An Analysis of the Employee Motivation System at
Astra, s.r. 0.

Sarka Hlavkova

Bachelor Thesis i Tomas Bata University in Zlin
2014 Faculty of Humanities




Univerzita Tomase Bati ve Zliné
Fakulta humanitnich studii

Ustav modernich jazykd a literatur
akademicky rok: 2013/2014

ZADANi BAKALARSKE PRACE

(PROJEKTU, UMELECKEHO DILA, UMELECKEHO VYKONU)

Jméno a piijmeni:  Sarka Hlavkova

Osobni ¢islo: H11954

Studijni program:  B7310 Filologie

Studijni obor: Anglicky jazyk pro manazerskou praxi
Forma studia: prezencni

Téma prace: Analyza systému motivace pracovniki ve

spoleénosti Astra, s. r. 0.

Zéasady pro vypracovani:

Zpracujte teoretické poznatky o motivaci, stimulaci a jejich vyuziti v managementu.
Popiste postup tvorby systému motivace v podniku.

Pfedstavte spolecnost Astra, s. . 0. a popiste &innost, kterou se zabyva.

Provedte analyzu systému motivace pracovnikii ve spolecnosti Astra, s.r. 0. se zaméfenim
na nefinanéni stimuly.

Navrhnéte firmé doporuéeni ke zvyseni motivace pracovniki.



Rozsah bakalaiské prace:
Rozsah pfiloh:
Forma zpracovani bakalafské prace: tisténa/elektronicka

Seznam odborné literatury:

Armstrong, Michael. 2003. A Handbook of Human Resource Management Practice.
London: Kogan Page.

Armstrong, Michael. 2008. Management and Leadership. Praha: Grada Publishing a. s.
Armstrong, Michael. 2007. Rizeni lidskych zdrojii. Praha: Grada Publishing a. s.
Borkowski, Stanislav, and Zuzana Tuékova. 2011. Human Potential Management in a
Company: Motivation, Workers' Motivating. Zlin: Tomas Bata University in Zlin.
Donelly, James H. 1995. Fundamentals of Management. Chicago: Irwin.

Vedouci bakalafské prace: Ing. Petra Kressova, Ph.D.
Ustav managementu a marketingu
Datum zadéani bakalafské prace: 29. listopadu 2013

Termin odevzdani bakalafské prace: 2. kvétna 2014

Ve Zlin& dne 31. ledna 2014

2

doc. Ing. AneZka Lengélova, Ph.D.
dékanka

- —
~ Kf W
PhDr. Katarina Nemé&okova, Ph.D.

feditelka stavu




PROHLASENI AUTORA BAKALARSKE PRACE

Beru na védomi, Ze

L]

odevzdanim bakalaiské prace souhlasim se zvefejnénim své prace podle zikona C.
111/1998 Sb. o vysokych $kolach a o zméné a doplnéni dalSich zdkont (zdkon o
vysokych $kolach), ve znéni pozdé&jsich pravnich predpisii, bez ohledu na vysledek
obhajoby ”;

beru na védomi, Ze bakalafskd prace bude ulozena v elektronické podobé
v univerzitnim informaénim systému dostupna k nahlédnuti;

na moji bakaldiskou praci se pIné vztahuje zdkon €. 121/2000 Sb. o pravu autorském,
o pravech souvisejicich s pravem autorskym a o zméné nékterych zakont (autorsky
zakon) ve znéni pozdgj§ich pravnich predpisi, zejm. § 35 odst. 3 2,

podle § 60 ¥ odst. 1 autorského zikona ma UTB ve Zliné pravo na uzavieni licenéni
smlouvy o uziti $kolniho dila v rozsahu § 12 odst. 4 autorského zékona;

podle § 60 odst. 2 a 3 mohu uzit své dilo — bakalaiskou praci - nebo poskytnout
licenci k jejimu vyuZiti jen s pfedchozim pisemnym souhlasem Univerzity Tomase
Bati ve Zling, ktera je opravnéna v takovém pfipadé ode mne pozadovat pfiméfeny
pfispévek na thradu ndkladi, které byly Univerzitou Toméase Bati ve Zliné na
vytvoreni dila vynaloZeny (az do jejich skuteéné vyse);

pokud bylo k vypracovani bakalafské prace vyuZito softwaru poskytnutého
Univerzitou TomaSe Bati ve Zliné nebo jinymi subjekty pouze ke studijnim a
vyzkumnym ucelim (tj. k nekomerénimu vyuziti), nelze vysledky bakalaiské prace
vyuzit ke komerénim Géelim.

Prohlasuji, ze

e celektronicka a tiSténa verze bakalafské prace jsou totozné;
e na bakalafské praci jsem pracoval samostatné a pouZitou literaturu jsem citoval.
V ptipadé publikace vysledki budu uveden jako spoluautor.
’ /
Ve Zling ...5:.. 4014 Hartora

1) zakon c. 11171998 3. o Vysokych skolach a o zmene a doplnent dalsich zakonw (zakon o vysokych skolach), ve zneni pazdejsxch pravnich

predpisi, § 47b Zverejiiovdni zdvérecnych praci:

(1) Vysokd $kola nevydélecné zverejiuje disertacni, diplomové, bakaldFské a rigorézni prdce, u ktervch probéhla obhajoba, véetné posudki

1ok

P

i a vy bhajoby prostrednictvim databdze kvalifikacnich praci, kterou spravuje. Zpiisob zverejnéni stanovi vnitini predpis

vysoké Skoly.



(2) Disertacni, diple ¢, bakaldrské a rigorozni price odevzdané uchazecem k obhajobé musi byt 6% nejméné pét pracovnich dni pred

kondnim obhajob Fejnény k nahliZeni verejnosti v misté urceném vnitrnim predpisem vysoké skoly nebo neni-li tak urceno, v misté

Y

pracovisté vysoké skoly, kde se md konat obhajoba prdce. Kazdy si miZe ze zveFejnéné prdce porizovat na své ndklady vypisy, opisy nebo
rozmnoZeniny.

(3) Plati, ze odevzddnim prdce autor souhlasi se zverejnénim své prdce podle tohoto zdkona, bez ohledu na vysledek obhajoby.

2) zdkon &. 121/2000 Sb. o pravu kém, o prdvech isejicich s pravem autorskym a o zméné nékterych zdkonii (autorsky zdkon) ve
znéni pozdéjsich pravnich predpisi, § 35 odst. 3:

(3) Do prava autorského také nezasahuje skola nebo Skolské ¢i vzdélavaci zarizeni, uZije-li nikoli za ucelem primého nebo nepFimého
hospodarského nebo obchodniho prospéchu k vyuce nebo k viastni potrebé dilo vytvorené Zdkem nebo studentem ke spinéni Skolnich nebo
studijnich povinnosti vyplyvajicich z jeho pravniho vztahu ke skole nebo Skolskému ¢i vzdélavaciho zarizeni (Skolni dilo).

3) zdkon ¢é. 121/2000 Sb. o pravu kém, o pravech isejicich s pravem kym a o zméné nékterych zakonii (autorsky zdikon) ve
znéni pozdéjsich pravnich predpis, § 60 Skolni dilo:

(1) Skola nebo skolské i vzdéldvaci zarizeni maji za obvyklych podminek pravo na uzavieni licencni smlouvy o uziti skolniho dila (§ 35 odst.
3). Odpird-li autor takového dila udélit svoleni bez vdzného ditvodu, mohou se tyto osoby domdhat nahrazeni chybéjiciho projevu jeho ville u
soudu. Ustanoveni § 35 odst. 3 ziistava nedotéeno.

(2) Neni-li sjedndno jinak, miize autor $kolniho dila své dilo uzit éi poskytnout jinému licenci, neni-li to v rozporu s opravnénymi zdjmy skoly
nebo Skolského éi vzdélavaciho zarizeni.

(3) Skola nebo skolské ¢i vzdélavaci zarizeni jsou oprivnény pozadovat, aby jim autor Skolniho dila z vydélku jim dosaZeného v souvislosti
s uzitim dila ¢i poskymutim licence podle odstavce 2 primérené prispél na vihradu nikladi, které na vytvoreni dila vynaloZily, a to podle
okolnosti aZ do jejich skutecné vyse; pritom se prihlédne k vysi vydélku dosazeného skolou nebo skolskym Ci vzdélavacim zaFizenim z uZiti
Skolniho dila podle odstavce 1.




ABSTRAKT

Tato bakalaiska prace se zamétuje na zhodnoceni systému motivace pracovnikl ve vybrané
spoleCnosti a jejim cilem je zvySeni spokojenosti a motivace zaméstnanct. Na zaklade
teoretickych poznatkt, dotaznikového Setieni a analyzy spole¢nosti navrhnu firm¢ zlepSeni
soucasného systému, které by mélo zaméstnance vice motivovat k efektivnéjsim pracovnim

vykoniim.

Kli¢ova slova: motivace, stimulace, teorie motivace, odménovani, zaméstnanecké vyhody

ABSTRACT

My bachelor thesis focuses on evaluation of employee motivation system in a selected
company. The main aim of this work is to increase the satisfaction and motivation
of employees. Theoretical pieces of knowledge, my own research and firm’s analysis will
give me a base for recommendation for improvement of current system which should raise

employee’s motivation to work efficiently.

Keywords: motivation, stimulation, motivation theories, remuneration, employee benefits



ACKNOWLEDGEMENTS

I would like to express my thanks to my supervisor, Ing. Petra Kressova, Ph.D. for her
support, valuable advice and her patience during the creation process of this bachelor
thesis.

I want to thank all employees and the management of the company, which | cannot name,
for their patience, willingness to answer my questions and all the information provided.

I am also grateful to Daisy Marsh who was willing to correct mistakes | have made in my

bachelor thesis.



CONTENTS

INTRODUGCTION ...ttt sttt abe st nesbe e e enenne s 9
L. THEORY ettt sttt sttt e ettt ne st e 11
1 MOTIVATION Lottt ettt re bt ne e e 12
1.0 STMUIALION ...t bbbttt bbb ens 13
1.2 The MOTLIVALION PTOCESS .....cceiuiiiieieieie ettt sttt bbb 14
1.3 MOtIVALION PrOQIaM ... ..ccuieiiieiciieeie ettt e te e ra e te e e s nns 15
1.4 MOTIVATION TREOTMIES......cviiiiiieiieeee e bbbt sb et 16

1.4.1 Content Theories 0f MOTIVALION ..........cccoiiiiiiieiee e 16

1.4.2 Process Theories of MOtIVAtION ..........ccooiiiiiiiiieie e 22

1.4.3 Instrumentality TREOTIES.......ccviiiiie et 25
2 MANAGEMENT STRATEGIES FOR INCREASING MOTIVATION.............. 27
2.1 MOLIVALION STFTALEGIES ... ecvveiveeiieie ettt e et e e sreen e re e te e e e sneennas 27
2.2 ReWard Management ........ccveiuiiieiieie ettt te et sre e sre e te et nas 28
2.3 Relating Pay t0 JOb Performance..........ccccveviiieiicie e 28

2.3.1 The Importance of Employee Benefits..........cccocvviiieiiiie i 29
3 SUMMARY OF THE THEORETICAL PIECES OF KNOWLEDGE................ 30
FL. ANALYSIS ettt sttt e et neene e 31
4 ANALYSIS OF THE CURRENT STATE ..ot 32
4.1 The Main Aim Of the ANAIYSIS........c.coiiiiiicce e 32
4.2 Description of AStra COMPANY .......ccccviieiieiiiie ittt re e 32
4.3 An Analysis of the Employee Motivation System at Astra, S. I. O.....cccecvevvveieieerieennenn, 35
4.4 Data ColleCtion IMEtNOUS ........coveieiiiiie e e 41

4.4.1 Opinion Poll on the Current System of Employee Motivation ................c.cccuene. 41
5 ASUMMARY OF THE SHORTCOMINGS OF THE CURRENT STATE........ 51
6 RECOMMENDATION .. ..ottt sne s 52
6.1 Cafeteria SYSIEM ... 52
A O T [0 IS T=] Y [ SRS PPPPP 55
CONGCLUSION ...ttt ettt sa et e e et ebe s te e saebesbe s eneaneeas 59
BIBLIOGRAPHY ...ttt 61
LIST OF FIGURES AND TABLES.......cci oot 62

APPENDICES ... .o 63



TBU in Zlin, Faculty of Humanities 9

INTRODUCTION

The topic | have chosen for my thesis is about evaluation of motivation system
for employees in a selected company. This thesis shall be divided into two parts, theoretical
and practical ones.

In the theoretical part, | will be primarily focused on definition of the terms called
motivation, stimulation, motivation process and utilization of motivation theories
in management. There are also motivation strategies as an integral part of the thesis.
Motivation is generally considered as very important. It is one of the basic conditions
for successful business management. It is very important to pay close attention to the
matters of motivation. A properly motivated employee likes his work and he also identifies
his personal goals with corporate objectives of the company. Motivation process is meant
as a procedure of recognition of unmet needs of employees and provision the most efficient
and fastest meeting of those needs.

Another point of the theoretical part will be about a motivation program too. Companies all
around the world are looking for the right way of motivation because it is simply important
for the entire enterprise. Every company should realize that the workforce is the most
valuable asset. Due to the fact that people are quite complex source of this issue, it is
important that the organizations consider a number of professional aspects. Workforce
with sufficient quality is very important for any organization. On the contrary, incapable
and poorly motivated employees may hurt the company and bring it to the state
of bankruptcy. And this is the goal of the motivation program of the company; it means the
proper ways of motivating the employees.

I will also focus on existing theories of motivation and their application in the sphere
of management. | mean the theories ranging from those more known, such as Herzberg's
theory and VVroom's theory, up to the less known ones which are however very useful too.
The issues of motivation strategies and ways of rewarding the employees will conclude the
theoretical part. Financial rewards are primarily used to satisfy personal needs. While
regarding the business company, this means that the rewards perform economic functions
but also the social function which is based on meeting basic existential and social needs
of employees.

The practical part of my bachelor degree thesis will be mainly about application of the

theoretical knowledge in practice. The main subject matter of the thesis shall lie in analysis
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of a motivation system used in the company called Astra, s. r. 0. The company agreed to
the survey. However, the company does not want the results to be published under the
actual name. Therefore, I will use fictitious name Astra, s. r. 0. throughout the thesis.

In the practical part, 1 would like to introduce the company itself, it means the company
I chose for my research. The company specializes in laminating plastic profiles
for manufacturers of windows.

The further point is about analysis of motivation program of the company and analysis
of initiators used by the company to motivate employees. Then | will verify the level
of employee motivation by using relevant questionnaires | have prepared for the employees
of the company. The previous researches regarding this company have already made me
know that the main problem the company faces is the low working assignment caused
by lack of motivation and inefficient evaluation. This problem negatively affects
productivity of work. Companies often do not manage to fulfil obligations toward
customers and deadline dates must be prolonged. This causes frequent complaints of the
customers, as the result of poor quality of work done.

The outcome of this thesis and my goals are about increasing the efficiency of work
activities and employee satisfaction based on my recommendation as well as correct setting

of motivation program of the company.
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1 MOTIVATION

To understand what motivation is it is very important to point out what motivation is not.
People view motivation as a personal attribute that some people have and others do not.
In practice, this approach would describe a manager who characterizes employees
as unmotivated. Motivation is the outcome of collaboration between the individual and the
situation; so it tells us that people cannot be characterized in this way. Motivation can be
defined as the effort to reach company goals. (Robbins and Decenzo 2001, 312-313)
Motivation is also associated with the "why” of human behavior. Why do some people
work so much harder than others? Answering such questions might be very helpful
in understanding human motivation. "Motivation is the main focal point because it is
important to management for three reasons: First, employees on the job must be motivated
to perform at an acceptable level; second, managers themselves must be motivated to do
a good job; third, employees (managerial and nonmanagerial) must be motivated to join the
organization.” (Donnelly 1995, 304)

Under the term motivation we can imagine all those inner conditions such as desires,
incentives or wishes. In other words, something that forces employees to be active.
Motivated people are easily recognized, because they are hardworking; they are trying to
direct their behavior towards important company goals and keep pace with others.

Low motivation is often considered the problem when a person’s performance is
determined to be unsatisfactory. (Armstrong 2008, 70) However, low levels of motivation
do not automatically cause performance problems. The cause of poor performance may be
other factors, such as shortage of resources or lack of skills. Not always performance
difficulties are motivation problems, so it is very important not to immediately lead to this
conclusion. (Donnelly 1995, 304)

For all organizations is very important to find out how to achieve a high level
of performance through people. The main aim is to devise a motivation process which will
help to obtain results within the expectations of managers. Incentives such as rewards,
leadership and the work they do can be used to motivate people. The process of motivation
is much more complicated and is very often underpinned by simplistic assumptions. One
approach to motivation will never satisfy everyone’s needs. Individuals have different

needs and take different activities to achieve them. (Armstrong 2003, 215)
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Types of Motivation

The work motivation can be viewed in two ways. In the first case people motivate
themselves by performing work, which satisfies their needs. In the second case people are
motivated from the company’s management site by using instruments such as
remuneration, praise and promotion. Motivation can be divided into intrinsic and extrinsic.
Intrinsic motivation is factor which influences human behavior. These factors include
responsibility, autonomy, opportunity to benefit and develop skills and abilities, interesting
work and opportunity of advancement.

Extrinsic motivation is composed of reward and punishment, all activities that motivate
individuals. Extrinsic motivators can have immediate effects, but will not necessarily last
long. Internal motivators, which are related to the quality of working life, have a deeper
and more long-term character, because they are part of an individual and not imposed from
outside. (Armstrong 2007, 160-161)

1.1 Stimulation

Motivation of working behavior is directly reflected in an individuals’ performance.
Motivated people, as opposed to unmotivated employees, work harder and they are more
efficient in achieving important company goals. Society uses many forms of influencing
and directing people and this is called stimulation, in other words an external effect
on human motivation. Stimulus is every incentive, impulse or encouragement that
influences behavior in a certain way.

The stimulation can be viewed from two perspectives. The first one is the perspective
of success, meaning positive evaluation or reward. The second view is the perspective
of failure; thus stimulation of negative evaluation, punishment or sanction.

In the case of motivation of working behavior, the stimulation always acts indirectly.
It works only though the internal conditions of a person. The personal characteristics
of an individual; attitudes, experiences, values and immediate condition have great
importance. Each incentive is part of a complex and is also very significant.

The applicable processes which can influence the behavior of people must be focused

on the evaluation of the effectiveness of stimulating factors. In general employees are
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positively stimulated their needs and values are satisfied. On the other hand, people are
negatively stimulated when their needs and values are contradicted. It means that
stimulation can have positive, negative or neutral influences in terms of an expected result.
(Mayerova and Razicka 2000, 110-111)

1.2 The Motivation Process

Motivation primarily deals with incentives that influence people to behave in certain way.
Motivating other people is about encouragement to perform in order to achieve results.
In the instance of self-motivation you need to set the direction and then take an action
which will help you to get there. Well-motivated people are those who take an action to
achieve their clearly defined goals. Such people may be self-motivated; it means they are
going in the right direction. Managers can provide high levels of motivation by providing
rewards, opportunities for learning and growth, satisfying work and other incentives and at
the same time to make good use of motivational processes given by organizations.
(Armstrong 2003, 216)

The starting point in the process of motivation is an unsatisfied need. It is an insufficiency
of something under the individual; it is the first reference in the sequence of action leading
to proceeding. Unsatisfied need may be defined as something that causes tension. People
naturally reduce the tension by satisfying their needs. The process of motivation is
complete, when achieving the goal satisfies the need. E.g., people are motivated by desire
for accomplishment of promotion. (Donnelly 1995, 304) To make the motivational process
successful it is necessary to understand how it works and to know the different types
of motivation that exist. A model of the motivation process is shown in Figure 1. This
suggests that motivation is initiated by recognition of unsatisfied need: "These needs create
wants, which are desires to achieve something.” (Armstrong 2003, 216-217) The need will
be satisfied if the goal is achieved and the behavior is likely to be repeated when a similar
need re-emerges. The behavior is less likely to be repeated when the goal is not achieved.
(Armstrong 2003, 216-217)
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Establish goal

v

|

Unsatisfied need Goal-directed

behaviour

Achieve goal ‘

A

Figure 1 Process of Motivation

Source: Own Creation Based on Data from Armstrong (2003, 217).

1.3 Motivation Program

The motivation program of organization includes tools of employee’s stimulation
in accordance with human resource strategy. The aim of the motivation program is to
influence the willingness of employees to work and their performance, stabilization
and satisfaction. Motivation program is the realization of labor system with people; focused
on the positive influence of worker’s motivation. This approach determines the basic rules
for the application of stimulation tools. Specifically it is a complex of rules, measures
and processes which lead to the desirable motivation and optimal approach of employees’
attitude to work.

The motivation program should respect all the general findings of motivation and
stimulation and it should be also based on the analysis of the motivation structure
of employees. Motivation, sociological or psychological surveys allow us to evaluate
company’s state in terms of human resources, strengths and weaknesses of the system and

its effects. (Kocianova 2010, 39)
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1.4 Motivation Theories

"Motivation theory examines the process of motivation.” (Armstrong 2003, 215) Managers
can use many theories of motivation to improve their understanding of human behavior.
No one provides a universal explanation of why people behave as they do, so the purpose
of theories of motivation is to introduce ideas for managers.

The most familiar group of theories are process theories, content theories and
instrumentality theories. Process theories try to describe and explain the process of how
behavior is controlled, supported and finally stopped. "Process theories first attempt
to define the major variables necessary for explaining choice (e.g., Should I work hard?),
effort (e.g., How hard do | need to work?), and persistence (e.g., How long do | have
to keep this pace?).” (Donnelly 1995, 307)

Content theories mean what specifically motivates people. They are identifying what
sustains behavior within the individual or work environment. Theories focused on the
content include Maslow’s hierarchy of needs and Herzberg’s two-factor theory. Vroom’s
expectancy and reinforcement theory belongs to the theories focused on process.
Instrumentality theory states that rewards or punishments ensure that people behave
in desired way. (Donnelly 1995, 307)

1.4.1 Content Theories of Motivation

This theory is the belief that unsatisfied need causes a state of disequilibrium and tension.
Some people may provide much more powerful actions towards a goal than others.
It means that not all needs are equally important for all people; it also depends on the
current situation and background. There is no simple relationship between needs and goals.
The need can be satisfied by a huge number of possible goals, on the other hand one goal
may satisfy a large number of needs. Content theory was originally developed by Abraham

Maslow, who set up the hierarchy of needs. (Armstrong 2003, 219)
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Maslow’s Hierarchy of Needs

This theory of motivation consists of two fundamental premises;

1.

2.

Satisfied need is not a motivator. Only needs not yet satisfied can influence
behavior.
Maslow’s theory is about hierarchy of importance. Once one need is satisfied,

another appears and requires satisfaction.

Maslow set up five levels of needs; they are in hierarchy because of the different level

of importance, as Figure 2 illustrates. According to Maslow, people have and attempt to

satisfy five basic needs. A lower-order need must be satisfied before a higher-order need.

1.

Psychological needs- consist of all the primary needs for human body, such as
food, water and sex. They are the basis for motivation and no other needs dominate
when they are unsatisfied.

Safety needs- the next level in the hierarchy is a need of safety. (Donnelly 1995,
309) It is one of the basic need and managers evaluate security as very important, so
they pay the most attention to satisfy needs like this. (Borkowski and Tuckova
2011, 12) It includes the protection from ill health, economic disaster or physical
harm. From a managerial point of view it means employee’s effort to secure job
safety and fringe benefits.

Social needs- social needs include such things as acceptance, love and need for
companionship. Managers put the social needs in the third place, because they
consider it very important as well. (Borkowski and Tu¢kova 2011, 13) Personal
relationships with co-workers play a significant role in a company, not only the
relations among family or friends. (Donnelly 1995, 309)

Esteem needs- next level in the hierarchy is the need for respect and appreciation.
When the previous three levels have been satisfied the esteem needs become more
important in motivating behavior.

Self-actualization needs- they are at the very peak of Maslow’s hierarchy. For the
individuals it means to be effective in a particular role and it does not really matter

whether the individual is manager, parent or teacher. "Maslow assumes that
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satisfaction of the self-actualization needs is possible only after satisfaction of all
other needs.” (Donnelly 1995, 309-310) It is interesting that the need for power is
the least important. Managers do not pay so much attention to this because they
believe that employees do not want to satisfy the need for power. (Borkowski and
Tuckova 2011, 13)

/ Self-actualization \

Esteem- need for respect of

others, confidence

Social- need for love, belonging, friends,

family, sense of connection

Figure 2 Maslow’s Hierarchy of Needs
Source: Own Creation Based on Data from Donelly (1995, 309)

Maslow’s Theory in Management

Maslow’s hierarchy of needs does not provide a complete understanding of the means
to motivate people but it does provide starting point in practicing management. This
hierarchy is easy to understand and points out some factors that motivate people
in organizations. Individuals are able to satisfy their psychological needs through salary or
wages. Safety needs are satisfied thanks to companies, e.g. through some fringe benefits.
In the end, the social needs are satisfied by association with co-workers. Some other

examples of management’s influence areas are illustrated in Figure 3. (Donnelly 1995, 310)
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Need Category Management Influence Areas

Social- interaction opportunities, encouragement toward

cooperation, working group stability

Self-actualization- challenges in job, advancement opportunities,

chances for creativity, achievement

Esteem- public recognition of good performance, significant job

activities, respectful job title, responsibility

Safety- safe working conditions, job security, benefits

Psychological- fair salary, comfortable working conditions,

space, air- conditioning

Figure 3 Areas of Management Influence in the Five Needs Hierarchy Category
Source: Own Creation Based on Data from Donelly (1995, 310)
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Herzberg’s Two-Factor Theory

Frederick Herzberg devised another explanation of motivation. He named two basic factors
which are a source of employee’s satisfaction and motivation. He based his theory on the
satisfaction of 200 accountants and engineers. In this project he asked people to think
of times when they felt bad and when they felt good about their jobs. They were also asked
to characterize the conditions which led to these feelings. Herzberg reached two

conclusions, based on this project.

1. Maintenance factors

Their absence causes dissatisfaction but their presence does not lead to satisfaction.

He named 10 maintenance factors:

o Company policy

o Technical supervision

o Interpersonal relations with supervisor

o Interpersonal relations with subordinates
o Salary

o Security

o Personal life

o Work conditions

o Status

N

Motivational factors

Their absence does not cause dissatisfaction but their presence leads to satisfaction.

Herzberg described six of these motivational factors: (Donnelly 1995, 311)

Achievement

O

Recognition

o

o Advancement

o The work itself



TBU in Zlin, Faculty of Humanities 21

o The possibility of promotion

o Responsibility (Borkowski and Tuckova 2011, 14)

Herzberg came to the conclusion that the responses of people who felt good about their
employment are substantially different from the responses of people who dislike their jobs.
When people felt good about their job, they usually attributed these properties to
themselves. On the other hand, their dissatisfaction was cause by factors such
as interpersonal relationships, working conditions, company policy and other extrinsic
circumstances. Herzberg said that according to this data dissatisfaction is not the opposite
of satisfaction, as was normally viewed. It does not necessarily mean that if we remove
dissatisfying factors from a job it will make the job satisfying. Figure 4 illustrates
Herzberg’s findings that the opposite of "Satisfaction” is "No satisfaction” and the opposite

of "No dissatisfaction” is "Dissatisfaction”. (Robbins and Decenzo 2001, 316)

General View

Satisfaction Dissatisfaction

Herzberg’s View

Motivational Factors Maintenance Factors
Satisfaction No satisfaction No dissatisfaction Dissatisfaction

Figure 4 Contrasting Views of Satisfaction- Dissatisfaction

Source: Own Creation Based on Data from Robbins (2001, 317)
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Herzberg’s Theory in Management

Herzberg’s theory suitably complements Maslow’s hierarchical theory and systems
theories. He made his theory more applicable to the work environment by extending
Maslow’s ideas. Increase interest in job enrichment, increase worker satisfaction; all these
points and many others were the results of his studies. It is very common among managers
to respond to motivation problems with fringe benefits, better working conditions or more
money. But it does not always mean that employees will work harder thanks to these
actions. "If managers focus only on maintenance factors, motivation will not occur.

The motivators must be built into the job to improve motivation.” (Donnelly 1995, 313)

1.4.2 Process Theories of Motivation

Process theory is also known as cognitive theory because it is associated with the
perception of the working environment. Process theories are in contrast to content theories.
They are more useful for managers than content theories because they provide more
realistic direction on motivation techniques. | am talking about equity and expectancy

theory, which focuses on how motivation occurs. (Armstrong 2003, 220)

Equity Theory

Equity theory is based on the assumption that people are motivated to achieve equitable
treatment. Everyone does not need to receive the same rewards, but the rewards should be
compatible with individual contribution. (Pride, Hudges, and Kapoor 2012, 287) This
theory is associated with perceptions. People have different perceptions about how they are
being treated in comparison to others. To be dealt with equitably means to be treated fairly.
Equity and equality are not synonymous. Equality means treating everyone the same. The
concept of equity theory is based on the effect that people will be better motivated if they
are treated equitably and if they are treated inequitably they will be demotivated. This
theory was popularized by Professor J. Stacy Adams who suggested that there are two
forms of equity. First, distributive equity which is concerned with fairness; it means that

people are rewarded as they contribute and in comparison with others. Second, the
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procedural equity which is associated with employee’s perception about areas such as
promotion and performance appraisal. Five factors of procedural equity have been stated by
Tyler and Bies in 1990.

"These are:

Adequate considerations of an employee’s viewpoint;
Suppression of personal bias towards the employee;
Applying criteria consistently across employees;

Providing early feedback to employees concerning the outcome of decisions;

o > v NP

Providing employees with an adequate explanation of the decision made.”
(Armstrong 2003, 223)

Equity Theory in Management

Employees compare rewards that are being received by other employees, such as benefits,
changing pay or work schedules and managers are made aware of that. It is very important
for managers to understand each individual’s perceptions, because feelings of equity and
inequity are based on them. Employees as the recipients of rewards, compare them with
what others have received and it may result in problems with perception of inequity.
Managers need to consider how to communicate with individuals about value and reason

for providing those remunerations to employees. (Donnelly 1995, 316)

Vroom’s Expectancy Theory

This theory was originally included in the valency-instrumentality-expectancy theory which
was defined by Victor Vroom. Valency stands for value, instrumentality is the belief and
expectancy is the probability that a certain action will lead to a result. (Armstrong 2003,
221) According to Victor H. Vroom, if people believe in worth of company goal they will
be motivated to do things to reach that goal. The people will put in effort if they believe
that their work will be adequately rewarded. (Hollyforde and Whiddett 2002, 81)
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Expectancies are described in terms of their strength. Maximal strength is marked by
individual certainty that the act will be followed by the result, whereas zero strength is
indicated by individual certainty that the act will not be followed by the result. Individuals
are often presented with new situations, but the strength of expectations may also be based
on reinforcement. If there is an employable relationship between performance and outcome
the motivation is only likely. It explains why for example incentives, bonus schemes
and other financial motivation works only if there is a clear link between effort and reward.
It also explains why intrinsic motivation can be more powerful than extrinsic motivation;
intrinsic motivation may be more controlled by individuals. (Armstrong 2003, 221)) Figure
5 shows an explanation and work-oriented example of expectancy theory. The example

describes how the theory can be applied. "The motivation is expressed as:

M=EXIXxP

Figure 5 Model of Motivation to Work

Source: Own Creation Based on Data from Donnelly (1995, 317)

That is, motivation to work (M) results from expectancy (E) times instrumentality (1) times

preference (P).” (Donnelly 1995, 317)

Vroom’s Theory in Management

One of the great advantages of Vroom’s theory is that it reveals the importance
of individual motivations and needs. (Weihrich, Koontz, and Cannice 2008, 333) Managers
can influence expectancies by hiring people with specific abilities, training them
to improve their skills and helping individuals to achieve a concrete a level of performance
with the support and leadership. The manager should be supportive, conductive and
realistic in order to influence instrumentalities. The manager can also influence preferences
by listening to individual needs and leading employees to help them achieve the desired
results. It is very important for managers to understand the role of perception.
Expectancies, valences and instrumentalities depend on an individual’s perception. The

expectancy theory makes obvious the importance of differences among employees with
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similar skills. (Donnelly 1995, 318) The strength of Vroom’s theory is also its weakness.
This theory is difficult to apply in practice. "Despite its difficulty in application, the logical
accuracy of Vroom’s theory indicates that motivation is much more complex than the
approaches of Maslow and Herzberg seem to imply.” (Weihrich, Koontz, and Cannice
2008, 333)

Goal Theory

The goal theory was developed by American psychologists Gary P. Latham and Edwin
A. Locke in 1979. According to this theory; when managers set specific goals, when goals
are accepted and when there is a feedback on performance the motivation and performance
are higher. Participation in goal setting is very important as well as agreement to the setting
of goals. Difficult goals must be reinforced by advice and guidance. The most vital thing
in maintaining motivation is feedback, particularly if we want to achieve an even higher
goal. Individual can track how well individual employees have been doing in relation to the
company goal namely though performance feedback. Goal theory is in accordance with the
1960s concept of management by objectives. This approach, however, did not often meet
with success because it was taken without gaining the support of those involved and
without ensuring that managers were aware of the significance of agreement, feedback and
reinforcement. But the goal theory still plays the key part in the performance management
process. (Armstrong 2003, 222-223)

1.4.3 Instrumentality Theories

Based on our knowledge, we already know that content and process theories interpret the
behavior of an individual to be a result of decisions made by that individual. On the other
hand, reinforcement theory states that behavior arises from consequences. The theory takes
into account the use of negative or positive reinforcement to motivate employees.
(Donnelly 1995, 320) The theory first occurred in the second half of the nineteenth century
where there was aneed to rationalize work and an emphasis on economic outcomes.
Instrumentality theory takes the view that people only work for money. It assumes that

individual will be motivated if rewards and punishments refer directly to an individual’s
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performance and therefore the rewards depend on effective performance. This theory is
also based on reinforcement, the idea that people will act in required way if they are
rewarded for that. It is also called the Law of Effect as B. F. Skinner mentioned in his
concept of conditioning. (Armstrong 2003, 218-219) The operant conditioning is
an instrument used for changing the behavior of employees. In management the term
relates to controlling behavior at work by manipulating the consequences. (Donnelly 1995,
320) The theory is based on a system of external controls and cannot recognize other
human needs. Italso fails to recognize the fact that control can be affected by the
relationship between workers. This approach is still widely used, but in some

circumstances can be successful. (Armstrong 2007, 223)

Instrumentality Theory in Management

As a manager you can use four types of reinforcement. First of all you can use positive or
negative reinforcement to revitalize desired behavior. Positive reinforcement stands
for rewards such monetary bonus, praise or recognition. In the case of negative
reinforcement managers provide a reward when a worker avoids an action which would
have had a negative consequence.

Managers also might focus on reducing unpunctuality by use of two other types
of reinforcements, punishment and extinction. The idea of extinction is to withhold
positive reinforcement and the second method, punishment, involves the public reprimand
of and employee by their manager. "Positive and negative reinforcement address the issue
of having employees learn desired behaviors. On the other hand, unlearning undesired
behaviors involves the use of extinction or punishment” (Donnelly 1995, 321)

Managers can use two types of different schedules in applying positive reinforcement. First
is the continuous reinforcement schedule which gives a reward each time when employee
behaves in desired way and it usually results in the fastest learning. The second type
of schedule is called intermittent reinforcement which gives reward only periodically.
The intermittent reinforcement schedule causes slower learning but stronger retention.
(Donnelly 1995, 322)



TBU in Zlin, Faculty of Humanities 27

2 MANAGEMENT STRATEGIES FOR INCREASING
MOTIVATION

To motivate workers and improve their performance managers use a number of programs;
e.g. job enrichment and relating pay to job performance. Employee satisfaction at work
may require promotion opportunities, an equitable system of payment, collaboration with
the management team and social interaction at work. (Armstrong 2007, 232) The degree of
satisfaction depends particularly on an individual’s expectations and needs. However,
research demonstrates that there is no strong connection between performance and
satisfaction. A satisfied employee is not necessarily high producer and vice versa.
(Armstrong 2003, 225)

2.1 Motivation Strategies

First of all managers should pay attention to the basic factors such as an employee’s need
for recognition. Every company should have regardful and participative management which
provides positive feedback and opportunities for their employees. Motivation strategies
consist of other essential parts such as an equitable reward system which provides both
non-financial and financial rewards and bonuses. Apart from the need for recognition,
employees require goal-oriented work. This means that particular work should be provided
by people with the resources to achieve their goals. Employees would also appreciate it if
the scope for their competencies and skills is recognized; for example by providing job
enrichment in the shape of decision-making responsibility, or increasing the variety
of work. Job enrichment is a term which is connected with the quality of working life and
work organization. Another factor that affects motivation strategies is the employee’s need
to grow by developing their abilities through career planning processes provided by
management such as opportunities for learning and formal training. Another factor that
influences the impact of any attempt to motivate employees is the cultural environment
of the company. Every organization should have a culture which supports the processes
of rewarding and valuing people. Finally, there is a need for quality leadership which
encourages, sets the direction and provides support for their employees with the intention

of improving performance and achieving goals. To attain quality leadership companies
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should provide leaders and managers with some training to develop their qualities.
(Armstrong 2003, 229)

2.2 Reward Management

Pay is one of the most important features of reward management and the main reason why
people work. People receive a reward for their contribution to the company. Remuneration
is important not only because it compensates people for their efforts but it also has
an impact on the retention and recruitment of talented employees. The term ‘reward
management’, or as other literature says ‘compensation management’, is one of the
elements of human resource management that focuses pay on the achievement of goals.
Itincorporates relating pay to job performance, unified appraisal schemes and

responsibility for setting pay levels. (Price 2006, 529)

2.3 Relating Pay to Job Performance

Pay for performance is a sensitive issue which is hard to achieve and it is easier said than
done. The main problem is defining performance in a proper way, so that the company pays
not for efforts but for results. From a theoretical point of view, the performance-related pay
system can be beneficial for both employees and employers. On the one hand employers
can benefit from higher productivity by emphasizing the relevance of effective and capable
performance. On the other hand “good employees can benefit from extra pay in return for
extra quality of performance.” (Price 2006, 543-544) There are some systems
of performance-related pay schemes which are in common use. The first system is called
the appraisal-related pay scheme which incorporates individual incentives and merit pay.
Individual incentives can be interpreted as unstable bonus payments such as any vouchers
or holidays. Merit pay is generally considered as an effective motivator which is given to
higher performing employees in the form of additional pay. Another system
of performance-related pay is the collective performance system, which also includes

bonuses. Bonuses are paid to all employees in a company, team or department. They are
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proposed to fortify performance and corporate identity together with all performance
rewards. (Price 2006, 545)

2.3.1 The Importance of Employee Benefits

The role of employee benefits is relevant because it can have a similar function to pay.
However, each employee looks for a different type of benefits. The range of benefits may
also help managers adapt their compensation to the people they need. Companies should
regularly re-examine their packages with the intention of finding out whether it complies
with their current needs. At the same time, managers need to communicate with employees
effectively so that the benefits will be motivating for them. If employees do not understand
why they are valuable or how to use them, the value of benefits will be wasted.

Benefits also play a key role in the maintenance of employees’ social and economic
securities. Some of them are required by law, such as social security. Other ones, which
are not required by law, can become ordinary, so that the employees require or expect
them. (Raymond et al. 2010, 384)
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3 SUMMARY OF THE THEORETICAL PIECES OF KNOWLEDGE

The theoretical part of my bachelor thesis summarizes basic terms primarily related to
work motivation, stimulation, motivation theories and their application in management.
There is also motivation program as the integral part of the thesis. Every company should
realize that the poorly motivated employees may hurt company and this is the goal of the
motivation program; it means to find the proper way of motivation employees. In case
of motivation theories, | chose the basic ones to explain how it works in practise.
According to Maslow, people have an attempt to satisfy five basic needs and only needs
not yet satisfied can influence behaviour. Once a need is satisfied, another appears and
requires satisfaction. On the other hand, Frederic Herzberg devised another explanation
of motivation. He reached two conclusions that are source of employee’s motivation. Those
are maintenance factor and motivational factors. The theoretical part showed many other
ways and theories how to motivate employees. At the end | also mentioned information
about management strategies for increasing motivation and importance of employee
benefits, because they also play a key role in maintenance of employee’s social and
economic securities.

The theoretical knowledge made me able to understand the importance of motivation
system and the second part of my bachelor thesis will be mainly about application all those

pieces of information in practise.
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1. ANALYSIS
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4 ANALYSIS OF THE CURRENT STATE

In the second part of my bachelor thesis | would like to deal with the analysis of Astra

Company and their ways of motivating employees.

4.1 The Main Aim of the Analysis

The main aim of the practical part is about increasing the efficiency of work activities and
employee satisfaction based on my proposal for some better methods of remuneration as

well as the correct setting of motivation program of the company.

4.2 Description of Astra Company

The Astra Company has been operating in the Czech market for a relatively short period
of time. The company was established as a limited liability company and is based in the
Vysocina Region. Their line of business includes the buying of goods in order to sell them
on; the surfacing and welding of metals; the production of plastic and rubber commodities
and construction.

The Astra Company was set up as a company specialising in the manufacture of high-
quality plastic films for producers of windows. Laminating is a technology which applies
the upper coat of a different material on to the substrate material either by laminating under
heat, dry laminating or laminating with wax. Basic materials such as paper, textiles, plastic
material, aluminium or synthetic materials are stratified by laminating. Special adhesives
are used to ensure the consistency of both materials used in the process.

By gradual extension of manufacturing opportunities due to a growing demand for
surfacing, the company has gradually developed. At first the company started its business
in hired premises. Currently the company owns a newly built hall with a total production

and storage area of cc.1, 700m sq. and employs a workforce of 24 employees.
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Organizational Structure of the Company

Organizational structure of Astra Company is determined in the following way.

( CEO A
(& J
1
I p I . ]
[ Production Manager } CFO Chief Accountant
(& J (& J
: I
I I ( )\
[ Sales Manager } [ Operations Manager } Financial and Payroll
L Accountant )

1 1
[ Receiving Department } [ Shift Manager }

[ Workers } [ Stores Manager 1

Figure 6 Organization Structure of the Company

Source: Data Taken from Reports of Organization 2014.

Chief Executive Officer is in charge of a company. He runs the business and is

responsible for the staff level and the remuneration of employees.

The Chief Accountant keeps the records of money received and is responsible for the
correctness and completeness of these figures. The chief accountant also controls the work

of the financial and payroll accountant.

Chief Financial Officer is a manager responsible for everything that influences the
management of an entire company. The CFO’s duties include financial control and

planning and he is also in charge of the organization of money.

Production Manager: is responsible for the smooth running of the day-to-day operations
of a business. Main responsibilities include: communication and dealing with customers,

pricing and dealing with operational problems. An operations manager is responsible for
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the recruitment of staff, training, feedback and the supervision of employees. He is also in
charge of preparing budgets, reports or other important documents and implements

measures to provide motivation for employees.

Sales Manager: His task is to search for companies engaged in the production of windows
or shutters. He offers the possibility of cooperation to potential customers and negotiates

agreements.

Operations Manager: oversees the production activities of the organization. He also
directs meetings, receives orders, ensures the required materials are available and ensures

quality control is implemented.

Receiving Department: The main responsibilities of these employees are the receiving of
orders and order processing. They also ensure that any required spare parts are made

available and provide servicing of machines.

The Shift Manager: is liable for the work of his staff. He checks the correctness of orders,
the setting of machines and the consumption of materials. The Shift Manager’s duties also

include quality control.

The Worker: carries out the required work according to the instructions of his Shift

Manager.
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4.3 An Analysis of the Employee Motivation System at Astra, s. r. 0.

The main aim of practical part of my bachelor thesis is about analysis of motivation
program of the company and analysis of initiators used by the company to motivate

employees.

Remuneration and Motivation of Employees

The main point of my bachelor thesis is the analysis of the employee motivation system
at the Astra Company. However, the company does not use any standards to determine the
remuneration of employees. Remuneration is governed by the Labour Code. The company
observes the minimum wage requested by law, compulsory contributions and protective
equipment. Rightful and quality remuneration is one of the main elements which

significantly influences the satisfaction of employees.

Payroll Forms

In the Astra Company is used time rate system which means that employee is paid by the
hour. Fixed amount of money is increased by rewards and bonuses. The average gross
wage in the company in 2013 was lower in the comparison with average gross wage in the
Czech Republic which was 25128 CZK. The figure below determines exact value

of average gross wage.
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Average Gross Wage

25 400
25 200
25 000 -
24 800 -
24 600 1 24 156 O Czech Republic
24 400
24200 - M Astra, s. 1. 0.
24000 -
23 800 -
23 600

25128

Gross Wage

Figure 7 Value of Average Gross Wage
Source: Data from Author’s Survey 2014.

Rewards and Bonuses

The owner of the Astra Company offers to his employees a variety of extra pay. Most
of them are compulsory under the law; some of them are for the purposes of motivation or

due to that employee taking on increased responsibility.

e  Work performed on a public holiday
Employees are entitled to get wages for their work on public holidays as well as
compensatory leave to the extent of work done in this holiday. However, employees would
rather use the additional wages in the amount of 100 % of average earnings, which is not

in conflict with the Labour Code.

e  Saturday and Sunday work
There is usually no service in the company on Saturdays and Sundays. However,
employees may be called in to work in case of emergency event. Extra wages are provided
at 50 % of average earnings for work on Saturdays or at 100 % of average earnings for

work on Sundays.
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e Night-shift work
If an owner is forced to change two-shift mode to a three-shift one, employees receive
an additional fee of 10 % of their average earnings for working at night. This is how

the company fully respects the Labour Code.

e  Working environment
The company provides employees with an additional fee of CZK 4.81 for working in

a difficult environment; this additional fee increases hourly wages.

e  Work overtime
Employees remain overtime only very rarely. Work beyond the working hours may be paid
either by an additional fee to the amount of 25 % of the average wage, or by compensatory

time off.

Apart from rewards the employees are receiving premiums and bonuses as well. The main
purpose of these is to stimulate employees to work more efficiently and to ensure the
quality of their work. These bonuses are delivered uncommonly and only for exceptionally
good working output or in case of extraordinary income to the company. The amount
depends on the occupation category, number of years worked, working output and work
attendance record. All the employees receive bonuses together with monthly salary. The
table below represents only the basic amount of bonuses. Its value changes according to the
working output of each employee. The production manager together with the operations
manager decides on any possible increase to the basic amount of bonuses. An increase or
potential decrease in value may be affected for example by the labour productivity
of employees, their work attendance record, their handling of materials and company

property or sales returns.
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Table 1 Composition of Bonuses

Working position Number of years Basic amount of

worked bonuses [CZK]
1-2 2 000
Sales Manager/ Operations Manager 3-4 3000
5 or more 4 000
1-2 2 000
Shift Manager/ Receiving Department 3-4 3000
5 or more 4 000
1-2 1000
Stores Manager 34 2 000
5 or more 3000
1-2 1000
Worker 3-4 2 000
5 or more 3000

Source: Data Taken from Reports of Organization 2014.

Employee benefits

To grant employees financial or material benefits is not a duty of the owner of the
company. He does so facultatively and primarily in order to improve motivation. Some
of the benefits are directed at all employees and others are only for employees in a certain

work position or at a certain level in the company.

Christmas contribution
The Christmas contribution is provided to all the employees. Its amount depends on the
actual financial situation of the company and on the same factors which play the key role in

making a decision relating to bonuses.
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Material benefits
For the sales manager and operations manager a mobile phone is available for business use.

Other senior managers can also use a company car and personal computer.

Luncheon vouchers
The company does not cover the cost of boarding to its employees during working hours.
However they provide them with luncheon vouchers to the value of 40 CZK every working

day.

Holiday
The company does not determine when holiday must be taken; employees can take their

four weeks of holiday at any time of the year.

Motivation

The Astra Company does not use an effective motivational program to motivate their
employees. The company assumes that employees are motivated through wages, extra pay
or employee benefits. Once a year the company organizes corporate events which are
usually connected with cultural or sports activities. Motivation is closely associated with
labour productivity. The company is currently facing the problem of low workforce
engagement and constantly decreasing labour productivity which is determined in figure

below.
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Monthly Average of Labour Productivity

02012
H2013

Labour Productivity

Figure 8 Monthly Average of Labour Productivity
Source: Data Taken from Reports of Organization 2012-2013.

From the theoretical part of my bachelor thesis we already know that motivation is very
individual and therefore | have decided to prepare an opinion poll. It is a simple way how

to find out what employees want and what incentives motivate them.
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4.4 Data Collection Methods

This part of the thesis is aimed to evaluation of effectiveness of the current system. | have
chosen several methods of data collection for my thesis such as observational study,
comparison, questionnaire and personal interview with the management of the company.

This is how | managed to get knowledge of pros and cons of the current system.

4.4.1 Opinion Poll on the Current System of Employee Motivation
To determine the opinions of employees on the current system of motivation | have decided
to choose the form of questionnaire which allowed me to get important information.

The questionnaire is placed in the appendix P1.

The Results of the Questionnaire

The questionnaire was filled in by 23 employees out of 25 of them. Here | would like once

again to thank everyone involved for willingness and cooperation.

1. Working at the company:
Company called Astra, s. r. 0. has been on the Czech market for nearly 8 years.
Only 22% of employees responded that they had been working at the company for
more than 5 years. Most employees work at the company for the period of 2 to 5

years.
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Numbers of Years Worked in the Company

M less than 2 years
2-5years

B more than 5 years

Figure 9 Number of Years Worked in the Company
Source: Data from Author’s Survey 2014.

2. | have got information about goals of our company:

According to these responses, we can say that the vast majority of employees have

sufficient knowledge on the company objectives.

Information about Goals of the Company

Byes
rather yes
rather no

Hno

Figure 10 Information about Goals of the Company

Source: Data from Author’s Survey 2014.

3. My supervisor supports me to keep bringing new ideas:
More than a half, or more precisely 52% of employees, feel that their boss does not give
them enough space to come up with new ideas. It can be assumed that positive responses

tend to come from the level of managers. They are expected to bring innovative procedures

more than common workers.
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Supervisor’s Support for New Ideas

Byes
rather yes
rather no

Hno

Figure 11 Supervisor’s Support for New Ideas
Source: Data from Author’s Survey 2014.

4. My supervisor motivates me to better job performance:
62.5% of the employees think that supervisor motivation for better job performance is
insufficient. At the present time, the company is struggling with low job commitment and
still decreasing labour productivity. This may be the main result of poor staff motivation.
Satisfaction of the remaining employees may be associated to rewards and benefits offered
to them by Astra, s.r.o. These include Christmas bonus, food stamps and other material

benefits for higher-ranking managers of the company.

Motivation to Better Job Performance

Byes
rather yes
rather no

Hno

Figure 12 Motivation to Better Job Performance

Source: Data from Author’s Survey 2014
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5. I feel my work makes sense to me:
Of the total number of 23 employees who participated in filling in the questionnaire, only
11 of them felt that their work made any sense to them. This may be cause by poor

employee motivation and lack of opportunities forself-realization.

Employee’s Feeling about Their Work

Hyes
rather yes
rether no

Hno

Figure 13 Employee’s Feeling about Their Work
Source: Data from Author’s Survey 2014

6. | am satisfied with catering services at the company:
Only one employee thinks provision of catering services is adequate. The remaining 96%
of employees are not satisfied with the system of corporate catering. Nearly most of them

said the dinners would be delivered.

Satisfaction with Catering Services at the Company

Byes
rather yes
rather no

Hno

Figure 14 Satisfaction with Catering Services at the Company

Source: Data from Author’s Survey 2014.
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7. Currently, I am not happy at the company:
Nearly 58% of employees working for the company are not happy with setting
of remuneration. Other ways of dissatisfaction are caused by shift work, attitude
of supervisors toward the subordinates or the the working environment. However, the

atmosphere in the working collective of Astra s.r.o. seems to be excellent.

8. My supervisors acknowledge my contribution and success at work:
Most of the employees of Astra s.r.o. is unhappy with the ways of recognition given by
supervisors. They consider it as insufficient. The remaining 35% of the employees feel that

they are receiving sufficient recognition.

Supervisor’s Acknowledgement to Employee Contribution

Byes
rather yes
rather no

Hno

Figure 15 Supervisor’s Acknowledgement to Employee Contribution

Source: Data from Author’s Survey 2014.
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9. Compared with other companies I could work at, | consider the amount of
my salary as adequate:
Regarding this issue, the employees are divided into two fairly equal groups. 43.5%
of employees think that their salary is equivalent to the wages in other companies having
the same subject of work. In contrast, nearly 56.5% of them disagree with this statement.

This issue may show overall injustice of remuneration at the company.

Employee’s Consideration about the Amount of Salary

Byes
rather yes
rather no

Hno

Figure 16 Employee’s Consideration about the Amount of Salary

Source: Data from Author’s Survey 2014.
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10. Our company gives me opportunities for education and development:
More than a half of the company's employees would welcome more opportunities
for education and development. Employees would like to get some courses of effective
communication with customers or computer courses. Other employees agreed there could

be some training in new technologies, processes and machines in the industry.

Opportunities for Education and Development

Byes
rather yes
rather no

Hno

Figure 17 Opportunities for Education and Development

Source: Data from Author’s Survey 2014.

11. I consider educational events as useful for performance of my work:
Nearly 82.6% of the respondents find these educational opportunities useful

for performance of their job.

Usefulness of Educational Events

4

35%

Wyes
rather yes
rather no

Hno

Figure 18 Usefulness of Educational Events

Source: Data from Author’s Survey 2014.
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12. I receive regular feedback of my supervisor, which helps me improve my
work performance:
Twice yearly, the employees of Astra s. r. 0. get reviews together with line manager
in relation to performance of their work and possible deficiencies. According to the

responses, we can say that most of the employees feel satisfied with the feedback.

Regular Feedback of Employee Supervisor

rather yes

35% ' rather no

Figure 19 Regular Feedback of Employee Supervisor

Source: Data from Author’s Survey 2014.

13. The company motivates me to keep my tasks performed above expectations:
There is rather negative response here again. The employees of Astra s.r.0. probably
consider this motivation as insufficient even though they receive bonuses and rewards
for well done work over-crowded plans. Christmas bonus may also be quite motivating.

This bonus is derived from good productivity of work and performance of the company.
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Satisfaction with Motivation

M yes

rather yes

17% rether no

Hno

—

Figure 20 Satisfaction with Motivation

Source: Data from Author’s Survey 2014.
14. | am generally satisfied with the job at our company:
Of the total number of 23 employees, nearly 61% feel satisfied. The remaining 39% feel

rather unhappy with the job at Astra s. r. o.

General Satisfaction with the Job at the Company

Hyes
rather yes
rether no

Hno

Figure 21 General Satisfaction with the Job at the Company

Source: Data from Author’s Survey 2014.

15. Do you find the following rewards motivating?
The table shows that the only reward that would motivate all employees is holiday
contribution. Regarding other rewards, the opinions are different. Each employee prefers
something else. A reward that is highly motivating for one person may be unsatisfactory

for another one, and vice versa.
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Table 2 Employee Rewards

Yes | Rather | Rather | No
Rewards yes no
Verbal praise 13 2 1 7
Holiday contribution 22 1 0 0
Sport/cultural contribution 18 3 0 2
Shopping voucher- Tesco 17 5 1 0

Source: Data from Author’s Survey 2014.
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5 ASUMMARY OF THE SHORTCOMINGS OF THE CURRENT
STATE

The results of the questionnaire imply that the Astra Company currently has some
shortcomings which I would like to focus on.

The first thing the company should deal with is low workforce engagement and the
constantly declining labour productivity. This probably comes from insufficient motivation
to better job performance and deficient space for self-realization. The shortcoming of the
current motivation system is that each employee is motivated through different elements.
Strictly determined contributions and rewards therefore might not have the effect which the
company management expect and expended financial resources can be considered
as dispensable expenses for the company.

The satisfaction of employees is significantly influenced by an equitable system
of remuneration which is another problem the company should deal with. In the company
a uniform system does not exist and consequently employees may feel insufficiently
motivated and financially undervalued.

Another issue which may significantly influence the satisfaction of employees is the lack
of catering service. Astra Company does not provide any corporate catering. Employees
only have an half-hour break.

In relation to these shortcomings it is necessary to mention the quality of work done as
well. Recently, the production manager has more often had to settle complaints regarding
quality. The allocation of responsibility for the quality of work done can be considered as
another problem. Despite the fact that the operations manager is not able to directly affect
the quality of products, the complaints significantly influence his remuneration because he

takes the main responsibility.
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6 RECOMMENDATION

In this chapter | would like to mention my own suggestions and recommendations to
improve the current system of motivation and to increase employee satisfaction. The
following suggestions have been made on the basis of analysis of the present employee

motivation system at Astra, s. r. 0.

6.1 Cafeteria System

Astra Company uses the system of fixed employee benefits. These are provided in terms
of working position or without distinction, which is not very effective. | would extend the
system of fixed benefits to a flexible system of benefits, otherwise known as a ‘cafeteria
system’.

The essence of the cafeteria system is that there are optional benefits and employees may
choose which ones will be suitable for them. In view of the fact that the Astra Company
provides only a minimum of benefits, such as luncheon vouchers, it would be sensible to
keep all these benefits and complement them with the addition of other benefits, which

would be allocated only on the basis of the cafeteria system. (Dvotakova 2007, 339-340)

Allocation of Benefits

Each employee will have their own account on which they will have obtained credits.
The allocation of benefits will depend on the number of years worked in the company, on
the working position of each employee and on the completion of the production plan.
The balance will be transferred to the next period if an employee does not use all of their
credits. At the beginning of each year employees will get a certain number of credits
according to the criteria mentioned above.

The following tables determine how credits will be allocated, according to the number
of years worked and working position. Due to the increasing loyalty of employees with
an increasing number of years worked in the company and the importance of maintaining
of qualified workforce, | suggest division according to number of years worked in the

following form:
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Table 3 Allocation of Credits According to Number of Years Worked

Number of years worked Number of credits per employee
in the company for one year
1-2 1500
3-5 3500
6-9 5500
10 and more 7500

Source: Data from Author’s Survey 2014.

Table 4 Allocation of Credits According to Working Position

Working position Number of credits per employee
for one year
Stores manager 200
Worker 200
Receiving department 400
Shift manager 500
Operations manager 800
Sales manager 800

Source: Data from Author’s Survey 2014.

Table 5 Allocation of Credits According to Completion of Production Plan

Completion of production plan Number of credits per

employee for one day

100 - 109 % 10
110-120 % 15
130 % and more 20
Less than 90% -5

Source: Data from Author’s Survey 2014.
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Composition of the Benefits

Each of the benefits has a certain number of points, which are allocated according to actual
costs. They are expressed either per year or per quarter. Employees will have the choice to
select benefits separately for each quarter or to plan them for the whole year in advance.

In the case that an employee starts to work or terminates the employment throughout the
year the set number of points will be reduced to months.

The rules are different if employees whose employment is terminated throughout the year
use more credits that they are entitled to. The costs of these benefits will be deducted from
the last wage they are paid.

It is also important to point out that quarterly benefits can be used four times per year,
whereas yearly benefits only once per year. The composition of the benefits is based on the
results of the questionnaire and personal interviews with employees and company

management. The cafeteria system will include the following benefits with given points.

Table 6 Composition of the Benefits

Employee benefits Points per year/quarter
Christmas contribution 1 500 points/year
Holiday allowance 1 500 points/year
Recondition contribution 800 points/year
Pharmacy voucher 300 points/quarter
Sport/cultural contribution 150 points/quarter
Shopping voucher 300 points/quarter
Aquazorbing (2 people) 600 points/year
Paintball (2 people) 1 700 points/year
Rafting (6 people) 1 620 points/year
Life insurance contribution 3 600 points/year
Pension scheme contribution 6 000 points/year

Source: Data from Author’s Survey 2014.
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Successful Introduction of the System in the Company

The main advantage offered by this system for employees is the optional composition
of benefits which are adapted to employees needs in different phases of their lives.
In addition, their attitude towards the company may significantly change. The main
advantage for the employer is the effective control of the money supply he spends on each
employee.

On the other hand, the cafeteria system may be relatively financially and administratively
exacting, even though it is only about initial investment.

According to my opinion the most suitable way to successfully introduce the cafeteria
system is through intranet, which will be accessible to each employee. Before the
introduction of the system it would also be suitable to execute a financial analysis of the

company and to find out whether it is stable and capable of maintaining these benefits.

6.2 Catering Service

Based on the results we already know that Astra Company does not provide a catering
service, which may also significantly influence the satisfaction of employees. Astra, s. r. 0.
is located in a small village without any restaurants and because employees have a half-
hour break they do not have time to go somewhere else for lunch. My second suggestion
would be the introduction of a catering service.

According to my own research there are many ways to provide catering for employees.
I have prepared recommendations and prices of three companies engaged in corporate

catering in the proximity of Astra, s. r. 0.

Bufet U zastavky- Péchota

vvvvv

Company. On the one hand, Bufet U zastavky offers the lowest prices, but on the other
hand they do not provide distribution, which may be disadvantageous for the company. The

table below describes their price offer in more detail.
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Table 7 Price Offer of Bufet U zastavky- Péchota

Menu

Menu 1,2

Menu 3

Monday- Friday

55 CZK

60 CZK

Saturday- Sunday | -

Source: Data from Author’s Survey 2014.

This company has operated in the market for a relatively short period of time. They are
located in Velké Mezifi¢i, the same area as the previous company. In comparison to the
other suggested companies it seems to be the most economical one for the company
management.The menu is always divided into two parts and there is always one vegetarian

dish. All prices in the following table include distribution as well.

Table 8 Price Offer of Miiamka Velké Mezific¢i

Menu

Menu 1,2

Menu 3,4

Monday- Friday

56 CZK

56 CZK

Saturday- Sunday

Source: Data from Author’s Survey 2014.

Trebi¢ska cateringova spole¢nost

Trebicska cateringova spole¢nost unlike the previous companies also provides distribution
at weekends. The company provides a menu which is divided into two parts, where the
second part usually carries a higher cost or a vegetarian dish. TiebiCska cateringova
spolecnost is located in Ttebi¢, which is about 30 kilometres from the Astra Company.

Therefore, the price offer is relatively higher because of the increased distribution cost.
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Table 9 Price Offer of Ttebi¢ska cateringova spole¢nost

Menu Menu 1,2 | Menu 3,4
Monday-Thursday | 63 CZK 82 CzZK
Friday 67 CZK 85 CZK
Saturday- Sunday | 70 CZK -

Source: Data from Author’s Survey 2014.

Introduction of the Catering Service in the Company

My own research gave a base for a proposal for the most suitable catering company which
is Tiebi¢ska cateringova spole¢nost. | have decided on basis of my own supplier evaluation

which is described in the table below. | have chosen the criteria of price, delivery and

variety of food. Individual criteria are scored according to the importance.

Table 10 Supplier Evaluation

Criteria Weight | Points

A B C
Price Offer 0,40 8 10 4
Delivery 0,50 4 4 10
Variety of food 0,10 4 10 10
z 5,6 7 7,6

Source: Data from Author’s Survey 2014.

A= Bufet U zastavky- Péchota
B= Mnamka Velké Mezifici

C= Ttebicska cateringova spolecnost

Despite the fact, that price offer is higher; according to references employees from other
companies are very satisfied with service, variety of food and square meal. Second factor,

which can be considered as another benefit is distribution at weekends. I already know that
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there is usually no service in the company at weekends. However, employees are recently
very often called to work in case of emergency event.

From the previous research | already know that Astra Company does not cover the cost
of boarding to its employees, but they provide them luncheon vouchers in the value
of 40 CZK every working day. Before the successful introduction of the system the
company have to execute financial situation of their employees and to ask them if they
would be willing to pay an extra cost for catering service. In case of refusal there are still

two other catering companies whose price offer is lower.
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CONCLUSION

In the bachelor's degree thesis being presented, | am dealing with work motivation and
remuneration of employees.

The system of motivation is included in management of the entire enterprise. We start from
the statement saying that employees are the most valuable asset the company can have.
Therefore, a qualified and loyal employee should be duly rewarded. The process of creating
a functioning system of motivation is not a simple matter. It has always been necessary to
keep in mind expectations of employees and requirements of the employer. These
frequently opposing views shall be united. There shall be a certain compromise created
between them, in accordance with corporate goals.

In the first part of this work, | was focused on theoretical knowledge acquisition, those
primarily related to work motivation, stimulation, motivation theories and their application
in the management. At the end of the theoretical part, | mentioned information about
management strategies required for growth of employee motivation. This theoretical
knowledge made me able to understand the importance as well as complexity of motivation
system.

The second part of the thesis is devoted to analysis of the current situation in the company
called Astra, s. r. 0. First, | presented the basic information about the selected company.
Then subsequently, I was dealing with the current ways of motivating and rewarding the
employees who work in the company. This part of the thesis is aimed to evaluation
of effectiveness of the current system, while asking if an employee is rated as fair and
motivating and while evaluating the extent to which an employee contributes for increase
of productivity. | acquired these findings by means of a questionnaire survey among
employees. This is how | managed to get knowledge of pros and cons of the current system
of motivation and map out the wishes of employees.

In the last part of the thesis, | responded to the imperfections. There are proposals
for improving the current system of motivation formulated in this part. The first major
problem in Astra, s. r. 0. is about declining labour productivity which is associated with
insufficient level of motivation to better job performance. Therefore, | prepared a proposal
for establishment of a cafeteria system.

The system is based on giving an employee a chance to choose experiences the employer

can provide to him, according to his wishes and within a predetermined budget.
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The survey also revealed that dissatisfaction of employees is mostly associated with the
corporate system of catering. Astra, s. r. 0. does not provide its employees with lunch
delivery during lunch break. My next suggestion is therefore about presentation of three
catering companies in the vicinity around the company, those which could become a future
supplier of lunches.

The changes being proposed respect requirements of employees since they are based on the
opinions presented in the questionnaire. Eventual establishment of these changes would
increase motivation, overall satisfaction and job performance itself. Better performance
of working could lead to higher satisfaction of the employer.

Obijectives to be achieved are defined at the beginning of the thesis. | tried to propose such
ways that will be the most effective ones for the company, those that will also be
motivating for both the existing and new employees. Incorporation of my proposals will
certainly be difficult. However, | believe that the changes | am suggesting will bring

benefits to the company.
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APPENDIX P I: QUESTIONARY

DOTAZNIK

An Analysis of the Employee Motivation System at Astra, s. r. 0.

Vazeni zaméstnanci,

jmenuji se Sarka Hlavkova a jsem studentkou Fakulty humanitnich studii na Univerzit&
Tomase Bati ve Zling. V souvislosti se zpracovanim mé bakaléaiské praci si Vas dovoluji
pozéadat o vyplnéni tohoto dotazniku. Dotaznik je anonymni a Vami uvedené informace

nebudou nikde zvefejnény, pouziji je pouze jako podklad pro zpracovani zavérecné prace.

Dékuji za Vas Cas a spoluprici.

Sarka Hlavkova
Vybrané odpovedi prosim zakrizkujte, u otevifenych otazek uved'te dalsi moznosti.

1) U spole¢nosti pracuji:

o méné jak 2 roky o 2-5let o vice jak 5 let

2) Mam k dispozici informace o cilech nasi spole¢nosti

o Ano o  SpiSe ano o  SpiSene o Ne

3) Miij nadfizeny mé podporuje, abych prichazel/a s novymi napady:

o Ano o  SpiSe ano o  SpiSene o Ne

4) Mij nadfizeny mé motivuje Kk lep§im pracovnim vykontim:

o Ano o  Spise ano o SpiSe ne o Ne

5) Ze své prace mam pocit naplnéni:

o Ano o  Spise ano o SpiSe ne o Ne




6) Jsem spokojen se zabezpecenim zavodniho stravovani:

o Ano o  SpiSe ano o  SpiSene o Ne

7) V soucasné dobé jsem ve spolenosti nespokojen: (vyberte jednu nebo i vice
moZznosti)

S pracovnim prostredim

S praci na smény

S nastavenim systému odménovani

S ptistupem a chovanim nadtizenych k podfizenym
S atmosférou v pracovnim kolektivu

O O O O O O

Jiné
| B <a TP

8) Za svij prinos a pracovni uspéchy se mi dostava uznani u mych nadfizenych
(mimo finan¢ni odmény):

o Ano o  SpiSe ano o  SpiSene o Ne

9) V porovnani s jinymi spole¢nostmi, kde bych mohl/a pracovat, povazuji vysi

svého platu za odpovidajici:

o Ano o  SpiSe ano o  SpiSene o Ne

10) Nase spole¢nost mi poskytuje piileZitosti ke vzdélani a rozvoji:

o Ano o  SpiSe ano o  SpiSe ne o Ne




11) Vzdélavaci akce povazuji za uziteéné pro vykon mé prace:

o Ano o  SpiSe ano

o

SpiSe ne

o

Ne

12)Od svého nadiizeného dostivam pravidelnou zpétnou vazbu, ktera mi

umoZziuje zlepSovat sviij pracovni vykon:

o Ano o  SpiSe ano

o

SpiSe ne

o

Ne

13) Tato spole¢nost mé motivuje k tomu, abych své ukoly plnil nad o¢ekavani:

o Ano o  SpiSe ano o  SpiSene o Ne
14) Jsem celkové spokojen/a se zaméstnanim v nasi spole¢nosti:
o Ano o  SpiSe ano o  SpiSene o Ne
15) Jsou pro Vas nasledujici odmény motivujici?
Odména Ano SpiSe SpiSe Ne
ano ne
Ustni pochvala o o o o
Piispévek na dovolenou o 0 o o
Poukazky na o o o o
sportovni/kulturni akce
Nékupni poukazky- Tesco o o o o

Vyplnéné dotazniky prosim vhazujte do oznacené schranky umisténé v kancelari manazera

prodeje.

Dé&kuji za Vas Cas a spolupraci.

Sarka Hlavkova



