

The results show clear differences, and at the same time reveal two areas that should be addressed. Although the
level of dissatisfaction with salaries generally reaches an average value, it was found, after a detailed analysis,
that store leaders show 50% dissatisfaction with salaries. Store leaders are in the front-line management, and
their duties include, among others, employee motivation in managing work performance. Even though it was
found that salary is not the strongest motivator, it should be paid careful attention. With regard to the duration
of the employment, employees being with the company for more than five years show the greatest dissatisfaction – up to 67%, which is more than double the average. Those employees who have been with the company
for a long time, who are familiar with all the procedures, and who are identified with corporate policies and
culture should be the key asset to any company. Therefore, such a high level of dissatisfaction is considered as
a potential problem in the long run.
Conclusion
All our recommendations as well as the level of motivation rely directly on the professionalism of store leaders and line managers. Companies may come up with a variety of incentives, may have an intricate corporate
culture or above average payroll system. They, however, need people – leaders who will put them into practice,
who will check their use and evaluate their benefits. The company under examination lacks a real leader whose
functions also include the one of motivating peers and subordinates to higher performances.
It was found that the company uses predominantly internal sources to fill managerial positions. That means that
store leaders were once hired for the position of salespeople or line managers were originally employed as store
leaders or salespeople. This practice has many advantages, such as full knowledge of procedures, identification
with the company values, high levels of loyalty, commitment and motivation. There are, however, several risks
associated with the practice. A major risk is that managerial positions are filled with employees who do not have
sufficient expertise and/or are not genuine leaders. Being highly effective at work, reliable and efficient at work
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does not automatically make the person a good leader. To perform the functions of a leader, one needs to have
certain personality prerequisites and experience, which can be acquired by strong support and frequent feedback. A depersonalization problem arises when the manager does not realize that he/she is not performing the
job but ensures it to be done. Based on the findings, it is deemed necessary to have an employee development
program in place and follow it while preparing managerial employees. Prior to taking up a managerial position,
they shall be able to apply managerial working tools, have essential knowledge of personality psychology and
effective employee motivation. This can only be achieved through long-term preparation with the support of
external sources, which would be hired to provide the required training. At the same time, it is required to monitor the work of managerial staff even after taking up positions, to regularly evaluate them, to give them constructive feedback and to continue to work on their development in management, organization and motivation.
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