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Abstract

Focusing on human resources is considered to be a priority that the manage-
ment of companies have an obligation to enshrine in the strategy of the organization.
This segment is a key element of business development. Human resources change the
competitiveness of businesses. The presented work deals with the identification of in-
dividual factors that affect employee satisfaction. It is necessary, the management of
companies changed the attitude towards employees. The aim of the research was to
identify the existing differences in the perception of financial and non-financial bene-
fits from the perspective of women and men. The employee remuneration strategy is
a complex system, important both for the employer and the employee. The aim of this
work is to provide a global view on the issue of employee satisfaction, motivation for
better performance, but also to examine the perspectives of the remuneration system in
terms of gender by applying quantitative research methods. An effective remuneration
system increases the loyalty and quality of employee performance and consequently in-
creases companies’ competitiveness. If the needs of employees are precisely identified,
personal development takes place and employee fluctuation is avoided, which results
in increased efficiency and better performance.
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Introduction and theoretical background

Strategic management in a selected company represents the continuity and
coherence of fundamental decisions. It is a matter of harmonizing the defined variables
of the external environment with the internal parameters of the examined company. It
is about the implementation of strategic management rules that result in the determina-
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tion of three basic variables of the company - success, growth and sustainability. Each
prosperous company creates the best possible position in a competitive market, and
also strives to achieve the highest possible profit to meet its predetermined goals.

In order to achieve the desired growth of the company, employees are con-
sidered to be a decisive factor of success. Human resources management practices are
critical and valuable assets of companies (Belas, Kmecova, Cepel, 2020), and their high
quality management can lead to improved business performance processes, competi-
tive advantage and increased organizational performance (Ahsan et al., 2013). When
it comes to efficiency or the success of organizations, the key role is played by human
resources. Instead of directly influencing the company’s indicators on financial perfor-
mance, human resources practices have a positive impact on other phenomena affect-
ing the performance of the company. Personnel practices can affect the performance
of a company on collective level by improving organizational skills, culture, social and
psychological climate in the company. Since the success of business processes depends
on the success of individuals, the collective performance of individuals will determine
the success of the organization. Practices in the field of HR manage business perfor-
mance by influencing through the impact on knowledge, skills, abilities and further
characteristics that are relevant to perform a particular job, willingness of the individ-
ual to fulfil, and opportunities to express talent (Arvanitis et al., 2015). The practices in
the field of human resources can be designed to support the development of the appro-
priate skills of sales staff through training and development, manage certain business
activities with the help of remuneration policy, and to ensure adequate resources to
conduct all of these activities (Massingham, 2015).

Work motivation and satisfaction are closely linked. Armstrong (2019) de-
fines job satisfaction as a combination of attitudes and feelings that people experience
in connection to their work. According to Carter (2012), satisfaction cannot be precise-
ly defined, it can be understood as satisfaction with work and work conditions. An
employee can perceive satisfaction in different ways. It can represent self-realization,
joy of the work performed combined with satisfying personal needs. Job satisfaction is
reflected in specific attitudes, evaluation of certain work, and the level of certain work
conditions. Different factors might have different impact on the employee, and at the
same time affect employee satisfaction with different degrees of intensity.

Hiring and retaining quality employees requires the employer to assess the
quality of their work fairly and effectively. Motivating remuneration is an effective way
to reward employees, which is one of the crucial tasks of human resources management
(Mura, Vlacsekova, 2018; Kleina, Stale, 2019; Lizbetinova, Hitka, 2020). It is essential
that the remuneration system reflects employee performance in different positions, as
it has an impact on their further performance and satisfaction. The article is addressing
the issue of employee motivation. It focuses on the system and structure of motivation
factors in the company. The properly set system of factors that stimulate employee mo-
tivation is a challenging task. The key problem is to set up a system, which is adequate,
fair and balanced. In particular, the remuneration system should respect the require-
ments both of the company and the employee. Not only do companies have their own
structure and division of positions, they also have company structure and characteristic
relationships with their employees. Individual businesses use set tools to achieve the
defined goals. However, the fact is that employees are people who have their own pref-
erences and needs.

Human resources management applies to all practices and policies that deal
with personnel issues in organizations. Human resources management practices are
nowadays crucial and valuable assets in businesses, and their high quality management
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can lead to improved performance of business processes, competitive advantage and
increased performance of the organization. The main goal of companies in terms of
human resources management is to maintain, motivate and attract employees, who are
talented and loyal to the company (Stone et al., 2015). Personnel strategy is one of the
partial strategies of organizations, expressing the future intentions of the organization
(Szeiner et al, 2020; (Moc¢arnikovd, Mucha, Peracek, 2018), the long-term and complex
goals in the field of human resources management (in line with the other goals of the
organization), which can contribute to achieve organizational goals. The personnel
strategy must respond to changes in an organization’s strategy, must correspond to the
specifics of the organization, respect the internal conditions in which the organization
operates (Wang, 2016).

Well-known models of human resources help us explain the position of solv-
ing the issue of human resources in the organization. They emphasize, in particular, the
added value of human resources and how they affect efficiency and performance. The
most important models are the following:

¢ Standard casual model of HRM

* Model - Paul Boselie

* Value chain - Paauwe and Richardson
* Harvard framework

Figure 1 Harvard Framework for Human Resource Management
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Our work is addressing the Harvard framework. The model is based on the
principle of interest of different stakeholders. The interests of these stakeholders are
influenced by situational factors. Situational factors have a character of workforce.
Stakeholders together with situational factors directly influence the processes of human
resources - recruitment, training and the system of remuneration. If these activities
are properly conducted, they lead to positive results. If a company manages to keep
at minimum values, employees are motivated and employee turnover is manageable.
These results also lead to long-term results - individual, organizational and social. The
Harvard model takes more general approach to HR, including results at different levels
(Figure 1).
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In the long run, the effort to increase the level of organization and the society
is based on the management of human resources (Kruss et al,, 2015; McDonell et al.,
2014). The basic condition for human resources development in organizations is the
establishment of a climate of trust, openness and motivation, which contributes to the
personal growth of the individual as well as their increased performance (Gelens et al.,
2014). Employee motivation leads to visible and measureable parameters e.g. work-
place promotion, higher remuneration and employee satisfaction. The organization will
have a lower rate of employee turnover (Singh et al., 2009). The role of company leaders
and managers is to identify the potential of the employee, as well as to create space for
motivation and development of key competencies of their employees. Remuneration
is a strong motivation factor. According to research projects implemented so far, the
highest limits of employees are perceived within the motivational factor of remuner-
ation. Recent research results show that employees motivated by financial incentives
will perform more efficiently if the organization pays more. However, some experts
doubt the importance of money as an incentive. It is acceptable, but finances are the
primary source of motivation and stimulus system (Armstrong, 2009).

In the case of financial remuneration, the aspect of individual approach and
personalization is very important (Tetik, 2017). It is up to the organization to consider
what types of financial as well as non-financial incentives the employees prefer and to
determine their proportionality. Remuneration can be differentiated in terms of fixed
and variable components, but other benefits should be included as well (Schlechter
et al., 2014). Several studies support the opinion that in addition to basic benefits and
remuneration, the quality of the work environment and work-life balance are also mo-
tivating factors. Emphasis is placed on employee development, the learning abilities of
individuals, which is closely linked to the overall excellence of an organization (Tan,
2013).

New approaches to this issue mention employee motivation in terms of cre-
ativity, proposing own innovations and innovative ideas. It is a creative environment
that also initiates increased performance among other team members. The determi-
nants of motivation should be closely linked to the specific tasks of an employee at
a given level of development. An employee, being a part of a team, which is referred
to be creative by the company management is a motivating factor that an employee
values more than receiving a financial benefit (Swailes, Blackburn, 2016). Talented and
creative employees can be found in small businesses, mainly in start-ups (Peracek et al.,
2018). Remuneration can be provided in the form of delegating an important task to an
employee, which results in enhanced social status within a team.

The combination of financial and non-financial benefits leads to increased
employee motivation and higher quality work performance. This is reflected in in-
creased financial performance of the company and its better competitiveness in the
market. Delery and Doty (1996) identified seven strategic approaches in the field of
human resources that are associated with the organizational performance: internal job
opportunities, formal training systems, evaluation measures, sharing the profit, job se-
curity, voice mechanisms and the definition of workplaces. Pfeffer (1998) categorized
seven practices or best practices: job security, selective recruitment process, self-man-
aged teams or teamwork, high wages linked to company performance, trainings, and
decreasing disparities in the field of information sharing.

Managers play an important role in the motivation process, as they must be
able to motivate their subordinates with the appropriate tools of motivation, utilize
effectively the motivation processes offered by the company. It is crucial to understand
the motivation process and how these processes work. The theories of motivation help
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managers better understand employee behaviour in certain situations. Unfortunately,
no theory provides a general rule of thumb to explain human behaviour. If an employ-
ee does not provide satisfactory performance, it is usually associated with inadequate
motivation. Therefore, managers should be aware of basic principles and types of mo-
tivation, so that their approach to employee motivation would be based on theory, ap-
plicable in certain work situations (Dvotdkova et al., 2012).

Material and methods

The aim of this paper is to get a global insights into the issue of employee
satisfaction and motivation to achieve increased performance, but also an insight into
the remuneration system from gender perspective. A quantitative research was applied
to obtain data.

A wide variety of scientific literature was used to form the theoretical back-
ground to the discussed issue. As a secondary source, the scientific literature dominat-
ed with a focus on up-to-date research results of authors and professionals registered
in the Scopus and Web of Science databases. In addition, the papers of domestic and
further authors, professionals were used. As a primary source of information we have
to mention the information obtained by conducting a questionnaire survey, data col-
lected primarily as a part of field research.

The basic research method applied was a questionnaire survey. Question-
naire surveis are a method often applied in quantitative research, because they provide
a primary source of data and feedback, which is one of the most important components
of the system. The benefit of this method is using statistical software for analysis, while
the disadvantages are the insufficient sample size, failure to meet some assumptions
resp. inappropriate choice of the sample, and problems with the credibility of respons-
es. The information obtained by a questionnaire survey has to be processed, for which
we used the methods presented below. If we want to describe the correlation between
two variables, the correlation coefficient is applied as the following:

e

The correlation coefficient takes a value from interval {— 1,1 } The direction

of the dependence is determined by the coefficient. If F,... == 0, we talk about direct
dependence. As the values of the variable x increase, the values of the variable y ten

to increase too. If rx}. =~ ), we talk about indirect independence. As the values of

the variable x increase, the values of the variable y tend to decrease. If = {0, both

T'_r}.
variables are linearly independent.
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Such variables are said to be uncorrelated. We will consider as significant val-
ues at least a mild correlation, i.e. higher than 0,3 and less than -0,3 in the case of indirect
correlation. A strong correlation can be considered when the values of the coefficient
are higher than 0,5, resp. lower than -0,5. (Efron, 1992).

According to Spiwok (2015), one of the ways to use the results of the sample
survey to better understand the characteristics of the basic sample is to test the statisti-
cal hypotheses. Hypotheses in statistics are certain assumptions about the basic features
of the surveyed random variables. The most common assumptions are about the type
resp. the parameters of distribution. The hypothesis we would like to verify is the basic
(null) hypothesis and is called HO. Against the basic hypothesis we set the alternative
hypothesis H1, which is an alternative assumption (in most of the cases negation) of
the researched feature. The purpose of statistical testing of hypotheses is the decision to
reject H, resp. not to reject H,, (in favour of H,).

¢ The following main tests on hypotheses are recognized:

¢ Tests of mean values and tests of comparison of two mean values
¢ Tests on shares and tests on comparing two shares

* Variance tests and tests comparing two variances
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Results and discussion

The original research was conducted in 2015. It was repeated at the request
of practice, the motivation and satisfaction of employees in relation to performance
was measured. Since this study was extensive, in this work we present only part of the
relevant results. Gender equality and the gender status of women is a highly discussed
issue. We decided to target this issue since we also detected the presence of discrimi-
nation against women. The basic group was formed by employees in a selected region
of Slovakia. The questionnaires were sent to respondents and filled in voluntarily. A
total of 32 companies were contacted and 5 of these companies did not respond to the
survey. The final number of returned questionnaires was 127, 48 male and 79 female
respondents. The description of the examined sample is presented on Figure 2.
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Figure 2 Description of the examined sample
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Regarding the research sample, first we were trying to find correlations be-
tween variables such as age, achieved qualification in three basic segments, job satis-
faction, financial remuneration and fringe benefits, examining both male and female
respondents. Based on statistical evaluation, we can confirm that the higher the respon-
dents’ qualification is, the higher their satisfaction with their work. The value of correla-
tion coefficient is r=0,485, which means mean dependence. In the segment of achieved
qualification we came to conclusion that the lower the respondents’ education is, the
higher the job satisfaction of the respondent is. The value of correlation analysis is r = -
0,463. Following the overall analysis of motivation factors we can assess that the most
important motivation factor are financial benefits (72%), followed by working in a good
team and personal evaluation (19%). It is necessary to mention that continuous learning
and trainings organized by the employer were not found attractive by the respondents.
This is an interesting finding for the company management since these activities should
be made attractive and financially rewarded by the management.

In this work we present only a small part of our findings, which are presented
from the perspective of the hypotheses set.

H,: There is a statistically significant difference in the perception of job satisfaction between
women and men.

We applied a questionnaire survey to determine job satisfaction. The respon-
dents were asked to evaluate the individual aspects of job satisfaction on a five-point
scale. The individual factors were determined with the help of a work team made up of
experts in labour law and psychology. The factors we set were evaluated with the help
of a questionnaire. Some of them are being introduced or under development e.g. good
workplace relationships, cooperation in problem solving, adequate utilization of the
employee skills and knowledge, cooperation with superiors, delegated decision-mak-
ing in partial tasks, implementation of own innovative ideas, organization of work and
work perspectives. The questions focused on work - my work is my hobby, my work is
interesting, my current job satisfies my needs, my work is boring, I do not like my job.
We applied a T-test for statistical evaluation. The results are presented in Table 1.

25



Table 1 T-test to compare satisfaction in gender breakdown

N Mean Std Dev Std Err | Minimum |Maximum
48 26667 1.1910 01719 1.0000 5.0000
79 24810 12389 01394 1.0000 5.0000

0.1857 | 1.2211| 0.2235

Method Mean  95% CL Mean Std Dev|95% CL Std Dev
2 6667 | 23208 |3.0125 11910 09915 14918
2.4810| 2.2035 |2.7585 1.2389 10713 1.4692
Poolad 0.1857 |-0.2566 |0.6279 1.2211| 1.0867 1.3938
Satterthwaite 0.1857 -0.2533 06246

Mathod Variances DF |t Valua Pr > |t|
Pooled Equal 125, 0.83|0.4077
Satterthwaite (Unegqual 102.44 0.84 0.4035
Equality of Variances
Mathod MNum DF Den DF F Valua Pr>F
Folded F 78 47 1.08 | 0.7808

Source: own processing

In this case we cannot reject the hypothesis about the equality of variances,
as well as we cannot reject the hypothesis on equality of means either, since the p-value
for equal variances is 0,4077. This means that it is not possible to confirm a statistically
significant difference between the evaluation of job satisfaction in terms of male and
female respondents. Based on the quantified results obtained, Hypothesis 1 was not
approved.

H, There is a statistically significant difference between men and women in the perception of
financial remuneration in terms of workplace positions.

Table 2 T-test for comparing financial remuneration from the perspective of men and women

N| Mean |Std Dev Std Err Minimum Maximum

48 37202 1.0260 0.1481 1.0000 5.0000

79| 40886, 08502 0.0857  2.0000 5.0000
-0.3584 09203 0.1684

Method Mean 95% CL Mean Std Dev 95% CL Std Dev
3.7292| 34312 4.0271| 1.0260 0.8541| 1.2852
40886 3.8982 42790 0.8502 07352 1.0082
Pooled -0.3594 -0.6928 -0.0261| 0.9203 0.8188 | 1.0504
Satterthwaite -0.3594 -0.7099|-0.00893

Method Variances DF |t Value Pr > |t|
Poolad Equal 125 -2.13|0.0348
Satterthwaite Unequal 85435 -2.04 |0.0446

Equality of Variances
Mathod Num DF Den DF F Value Pr>F
Folded F 47 78 1.46 <0001

Source: own processing
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Remuneration is a complex system of tools, which is applied in the field
of human resources management. There is no uniform model applied by companies
achieving the same results. It is clear that employees prefer financial remuneration to
non-financial benefits. According to research results, higher wages result in higher re-
muneration, financial incentive or bonus. The verification of this hypothesis has led to
a surprising conclusion that women prefer financial remuneration to a greater extent
than their male counterparts, which is probably due to gender differences between the
male and female respondents. A T-test was performed for statistical evaluation of the
results, which is presented in Table 2.

The test for equality of variances, where the null hypothesis is that variances
are equal, the alternative hypothesis is the inequality of variances. Since the p-value
is lower than the significance value, the null hypothesis of equality of variances is re-
jected. In Table 2 we examine the row of unequal variances. Based on the p-value be-
ing 0,0446, which is less than the significance value at 0,05, it can be proved with 95%
probability that there is a statistically significant difference between the mean values
in terms of financial remuneration based on gender categorization. As the mean value
is higher in the case of female respondents, it can be summarized that the aspect of fi-
nancial remuneration is more important for the female than male respondents. We can
state that there are significant differences in the perception of financial remuneration
between men and women, according to which Hypothesis 2 is approved.

H, There is a statistically significant difference between men and women in the perception of
non-financial benefits as a part of remuneration.

The research addressed the significance of non-financial benefits from the

perspectives of men and women. Flexitime, self-realization, career advancement, work-
place recognition, possibility of lifelong learning, responsibility and working in a good
team were listed as non-financial benefits.
An open question was provided for the respondents to list further benefits, from which
we have chosen the following - company image, security and stability of the company,
chance, and work prestige. We applied a t-test for statistical evaluation, the results are
presented in Table 3.

Table 3 T-test to compare non-financial benefits from the perspective of female
and male respondents
N Mean Std Dev Std Err Minimum Maximum
48 /3.3125 1.3394 0.1933 1.0000 5.0000
79 |2.6962 1.5472 01741 1.0000 5.0000
06163 1.4725| 0.2695

Method Mean 95% CL Mean Std Dev 95% CL Std Dev
3.3125|29236 3.7014| 1.3384 | 1.1150| 16777
2 6962 |2.3497 3.0427| 1.5472 1.3378| 1.B347
Pooled 06163 |0.0830 1.1496| 1.4725 1.3104  1.6807
Satterthwaite |0.6163 0.1008 1.1318

Mathod Variances DF 't Valuea Pr > |t|
Pooled Equal 125| 229 00239
Satterthwaite (Unequal 110.38 2.37|0.0196

Equality of Variances
Method MNum DF | Den DF |F Value | Pr>F
Folded F 78 47 1.33|0.2874

Source: own processing
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The mean values of differences were statistically significant and different.
As difference was higher in absolute terms in the case of men, this means that our
male respondents evaluated the non-financial benefits better than women. Although
the variances were the same based on the test, the hypothesis on the equality of means
was rejected. There are significant differences in the perception of non-financial benefits
in terms of genders, and based on the quantified results, Hypothesis 3 is approved.

Conclusion

The presented work is focusing on the analysis of differences between the
male and female respondents as employees. The aim of this work was to provide
a global insights into the issue of employee satisfaction, motivation to improve em-
ployee performance, and the system of remuneration in terms of gender. Information
about job satisfaction was obtained by asking the opinion of the respondents. Employee
opinion figures as a reflection of employee needs, expectations, but also reflected the
perception of work conditions from the perspective of our respondents. The priority
of the employer is to know these values, priorities and attitude of the employee. The
analysis shows that employees prefer security and stability of the company. Financial
remuneration should reflect the achieved performance, results and personal skills. The
female respondents perceived financial benefits as a sensitive issue, while our male
respondents preferred non-financial benefits. The management of the company should
clearly set employee remuneration in the company strategy. The tendency to introduce
non-financial benefits is on increase. Regardless to the nature of work, the most enjoyed
non-financial benefits in all the selected sectors are company events, home office, flexi-
time and recreational vouchers. An appropriate system of non-financial benefits might
attract potential employees as well as increase the competitiveness of the company. The
interest in human resources is considered to be a solid foundation of a prosperous and
efficient company. Investing in building a permanent team is a key to business success.
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