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ABSTRAKT

Tato bakaléskd prace se zabyva problematikou motivovani ésmand v Tiineckém
regionu. Prace je rozZtkna na teoretickou a praktickeoast.

Teoretickacast zahrnuje vyvoj motivace, zakladni pojmy a formgtivace, motivéni

teorie a systém odiovani.

Praktickacast bakaléské prace analyzuje spokojenost zamand se systémem benefit
ve spolénostech WALMARK, a.s. a MROZEK, a.s.

Klicova slova: motivace, piaba, zarsstnanec, zasstnavatel, benefity, odny,

spokojenost

ABSTRACT

This bachelor thesis deals with the problematiceniployee motivation. The work is
divided into the theoretical and the practical part

The theoretical part covers the history of motwmafi basic concepts and forms of
motivation, theories of motivation and a rewardteys

The practical part of bachelor thesis analyzes#tisfaction of employees with the benefit
system in companies WALMARK, a.s. and MROZEK, a.s.

Keywords: motivation, need, employee, employer gffies) reward, satisfaction
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INTRODUCTION

John Adair writes, “Leadership and motivation ake brother and sister.” (Adair 2006, 7)
But how should be employees motivated? It's onehef most important questions for
management in each company. And what is a motivatiany definitions could be found
in different literature. Every employee is motivéifey something else. He needs different
incentives, rewards and benefits. The recognitioth @nderstanding of employees’ needs
is an important task for every manager. It's théy amay how to make employees work
effectively.

The theoretical part of this bachelor thesis wdl focused on literature dealing with
motivation, employee rewards and benefits.

The practical part of bachelor thesis will be famison the motivation system in the
company WALMARK, a.s. and in the company MROZEKs. dt will concern an analysis
of the satisfaction of employees. The survey wallhade by questionnaires completed by
employees. At the end, several recommendationgrfproving motivation and benefits
will be made.

Both companies are located in thi#n€c region which is situated in the East of thecr
Republic. This region is a very specific one beeaitiss highly industrial. Whole region
was seriously affected by the economic crisis. Camgs had to reduce their productions
and costs. It led to massive firings. Many familigere left without incomes and the
unemployment rate was very high.

Today’s situation seems to get better but compasidisuse the economic crisis as a

reason why they can’t pay the full wages or prowdeloyee benefits as they did before.
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1 DEVELOPMENT OF MOTIVATION

Motivation has a very long and difficult historyaéh period gave a new opinions and

attitudes toward motivation.

1.1 From primitive nations to 19th century

The history of motivation began with the first piiive nations. Also these primitive
people realized that something influenced theivaiur.

They thought that their behaviour was influencedghysts, magic and eating specific
pieces of animals. Semi-primitive Greeks considébedls to put their ideas directly into
the human mind. A big progress came in the 6th&thdcentury BC. Greek philosophers
worked with the theory that human behaviour is @éd by physical feelings and ideas
although these two forces were considered as aggo$Hunt 2000, 457-458)

Greek philosophers considered people as “indivildatusing their efforts on seeking
pleasure and avoiding pain.” This theory was laleveloped and used by Locke, Mill,
Helvetius and other philosophers. (Steers, MowayZhapiro 2004, 379-380)

Till the 19th century psychologists didn’t concerauses of human behaviour. Human
behaviour was mentioned only in moral philosophg @rsaid how people should behave.
Charles Darwin, although he was a natural scieatist not a psychologist, analyzed the
influence of emotions on human behaviour. He caritk the claim that emotions were
developed because they led to a useful behavialiirammeased chances for survival. At
the end of the century, psychologists were conitht the thesis that behaviour contingent
on physiological need is formed by instincts. Bus tstatement didn’t tell anything about
the functioning of instinct on the psychologicatdé (Hunt 2000, 457-459)

1.2 From the 19th century to present

Questions of motivation were transferred from thHelgsophical field to psychology.
Consequently, behaviorist began to search for neyswhow to explain motivation.
Instinct theories were proposed by Freud and JaBwgsthese theories were replaced by
theories based on drive in the 1920’s. Along wislgghologists also managers focused on
the task of motivation. Frederick Taylor, who wasming from industrial engineering
background, focused on insufficiency of the factgsoduction. He came up with
paternalistic approach built on a combination afeimtive systems, job training and pay-
for-performance incentive systems. However, thistay expired with the rise of

unionization efforts in the 1930’s. But even thigback led to consideration of the role of
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social influences on behaviour. New theories ofkuvmiotivation appeared in the 1950’s.
These theories are known as content theories. Tasic aim was to identify factors
connected with motivation. An example of contergaity is a Maslow’s need hierarchy
theory (further discussed in Chapter 3.2.1). (Stedowday and Shapiro 2004, 379-380)
The golden age of work motivation theories begathie 1960’s. Process theories were
focused on the processes coming under work mativaiihe major change was the shift
in psychology from mechanism to cognition. Reseanststarted to be interested in the
human rather than in nonhuman behaviour. (Graham\&giner 1996, 66)

Many ideas that occured in the 1960’s and 1970'sewerore elaborated in the 1980's.
Interest in work motivation theory has declinedcsitthe 1990’s. New articles or books are
nearly not published, they only extends existirepties.

(Steers, Mowday and Shapiro 2004, 381-383)
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2 BASIC CONCEPTS OF MOTIVATION

2.1 Motivation

A motivation is the reason why people behave ag ledave. It's possible to ask

“What are their motives?” or “How we can motivatem?”. (Armstrong 1995, 191)
Motivation has many definitions as well as everynlan is motivated by something else
and needs different degrees of motivation.

Steers, Mowday and Shapiro write, “Managers sedvatain as an integral part of the
performance equation at all levels, while orgamiret| researchers see it as a fundamental
building block in the development of useful theer@ effective management practice.”
(Steers, Mowday and Shapiro 2004, 379)

The dictionary defines motivation as “encourage sone to do something, especially to
work or to sell.” (Dictionary of Human ResourceddPersonnel Management 2006, s.v.
“Motivation”)

Armstrong defines motivation:

Motivation can be described as a goal-directed \ieba Well-motivated people

are those with clearly defined goals who take actichich they expect will

achieve those goals. Such people may be self-metivaand, as long as this
means they are going in the right direction to eechiwhat they are there to
achieve, this is the best form of motivation. Ma$tus, however, need to be
motivated to a greater or lesser degf(demstrong 2008, 36)

2.1.1 The process of motivation

The process of motivation begins with an unsatisfieed. This need cause the action
oriented on the goal = satisfaction of need. Theetigon of the behaviour depends on its
successfulness. If the need is satisfied than #mawour will probably occur again. But
the same behaviour won't be repeated in case wiended is not satisfied successfully.
(Armstrong 2008, 36)
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Goal

Need Action

Figure 2.1. The process of motivatidrmstrong 2008, 37)

2.1.2 Types of motivation
Motivation can be divided in two groups:

1. Intrinsic motivation
Armstrong defines the intrinsic motivation as “teelf-generated factors that influence
people to behave in particular way or to move pagicular direction.” (Armstrong 2003,
217)
The responsibility, the autonomy, the freedom tbaaxl interesting job are the factors of
intrinsic motivation. (Armstrong 2008, 37)

2. Extrinsic motivation
The extrinsic motivation can be defined as sometlimhat is done to or for people to
motivate them” (Armstrong 2003, 217)
Rewards are typically extrinsic motivation (proneatj punishment and many others).
Motivation at work can be also divided accordingyjoes of reward:

1. Material incentives
The most important part of this motivation is ofucge a salary or a wage. It is
accompanied by contributions to life or pensiorumasce, providing of loans, company
car, coverage of costs on improvement on qualiicat 13" or 14" salaries, bonuses,
profit sharing, contributions to holidays and mantlyers.

2. Intangible motivation
Intangible motivation includes praise or recogmtidn employee can be also intangibly
motivated by good relationships with colleagues anpgervisors, by possibility to work
flexi-time, by a good name of company and its paislwr by providing employee with the

possibility of personal development.
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Praise should obey several rules to become mativaltifor employee. It should be
concrete (a worker should know why he is praised) addressed. Praise has to be said
immediately after reaching the achievement and lshbe given publicly. A supervisor
should be also prepared to give praise and noake everything automatically. Several
rules are also for admonition. A supervisor shdind the exact cause of the failure and
should get rid of personal assaults. An employerilshknown what is anticipated from
him. Admonition must be addressed and cover coathatgs. (Blohlavek 2008, 49-51)

2.2 Need

A whole process of motivation starts up with a ndegeryone has his own needs and puts
some effort to satisfy them.

A need, from the biological point of view is a laok something essential for organism.
Long-term deprivation can lead to its harm or death

Human needs change with age, as well as persditigdattowards job. Young people like
changes and it's easier for them to deal with fadu They want to build their careers and
to try their abilities. Middle aged people prefeegtige and status. Elderly people don'’t
like changes and they have also bigger difficultee$ind a new job when they are made
redundant. (Deiblova 2005, 40)

An unsatisfied need causes a pressure and a disbalduman behaviour is directed and
motivated by unsatisfied needs. (Armstrong 2003) 21

Armstrong writes that “not all needs are equallypartant for a person at any one time —
some may provide a much more powerful drive toward®al than others, depending on
the individual’'s background and present situatigdrmstrong 2003, 219)

The needs will be further discussed in Chapter 3.

2.3 Motive

It's an impulse that energizes behaviour. Formg¥da an employee starts to attend a
course of accountancy because it will guaranteeaghpromotion in a future. In this case, a
promotion is a motive which led an employee toipgodtion in the course of accountancy.

Thinking, evaluating, accepting or refusing of times is characteristic for people. A
single motive cannot influence a human behaviourmuist be a whole complex. A
similarity of motives leads to an emphasized betaviOn the contrary, different motives

can complicate behaviour. (Bedrnova and Novy 1985)
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For example, an employee should work whole dayrowal report for his company. But
his best friend asked him for help with building Imew house at the same day. There the
conflict of motives occurs. His concentration wautdoe high enough if he would prefer
to work on annual report. And also his help torfdevouldn’t be efficient because he will
still think about his uncompleted job.
Bedrnova and Novy present 3 main motives influeg¢inman working behaviour:

1. active motives
These motives directly affect working performance.

2. supporting motives
Supporting motives create a space for the effeectife motives. For example a motive
for creating a friendly atmosphere at work place.

3. suppressing motives
These motives cause the distraction from workingop@mance to another activity.
(Bedrnova and Novy 1994, 199)
It's a mistake to think that money is the only naating factor for employees. A successful
manager should try to recognize needs of his ensglay
Bélohlavek shows different types of people and theitives:

1. Money
It's a very strong motive. Some individuals areatap to do anything for money.

2. Personal status
This type of people has a need to lead people, ndakésions and manage situation.
Improving of personal status shouldn’t be doneuglomachinations.

3. Performance
People who like their job work hard and they ar@amant for their employers. They like
to be the best and if not they will do a lot tothe best.

4. Friendship
This type of people prefers a good atmosphereréithe a good performance.

5. Certainty
People are satisfied with lower salaries. A cetyamf job is more important for them
rather than money.

6. Qualification

For this type of people is a success in their @siten the most valuable quality.
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7. Independence
These people don’t want to work under any supervisbey like to make decisions on
their own.

8. Creativity
This group of people prefers such type of work whikay can invent new things.
(B&ohlavek 2008, 42-43)

2.4 Conflict

Nobody’'s perfect. People are different and this quadity sometimes leads to
misunderstandings and conflicts. Conflicts at woak result in different situations which
may change the situation at a workplace and everwhole company.

Managers often don’t want to deal with a situatwimen a conflict occurs among their
subordinates. They're often afraid of their repotaiso they rather do nothing. But this is
the biggest mistake they can make. The best saligido discuss the problem and try to
find, at least, a compromise because the conéliais to grow. (Styblo 1992, 59)

2.5 Frustration
“A frustration occurs when an instigated goal-resgm (or predicted behavioral sequence)
is interrupted or interdicted.” (Fox and Spect889, 916)
It appears under 2 conditions:

1. an unsatisfied need

2. athreat on the way to satisfaction of the need
A frustration has several sources as a loss of ongevery important for an employee,
personality characteristics, fails in assigned gsaslocial-technical influences and many
others. (Styblo 1992, 61-62)
It could be caused by many factors at work: an seded criticism from colleagues or a
superior, a lack of intention to solve problemsvatkplace, an unfair rewarding, a lack of
materials, instruments or work.
A cause of frustration can be also in the empldyeeself. This inner barrier is created by
his incapability or limited ability to accept a ptem as a challenge.
Several ways of dealing with frustration are known:

* regression:

Regression leads to a satisfaction of lower needs.
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* rationalization:
A person tries to persuade himself that his intdngeal wasn’t good enough. And it's
finally good, that it wasn’t reached.

e aggression:
A suppressed energy is ventilated by aggression.

e sublimation:
An unreachable goal is replaced by a new one.

* escape:
A person finally gave up his goal.
A frustration in organization can seriously affettsenteeism, job performance, working
climate or interpersonal aggression. (Fox and $pd&99, 917)
The consequences of frustration are mainly negativanight lead to disorders of
behaviour. The frustration can also have positeslts. It may increase the attractiveness
of the aim. (Nakon@y 1997, 127)

2.6 Stress

It is a result of a long-term frustration. A s8esan work negatively when it causes an
anger or anxiety. But stress can also have a pesfifect when it leads to an increase of
motivation.
Four general stress sources are known:

1. an overworking

2. too much responsibility at work

3. interpersonal conflicts at work

4. unclear job role
(Styblo 1992, 62)
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3 MOTIVATION THEORY

Many psychologists and philosophers invented tbein theories of motivation but any
motivation theory won'’t give a clear way how to iwate people or even employees. A
good manager has to start with himself. He shoalulkhow to motivate himself and then
he can motivate the others.

The main acquisition of motivation theory is theagnition of different needs that people
can have. Managers in companies have to recogmdeuaderstand the structure of
employees’ needs. (Gregar 2007, 54)

Theories of motivation can be divided into 4 graups

3.1 The theory of instrumentality

The theory of instrumentality appeared in the sdcbalf of the 19th centuryThe
instrumentalityis a belief that a made activity leads to anothee.oThe theory of
instrumentality assumes that employees are motlvade work if their rewards and
punishments are connected with their performandeis Ttheory doesn’'t take into
consideration the fact that the formal system aiticd is strongly affected by relations

among employees. (Gregar 2007, 49)

3.2 The theory of needs
The theory of needs assumes that unsatisfied setd ireason of tension and disbalance.

It is important to find the way how to satisfy theed and restore the balance of behaviour.

3.2.1 Need Hierarchy Theory

Abraham Maslow created a hierarchy of needs. Hmekkffive groups and put them in a
rising order. This system is known as a Maslow &flieny of Needs or a Maslow pyramid.
Physiological needs, Safety needs and Belongingmassove needs have lower level than
Esteem needs and Self-actualization needs. A peatisfies his needs increasingly from
lower to higher needs. Lower needs become more ri@po and urgent in critical

situations.
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Esteem needs

Belongningness and love
needs

Safety needs

Physiological needs

Figure 3.1.The Hierarchy of Nee:

* Physiological neec
At this level, people want to satisfy their basieeds such as hunger, thirMaslow
considers physiological needs“the starting point for motivation.(Maslow 1970, 1¢

e Safety needs
People neea feeling of safety and preservation of existeiThese needs appear at the
time of crisis and threat

* Belongingness and love ne
A person needs to be a part of some social groepplB need love and friendship to
satisfied.
Maslow indicates that unsatisfied Ic and belongingnesseeds lead to a big effort to f
the empty space. People suddenlt love and friendship on the® place in their lives
even though they thought that it's needless in tohensatisfied physiological ad safe
needs. (Maslow 1970, z

» Esteem needs
Everybody wants to be respected and highly evatu
Maslow dividedesteem needs into two subsidiary gro

1. the desire for strength, achievement, competentieeiface of the wor

2. the desire for reputation or prestige, fame andy¢
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Satisfaction of self-esteem needs leads to feelgtrength, and self-confidence when a
person thinks that he is somehow necessary in trdwBut dissatisfaction of esteem
needs leads to discouragement. (Maslow 1970, 21)

» Self-actualization needs
Maslow writes that unless a person satisfies alldniher needs a new one will very soon
appear “unless the individual is doing what he fog, Sndividually, is fitted for...What a
humans can be, they must be.” (Maslow 1970, 22)
Need Hierarchy Theory can be also related to thesfaetion of employee’s needs.
Physiological needs concern employee’s attitudeatdss protection of his health. It
includes protective aids. Safety needs are satisfi¢h the company’s good perspective
which means that employee has granted his jobaemtar future. Good relationships at
working place are essential for the satisfactiobebngingness and love needs. It can be
done through team-building activities. Esteem neads represented by money and
recognition from colleagues and superior. An emgdogsatisfies his self-actualization
needs when he is satisfied with the job organimatib allows him to show his skills.
(Bélohlavek 2008, 41)
Maslow’s theory has been also criticized. Sevesakarches have shown that there can be
only 2 or 3 levels of the pyramid of needs. Alse ttaim that satisfaction of lower need is
followed by satisfaction of higher need isn't nessdy true because a new and

unexpected need can always appeatr.

3.2.2 Herzberg's two factor theory
The theory is also called The Motivation-hygienedty. Herzberg distinguishes between 2
factors that lead to the job satisfaction or disattion — external factors are called
hygiene factors (dissatisfiers) and internal faxtme called motivators (satisfiers).

1. Hygiene factors
External factors can cause the job dissatisfaatibemployee if they are negative. But
even if the hygiene factors are positive they carmmamse the job satisfaction. Positive
hygiene factors keep employee not dissatisfied.ié¢hg factors don’t positively affect a
job motivation.
As hygiene factors are considered: a wage or aysalorking conditions, working

relationships, a supervision and a job security.
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The effect of hygiene factors is very short-ternisdatisfaction with hygiene factors can
lead to the disruption of the relationship betweemployee and superior. Finally, a job
performance can be reduced. (Kohoutek aggabtik 2000, 114)

2. Motivators
Motivators are internal factors derived from thepéogee’s attitude toward the performed
job. These changes affect employee’s job performanc
Responsibility, achievement, growth, the job itselécognition are considered as

motivators.

3.2.3 The Alderfer's ERG theory

Alderfer defined in 1972 new motivation theory edllERG. ERG is the abbreviation from
initial letters of the three most important neetif® (needs of existence, relationships and
growth).

The needs of existenséand for the needs that maintain the homeostati@nbe (i.e. a
thirst or hunger). The salary, employee benefitd @orking conditions are the needs of
existence for employees in the companigse needs of relationgrove that people and
also employees need to interact with people inrtearroundings. The satisfaction of
relations needs depends on the acceptability, stateting and reciprocityrhe needs of
growth stimulate people to perform some creative or pctde effort. The needs of
growth are satisfied by the inner grow and difféision. (Gregar 2007, 50-51)

3.2.4 The McClelland’s theory

McClelland identified three main needse need of performangealled also the need of
success) is the want of success reached in theetdiop with other.The need of alliance
is the need of friendly relations with other peoflbe last main need tke need of power
when people need to have control and influence ottegr people. The three main needs
can have different intensity and priority accordinghe level of management. The need of
performance and the need of alliance are the highdabe lower or middle management
whereas the need of power is the most importatitarhigher management. (Gregar 2007,
51)

3.3 Cognitive theories
These theories are focused on psychological presessforces that can influence human
motivation. They deal with the way how people peredheir working environment and

ways how they interpret and understand them.
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The cognitive theories might be more useful for agers than the theories of needs
because they provide managers with more realistidagice for motivating employees.
(Gregar 2007, 51)

3.3.1 The expectancy theory
The name of the theory is derived from the Latimdvexspecto- to anticipate, to expect.
The expectancy theory observes the effort thatiisio the performance of some task.
Victor Vroom invented 3 conditions that motivatepayee to create effort:

1. An effort must be followed by an appropriate result
Any employee would like to create a job with unclessult. Nobody likes to do a pointless
work. A probability that an activityperformancg will lead to an appropriate result is
calledexpectancy

2. A performance must be rewarded
A businessman doesn’t start with the project than'tvrepay in the future. Also an
employee can work very effectively but when he tiggroperly evaluated he will get
demotivated soon. A probability of reward is calledtrumentality. It's the relation
between result and reward. A reward grows withréseilt.

3. An employee must want to be rewarded
As mentioned before, everyone has different motivias employee can put a lot of
performance even though his job isn’t highly evedda He is working, for example, for
pleasure. The value of reward for an employeelisdaalency
(Bélohlavek 2008, 45-46)
A motivation of working behaviour can be put inkte formula:
M = f(V*E)
E stands for employee’s expectancy about the reiiis performance. It can have values
from 0.0 (when a performance doesn’t influencelargsult) to 1.0 (when a performance
improves a job result).
V is a valency of every reward, a subjective imaoce for every employee. It can have
values from -10 (employee refuses the reward) t(einployee wants the reward).
(Bélohlavek, 2008, 47)

3.3.2 The objective theory
The objective theory operates with the fact thativation and performance are higher in
case when a clear goal is defined and accessaiffieul goals should be consulted with

superiors. A feedback is very important for mainitagy motivation. (Gregar 2007, 52)
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3.3.3 Equity theory

Everybody is a part of some social or working grolifs important to treat every
employee same. Different evaluation can lead toatiation.

A distributive equitynvolve the way how employees feel that they avearded according
to their contribution in comparison with their aaguesA procedural equityconcerns
how employees perceive the equity of methods usedhbir company in fields like

promoting and rewarding of employees. (Gregar 26QY,

3.4 The theory of attribution

The theory of attribution concerns explanation effprmance after high effort to some
task. Four key words are ability, effort, difficylof the task and luck. (Gregar 2007, 53-4)

3.5 McGregor’'s X and Y theory

McGregor’s theory doesn’t take part in any of theup mentioned before. This is a proof
that the process of motivation is very difficult.

McGregor divides employees into two groups accagrdotheir attitudes toward job. The
type X considers work useful only for its existend@a employee performs only assigned
tasks. He never creates something on his own ahé$e& be controlled. The type Y finds
a sense in working. Employee is stimulated by makmotivators and looks for new tasks.
(Kohoutek and $panik 2000, 118)
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4 REWARD SYSTEM

“Reward management deals with the strategies, ipeli@nd processes required to ensure
that the contribution of people to the organizai®necognized by both financial and non-
financial means.” (Armstrong 2007, 3)

The reward system doesn’t mean only the salary.diso praise, a promotion, benefits and
other elements.

Gregar (2007, 36-37) defines what should rewartesyde: it should attract applicants for
the job in company, to stabilize wanted number mplByees, to reward employees for
their efforts, reached goals and abilities. Theargasystem should correspond to needs of
concrete company, it should be concrete and clesfined and it should by stimuli for

improving of qualification and abilities of emplams®

4.1 Elements of reward system

e Business strategy
Business strategy is a document unique for evenypemy. It sets out the business goals.
Items like innovation, productivity, profitabilitand high performance are same in all
business strategies.

* Reward strategy and policy
The reward strategy covers long-term aims in eng#openefits, pay structures and
contingent pay. Reward policy deals with levelgay, approaches to contingent pay and
the usage of market surveys.

« Base or basic pay
The base pay is the amount of fixed salary or whgestipulates the rate for the job. It can
be also called a time rate system of payment bechase pay can be expressed as an
annual, weekly or hourly rate.

« Contingent pay
Contingent pay is a financial reward that can beeddto a base pay. It is related to the
contribution, competence, performance, experienskitls of employees

* Employee benefits
Contributions to pensions, company cars and mahgrstare considered as employee
benefits. It also covers benefits which are noicthyr remuneration, such as annual

holidays.
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» Allowances
Allowances are added to the base pay under severalitions. The main kinds of
allowances are shift payments, overtime paymentgooking conditions allowances. They
are negotiated in most cases but allowances cafsbestipulated unilaterally.

» Total earnings
Total earnings, also called financial rewards,@mesisting of all cash payments (base pay,
contingent pay and allowances)

» Total remuneration
It's formed by total earnings plus the value of bemefits received by employee.

* Job evaluation
Job evaluation doesn’t state the level of pay diyett is an analysis of roles and jobs that
produces job descriptions or role profiles.

* Market rate analysis
It compares data about the rates of pay from laloarket for comparable jobs. Such
information helps organization to decide on theslef pay.

e Grade and pay structures
Job is put into the graded structure accordingsteelative size. Pay is than determinate by

» Performance management
Its processes are instruments of providing nonafired motivation and may also affect
contingent pay decisions.

* Non-financial rewards
Non-financial rewards come from the job itself @rgoition, autonomy, achievement, high
guality-leadership). They don’t cover any direcypants.

* Total reward
It combines non-financial and financial rewardsessible to employees. Total reward will
be further discussed in next chapter.
(Armstrong 2007, 8-12)

4.2 Total reward

Reward management should consider all aspects eofwibrk experience of value to
employees. They need to get financial reward k&d abn-financial rewards arising from
the job they are performing (opportunities to depeltheir careers and skills, work
environment and the way how they are managed). $&ong 2003, 273-274)
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Total reward provides several benefits. It has eamr impact on the motivation of
employees, gives the flexibility to meet individuededs. It also enhances the employment
relationship and wins the war for talent. (Armsg&007, 33)

The concept of total reward is shown below.

Base pay
Transactional Contingent pay Total >
rewards remuneration
Employee
ploy Total
benefit
: reward
The work experience
Relational Non-financial recognition Intrinsic
rewards rewards >
Performance managemeit
Learning and development

Figure 4.1. The elements of total rewagdrmstrong 2003, 274)

4.3 Grades and pay structure

Grade structure is sequences of levels into the fjolit are broadly comparable are placed.
They are used as a part of a non-financial rewamtgsses. Pay structure gives a
framework for directing pay. Both structures shoblel created logically and clearly,
facilitate the management of relativities and appeie to the company culture.
(Armstrong and Murlis 2004, 193-196)

4.3.1 Types of grades and pay structures

* narrow-graded structures
It's almost the universal structure in the privagetor. It consists of 10 job grades or more.
This system is easy to understand and suitablirfge bureaucratic organization.

e broadbanded pay structures
Broadbanded structures started to replace narradeglr structure in many organizations.
The number of grades is cut down (5-6) so thatptneis directed more flexibly. But the

system is difficult to understand.
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» career family structures
It provides same grade and pay structure for eastily. This system is very difficult to
manage and is mostly suitable for companies witbngt emphasis on development of
career.

e job family structures
Job family structures provide separate grades agguctures for job families containing
similar jobs.

e pay spines
It's a series of several pay points covering ahisjoThis system is easy to manage and it's
hard to find any disadvantages.
(Armstrong and Murlis 2004, 196-203)

4.4 Employee benefits

Armstrong defines employee benefits:

Employee benefits are elements of remunerationngiveaddition to the various forms of
cash pay. They provide a quantifiable value forivilmiial employees, which may be
deferred or contingent like a pension scheme, amte cover or sick pay, or may provide
an immediate benefit like a company car. Employeeefits also include elements which
are not strictly remuneration, such as annual hgid(Armstrong and Murlis 2004, 415)

Armstrong divides benefits into several groups:

1. Personal security
It covers employer’'s contributions to the healthrecaredundancy pay, sick pay and
insurance cover for the case of death during semmideing on a business trip.

2. Financial assistance
Financial assistance can take forms of mortgagetasse, company loans, season ticket
loans and relocation packages.

3. Personal needs
It includes maternity and paternity leave, sportl @ocial facilities, leave for personal
reasons, pre-retirement counseling and companyputiss.

4. Holidays

5. Company car

6. Voluntary benefits
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The employer negotiates goods or services at lpwees and the employee can choose for
example from health screening, personal accidesiiramce, household goods or gym
membership. (Armstrong 2003, 460-463)

Robert Half International made a study about emgxobenefits in Czech Republic in
2009-2010. The research showed that employees ynosfer one additional week of
holidays and company car also for private purposss.the other hand, benefits like
refreshment, luncheon voucher, mobile phone orhuatie are considered as something
obvious. The area of employee benefits was alsdoyieconomic crisis. 25 - 40 %
companies have reduced their system of benefit®. Mast commonly cancelled benefits
are language courses and"i&laries. The most wanted benefits are 5 weekslafays,
company car for private purposes, language coupsefgssional trainings and luncheon

vouchers. (HruSova 2011)
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5 SUMMARY OF THE THEORETICAL PART

It is important to understand the basic elementshefhuman motivation to be able to
understand motivation as a whole and the motivatbremployees. The aim of the
theoretical part is to cover the most importaniéssconnected with human motivation.
First chapter of the theoretical part covered tistohy of motivation and focused on the
changes in opinions towards motivation.

Next part covers the basic concepts of motivatidine process of motivation, types of
motivation (extrinsic and intrinsic motivation) artgipes of motivation in companies
(tangible and intangible) are explained. Furtheenmdey words as need, motive,
frustration, conflict and stress are included. éipls for the deeper understanding of
motivation and it gives an insight to the barrigrat can occur and disrupt the process of
motivation.

Third section of the theoretical part deals with thotivation theories. It is a very difficult
system so that's why only the most important andwkm theories are mentioned and
related to the employees’ motivation in companies.

The last unit of the theoretical part of this bdohehesis covers the reward system. It
defines and explains basic elements of reward systais knowledge helps to understand
to the reward system as a whole. Next part of #eéien is dedicated to the reward system,
the term total reward and all of its elements. Bypegrades and pay structures are another
important part of the reward system. The basic eyg®’s benefits are mentioned as well
as the mostly preferred benefits in the Czech Rlepub

The knowledge from the theoretical part will be dise the practical part focused on the
analysis of employees’ satisfaction with benefitscompanies WALMARK, a.s. and
MROZEK, a.s.
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6 WALMARK, A.S.
WALMARK, a.s. takes up a strong market positionhnvibod supplement products. Its

reputation exceeds theiiec region and even the Czech Republic. The cogpnpas its
subsidiaries in Slovakia, Poland, France, Bulgatiatvia, Hungary, Romania and
Lithuania.

6.1 History of the company

As indicated on the WALMARK, Health for the wholanhily Web site, the history of the
company begun after the Velvet revolution in 1983formation technologies and
household utensils were first subjects of compabysiness. Later, the company exported
special seeds for food industry. In 1993, the camgpstarted to produce its own alcohol
free beverages. From 1992 to 2001, alcohol freetages, food supplements and healing
cosmetics were the company’s three main divisions.

In 2001, WALMARK, a.s. changed its legal form frdmited liability company (Czech
abbreviation - s.r.0.) to joint-stock company (Qzembbreviation - a.s.). This change
helped to correspond to the company fast developmen

In September 2001, the agricultural products divisias sold. The food division was sold
in 2004 because the company changed its orientabards pharmaceutics. Acquired
money allowed the company to develop its pharmazaudivision. New production plant
fulfilling the SVP standards (Appropriate productipractice) was built. It is considered as
one of the most modern in Czech Republic.

In 2003, WALMARK, a.s. got the permit to producediznes by State institute for drug
control. In September 2004, production of first ioates started.

In 2005, the company took over the company Pradgna.s. which run a chain of Vitaland
stores for healthy lifestyle. In 2008, WALMARK A.§ained 100% share in the company

Aminostar. It is one of the biggest producers aidcupplements and nutrition for athletes.

6.2 Subject of business

WALMARK, a.s. provides food supplement productseTiig scope of products offers a
huge variety for children, women and men of allsage

As indicated on the WALMARK, Health for the wholanily Web site some of the
products help to improve immunity, concentratiorennory, stress and tiredness. Many

products work preventively against a flu, sore #broarthrosis and arthritis and
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overweight and obesity. WALMARK, a.s. provides alggecial nutrition for sportsmen,

athletes, pregnant women, children and senioreritiz

6.3 WALMARK, a.s. and the T¥inec region

As indicated on the WALMARK, Health for the wholamily Web site the company takes
part in publicly beneficial projects. WALMARK, a.spends annually 1% of the gross
profit on these projects. The company aims to suppwjects towards neglected senior
population.

In 2008, WALMARK, a.s. founded a WALMARK fund foh¢ Trinec region. The three
mains areas of the company’s support are: suppardramunity social services, support

of education and free time activities for childaamd youth and health and healthy lifestyle.

6.4 Employee benefits in WALMARK, a.s.

As indicated on the WALMARK, Health for the wholanfily Web site the company
WALMARK, a.s. motivate their employees by fixed afheible benefits. Fixed benefits
include 25 days of holidays, contribution to leamiforeign languages, financial
remuneration during life and work anniversaries,player contribution to additional
pension scheme, discount for company’s producé® fritamins, contribution to meals,
drinking regime, cultural and social events orgadiby the employer, contribution to
departmental events and reward for blood donatiexible benefits cover employer
contribution to learning foreign languages, emptogentribution to additional pension
scheme and FlexiPasses of SodexhoPass.
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7 ANALYSIS OF EMPLOYEE MOTIVATION IN THE COMPANY
WALMARK, A.S.

The aim of the analysis is to analyze the satigfacbf employees in the company
WALMARK, a.s. with motivation and benefits. The rhetl of questionnaire was used in
the analysis. Employees answered questions abbtsfiastion with their job and working

conditions, relations with colleagues, relationsthwsuperior and satisfaction with
motivation, benefits and reward. Questionnairesewalfilled by technical and marketing
staff. The most important questions from questimesawill be covered in the next
chapter.

7.1 Results of the questionnaires

Does your education correspond to the job you
perform?

myes
®no

Figure 7.1. Employee education and the work peréafifown elaboration)

Majority of employees (68%) thinks that their jobrfprmed responds to their education.
Filling job places with people who have a propencadion helps to prevent from situation
when employee might have a feeling that his/herwkedge isn’t sufficient for this
position or would be more appropriate for highesipon.
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Why have you decided to work for WALMARK, a.s.?

4%
4%

® | wanted to do this type of
job

® | couldn't find any other
job

® | wanted to work for
WALMARK, a.s.

H |t's near to my home

4% ® Interesting salary

m Other reason

Figure 7.2. Reasons for working at WALMARK, a.ain(@laboration)

Employees chose as the two main reasons posgsilitiwanted to do this type of job
(66%) and | wanted to work for WALMARK, a.s. (18%).might be a good result for
management of the company. 84% of employees woldALMARK, a.s. because they
wanted to do this job or wanted to work for thisngany. It means that these employees
should be satisfied and work effectively. 4% of émployees work for WALMARK, a.s.
because the interesting salary and the same nundr&rhere because a good location to
their home. Only 4% of employees perform this j@eduse they couldn't find any other
job. One employee (4%) chose the possibility otkason and stated that it has been a life

chance 20 years ago.
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Are you satisfied with the job you perform?

0% 0%

® completely satisfied

® partly satisfied

= partly dissatisfied

® completely dissatisfied

Figure 7.3. Satisfaction with the work performedioelaboration)
The graph of employees’ satisfaction with their jsfiows very good results. 37% of
employees answered that they are completely satisfvith their job and 63% of
employees is partly satisfied. None of employeeselthe possibility partly dissatisfied of
completely dissatisfied. This could be taken agry good result. These conditions should
be maintained as long as possible.

Compared with a year ago you are:

® much more satisfied
® more satisfied

= same satisfied

® more dissatisfied

= much more dissatisfieo

Figure 7.4. The situation now and one year beforen(elaboration)
50% of employees are same satisfied with the cuisgoation as they were one year

before. 13% of employees are much more satisfiée 08 employees are more satisfied.
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But 25% of employees are more dissatisfied and 4%roployees are much more
dissatisfied. As the positive fact could be takeat imore than 60% of employees are more

or same satisfied with this year situation.

What is the atmosphere among you and your
colleagues?

0% 4%

m friendly
® neutral
= conflict
® purely working

Figure 7.5. Working atmosphere among colleagues (@aboration)
88% of employees answered that the working atmaspamong colleagues is friendly.
8% of employees think that the situation is neusiradl 4% of them find the atmosphere
purely working. None of the employees answered tthetatmosphere is conflict. 88% for
friendly atmosphere is a very high number. Managkmild control this situation and help

to solve any problems that can occur so that tgesd conditions will continue or grow.
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What is the atmosphere between you and your
superior?

m friendly
H neutral
= conflict
= working

Figure 7.6. Relations with superior (own elaboratfio
78% of employees think that atmosphere among thashtlaeir superior is friendly. 11%
of them find the situation neutral, 6% of employéask that the atmosphere is working
and 5% of them find the situation conflict. Managshould focus on the communication
between superiors and its employees. A conflicivbeh them can negatively affect

working conditions and atmosphere in the whole depent and decrease the work
performance.

Have you ever been rewarded unfairly?

E sometimes
H never
1 often

Figure 7.7. Unfair rewards (own elaboration)
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65% of employees have never been rewarded unfdiig.number isn’t so high but it is
affected by the personal feeling of employees. 4%naployees think that they are often
rewarded unfairly. 31% of employees are sometiraesrded unfairly.

How do you evaluate the system of employee benefits?

m totally positive
® rather positive
= rather negative
m totally negative

Figure 7.8. Employee benefits system (own elabmmati
60% of employees consider the system of employeeflie as a rather positive. 24% of
employees think that it is rather negative and Ii%em see it as totally negative. Only
4% of employees regard benefits system as totadlsitipe. The management of the
company should dialogue with their employees td fitme most suitable forms of
employee benefits.

Does your employer offer opportunities for further
education in your field?

4%

Eyes
Eno
= | don't know

Figure 7.9. Further education (own elaboration)
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67% of employees replied that they have an oppiyttio study more in their field. 29%
of them don’t have these opportunity and 4% of exyges don’'t know about it.

Do you take these opportunities?

myes
®no

Figure 7.10. Taking the opportunity of further edtion (own elaboration)
84% of employees use the opportunity of furthercation. 16% of employees don'’t take
this opportunity.
The management of the company should be able ti eekequately on the changes in
pharmaceutical market and provide their employeil proper possibilities for further

education.

7.2 Summary of the analytical part in the company WALMARK, a.s.
Analytical part deals with the graphs covering thmst important questions from
guestionnaires. The results are very good and #demms to be any significant problem.

As the results showed, employees are satisfied th@hwork they perform. More than the
half of them works in WALMARK, a.s. because theynde to do this job or work for this
company. It indicates that the company and its petelhave a good name in th&ngc
region and Czech Republic. This reputation makespamy’'s employees loyal to the
company. The fact that employees have a chanceautth@gse company’s products for
lower price and try their effects can strengthegirtloyalty to the company because they
know what they are inventing, producing and selling

Their relations and relations with their superiare on the good level. Although there
seems to be no significant problem, the manageofahe company should stay observant
and be able to catch possible problem at its bagghand maintain the situation in the
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company calm and friendly. Employees should be eraged to solve the problems with
their superiors to prevent from stress, conflietd &ustrations at their workplace because
even a small conflict can affect a working atmosphat the whole department. The
company WALMARK, a.s. should maintain this friendigmosphere by team building
activities.

The system of benefits in the company is relativeige so that every employee can find
the most suitable benefit for him. In this case hlard to make any suggestions. But the
management of the company should regularly obseeegls of their employees and be

able to react adequately to changes in their pgaters of benefits.
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8 MROZEKA.S.
The company MROZEK, a.s. has a very strong nantleeirftinec region. Activities of the

company are oriented on groundworks, demolitioregyeling, the work at heights,

utilities, mobile cranes and road transport.

8.1 The history of the MROZEK A.S.

As indicated on the MROZEK Web site the company NIE®, a.s. was founded 1989
when Mr. Bohuslav Mrgek left after 15 years the Ironworks dfiffec where he worked as
a locksmith. His passion for climbing gave him aea of establishing new company
which will be oriented on the work at heights.\Wsrkers would take advantage from their
climbing technique. The company employed 15 worlerd had realizes more 50 repairs
and reconstructions of smokestacks in 1996. Moaa thne hundred high-rise buildings,
chimneys, cooling towers and tanks had been examifise company MROZEK, a.s.
started to focus on groundwork, utility networkewage and demolition work in 1997. A
new operating centre in Bygte was built in 2006. It covered buildings, a g&sion, fuel
and a cold storage. A new hall of construction nreety was built in 2008.

8.2 Subjects of business
As indicated on the MROZEK Web site the companyéasige range of services for their
customers:

* demolitions:
One of the sections where MROZEK, a.s. operatedeisolition. The company uses
advanced and sophisticated processes so thatvwadnin every condition.

e groundworks:
The company offers a complete supply of ground wdrkey use solutions as soil
stabilization or re-use of recycled materials.

o utilities:
MROZEK, a.s. provides constructions, repairs oronstructions of utilities after
consultation institutions, owners of networks anddings.

* recycling:
The company takes the protection of environmermingsof the most important priorities. It
recycles recoverable waste by a mobile jawcrusimer sorts manufactured stones by

sorting line for closer aggregates.
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* works at heights:
As mentioned before, the work at heights was theulse for establishing MROZEK, a.s.
in 1989. The company offers complete reconstrustiamd repair of high objects,
examinations of high objects, roofs and claddinganes of buildings, industrial painting,
constructions of steel halls and other works aglfitsi All activities are secured by highly-
skilled professionals with the newest techniques¢g@dures and equipment.

* road transportation:
The company provides national road transportabaheir customers.

* mobile cranes
The company’s machinery is complemented by mobimes. MROZEK, a.s. is able to
install crews with experience and skills traininghe field.

8.3 Employee benefits in MROZEK, a.s.

The company MROZEK, a.s. provides its employees vaibntributions to their life
insurances and to their meal tickets. Every emm@dyas 20 days of holidays. MROZEK,
a.s. appreciates its loyal employees. An employke works for the company 10 years
will get to this date a holiday voucher with valii@,000 CZK. The company also hands
out tickets for different cultural or sport everttgld in the Tinec region. (Natalie
Cieslarova, April 20, 2011, e-mail message to aytho
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9 ANALYSIS OF EMPLOYEE MOTIVATION IN THE COMPANY

MROZEK, A.S.

The aim of this analysis same as it was in the @mpNALMARK, a.s. and it is to
analyze employees’ satisfaction with employee’sefies) satisfaction with the performed
job, the atmosphere among colleagues and supé&tioployees were chosen from the
whole company.

The same questionnaire method was used. The saaphsgwere chosen in both
companies for the better comparison.

9.1 The results of questionnaires

Does your education correspond to your job position?

myes
®no

Figure 9.1. Employee education and performed jotvn(elaboration)
79% of questioned employees think that their edoatorresponds to their job position.
21% of employees answered no to this question. @dé&tnployees is a rather big number
indicating a good situation in filling job positisitoy employees with adequate education.
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Why do you work in the company MROZEK, a.s.?
0% m | wanted to do this type of

job

® | couldn't find any other
job

® | wanted to work for this
company

H |t is near to my home

® Interesting salary

m other reason

Figure 9.2. The reasons for working in MROZEK, g®wn elaboration)
55% of employees wanted to do this type of job, 28%mployees chose MROZEK, a.s.
for its good location near to their home. Only 4%employees work in the company
because they wanted to work for MROZEK, a.s. 14%roployees couldn't find any other
job so they accepted the job offer in MROZEK, &lsne of employees chose as the right

answer the possibility interesting salary.

Are you satisfied with the job you perform?

® completely satisfied

® partly satisfied

= partly dissatisfied

m completely dissatisfied

Figure 9.3. Satisfaction with performed job (owalmration)
50% of employees answered that they are complstlgfied with the job they perform.
This is a big number together with the fact tha¥3af the employees are partly satisfied
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with the performed job. 10% of the employees amdlypdissatisfied with performed job
and 5% of them are completely dissatisfied.

Compared with a year ago you are

® much more satisfied

® more satisfied

u same satisfied

® more dissatisfied

® much more dissatisfieo

Figure 9.4. The situation now and one year beforen(elaboration)
47% of employees feel the same satisfaction widir fiob as they did one year before.
32% of employees feel more satisfied and 5% ofginestioned employees answered that
they are much more satisfied. 11% of employeesrferk dissatisfied with their job and
5% is much more dissatisfied as they were onelyefare.

What is the atmosphere among you and your
colleagues?

m friendly
® neutral
= conflict
= working

Figure 9.5. A working atmosphere among colleagoas(elaboration)
89% of employees answered that they have frienglgtions with their colleagues. This
high number indicates that there is a good worldtrgosphere in the company which is

important for a good performance and results. 5%rmoployees consider the atmosphere
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among colleagues as neutral and 6% of them considerpurely working. A good signal
is the fact that none of the employees finds theoaphere as conflict.

What's the atmopshere among you and your superior?

0%

= friendly
® neutral
= conflict
m working

Figure 9.6. Relations with superior (own elaboratfio
74% of employees have a friendly relation with theiperior. 19% of them consider the
relation as neutral and 7% of employees have alypwerking relation with superior.

None of employees answered that their relatiomlict.

Have you ever been remunerated inequitably?

E sometimes
H never
" very often

Figure 9.7. Unfair rewards (own elaboration)
28% of employees have never been remunerated tabtuiVery high number, 67% of
employees, is sometimes rewarded unfairly. Manageésteould take this number into an
account and focus on the fair rewards. Employeeldhoe encouraged to report whenever
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they feel that they have been remunerated ineduit&®o of employees answered that
they are very often rewarded inequitably.

How do you evaluate the structure of employee’s
benefits?

0% 9%

m completely positively
® rather positively

" rather negatively

® completely negatively

Figure 9.8. Satisfaction with employee benefitsn@@boration)
The most of the employees consider employee’s [engbsitively. 67% of them
answered that the structure of benefits is ratlositipe and 28% of employees answered

that the system is completely positive. Only 5%haim stated that the structure of benefits
is completely negative.

Does your employer provide you with opportunities
for further education in your field?

Eyes
Eno
m | don't know

Figure 9.9. Possibilities of personal developmenir{ elaboration)
40% of employees have the opportunity for furthduaation in their field. 45% of
employees don’t have this opportunity. 15% of empés don’t know if they have any
possibility for further education.
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Do you use these possibilities?

myes
®no

Figure 9.10. Utilizing of opportunities (own elalabion)
42% of employees use the possibility of personaletigpment but higher number of
employees (58% them) don’t use this possibility.nsigement of the company should
motivate them because an employee who developskills and information from his

working field has higher value for the company.

9.2 Summary of the analytical part in the company MROZEKK, a.s.

Results of questionnaires aren’t as good as theymathe company WALMARK, a.s. It
may be caused by the fact that the questionnaiere \@answered by employees from
different departments from MROZEK, a.s. and notrfrone as it was in the company
WALMARK, a.s.

High number of employees (79%) thinks that theiucadion corresponds to their
performed job. The management of the company shpaldist in the filling the job
positions by employees with proper education. #lso a requirement because of the
business interest of the company. Only highly sllilemployees can perform a good job
with proper results.

85% of employees are satisfied with the perforntdd (completely or partly) and nearly
80% of employees are more satisfied with job situeés they have been one year before.
None of employees answered that there is a cordlictosphere among him and his
colleagues or his supervisor.

The result when 67% of employees answered that @ineysometimes rewarded unfairly
should start to concern the management of the coynd@dis number is very high together
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with the fact that 5% of the employees are rewardddirly very often. Lower percentage
could be affected by the personal opinions of eyg#s because everybody has different
ideas about equity. But 71% is a very high numinelr €hould be solved.

More than 50% of employees don’t have or don’t kradvout the possibility of personal
development. Very high number of employees (58%9sdu utilize the possibility of
personal development and further education. Theagement of the company should
focus on the ways how to motivate employees forcation. Education of employees can
save the costs paid to the work of hired specsaliEhe company MROZEK, a.s. should
think about the educative courses for their empmsyd hey should get the opportunity to
learn foreign languages and to improve their kndgés essential for performing their job.
The possibility of further education makes emplayesore loyal to the company. The
investment into education may be lower than thestment in hiring and coaching new
employees.

In case that the government legitimizes a compulgm@nsion schemes the company

should think about contribution to them.
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CONCLUSION

The aim of this bachelor thesis was to analyze stegy of employee motivation in the
Ttinec region and to prove that employees need todiezated even in the time when the
Ttinec region has to cope with the consequenceseoétionomic crisis. Two companies
from different spheres of business were chosen aradyzed - WALMARK, a.s. and
MROZEK, a.s.

The theoretical part of this bachelor thesis codeh® most important topics essential for
the proper employee motivation. It included thetdng of motivation, basic concepts of
motivation, the most important motivation theoriasd their application to employee
motivation. The last part of the theoretical pdrthis bachelor thesis dealt with the reward
system and employee benefits.

Findings from the theoretical part were later aggplin the practical part of this bachelor
thesis and it also helped to the creation of thestjonnaires for employees.

As mentioned before, the practical part of thishedar thesis consists of the analysis of the
employee motivation system in the company WALMAR&s. and in the company
MROZEK, a.s. The analysis was based on the questites distributed to employees.

An analysis in the company WALMARK, a.s. showed eayvgood results. Employees
from the technical and marketing department ansfgat with the performed job, most of
them wanted to work directly for this company ahéyt have a good relations among
themselves and among their superiors.

Results in the company MROZEK, a.s. were not aslgmoin the company WALMARK,
a.s. Employees are also satisfied with performéd tieey have also good relations among
themselves and their superior. But as the biggedilgm could be considered the fact that
very high number of them feels that is rewardeainkyf

Results in both companies showed that employeesgefiie affect satisfaction of
employees with their job. The system of benefitbath companies is huge and offers a

selection from material incentives as well as fiogentive motivation.
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APPENDIX P I: THE QUESTIONNAIRE. (CZECH VERSION)
Dobry den,

do rukou se Vam dostava dotaznik, ktery si kladecikaziskat a vyhodnotit informace o
zpasobu motivovani zadéstnand a jejich spokojenosti ve Vasi spéhesti.

Dotaznik je anonymni. Nikde, prosim, neujéel své jméno. Vysledky budourguany
vedeni spoknosti. Pokud o &itaké mate zajem, kontaktujtezjprosim, na emailové adrese
uvedené nize.

U kazdé otazky vybirejte pouze jednu spravnou msizmmkud neni uvedeno jinak. Spravné
odpowdi zakrouZkujte. ZaroweVas prosim o pravdivé vypini dotazniku.

Dékuji za Vascas.

Petra Klapsiova

studentka Univerzity TomaSe Bati ve &in

obor Anglicky jazyk pro manazerskou praxi

email: PetraKlapsiova@seznam.cz

ZAKLADNI UDAJE
1. Jste:

a) Zena b) muz
2. Jak dlouho jiz pracujete u této spaesti?
a) Mére nez 1 rok c) 5-10 let
b) 1 rok-5 let d) 10 a vice let
3. Jaky obor jste vystudoval/a nebo ve kterém obdewjps'en/a?
4. Odpovidé Vase vzthni Vasemu pracovnimu/geni?

a) ano b) ne

SPOKOJENOST SE ZAMESTNANIM A PRACOVNIMI PODMINKAMI
5. Proc¢ pracujete ve spot@osti Mrozek?

a) chtl/a jsem vykonéavat takovy typ d) mam to blizko dorin

prace . . . .
e) zajimavé platové ohodnoceni

b) nenaSel/nenasla jsem jinou praci L i
f) jiny davod, prosim uvéte:

c) chtl/a jsem pracovat pro tuto
spole&nost



6. Jste spokojen/a s praci, kterou vykonavate?

a) zcela spokojen/a c) casténe nespokojen/a
b) c¢aste&n¢ spokojen/a d) zcela nespokojen/a
7. Pokud porovnate situacidéa ped rokem, jste t&

a) mnohem vice spokojen/a d) vice nespokojen/a

b) vice spokojen/a e) mnohem vice nespokojen/a

c) stejre spokojen/a

VZTAHY SE SPOLUPRACOVNIKY
8. Jaka je atmosféra mezi Vami a VaSimi spolupracgik

a) pratelska c) konfliktni
b) neutralni d) cist¢ pracovni
9. Koho Zadate o pomoc, kdyz siegim nevite rady?

a) nadizeného b) spolupracovniky c)nikoho
pracovnika
VZTAHY S NAD RIZENYMI PRACOVNIKY
10.Jaka je atmosféra mezi Vami a riembnym pracovnikem?

a) pratelska c) konfliktni

b) neutralni d) cisté pracovni
11.Zachazi nadizeny pracovnik se vSemi ptmbnymi stejef?

a) ano b) ne

12.Jste spokojeny s arovni informaci, které Vamvizaay pracovnik stlje?
a) urcité ano c) spiSe ne

b) spiSe ano d) urité ne

13. Citite ze strany VaSeho nézeného oporu?

a) ano b) ne

SPOKOJENOST S MOTIVACI, BENEFITY A OHODNOCENIM
14.0dpovida vySe platu n&osti Vasi pozice?

a) ano b) ne C) nevim
15.Byl/a jste @kdy nespravedl&ohodnocen/a?

a) obcas b) nikdy c) casto
16.Jak hodnotite systém zastnaneckych beneff?



a) zcela klads C) spiSe zapomh

b) spiSe klad& d) zcela zapor&

17.Jaké zamstnanecké vyhody Vam zé&stnavatel nabizi? (zakrouzkujte i vice moznosti)

a) prispevek na stravu e) prispivek na rekreaci
b) prispivek na penzijni fipojisteni f) prispivek na dtskou rekreaci
c) prispevek na kulturni a sportovni g) jiny:
aktivity

d) prispevek na @ékovani
18.Jak moc je pro Vasidezité mit pilezitost k rozvoji své osobnosti v ramci zamani?
a) velmi dilezité c) spiSe nedlezité

b) spise dlezité d) nedilezité

19.Nabizi Vam zas#stnavatel déle se véidvat ve VaSem oboru?
a) ano b) ne C) nevim
20.Vyuzivatedchto moznosti?

a) ano b) ne

21.Seadte podle dlezZitosti, ktery z nize uvedenych fakt¥as nejvice motivuje.
Priradte jim¢isla od 1 (nejvice motivujici) po 10 (nejraénotivujici).

finan¢ni odntna ... zpasob jednani natzenych ...
uznani od spolupracovnik.. pracovni doba ...

uznani kliend ... nefinaréni odnena ...
spol&enské uznani ... moznost pracovniho postupu ...
druh a charakter prace ... informativnost a komunikace ...

Zde je prostor pro Vase nazory agominky tykajici se motivace zéstmand:



APPENDIX P II: THE QUESTIONNAIRE. (ENGLISH VERSION)

Good morning,

You are reading a questionnaire whose aim is to igdormation and to analyse the way how
your company motivates its employees and employssfaction with your company.

The questionnaire is anonymous. Please don’t wate name anywhere. The results will be

sent to the management of the company. If youraerdsted in the results, you can contact
me on my email adress writen below.

Please choose only a one right possibility, uni€ssstated otherwise. Correct the right

answer. | ask you for correct completion of thesgwanaire.

Thank you for your time.

Petra Klapsiova

student of Tomas Bata University in Zlin

program English language for business administatio

email: PetraKlapsiova@seznam.cz

BASIC INFORMATION:

1. Areyou a:

a) woman b) man

2. How long have you been working in this company?

a) less than 1 year c) 5-10 years

b) 1-5years d) more than 10 years

3. What's the field you studied or you are trained in?

4. Does your education correspond to your job posftion
a) yes b) no

SATISFACTION WITH JOB AND WORKING CONDITIONS
5. Why do you work in the company XY?

a) | wanted to do this type of job d) Itis near to my home
b) I couldn’t find any other job e) Interesting salary

c) | wanted to work for this company f) other reason

6. Are you satisfied with the job you perform?

a) completely satisfied c) partly dissatisfied

b) partly satisfied d) completely dissatisfied

7. Compared with a year ago, then you are:



a) much more satisfied d) more dissatisfied
b) more satisfied e) much more dissatisfied
c) same satisfied

RELATIONS WITH COLLEAGUES

8. What's the atmosphere among you and your colledgues

a) friendly c) conflict

b) neutral d) working

9. Whom do you ask for help whenever you are notawet something?
a) superior b) colleagues c)nobody

RELATIONS WITH SUPERIORS
10.What's the atmosphere among you and your superior?

a) friendly c) conflict

b) neutral d) working
11.Does your superior treat every employee equally?

a) yes b) no

12.Does your superior provide you with a good levahédrmation?
a) completely yes c) partly no

b) partly yes d) completely no
13.Do you feel support from your superior?

a) yes b) no

SATISFACTION WITH MOTIVATION, BENEFITS AND EVALUATI _ ON

14.Does your salary correspond to the position’s deds&n

a) yes b) no c) I don’t know
15.Have you ever been remunerated inequitably?
a) sometimes b)never c) very often
16.How do you evaluate the structure of employee’efs?
a) completely positively c) rather negatively
b) rather positively d) completely negatively
17.What employee benefits your employer provides yth?\{you can circle more
possibilities)
a) contribution to food e) contribution to recreation
b) contribution to pension insurance f) contribution to children recreation
c) contribution to cultural and sport g) other benefit:
activities

d) contribution to vaccination
18.How important for you is to have opportunities tuycareer development?

a) completely important c) rather unimportant

b) rather important d) completely unimportant

19.Does your employer provide you with opportunitasféirther education in your
field?

a) yes b) no c) I don’t know

20.Do you use these possibilities?



a) yes b) no

21.Please, order factors given below according tortimaportance. Which of them
motivates you the most? Assign them numbers fr@ghe Inost motivating factor) to
10 (the less motivating factor).

a) financial reward... f) the way of your superior’s

b) recognition from colleagues... behavior...

c) recognition from clients... g) working hours...

d) recognition from society... h) non-financial reward...

e) the nature and character of the i) the possibility of promotion...
job... J) informativeness and

communication...

Here is the place for your opinions and commentsrmployee motivation:



