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ABSTRAKT 

Zaměření na spokojenost zaměstnanců je klíčové, neboť významně ovlivňuje produktivitu a 

konkurenceschopnost firmy. Cílem této bakalářské práce bylo analyzovat současné řízení 

lidských zdrojů ve společnosti Stavební firma PLUS s.r.o. a navrhnout doporučení pro 

zlepšení zaměstnanecké spokojenosti. V rámci práce byl použit dotazník, který vyplnili 

zaměstnanci, aby se získala data o odměňování, vzdělávání a péči o zaměstnance. Analýza 

ukázala, že dobře organizovaný systém odměňování má pozitivní vliv na spokojenost 

zaměstnanců, avšak bylo identifikováno několik oblastí, kde je potřeba situaci zlepšit, 

zejména v ohodnocení a benefitech. Práce dále obsahuje pět doporučení pro zlepšení stavu 

spokojenosti, včetně přizpůsobení vzdělávacích programů individuálním kariérním cílům a 

pracovním požadavkům zaměstnanců. 

 

Klíčová slova: spokojenost zaměstnanců, řízení lidských zdrojů, motivace, odměňování, 

péče o zaměstnance, vzdělávání, dotazníkový výzkum. 

 

 

 

ABSTRACT 

Focusing on employee satisfaction is crucial as it significantly affects the productivity and 

competitiveness of the company. The aim of this bachelor thesis was to analyse the current 

human resource management in Stavební firma PLUS s.r.o. and to propose 

recommendations for improving employee satisfaction. The thesis used a questionnaire 

completed by employees to obtain data on employee remuneration, training and 

development and employee care. The analysis showed that a well-organized reward system 

has a positive effect on employee satisfaction, but several areas were identified where the 

situation needs to be improved, especially in compensation and benefits. The paper also 

contains five recommendations for improving satisfaction, including adjusting training 

programmes to individual career goals and employee job requirements. 

 

Keywords: employee satisfaction, human resource management, motivation, remuneration, 

care for employees, training and development, survey research.
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INTRODUCTION 

Employee satisfaction is considered a critical factor in the success of an organisation. It is 

widely accepted that employees who are satisfied with their jobs are more motivated, 

productive, and committed to their employer. It is important to realise that employee 

satisfaction not only affects individual morale but also has a major impact on the 

organisation's overall effectiveness. Across companies, there is increasing interest in how 

human resource management practices can contribute to better employee satisfaction, from 

improving the work environment to fair compensation. 

 

The main objective of this bachelor thesis is to analyse the state of employee satisfaction in 

the company Stavební firma PLUS s.r.o. and to propose measures to improve this state of 

satisfaction. The company was chosen for this purpose because of its family atmosphere and 

friendly attitude towards employees, which provides an interesting context for examining 

how this culture influences their views on the work environment. The results of this analysis 

should help the firm better understand its employees' needs and develop strategies that will 

help increase employee satisfaction and productivity. 

 

The thesis is divided into two main parts. The theoretical part of the thesis provides a 

comprehensive overview of human resource management with an emphasis on factors that 

affect employee satisfaction, such as motivational systems, reward systems, development 

and training, and employee care. The practical part is based on the results of an employee 

questionnaire survey, which provided valuable information on the current state of 

satisfaction and identified areas for improvement. Through the analysis and interpretation of 

the data obtained, the thesis proposes suggestions for building a more satisfied workforce 

and presents a combination of theory and practical application in a natural company setting. 

 

This way of proceeding not only examines in detail how the various human resource 

management practices are implemented but also provides suggestions for their improvement 

in order to achieve a higher level of satisfaction among employees, which would have a 

positive impact on the overall performance and competitiveness of the company.  
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I.  THEORY 
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1 HUMAN RESOURCE MANAGEMENT 

To start, it is essential to explain that employees are one of the fundamental pillars for the 

proper functioning of a company. So, the company must focus on employee satisfaction to 

ensure its future prosperity. It is therefore necessary to clarify the term human resource 

management, which is an over-arching concept for employee satisfaction.  

Armstrong states that human resource management represents tasks related to managing 

employment connections within the company. Human Resource Management (HRM) 

originated in the 1980s as a guiding philosophy for managing people, providing an 

alternative to conventional personnel management approaches. (Armstrong 2020, 4) 

Armstrong, Bishop and Crooks believe it can be viewed as a guiding principle for managing 

individuals in the workplace, grounded in various theories concerning human and 

organisational behaviour. (Armstrong 2014, 1) (Bishop and Crooks 2016, 2) HRM seeks to 

enhance organisational effectiveness by focusing on people while emphasising ethical 

considerations in treating individuals guided by a set of values. (Armstrong 2020, 4) HRM, 

in contrast to personnel management, is not solely within the purview of the HR department 

but is an integral part of the daily responsibilities of all managers. It revolves around focusing 

on the quality of work life and employee satisfaction. (Koubek 2015, 16)  

Foot and Hook state that the main activities of personnel and human resource management 

include recruitment and selection, staff training and development, employee performance 

evaluation, employee benefits, employee remuneration and income, dismissal, and 

motivation. (Foot and Hook 2005, 5) Šikýř also mentions the utilisation of a personnel 

information system, which contains necessary information about all employees, job 

positions, and activities of the personnel department. (Kocianová 2010, 25) (Šikýř 2016, 94) 

An organisation can only function through the interconnection and utilisation of material, 

financial, human, and information resources. Personnel work is dedicated to managing 

human resources and focuses on work processes related to individuals. (Koubek 2015, 13) 

Human Resource Management is concerned with overseeing and engaging with individuals 

in the workforce. Its objective is to improve organisational efficiency by recognising the 

value of individuals while emphasising ethical treatment and commitment to a defined set 

of moral principles within the work environment.  (Armstrong 2020, 3) Bishop and Crooks 

argue that the cornerstone of an HRM environment is getting to know your staff well, treating 

them with respect and honesty, adhering to proper protocols, fostering collaboration and 

consultation, motivating, and instilling trust in them. (Bishop and Crooks 2016, 2) HRM 
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considers both the view of the employee who should contribute to the company and the view 

of the employee as an individual with their own needs. 

The top management controls human resource management, and the responsibility for 

human resource management lies with the line managers. (Kocianová 2010, 24) Koubek 

supports this statement and adds that, therefore, it is essential for all managers to acquire 

knowledge for performing personnel work. Since not all managers possess these skills, HR 

specialists and the HR department must coordinate and ensure their expertise. (Koubek 

2015, 32)  

1.1 HRM Goals 

According to Armstrong, human resource management aims to facilitate the organisation's 

continuous growth and performance improvement. (Armstrong 2007, 30) The company aims 

for ongoing enhancement across all resources, encompassing material, financial, human, and 

informational aspects. Human resources, specifically, hold a pivotal role in deciding how 

financial and material resources are utilised. (Koubek 2015, 16) 

Armstrong and Koubek mention that human resource strategies are implemented to support 

the organisation in attaining its goals.  

• This involves contributing to the establishment of a culture that promotes high 

performance.  

• The focus is also on ensuring the presence of skilled individuals within the company.  

• Additionally, efforts are made to foster a positive dynamic between supervisors and 

staff members.  

• Matching individuals with tasks that align with their expertise, optimising workforce 

utilisation, shaping effective leadership styles, and nurturing healthy interpersonal 

relationships are integral aspects.  

• Furthermore, the development of employees, both in terms of job skills and career 

growth, is prioritised to ensure job satisfaction. (Koubek 2015, 17) (Armstrong 2020, 

7) 

1.2 Strategic HRM 

Strategic human resource management is closely connected to an organisation's overall 

strategy. According to Armstrong, strategic HRM involves adopting a perspective focused 

on long-term considerations for accomplishing necessary tasks. (Armstrong 2020, 25) At its 

core, strategic management grapples with fundamental inquiries: How many employees does 

the organisation require, and what types are needed? What is the projected availability of the 
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workforce within and beyond the organisational boundaries? What actions are necessary to 

fulfil the envisioned workforce needs? These critical considerations not only shape the 

organisation's objectives but also chart the courses to achieve them. (Koubek 2015, 24) 

Armstrong adds that the primary goal of strategic Human Resource Management is to 

enhance organisational capability by ensuring the organisation possesses the skilled, 

engaged, committed, and highly motivated workforce required to attain a competitive 

advantage. (Armstrong 2016, 47) 

External conditions, encompassing demographic shifts, labour market trends, technological 

advancements, migration patterns, employment policies, and legislative frameworks, play a 

pivotal role. Internal conditions such as the organisation's size, structure, production 

processes, and personnel policies, as well as the nuanced characteristics of work, its nature, 

content, diversity, difficulty, and autonomy, and employee-related considerations like 

numbers, skills, and familial backgrounds, must be carefully weighed. Strategic management 

needs to consider various factors that impact how the organisation's workforce is formed and 

operates. (Koubek 2015, 26) 
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2 MOTIVATION 

There is often a strong relationship between employee satisfaction and employee motivation. 

Employees who are satisfied with their jobs are more likely to be motivated to perform well 

and contribute positively to the organisation. Armstrong states that motivation adds meaning 

to actions; it serves as an engine for a person to do something. Motivation could be tangible, 

e.g. work car, or something abstract, like the feeling inside the person to keep improving. 

The more satisfaction of fulfilling one’s needs and achieving what the person wants, the 

more people are likely to execute some activity. (Armstrong 2020, 247) Kocianová mentions 

that when someone lacks motivation, the outcome of what they do is usually not very 

satisfying. What motivates someone is connected to their entire personality and can depend 

on things like gender, age, and education. For example, a mother with five kids might see 

money as the best motivator to provide for her family, while a 50-year-old unmarried male 

entrepreneur might be more motivated by the status his work brings. (Kocianová 2010, 24) 

Šikýř believes that to realise the organisation's strategic objectives, aligning them with the 

fulfilment of employees' specific needs is essential. The organisation should employ 

motivational tools that positively influence employee motivation. This implies that 

employees will find intrinsic motivation to carry out assigned tasks and attain the targeted 

performance because they can meet their individual needs. (Šikýř 2016, 565) 

In his work, Armstrong draws from Arnold et al. (1991), that there are three parts of 

motivation: 

1. Direction – an individual’s defined accomplishment 

2. Effort – the work that goes into it 

3. Persistence – a person’s willingness to make an effort over a period of time 

(Armstrong 2020) 

2.1 Types of Motivation 

The reasons people act the way they do come from what they personally want - internal 

stimuli and things outside them that influence them - external stimuli. (Kocianová 2010, 24) 

2.1.1 Intrinsic motivation 

Intrinsic motivation is the first type of motivation that comes from within an individual. A 

person is fulfilled by his work and enjoys it. He does not need to be provided with incentives 

from others, but the sense of satisfaction is enough for him. (Armstrong 2020, 248) 

Kocianová lists the desire for power or contact with people as examples. (Kocianová 2010, 

27) 
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2.1.2 Extrinsic motivation 

On the other hand, the opposite of intrinsic motivation is extrinsic motivation. To accomplish 

the assigned task, one will need external incentives. The external incentive is a term for 

things that could be a reward or a punishment that does not come from the person. But unlike 

intrinsic motivation, it expires quickly. (Armstrong 2020, 248) Kocianová mentions money 

or status as examples. (Kocianová 2010, 27) 

2.2 Motivation Theories 

Armstrong defines motivation theories as different ways of explaining why people do things 

and what makes them want to do specific actions. These theories look at all the various parts 

of why we act the way we do, like our own feelings inside, things happening around us, what 

we need, what we want to achieve, and the rewards we get. Different theories give us other 

ways of looking at the whole idea of motivation. 

2.2.1 Instrumentality theory 

This theory works with the idea that if a person does a good job, he will receive a reward, 

and a job poorly done equals punishment, which influences the whole process of people 

acting in a certain way. (Armstrong 2020, 248) Yet Kocianová states that it's important to 

note that this approach neglects the consideration of internal motivation (Kocianová 2010, 

28). In other words, while the instrumentality theory focuses on external factors like rewards 

and penalties, it fails to appreciate the intrinsic motivations that drive people. That is the 

weakness of this theory. It doesn't fully understand that people are motivated by more than 

just money. (Armstrong 2015, 61) 

2.2.2 Content theory 

Content theory works with the idea that people have needs, and if these needs aren’t satisfied, 

people will feel unhappy. Our actions are motivated by the feeling of dissatisfaction.   Thus, 

we choose a path – what to do to achieve the desired outcomes and bring everything back 

into balance. This path should lead us to a set goal – something that will satisfy us. This 

process is called a behaviour pathway. (Armstrong 2020, 249) 

Both Armstrong and Kocianová, in their works on content theory, give the example of 

Maslow's hierarchy of needs. It is the most well-known classification. Maslow divided 

human needs into five basic categories: fundamental physiological needs, safety needs, love 

and belongingness, esteem needs, and self-actualisation. The fundamental physiological 

needs include the necessities for survival, such as water, food, and warmth. What follows is 

a sense of security, being sure of the security of home, the security of a stable job. The third 
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level focuses on social acceptance, whether in love or friendship. The other is the desire for 

recognition and respect. At the highest level, one strives to achieve the best version of 

oneself. The American psychologist stated that people focus more on satisfying lower needs, 

and only after satisfying them can they satisfy higher needs. The individual levels are shown 

graphically below. (Kocianová 2010, 28) 

 

Among other theories, the ERG theory by Alderfer is mentioned. It is an acronym created 

by combining three words - existence, relatedness, and growth. It divides needs into only 

three groups. Existential needs are basic needs such as salary and warmth. Relatedness needs 

correspond to Maslow's third level; it's a feeling of love and friendship. The third group is 

growth needs, where people strive for personal development. (Armstrong 2020, 64)  

2.3 Factors Preventing Effective Motivation 

In this section, I would like to mention the factors that, on the contrary, demotivate and thus 

contribute to dissatisfaction.  Urban among them includes the following: 

• Unclear tasks - if the tasks are unclear, the person does not know how to work them 

out and then loses the motivation to start working 

• Neglecting feedback - without evaluation, a person gets into his head that he is not 

needed, and his work is therefore irrelevant 

• Unfair evaluation - An equitable and clear evaluation process is essential for 

sustaining and boosting motivation in a workplace (Urban 2017, 623) 

Self -
actualization

Esteem

Love and 
belonging

Safety needs

Physiological needs
Figure 1 Maslow’s hierarchy of needs (own creation) 
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3 EMPLOYEE JOB SATISFACTION 

This chapter is dedicated to employee job satisfaction, which is the main topic of this 

bachelor's thesis. Armstrong describes job satisfaction as individuals' attitudes and emotions 

toward their job. A positive perspective leads to job satisfaction, while a negative one results 

in job dissatisfaction. (Armstrong 2020, 257) Noe notes that there are three components of 

job satisfaction: a person’s values, perceptions and ideas. (Noe 2014, 309) 

Employee satisfaction significantly impacts the operation and success of the entire 

organisation. It influences the achievement of the organisation's goals. If employees are 

satisfied at work, they care about how the organisation is doing. Therefore, it is crucial for 

the management to know how satisfied the employees are and what needs to be changed.  

3.1 How to Measure Job Satisfaction 

An employee satisfaction survey can help companies identify problem areas, implement 

changes, and track what's popular. The survey results can then be used to influence employee 

satisfaction and ensure a loyal and happy workforce. It's an ideal tool for understanding your 

employees. From the results, it can be concluded that if a trend of dissatisfaction develops, 

it is time to establish changes and direction for the company. It is promising to conduct 

surveys at regular time intervals to monitor satisfaction changes and trends. 

It can be a satisfying feeling for employees to use the satisfaction questionnaire as a feedback 

tool. Surveys provide a means to measure the effectiveness of these initiatives and adjust as 

needed. Comparing results across different departments can help identify successful 

practices that can be replicated in other parts of the organisation, fostering a culture of 

continuous improvement. Using standardised scales for measuring job satisfaction can also 

allow organisations to benchmark themselves against others in the same industry, providing 

valuable insights into how they stack up against competitors and industry norms. Finally, 

surveys give employees a voice and the opportunity to provide feedback, which can 

contribute to their satisfaction and engagement. When employees feel heard and valued, it 

can lead to greater loyalty and commitment to the organisation. (Noe 2014, 314) 

A widely used metric for assessing job satisfaction is the Job Descriptive Index (JDI). It 

directs focus on particular facets of satisfaction, including salary, the job itself, relationships 

with supervisors and colleagues, and promotional prospects. Conversely, the Pay 

Satisfaction Questionnaire (PSQ) concentrates specifically on satisfaction – pay such as pay 

levels, pay structures, and raises. Many firms are turning to fundamental HR data analysis 

to spot patterns in employee retention and turnover rates. The findings might either align 
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with presumptions or unveil surprises calling for further exploration. Creating specialised 

employee satisfaction and motivation questionnaires for a particular company can be a 

valuable practice, as it allows organisations to gather targeted feedback. An additional 

method for information collection is through exit interviews, in which departing employees 

meet with their supervisors or HR professionals to discuss the reasons behind their departure. 

(Noe 2014, 314) The Minnesota Satisfaction Questionnaire, designed to assess job 

satisfaction, consists of 20 items on the MSQ Short Form, which uses a 5-point Likert-type 

response scale ranging from very dissatisfied to very satisfied. (Martins and Proença 2012) 

Employee wellbeing 

Job satisfaction contributes to an elevated sense of well-being. Mitchell states that well-being 

is characterised by positive physical and mental health, mood, and emotion. It involves a 

broad spectrum of factors influenced by an individual's health, lifestyle, responsibilities, 

preferences, and personal characteristics such as age, gender, genes, and personality. The 

workplace plays a significant role in shaping well-being, and organisations can take 

proactive measures to enhance it. (Mitchell 2018, 1) 

 

  



TBU in Zlín, Faculty of Humanities 19 

 

4 FACTORS AFFECTING JOB SATISFACTION 

According to Armstrong, the employees' level of satisfaction is determined by the following: 

• Inherent sources of motivation involve aspects of the job itself, particularly the five 

job dimensions: skill variety, task identity, task significance, autonomy, and 

feedback. 

• The calibre of supervision holds the utmost influence on worker attitudes. 

• Achievements or setbacks play a crucial role; success fosters satisfaction, especially 

when it allows individuals to utilise their abilities fully. (Armstrong 2020, 257) 

On the other hand, in the context of job satisfaction, Kocianová classifies the influences on 

this area into four main groups. The first group encompasses factors related to the actual 

work activity, specifically focusing on the content and nature of the job. The second group 

targets the conditions and circumstances of work, including factors such as organisational 

management, compensation, and employee care. The third group analyses individual-side 

influences, examining factors like age, gender, experience, education, motivation, and 

interests. The final, fourth group addresses extra-organizational factors, including the 

economic situation of the state and the state of the job market.  

This structure allows for a systematic approach to analysing factors influencing job 

satisfaction, providing a comprehensive view of the diverse determinants in this area. 

Kocianová's approach offers a valuable framework for the study of job satisfaction, 

contributing to a deeper understanding of how various aspects of the work environment and 

individuals can shape the overall perception of work and professional life. (Kocianová 2010, 

35) 

As factors supporting job satisfaction, Kocianová specifically mentions:  

• Financial remuneration – Štikar believes that unfavourable pay or salary for 

employees significantly influences their job dissatisfaction. (Štikar 2003, 115) 

• Diverse range of work - Organizations can enhance job satisfaction by increasing the 

complexity and meaningfulness of roles. Methods such as job enrichment and job 

rotation are employed to achieve this objective. Organisations can effectively boost 

employee satisfaction by developing clear and fitting job roles. (Noe 2014, 310) 

• Interpersonal relationships – Noe mentions that job satisfaction can be significantly 

influenced by co-workers and supervisors within the workplace. When individuals 

share similar values and attitudes, it often contributes positively to job satisfaction. 

Employees value organisations that actively promote a culture of shared values, as it 



TBU in Zlín, Faculty of Humanities 20 

 

fosters a supportive environment and reduces dissatisfaction. Many organisations 

prioritise team-building activities to strengthen bonds among group members, 

recognising the importance of cohesive relationships in fostering a positive work 

environment. (Noe 2014, 312) 

• Opportunity to use one's own skills and experience - Job satisfaction is enhanced by 

engaging work that captivates individuals, offers desirable social standing, is diverse, 

allows for a degree of autonomy, and ensures employees receive essential feedback. 

(Štikar 2003, 116) 

Some factors that cause dissatisfaction are: 

• Stress – Armstrong defines stress as a condition characterised by mental or emotional 

strain arising from challenging or adverse circumstances. It can have a profound 

impact on mental well-being. Work stress can notably impede productivity, 

performance, and overall happiness. (Armstrong 2020, 581) 

• Workload - Employees may increasingly feel overworked for several reasons. 

Firstly, they may be required to work overtime, meaning they have to stay at work 

longer than usual and often start earlier or stay later, resulting in an increased 

workload. Secondly, they may be tasked with job duties that fall outside the scope of 

their usual job description. This means that despite what is outlined in their job 

description, they are assigned additional tasks, leading to a feeling of having too 

much work and being unable to manage it effectively. Such workload overload can 

negatively impact their productivity, satisfaction, and overall work performance. 

(Noe 2014, 312) 

• Lack of time for personal and family life - When jobs necessitate overtime hours, 

employers must be ready to adhere to laws mandating overtime pay and assist 

employees in balancing work and family responsibilities. Many employers have 

implemented various family-friendly policies to help their employees with their 

work-life balance. According to Noe, companies with such policies have also seen 

enhancements in performance, particularly in workplaces with a significant 

proportion of female employees. (Noe 2014, 311) 

4.1 Employees Training and Development 

As already mentioned, HRM deals with multiple activities. This bachelor's thesis deals 

specifically with three activities: employee training and development, rewards management, 

and employee care. These three activities are repeated in the vast majority of literature 
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dealing with HRM and are interesting for the analysis of the company in the analytical part 

of this bachelor thesis. 

Providing training services is considered one of the primary internal factors that significantly 

influence job satisfaction in the workplace. Training initiatives play a pivotal role in 

nurturing job satisfaction among employees, thereby contributing to their overall 

contentment and bolstering the organisation's strategic pursuit of enhanced productivity. 

(Asgarova 2019) For an individual to function as a workforce and remain employable, they 

must continuously deepen and expand their knowledge and skills. Noe states that training 

and development is understood as professional training, the development of knowledge, 

skills, and abilities provided by organisations. (Noe 2014, 189) Training becomes a lifelong 

process, and to be successful, a company must also be flexible. People must be flexible, 

prepared for change, and adaptable. Therefore, it is crucial for human resource management 

to focus on shaping employees' capabilities. (Wilton 2019, 246) 

Employees must be adequately prepared professionally and capable of acquiring new 

specialised knowledge. Šikýř mentions that the foundations of qualification are formed 

during general training, and changes in qualification are enabled by professional training, 

further training, and retraining. (Šikýř 2016, 528) However, according to Koubek and 

Wilton, traditional training methods such as training or retraining are no longer sufficient. 

More emphasis is now placed on developmental activities and shaping employees. 

Developmental activities shape the personality of employees and their readiness for changes. 

(Koubek 2015, 252) (Wilton 2019, 246) 

Koubek and Wilton both agree that organisations should focus on employee training to 

prevent their skills from becoming obsolete due to emerging knowledge and technology and 

to keep a competitive advantage. Through training, employees will better respond to frequent 

changes in the organisation. Lastly, taking care of employee training and development builds 

a good reputation for the organisation and facilitates employee acquisition and retention. 

(Wilton 2019, 246) (Koubek 2015, 253) 

Koubek notes that employee training depends on factors such as the nature of work, the 

technology used, and the organisation's size. Kocianová adds that the most significant factor 

in employee training is their motivation to learn. (Koubek 2015, 253) (Kocianová 2010, 172)  

4.1.1 Systematic development of employees in the organisation 

It is a recurring cycle that follows the designated goals of the training strategy. Both 

Armstrong believes that employee training should be part of the overall strategy and policy 
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of the organisation. (Armstrong 2020, 379) Moreover, training is seen as a return on 

investment and is considered an advantage that the organisation provides to employees. 

(Kocianová 2010, 170) It focuses on formulating job skills. In this system, both the HR 

department and managerial staff, as well as unions, are engaged. It often involves 

collaboration between the HR department, external specialists, and training institutions. The 

existence of training programs allows employees to learn both on and off the workplace. 

Through systematic employee training, the organisation consistently has enough 

professionally prepared workers, saving costs on recruiting such workers from the labour 

market. The organisation can shape its workforce according to specific needs, leading to 

improved work performance, employee relations, and motivation. The organisation may 

appear more attractive to potential employees seeking employment, contributing to 

enhancing both work and interpersonal relationships. (Koubek 2015, 258) (Wilton 2019, 

258) 

4.1.2 Systematic training model 

The systematic training model is based on the strategy and policy of employee training and 

development within the organisation, and it consists of three phases: 1. Identification of 

learning needs, 2. Planning employee training, and 3. Evaluating the outcomes of the 

training. (Koubek 2015, 259) Figure 2 shows that Armstrong places an additional 

implementation step between the second and third phases. (Armstrong 2020, 413) 

 

The first phase is identifying the training needs. Foot, Hook and Šikýř agree that the 

description of the need for training is a mismatch between the knowledge, skills, and abilities 

of employees and the requirements of job positions. That need must then cover the identified 

differences. (Šikýř 2016, 534) (Foot & Hook 2005, 193) It involves analysing the acquired 

data to determine the training needs.  

The following data are being analysed: 

1 Identify learning needs

2 Plan training programmes

3 Implement training

4 Evaluate training

Figure 2 Systematic training model (own creation) 
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1. Organizational data – organisational structure, resources, program of activities, 

employee movement, work-related injuries. 

2. Data on individual job positions and activities – employee requirements, job 

descriptions, culture of work relationships. 

3. Employee data – records of training, qualifications, and evaluations. 

Regular employee evaluations and performance assessments serve as crucial foundations for 

identifying needs. Through detailed evaluations, deficiencies and their causes can be 

pinpointed, leading to the identification of the mentioned training needs. (Koubek 2015, 262) 

The second phase is planning training methods. Employee training planning involves 

proposing plans, formulating initial steps and priorities, and suggesting budgets. In its final 

form, the plan specifies the areas targeted for training, clarifies the types of employees 

involved, and determines training methods and resources with a timeline. It is necessary to 

plan the training in such a way as to achieve the desired goals as efficiently as possible. Both 

Foot, Hook and Šikýř agree that the developed plan should include information on what 

training is to be provided, who it will be for, what training method will be chosen, who will 

lead the training, where and when, how much it will cost, and how the results of the training 

will be evaluated. (Foot & Hook 2005, 194) (Šikýř 2016, 534) 

For effective training, it is crucial to choose appropriate methods that help achieve the 

specified goals. There are methods called “on-the-job” and “off-the-job”. Off-the-job 

methods usually take place in special facilities for training larger groups. Foot and Hook 

state that on-the-job training is cheaper and will suit the employees more as the company 

invents their own training. On the other side, the downside is that if the trainer of a given 

training in the on-the-job method makes mistakes, employees will learn from these mistakes, 

too. (Foot & Hook 2005, 194) 

On-the-job training methods are the following: 

• Induction training - an experienced employee guides a new employee during the job. 

• Coaching - long-term supervision by a more experienced employee navigating 

towards independence. 

• Mentoring - an employee selects a mentor, a more experienced colleague providing 

advice. 

• Shadowing - an employee is assigned to a more experienced colleague, assisting in 

tasks and learning from them. 

• Job rotation - an employee tries various tasks for a specified period. 
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Off-the-job training methods are the following: 

• Lecture - a person delivers information on a specific topic. 

• Demonstration - serves as a visual demonstration of work procedures using work 

techniques and machines. 

• Case study - presents a specific workplace problem, employees should find effective 

solutions. 

• Brainstorming - each group member presents ideas on a given topic, followed by a 

discussion on proposed solutions. 

• Outdoor training - activities related to sports performance that playfully contribute 

to the development of managerial skills. (Kocianová 2010, 172) (Foot & Hook 2005, 

195) 

The third phase, the evaluation of the training results, is a challenging process due to the 

difficulty in measuring the training outcomes. The evaluation involves examining the 

method used, participant feedback, and the application of skills in everyday work. (Šikýř 

2016, 539) The organisation should always focus on evaluation; without this, they do not 

know if the training was successful, and therefore, the costs associated with it would have 

been well spent. And most importantly, whether the initial training goals were achieved. 

(Foot & Hook 2005, 199) 

4.2 Rewards 

A company should focus on the area of reward because it is closely related to overall em-

ployee satisfaction. By ensuring a transparent, fair compensation system, it is possible to 

achieve a balance between employees' expectations and reality, potentially prolonging their 

lasting satisfaction within the company. 

Rewarding is one of the oldest human resource activities. People can conceive of rewards 

as monetary compensation for an employee's work for the organisation. However, in a 

modern context, rewards also include promotions, employee benefits, and training pro-

vided by the organisation. Rewarding is a tool that significantly influences employee moti-

vation, thereby impacting the quality and performance of work. It is crucial for organisa-

tions to choose the right approaches and tools for employee rewards to ensure fairness, ap-

propriateness, and motivation. The reward system serves as a pivotal factor in influencing 

employee attitudes towards both their job and the organisation. (Koubek 2015, 284) When 

employees are dissatisfied with the components of their reward package, it often translates 
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into diminished productivity and engagement, alongside an increased likelihood of consid-

ering leaving their current position. (Wilton 2019, 219) Despite modern perspectives on re-

wards, according to Koubek, there remains a predominant focus on external rewards and 

their financial form. (Koubek 2015, 284) 

Effectively managing rewards can significantly impact organisational performance by en-

suring the attraction and retention of high-calibre individuals who feel motivated through 

recognition of their value and contributions. Operational reward management involves de-

signing, implementing, and maintaining reward systems encompassing processes, prac-

tices, and procedures. This includes determining the value of both jobs and individuals, es-

tablishing, and administering grade and pay structures, acknowledging achievements and 

performance, offering employee benefits, and establishing protocols for reward manage-

ment. At its core, reward management addresses two key questions: How do we assess the 

value of individuals, and how do we reward them accordingly? Armstrong and Koubek 

agree that reward systems serve the dual purpose of meeting organisational needs to attract, 

retain, and motivate talented individuals to enhance performance and achieve corporate ob-

jectives while also addressing the needs of personnel within the organisation. It extends be-

yond monetary compensation to encompass non-financial rewards such as recognition, au-

tonomy, opportunities for learning and development, and increased job responsibilities. 

(Armstrong 2020, 473)  

Rewards controlled by the organisation are referred to as external rewards. There are also 

internal rewards, which do not have a tangible nature but are related to employee satisfac-

tion and their work performance, with positive feelings generated by their work and a 

sense of accomplishment. As Koubek mentions, internal and external rewards are closely 

intertwined. The organisation can also influence internal rewards if it strives to align the 

employee's assigned tasks with their values and the incentives they value. This is because 

internal rewards are tailored individually for each person. Granting a certain degree of au-

tonomy in performing tasks, or decision-making autonomy, is a significant internal reward. 

Furthermore, we can mention internal factors such as fair workplace relationships, fair 

evaluation and rewards, and employee care. The organisation can influence these factors 

and thus contribute to increasing employee satisfaction. (Koubek 2015, 284) 

According to Koubek, the main tasks of an organisation in the context of rewards include: 

• Being an attractive organisation for potential job applicants. 

• Providing stability for current employees. 

• Rewarding employees for their effort, diligence, and work done. 
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• Ensuring that the system is rational and appropriate to the organisation's resources. 

• Motivating employees to achieve their best results (Koubek 2015, 285) 

In his book, Koubek compares his point of view to Armstrong, who adds more modern 

tasks to the list: 

• Rewarding employees based on how much the organisation values them. 

• Rewarding for creating value and exhibiting correct behaviour. 

• Creating a performance culture. 

• Motivating people and gaining their loyalty and commitment. 

• Assisting in the acquisition and retention of capable employees. 

• Establishing a total rewards process that includes both monetary and non-monetary 

rewards. 

• Creating positive work relationships. 

• Operating fairly, consistently, transparently, and comprehensibly. (Koubek 2015, 

285) 

4.2.1 Reward System 

The reward system encompasses a series of interconnected processes and practices designed 

to ensure effective reward management to the advantage of both the organisation and its 

employees. This system is shaped by the organisation's business and human resources 

strategies, which inform the overall reward strategy. Its primary components include both 

financial and non-financial rewards, which are integrated to form a cohesive system. These 

components collaborate to achieve the objectives of reward management. Fundamentally, a 

reward system comprises three key elements: financial rewards, non-financial rewards, and 

total rewards. (Armstrong 2020, 482) However, Wilton mentions financial rewards, non-

financial rewards, and employee benefits in his three base categories. (Wilton 2019, 217) 

Financial rewards encompass two main categories: job-based pay, which is tied to the 

inherent value of a particular role, and person-based pay, which acknowledges the unique 

contributions of individuals. Additionally, they include employee benefits, pensions, and 

schemes for financial recognition. Pay determination involves making decisions about job 

valuation through market pricing and job evaluation. Base pay management focuses on 

developing and maintaining pay structures that group similar roles into grades or levels based 

on both internal and external factors, often allowing for upward pay progression. Contingent 

pay schemes are designed to link pay increases to various factors such as performance, 

contribution, skills, or tenure. 
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Non-financial rewards address the diverse needs of individuals, including the desire for 

recognition, opportunities for achievement, personal growth, and satisfactory working 

conditions. These rewards encompass methods such as non-financial recognition programs, 

job design aimed at creating fulfilling roles, opportunities for skill development and career 

advancement, and the provision of a work environment conducive to a high quality of life 

and a healthy work-life balance. 

Employee benefits are part of the overall remuneration of employees. Like salary, benefits 

are another form of motivation. Nowadays, benefit offerings can vary, so it is necessary to 

vary them according to employee preferences. Companies design employee benefit packages 

as attractive rewards, but if the packages do not match the needs of the employees, they may 

not get proper appreciation. So, in addition to exploring employee preferences, effective 

communication is in place to ensure that they understand and appreciate the packages 

properly. Both Foot, Hook, and Noe mention that flexible benefits packages can be 

implemented if a company has a diverse employee culture, meaning employees differ in their 

needs and interests. For example, a cafeteria system will allow employees to choose from a 

range of benefits as they wish. For most employees, it is important to balance work and 

family life, so it is no harm to offer family-friendly benefits, which may include holiday 

allowances, paid time off for vacations and holidays, life and health insurance coverage or 

allowances for children's camps. The company can gain greater loyalty through these family-

friendly benefits.  (Noe 2014, 383) (Foot Hook 2005, 290) 

A total reward approach integrates various compensation elements, including base pay, 

contingent pay, employee benefits, and non-financial rewards, treating them as 

interconnected components of a unified system. This approach recognises the importance of 

effectively managing financial incentives while also acknowledging the intrinsic rewards 

individuals derive from their work experiences. It contributes to the formulation of an 

employee value proposition that presents a compelling rationale for talented individuals to 

join and remain with the organisation, thereby enhancing overall employee satisfaction and 

engagement. (Armstrong 2020, 484) 

Before an organisation decides on the definitive form of reward, it must consider its 

responses to what the organisation needs to achieve through its rewards, how employees 

perceive various forms of rewards, and what external factors influence rewards. The reward 

system should address wage levels compared to competitors and take into account the 

organisation's financial situation, wage hierarchy, allocation of salary grades, employee 

benefits and allowances, and selection of individual types of rewards. Depending on how 
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these specific questions are addressed, the effectiveness of the reward system and its 

motivational impact will be influenced. (Koubek 2015, 284) 

4.3 Care for Employees 

Employee care significantly influences job satisfaction by fostering a positive work 

environment, improving motivation, reducing turnover and more. When employees feel that 

their employer genuinely cares for them and values their contributions, they are more likely 

to be satisfied with their jobs and perform at their best. 

Employees represent a crucial resource for the effective functioning of an organisation. 

Favourable working conditions positively influence employees' health, satisfaction, 

motivation, skills, outcomes, and behaviour. It is a key factor for successfully fulfilling 

agreed-upon work tasks and achieving the desired level of performance. (Šikýř 2016, 558) 

Therefore, it is essential to focus on continuously improving employee care. (Koubek 2018, 

343) 

Enhancing the quality of employee care is a key element in building a positive work culture 

and maintaining high work engagement, ultimately contributing to the overall success and 

competitiveness of the organisation in the labour market. (Koubek 2018, 343) 

Hurst mentions that job satisfaction and employee care are essential considerations for 

businesses aiming to retain and motivate their workforce. The evaluation and improvement 

of benefit offerings are crucial aspects of this undertaking. Employers must provide 

competitive benefits while also considering the intrinsic benefits provided to employees, 

such as a clean, safe, and stable work environment, team-building activities, and flexible 

hours. These considerations align with the reasons employees may choose to work for a 

particular company and are crucial for recruitment and retention efforts. Balancing these 

factors is vital to ensuring employee satisfaction, which, in turn, can positively impact 

business productivity and success. (Hurst 2004)  

According to Koubek, employee care can be categorised into three key groups. The first 

group is mandatory care, determined by laws, regulations, and collective agreements at 

higher and supra-enterprise levels. This form of care provides fundamental standards and 

guarantees for employees in accordance with applicable legal regulations. The second group 

is contractual care, arising from collective agreements negotiated at the organisational level. 

This form of care focuses on the specific needs of employees in a particular work 

environment and may include benefits agreed upon in contracts. The third group is voluntary 

care, which reflects the employer's personnel policy. This form of care signifies the 
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employer's effort to gain a competitive advantage in the labour market by offering favourable 

working conditions, employee development, and personal and professional growth support. 

(Koubek 2018, 343) 

Armstrong adds that the domain of employee care includes individual and group services. 

Individual services address situations such as illness, death of a loved one, family problems, 

and issues related to older employees. Confidentiality is a critical factor in providing these 

services. Companies that can afford it have specialised staff in this field who are objective 

and unbiased. Group services focus on sports and social activities, cafeteria facilities, clubs 

for retired staff, and aid to charitable organisations. (Armstrong 2015, 512) 

The approach to employee care encompasses several key aspects that influence the work 

environment, employee well-being, and the overall quality of work life: 

1. One of these aspects is the management of working hours and schedules, which 

involves regulating the time utilisation of employees and their leisure time, as 

stipulated by relevant laws. The amount of time an employee spends at work 

significantly influences overall satisfaction. This is because working time can intrude 

upon or conflict with an employee's personal time, needs, and interests. Ideally, an 

employee's working hours should not interfere with their leisure time. Measures such 

as flexible work hours and home office options can create an environment where 

employees can manage their time between personal and work life efficiently, thus 

being more satisfied. (Koubek 2018, 343) Ensuring the successful completion of 

assigned tasks and reaching the intended performance level hinges on establishing 

employees' work hours and breaks. This involves aligning these time allocations with 

the employer's goals while also considering the needs of the employees. Work hours 

signify the period when an employee is obligated to carry out tasks for the employer, 

whereas rest periods cover the time outside of the designated working hours. (Šikýř 

2016, 584) 

2. Another crucial factor is the work environment, including aspects such as lighting 

conditions, noise, workplace colouration, and socio-psychological working 

conditions, including interaction with other colleagues. (Koubek 2018, 343) 

3. Occupational safety and health protection are fundamental principles that guide 

employers. They involve the obligation to implement measures aimed at eliminating 

risks to the health and lives of employees and creating safe working conditions. The 

goal of these measures is to prevent occupational accidents and diseases. (Koubek 

2018, 343) 
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4. As already mentioned in 4.1, employee development is another pivotal aspect of 

employee care. This encompasses efforts to enhance qualifications, deepen 

knowledge, and expand skills. Training and development positively impact the 

motivation and satisfaction of employees. (Koubek 2018, 343) 

5. Services provided in the workplace, such as catering, facilities for personal hygiene 

and relaxation, and health services, contribute to the overall well-being of employees. 

They also focus on transportation to the workplace and additional benefits. (Koubek 

2018, 343) 

6. Other services offered to employees and their families, including employee benefits 

related to leisure activities, housing, childcare facilities, and counselling services, 

complement the comprehensive care of employees. (Koubek 2018, 343) 

7. Attention to environmental care is emphasised, with the organisation focusing on 

residential and natural surroundings, including green maintenance and creating 

public spaces. (Koubek 2018, 343) 

8. The relationships between people in an organisation are also important. They are 

categorised into formal and informal working relationships. Formal working 

relationships include individual employment relationships formed between 

employees and employers, as well as collective employment relationships arising 

between employee representatives such as unions and employee councils and 

employers. Conversely, informal relationships refer to ordinary interpersonal 

connections that naturally develop among individuals within the organisation. (Šikýř 

2016, 643) 
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5 SUMMARY OF THE THEORETICAL PART 

Human resource management is crucial for employee satisfaction and the prosperity of a 

company. It encompasses a wide range of activities and responsibilities, including 

recruitment, training, performance evaluation, benefits, remuneration, and dismissal.  

There is a strong correlation between employee satisfaction and motivation. When workers 

find satisfaction in their work, they are often inspired to excel and make valuable 

contributions to their organisation. This motivation imbues their actions with significance 

and propels them towards completing tasks successfully. Motivation theories provide 

different perspectives on why people act the way they do.  

Employee job satisfaction is defined as the attitudes and emotions individuals hold toward 

their job, with a positive perspective leading to satisfaction and a negative perspective 

resulting in dissatisfaction. Measuring and understanding employee job satisfaction is crucial 

for organisations aiming to improve employee retention, engagement, and overall 

organisational success. 

Employee training and its systematic approach to training involves identifying learning 

needs, planning training methods, and evaluating training outcomes. Effective training not 

only fosters job satisfaction and motivation but also enhances employee retention and the 

organisation's reputation. Reward management is a critical component of HRM that can 

significantly impact employee satisfaction and organisational performance. An optimal 

reward system balances financial and non-financial rewards, acknowledges employees' 

contributions, and promotes a positive work environment. Employee care encompasses 

various aspects such as legal obligations, negotiated agreements, and voluntary efforts by 

employers to create a supportive work environment.  

Based on the ideas above, employee satisfaction in the construction company PLUS and the 

factors that may influence it will be analysed based on these theoretical findings. A 

questionnaire survey among employees will be used for the analysis. 
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II.  ANALYSIS 
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6 INTRODUCTION OF THE COMPANY 

The bachelor thesis is being elaborated in the company Stavební firma PLUS. The analysis 

includes the introduction of the company, which is based on the company's internal 

materials, its website, and continuous consultations with the HR department. 

 

STAVEBNÍ FIRMA PLUS s.r.o. is a medium-sized family construction company founded 

by Josef Anovčín in 1990, based in Hodonín. It has been operating in the Czech market for 

over 30 years and has managed to establish a stable position in the market despite intense 

competition. In 2020, the company joined the AF Group Holding, which has 25 subsidiaries 

operating in the construction, real estate, accommodation, and gastronomy sectors. These 

companies are interconnected and help each other in projects. (https://www.firmaplus.cz/o-

firme) 

The company is involved in construction and related activities such as reconstruction, 

insulation, demolition, excavation work, project activities, etc. It constructs family houses 

and industrial and civil structures.  

The company primarily focuses on delivering a complete range of services to its customers, 

particularly through executing complete construction projects. It also facilitates the rental of 

construction equipment and small tools. Moreover, it engages in developmental initiatives, 

allowing it to identify suitable locations and propose feasible constructions of residential 

homes, office buildings, and industrial premises. This encompasses project design, funding, 

engineering, and the construction of both commercial and residential properties. Their "full 

service" package comprises consultation, research, project planning, budgeting, project 

execution, and final approval. The complete implementation will then be carried out through 

the company Plus. The management and sale of properties are then taken care of by one of 

the holding's other companies, the real estate company PLUS, which exemplifies the 

Figure 3 Logo of the company (internal materials) 
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interconnectedness of the individual companies. Plus is known not only for sorting waste 

properly and recycling but also for giving customers the opportunity to dispose of waste. 

Their extensive experience extends to both new constructions and renovations of various 

facilities, such as schools, sports venues, and administrative buildings, for both the public 

and private sectors. (https://www.firmaplus.cz/sluzby/fullservice) 

In 2017, the company started a charity called “Pomáháme s Plusem”, with the proceeds going 

to those in need, particularly the physically disabled. The details and stories from this 

initiative can be found on the company's website. Apart from this, the company also supports 

local culture and sports, especially children's clubs. (https://www.firmaplus.cz/pomahame-

s-plusem) 

The entire holding company publishes its own magazine, called “AFGéčko”, written 

collaboratively by employees and edited by the marketing department of the PLUS 

Company. It is released annually. 

As information channels, the company uses the website, Facebook, Munipolis - an app for 

all employees, about 85% have it downloaded on their phones, and disk storage. For internal 

communication, the company began using the Munipolis app, where employees can stay 

updated with company news, read articles about colleagues, and even mark each other's 

birthdays. 

6.1 The Structure of the Company 

Within Plus Construction Firm's organisational structure, services are distributed among 

several departments. Each department is equipped with its own centres, each managed by 

specific individuals responsible for conducting activities within their respective departments. 

Clients are given the opportunity to locate the specific department on the company’s website. 

Employees are further divided into two groups: manual workers and administrative staff. 

Table 1 shows the gender composition of the workforce and the evolution of the number of 

employees over the last five years. The total number of employees is slowly increasing, and 

a majority of men to women can be seen. This is because while all women work as 

administrative staff, which is typical for construction companies, the male group includes 

both administrative staff and manual workers. Overall, the company is gaining employees, 

and the turnover rate is almost zero, which is only affected by one woman who has decided 

to leave in 2023. If we divide the number of employees who chose to leave the firm by the 

number of employees who stayed in the firm and multiply by 100, we get the turnover rate, 
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which is 0.58% for 2023. This is a very low value, which illustrates the stability of the 

employees. The most frequently repeated reason for leaving the company is retirement. 

Table 1 The number of employees on December 31 in years 2019 – 2023 (own creation) 

Year Men Women Total for the year 

2019 115 22 137 

2020 118 19 137 

2021 118 22 140 

2022 122 22 144 

2023 150 21 171 

 

As an additional aspect of staff composition, Table 2 shows educational level.  

Table 2 The level of education achieved by employees (own creation) 

Education Number 

Primary school 9 

Secondary education with an apprenticeship certificate 75 

Full secondary general education 8 

Full secondary vocational education with both an 

apprenticeship and a school-leaving certificate 

4 

Full secondary vocational education with a secondary 

school leaving certificate (without apprenticeship) 

42 

Higher vocational education 4 

University degree 29 

Total 171 

 

The company is divided into eight sections: Management, HR and ICT, Marketing and Sales, 

Economics and Finance, Production, Quality, Development and Acquisitions, and Branding. 

These sections are then divided into more specific departments. 

The management section is divided into the management department, which has the task of 

defining the direction of the company and setting the fundamental way the company 

operates. It also includes the legal affairs department, under which the managing director 

and legal affairs fall. The third is the executive director's department.  

The HR and ICT sections are further divided into the HR, ICT, and business control 

departments. The result of the work of this section should be productive employees and ICT 

security. 
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The goal of having more revenue than expenses is managed by the marketing and sales 

section, which is divided into marketing, customer care, sales, and budget departments. 

The fourth broad section is economics and finance, divided into two departments: finance 

and wages. This department is responsible for controlling income and expenses, paying 

invoices, overseeing receivables and purchases, keeping a complete record of the company's 

financial activities and paying wages to employees. 

The fifth section is production, which consists of the following departments: construction 

production, assistant construction production, transport, plumbing, scaffolding rental, facing 

and material storage, recycling of secondary materials, and electrical and production 

preparation. All this should ensure that high-quality and efficient service is delivered to the 

customer.  

The quality section takes care of quality control, employee growth and the administrator of 

the company's management system. 

The seventh section is development and acquisition, divided into design, development 

projects and renewable energy departments.  

The last section is branding, which is designed to bring in new customers and help the 

company grow. This includes prospecting for new opportunities, launching new customer 

events, and public relations.   

Table 3 shows the organisational structure in the table. The purple colour represents the 

superior sections, and the white colour represents the departments that fall under them.  

 

Table 3 The organisational structure (own creation) 

Organisation 

unit 
Name 

1 COMPANY 

1 1   Section MANAGEMENT 

1 1 01  Department management 

1 1 02  Department Legal Affairs 

1 1 03  Department Executive director 

1 2   Section HR and ICT 

1 2 01  Department Human resources 

1 2 02  Department ICT  

1 2 03  Department Business Control 

1 3   Section MARKETING and SALES 

1 3 01  Department Marketing 

1 3 02  Department Customer care 

1 3 03  Department Sales 

1 3 04  Department Budgets 

1 4   Section ECONOMICS and FINANCE 

1 4 01  Department Finance 

1 4 02  Department Wages 
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Organisation 

unit 
Name 

1 5   Section PRODUCTION 

1 5 01  Department Construction production 

1 5 02  Department Assistant Construction production 

1 5 03  Department Transport 

1 5 04  Department ZTI 

1 5 05           Department Scaffolding rental, facing and material storage 

1 5 06  Department Recycling of secondary materials 

1 5 07  Department Electrical 

1 5 08  Department Production preparation 

1 6   Section QUALITY  

1 6 01  Department Quality control 

1 6 02  Department Employee growth  

1 6 03  Department Management’s system administrator   

1 7   Section DEVELOPMENT and ACQUISITIONS 

1 7 01  Department Design  

1 7 02  Department Development projects  

1 7 03  Department Renewable energy  

1 8   Section BRANDING 

1 8 01  Department Opportunity prospecting  

1 8 02  Department New customer events 

1 8 03  Department Public relations 

6.2 Human Resource Management in the Company 

Human Resources is in charge of the HR department and cooperates with the managers of 

individual sections or departments. However, this department falls under the responsibility 

of the company's CEO. Each section has a designated person who controls departments 

falling under it. The HR department is composed of 2 people. One person, who is the head 

of the department, is responsible for the whole department, writes up-to-date job 

descriptions, submits job postings, pre-selects suitable candidates and continues to fill all 

positions in the company with high-quality people, maintains employment contracts, 

conducts initial training and training to support employee growth, develops a growth plan 

for employees. The other person is an HR specialist who assists and manages the employee 

database. Employees are also required to attend annual medical examinations, and the HR 

department keeps records of them. Each month, the HR prints a list of employees who are 

about to go on a medical checkup from the database on the PC. Employees must obtain a 

medical record from their district doctor. HR will then arrange an appointment with their 

company doctor and provide them with a medical report. This is confirmed by the doctor 

after examination and returned to HR, who will enter the data into a database and file the 

medical report in the chart. 
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The goal of the HR department is to ensure that all positions in the company are filled with 

high-quality and trained employees. Establish procedures and responsibilities for employee 

requirements, selection, motivation, and evaluation until the end of employment. 

6.3 Employee Training and Development in the Company 

Training reports are kept in the HR department. They keep track of the dates and have all 

the documentation of both trainers and trainings completed, including the certificates and 

the training plan for the current year. 

Regarding the location of the training conferences held outside the company, this year, the 

cultural house in Mikulčice company also uses the brewery in Lednice or the hotel 

Nemojany. If it is training for a smaller number of employees, they will use the company 

facilities. 

Employees in the company have the opportunity to train directly within their departments, 

focusing on specific skills and knowledge necessary for their work. These trainings are the 

responsibility of the managers who are in charge of the employees. They then ask the HR 

department and the company management for approval and then forward the training to the 

HR department, which coordinates the training with the external agency.  Additionally, an 

annual meeting is held where the management summarises the previous year, and training 

sessions mandated by law take place. The program for this meeting is introductory words of 

the director, presentations for individual departments, OSH (occupational safety and health) 

training, training of managers, and then individual training for manual workers. For the top 

and middle management, training sessions focus on the development of soft skills, which are 

skills related to effective leadership and communication. The most recent training sessions 

were about communication, managers' most common mistakes, and subordinate workers' 

motivation. These trainings are conducted at the request of the company management, which 

identifies the areas and topics needed. An external company will then prepare training 

tailored to the company's needs after being contacted by the HR department. Part of the 

meeting is the satisfaction questionnaire, which is handed out once a year for employees to 

fill out. It focuses on an area the HR department is interested in that they don’t have covered 

or want to change. 

As an on-the-job method, the company implements coaching, especially for new employees, 

where they visit various departments to understand their functioning. In particular, it is the 

journey of the sales department - making budgets - production preparation department - 
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creating a schedule with the construction manager - ordering materials - design department 

- production. 

The company has contracts with two external institutions that provide employee training. 

These external institutions are paid a flat fee for the services offered. The company currently 

does not have a set budget and is in the process of preparing financial plans for each 

department. If training needs to be organised, the department requests the money, which 

must then be approved by the management before the company pays the invoice. Overall, 

the company invests around 250,000 to 300,000 CZK annually. This is approximately 1,460 

- 1,750 CZK per employee per year. 

The company does not have an established systematic training model to follow. The HR 

department does not collect data to identify training needs but delegates the responsibility to 

the departmental management, who requests training if deemed necessary. HR only has pre-

planned already mentioned soft skills training for managers and legally required training 

sessions, which occur once a year. At the end of the training, employees fill out evaluation 

forms regarding the benefits of the training. 

Motivation is part of the training that the company uses. When a company recruits new 

employees, it uses an external agency system. It is a lengthy questionnaire that evaluates 

personality, education, work productivity, and motivation. Thanks to this, the company is 

already able to select rather motivated people during the recruitment process. The 

questionnaire also reveals a person's strengths and weaknesses, which the recruiter can 

evaluate and get an idea of the newcomer's overall personality. The head of the HR 

department then guides the supervisor on how to work with the new employee properly. 

6.4 Reward Management in the Company 

The reward system within the company is designed to reflect individual employee 

performances while also fostering their motivation and engagement, thus not relying on 

predetermined tables for reward. The reward system comprises several elements carefully 

structured to recognise and appreciate employees for their work. 

Employee base salary is derived from the minimum guaranteed wage level, with each 

position in the company assigned a specific base. Personal recognition is added to the base 

salary, which is a variable amount granted by the employee's supervisors. This amount may 

be adjusted monthly based on individual performance and contribution. In addition, rewards 

are given for exceptional work achievements and contributions the employee brings to the 

company. At the end of each year, annual bonuses are also awarded based on the company's 
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financial performance, considering hours worked and work quality. These bonuses can 

amount to an entire month's salary. 

Quarterly bonuses are an incentive, a variable component of wages paid for work performed. 

The calculation criteria are based on two factors: the company's economic performance for 

the quarter and the hours worked by the individual employee for the quarter. The basis for 

calculating bonuses is the components of wages provided for work. These include time wage, 

occupational safety and health supplements, bonuses, rewards, supervision bonuses, 

agreements, overtime base, overtime bonuses, wage bonuses for weekends and holidays, and 

night work bonuses. The company has a set value of allowances according to the Labour 

Code. The manager will receive a spreadsheet in his email, which will contain information 

on how many hours were in the full-time work fund in the relevant quarter, the total amount 

of bonuses to be distributed, a named list of subordinate employees, the department, the 

hours actually worked in the relevant quarter, the sum of the gross pay components provided 

for the work in the relevant quarter, an automatic percentage calculation of hours worked 

against the full-time work fund, and an automatic percentage calculation of the gross pay for 

hours worked. Then, the manager evaluates the quality of work. Here, the manager assesses 

the following parameters for the relevant quarter: work done, quality and work commitment, 

morale, willingness, behaviour of the employee towards the manager and colleagues, 

compliance with OSH, compensation, and breach of work obligations. In the range of 1 - 10 

(1 worst, 10 excellent), the manager completes the evaluation according to the work done 

for the quarter. The individual levels have the following weighting criteria: 1 = 0%, 2 = 10%, 

3 = 20%, 4 = 30%, 5 = 40%, 6 = 50%, 7 = 60%, 8 = 70%, 9 = 80% and 10 = 90%. Usually, 

6 = 50% is a standard working employee who performs the assigned work without any 

fluctuations. 

Employees are also rewarded on employee birthdays and life anniversaries, coupled with a 

loyalty award for years of service and a retirement allowance. The HR manager tracks all 

these events, forwards the documents to the marketing person and payroll accountant and 

informs the management. A congratulatory email is sent to each employee on their birthday. 

If the birthday falls on a Saturday or Sunday, the card is sent out on the next working day. 

Each month, the HR manager provides the marketing officer with a current list of employees 

with their birth dates, and the marketing officer creates a congratulations card in a graphic 

program to send out on the appropriate date. Employees who celebrate a significant life 

anniversary in a given year will receive a bonus, the amount of which will be calculated on 

the basis of their years of service with the company. The employee will be awarded 500 
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CZK for each year of service completed. The amount of the reward will be given to the 

employee in the form of Flexi Pass + Gift Pass vouchers. An employee granted a retirement 

pension will receive a loyalty bonus, which will be calculated based on his service with the 

company. The employee will be awarded 500 CZK for each completed service year. The 

bonus amount will be given to the employee in the form of Flexi Pass + Gift Pass vouchers. 

The employer provides a monthly pension supplement to employees, and the amount 

depends on the length of employment. Up to 1 year, 0 CZK; from 1 year to 3 years included, 

it is 300 CZK; from 4 years to 7 years included, it is 500 CZK; and over 8 years, it is 800 

CZK. 

The company emphasises ongoing recognition and praise of employees as part of its 

corporate environment. Appreciation and praise are integrated into the company's work 

culture and are part of the training provided by the company. This approach makes 

employees feel recognised for their achievements and motivates them towards further 

development and engagement. Employee appreciation among administrative staff is 

achieved through annual interviews with the CEO and manual workers through their 

supervisors. 

6.5 Care for Employees in the Company 

The company places emphasis on caring for its employees and strives to create an 

environment that supports their health, well-being, and professional development.  

The company provides its employees with flexible working hours, although meeting the 

monthly time work fund is required. Exceptionally, employees are also granted the option 

of working from home, for example, in cases where they need to address family or other 

personal matters. Permission is requested from the manager. 

Although the company has not yet established specific environmental care initiatives and 

goals, these priorities are gradually taking shape. One example is the recycling of 

construction materials, which the company carries out after completing projects and also 

offers this service to other firms. Additionally, the company hosts events to support tree 

planting. Employees go once a year to plant trees around the complex. 

The offices are equipped to ensure the work activities of all employees run smoothly. The 

company has several administrative staff offices. Each of them has its own desk and 

computer with an internet connection, and every office has its own printer. Then, there are 

changing rooms for the manual workers, equipped with lockers for workers' personal and 

working belongings. Next to the changing rooms, there are sanitary facilities. These contain 
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several showers and toilets. Employees can use company cars for transport to clients, 

partners, and new projects. The rules for using a company car are to report to the rental 

department when and for how long an employee needs a company vehicle. They will have 

the vehicle ready for the employee on the date he wants with a full tank of gas. The employee 

picks up documents and keys, and when he returns, he writes in the logbook where he went 

and how many kilometres he drove and returns the documents and keys. There are several 

vehicles available. 

Despite the absence of a cafeteria with meal service on the company premises, employees 

have a 45-minute lunch break to go out to lunch in the city. Alternatively, employees can 

order lunch from a company that delivers meals or heat their own food in fully equipped 

kitchens. Free coffee and tea are also available for employees in the kitchen. The company 

provides employees with a meal allowance of 116 CZK per shift. To be able to claim it, the 

employee must have worked at least 3 hours. 

Furthermore, the company organises various events for employees, such as sports activities, 

fishing trips, participation in charity runs, or traditional events like Christmas and Easter. 

For example, on International Women's Day, men go to women's offices and give them a 

sweet dessert. Employees have also formed their own rowing team, “Plusáci”, and regularly 

participate in competitions held in Hodonín. With the support of their colleagues, the team 

won the gold medal.  

 

A big event of the year is an annually held family day called [Rodinný den s AFGéčkem] 

Family Day with AFG. This event takes place in the summer, and all employees of the 

Figure 4 The company's winning team 

(https://www.facebook.com/stavebnifirmaplus) 
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holding are invited to attend. Usually around 600 people come. Each employee gets their 

own wristband, which is used to check at the entrance which company the employee is from. 

The cost is then divided among the companies according to the proportion of their 

employees. During the day, the whole family participates in various competitive activities. 

Meat and vegetables are grilled, plus a special beer from the brewery owned by the holding 

company is served. The whole event is accompanied by live music. 

As part of team-building activities, the company holds a collective cleanup day annually, 

where employees focus on tidying up the company's facilities and the surrounding 

environment instead of their regular office duties. Following this, each department organises 

its own bonding events, such as skiing or cycling trips. 

The level of employee participation in these events varies; sports activities have lower 

participation while more relaxed events have higher attendance, such as the family day, 

which has the highest attendance. These events are organised through the PR department 

without a specific budget being set. 

The company has firmly established benefits for all employees without utilising an 

individual cafeteria system. The company offers its employees various benefits, including a 

contribution to meals, free tickets to cultural events and sports matches, discounted 

relaxation services at its own facilities, liability insurance contribution, a bonus for referring 

a new employee, discounted tool rentals, and a contribution towards pension plans. 

(https://www.firmaplus.cz/kariera) Another benefit is English lessons. Classes are held once 

a week after working hours. The employer pays the full cost, and the employees pay only 

for textbooks. Or they are having fresh fruit and vegetables. Delivery is provided by the 

receptionist, and the order limit is 500 CZK per delivery. They get fruit and vegetables on 

Monday, Wednesday, and Friday. The receptionist herself divides it into two kitchens so that 

there is fruit every day. The response was amazing, and everyone welcomed it with joy. 

The company has a Benefit Plus program that guarantees several discounts with its partners. 

Employees only need to show their company card. The discounts include, for example, a 

30% discount on accommodation at the Nemojanský mlýn hotel. So, the employee can enjoy 

a long weekend in a deluxe room, and instead of the classic price of 5420 CZK, he can take 

advantage of the discount and, thanks to the company, pay only 3 794 CZK. 

(https://www.hotelnemojany.cz/rezervace) 

The company offers various benefits and services to its employees, including contributions 

to massages and physiotherapy. Massages are provided in Hodonín, and the employee can 

apply a 50% discount up to 4 times a year. The program also includes a discounted mobile 

https://www.firmaplus.cz/kariera
https://www.hotelnemojany.cz/rezervace
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tariff and discounts in the companies Stavebniny DEK a.s. and Stavebniny PRO - DOMA. 

10% discount on wireless internet and TV providers, and another 10% discount at Hodonín 

restaurants CASA MIA and U Piráta. 100CZK discount on exercise at BodyTec Hodonín. 

A discount of 220CZK per hour is offered for renting a court, and another 20% discount is 

offered in a shop selling sports equipment. 
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7 ANALYSIS OF EMPLOYEE SATISFACTION 

The aim of this analysis is to provide a comprehensive view of the current state of employee 

satisfaction and identify key areas where improvement is needed. Based on the collected 

data, specific recommendations will be proposed to enhance the current situation and 

increase overall employee satisfaction. The analysis was carried out using an online 

questionnaire. The questionnaire focuses mainly on the factors already mentioned in the 

theoretical section, namely employee training, employee care and remuneration. 

7.1 Data Collection Method 

A questionnaire survey was prepared for the research and was completed online. The survey 

consisted of an introduction and identification of basic information, as well as four categories 

that focused on employee care, employee compensation, employee training and 

development, and relations with supervisors. In total, the questionnaire had 47 questions, 

including 5 open-ended questions and 39 scale questions. Questions from the questionnaire 

already created by Martina Hanáková and Miroslava Gigimová were used. (Hanáková, 2020) 

(Gigimová, 2013) The HR department emailed the questionnaire to all its employees. The 

deadline to complete the questionnaire was March 8, 2024, to March 29, 2024, which is three 

weeks.  

The following information is used to introduce the respondents. In total, all 172 employees 

were contacted. Completion of the questionnaire was voluntary, and 51 were returned. The 

return rate is therefore 28.9%. Most respondents were 30 men (70%), women the remaining 

21 (30%). This is also due to the fact that compared to the total numbers in the company, 

there are 150 men in the company and only 21 women. The most filled age category was 

between 41 and 50 years (33.3%), the second most filled category was 18-30 years old 

(23,5%), and the least filled category was 61 and over (5,9%). There were 42 responses 

(82,4%) from administrative workers and 9 responses (17,6%) from manual workers. 

7.2 Result of the Questionnaire Survey 

In the first section, employees were asked 9 scale questions and 2 open-ended questions 

focusing on remuneration and other rewards.  
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Figure 5 Remuneration and other benefits (own creation) 

The first question shows that regarding satisfaction with wages, 28 (56%) out of 50 

respondents indicated that they are satisfied. On the other hand, 15 (30%) respondents 

expressed negative sentiment.  On closer examination, it was found that of the 15 negative 

responses, 5 were from manual workers. This means that out of the total 9 manual workers 

who responded to the questionnaire, more than half of them (56%) are dissatisfied with their 

wages. Overall, almost a third of respondents are dissatisfied with their wages, and it is 

essential for the organisation to address any concerns raised by employees to maintain 

morale and motivation. 

The second question follows on the first, whether the wage is a motivator for employees. 25 

(50%) respondents strongly agree or agree with the statement, suggesting that their wage 

serves as a motivator for improved performance. In the other half of the responses, 20 (40%) 

were with the opposite opinion or had no opinion (10%). The result that 50% of respondents 

consider their salary as a motivator fits with the first conclusion that 56% of respondents are 

satisfied with their salary.  

A mixed perception prevails regarding the fairness of remuneration in comparison with 

individual contributions among the respondents. 24 (49%) respondents strongly agree or 

agree with the statement, suggesting that they consider their remuneration to be fair relative 

to their contributions, and 25 (51%) respondents expressed neutral or negative sentiments. 
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While some respondents feel adequately compensated for their efforts, others may perceive 

a disconnect between their contributions and the rewards they receive. 

Most respondents hold a positive perception regarding the clarity and fairness of the system 

of remuneration and raises within the organisation. Specifically, 29 (57%) respondents 

strongly agree or agree that they understand the remuneration system. This finding is 

indicative of a level of transparency and fairness in the organisation's processes for 

determining remuneration and providing raises. Only 10 (20%) respondents disagree or 

strongly disagree with the statement. Out of those were 7 men and 3 women, consisting of 3 

manual workers and 7 administrative staff.  

The satisfaction level with the amount of rewards provided by the organisation is mixed 

among the respondents. While a portion of the sample, 25 (50%), strongly agree or agree 

with the statement, signifying satisfaction with the number of rewards, there is also a notable 

number, 13 (26%), of respondents who expressed negative sentiments. This suggests 

differences in how individuals perceive the sufficiency of the rewards they receive, with 

some feeling rewarded fairly, while others perceive a lack compared to their expectations. 

Following on from the previous question on satisfaction with rewards, in the next question, 

26 (53%) respondents said they were motivated by the rewards, and a further 16 (33%) 

respondents did not feel motivated. The overall distribution leans towards agreement with 

the statement. This suggests that rewards, whether tangible or intangible, have a positive 

impact on motivating employees to perform better in their roles. 

The findings reveal a high level of satisfaction with employee benefits among respondents. 

A significant proportion of the sample, 33 (67%), indicated either strongly agree or agree 

with the statement. 10 (20%) respondents, even though it is a smaller number, have the 

opposite opinion on benefit satisfaction.  

However, it's apparent that there is a mixed perception regarding the necessity of benefits 

among the respondents. The data indicates that 16 (33%) respondents agree that they receive 

benefits that seem unnecessary to them, a number of 22 (50%) respondents either disagree 

or strongly disagree with this statement. Of the 16 respondents who felt they were receiving 

unnecessary benefits, 14 were male, and 2 were female. Interestingly, all these respondents 

were administrative staff. Manual workers tended to be in the group of respondents satisfied 

with their benefits. While a significant portion of respondents are satisfied with rewards and 

employee benefits, there are also those who express neutral or negative sentiments. This 

highlights the importance of aligning rewards and benefits with employee expectations and 

needs to ensure satisfaction and retention. 
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It's evident that many respondents agree that they receive praise and recognition for a job 

well done. Specifically, 29 (59%) respondents indicated either strongly agree or agree. This 

suggests that a significant portion of the sample perceives that they are adequately 

recognised and praised for their work performance. 10 (20%) respondents felt they needed 

to be more sufficiently praised. Of the unappreciated respondents, 2 were manual workers, 

and 8 were administrative staff. Of these, 3 were women, and the other 7 were men. 

 

 

Figure 6 Care for employees (own creation) 

Of the 49 respondents, 29 (59%) were in favour of implementing physical activity. The 

supportive group consisted of 12 women and 17 men. The most selected age group was 41-

50 years. The least than the age category 60+, but that's because overall, this category has 3 

respondents. However, 2 of them voted for the activity. In contrast, the group that opposed 

physical activity contained a total of 9 (18%) respondents, 7 men and 2 women, all of whom 

were administrative staff. Out of the total category of manual workers, only 1 responded and 

agreed with the activity, and the rest opted for a neutral response.  
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A total of 22 (44%) respondents strongly agree or agree that they would appreciate the 

service of a cafeteria with lunches for employees. 19 (38%) respondents disagree or strongly 

disagree, suggesting they do not consider this service a priority or necessity.  

32 (67%) respondents strongly agree or agree that they rarely work overtime. However, a 

combined total of 10 respondents (21%) disagree or strongly disagree with the statement, 

highlighting challenges or demands that require extended work hours. Understanding 

employees' experiences with overtime can inform strategies for workload management and 

work-life balance initiatives. 

The majority, 32 (64%) respondents, strongly agree or agree that they experience an 

appropriate level of stress in their role, suggesting a balanced perspective on job demands. 

A smaller portion, 8 (16%), disagreed with or strongly disagreed with the notion of 

experiencing appropriate stress levels, pointing to individual differences in stress 

management. This was 3 women and 5 men, all administrative staff. 

An overwhelming majority of 41 (82%) respondents strongly agree or agree that the work 

environment is clean, reflecting satisfaction with organisational hygiene standards. Fewer 

respondents, 4 (8%), expressed neutrality towards the cleanliness of the workplace. A small 

percentage, 5 (10%), disagree or strongly disagree with the cleanliness of the work 

environment, suggesting room for improvement in certain areas.  

A combined total of 30 (60%) respondents agree that the company supports work-life 

balance through initiatives such as flexible working hours and home office options. This 

indicates that a majority of respondents perceive the organisation positively in terms of 

accommodating their work-life needs. A smaller proportion of respondents, 10 (20%), 

disagree or strongly disagree with the statement, indicating that there are employees who 

feel the organisation could do more. While a majority perceive positive support from the 

company, addressing concerns raised by the minority can contribute to overall employee 

satisfaction and well-being. 

A combined total of 40 (82%) respondents are satisfied with relationships at work. This 

majority indicates a strong sense of satisfaction and positive interpersonal dynamics within 

the workplace. A minority of respondents, 5 (10%), disagree or strongly disagree with the 

statement, indicating that a few individuals are not satisfied with their relationships at work. 

Respondents who are not satisfied with workplace relations are 5 men of different ages, 2 of 

them are manual workers. These findings underscore the overall positive atmosphere in 

terms of interpersonal relationships within the organisation. 
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2 women (age category 18-30, 31-40) and 2 men (age category 31-40, 41-50) strongly agree 

with the statement that the work environment negatively affects their health. All of them fall 

into the category of administrative staff. A further 9 respondents, 2 women and 7 men (2 

manual workers, 5 administrative staff) also agreed. A combined total of 25 (51%) 

respondents disagree. Considering the large involvement of the administrative staff, there 

could be problems related to the spine and poor posture due to the sedentary job. 

When asked if the working hours are convenient for the employees, 12 (24%) people said 

no (10 administrative staff and 2 manual workers). There were 6 women in this group; if 

there were 15 women in the total number of respondents who completed the questionnaire, 

it means that 40% of them were not satisfied. 29 (58%) respondents either strongly agree or 

agree that the working hours are convenient for them. This majority indicates that a 

significant portion of respondents find the current working hours suitable and 

accommodating. 

37 (74%) respondents strongly agree or agree that they have adequate technical equipment 

to do their job. This majority indicates that respondents feel well-equipped with the 

necessary tools and resources to effectively carry out their responsibilities.  A combined total 

of 6 respondents (12%) disagree or strongly disagree. While this is a minority, it highlights 

the importance of addressing equipment-related concerns to ensure optimal productivity and 

job performance. 
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Figure 7 Training and development (own creation) 
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32 (65%) out of 49 respondents either strongly agree or agree that the training they have 

attended has contributed to improving their skills and knowledge. This indicates that a 

significant portion of respondents perceive training initiatives as valuable and beneficial for 

their professional development. 8 (16%) respondents disagree or strongly disagree that the 

training has contributed to improving their skills and knowledge. While this is a minority, 

their feedback highlights potential gaps or areas for enhancement in the design or delivery 

of training sessions. 

Many respondents, precisely 32 (63%), either strongly agree or agree that the company 

should focus more on the development and training of its employees. This large number 

suggests that the company should be more involved in employee training. Only 7 

respondents (14%) are satisfied that the provided training is enough for them.  

33 (66%) respondents either strongly agree or agree that their supervisor allows them to 

attend training to improve their skills. This indicates that a significant portion of respondents 

perceive their supervisors as supportive through training opportunities. 8 (16%) respondents 

disagree that their supervisor allows them to attend training to improve their skills. There 

was not any respondent who would feel that they strongly disagreed with the statement. 

Examining the reasons for neutral or negative responses can provide insights for improving 

supervisor-employee communication and support mechanisms related to training initiatives. 

Most respondents, 35 (71%), hold a positive perception regarding the motivation to develop 

their work further. It's a good sign for the company that this vast majority is satisfied with 

the motivation provided. A combined total of 9 (18%) respondents disagree or strongly 

disagree that they are motivated to develop their work further. Among these 9 respondents 

were 3 manual workers and 6 administrative staff. The total of 9 responses from manual 

workers shows that one-third of them are not motivated to work. 

A portion of the sample, 33 (66%), either strongly agree or agree that the development and 

training carried out by the company is beneficial to them. 8 (16%) respondents disagree or 

strongly disagree that the development and training conducted by the company is beneficial 

to them. All those respondents with negative sentiments were administrative staff.  

A total of 30 respondents (60%) either strongly agree or agree that they take care of their 

own professional development. 10 (20 %) disagree or strongly disagree with the statement. 

5 men in the administrative staff category strongly disagreed. The respondents who 

disagreed also held the same composition: 5 male administrative workers. 

The vast majority, 32 (64%) respondents, either strongly agree or agree that the company 

supports employee training and development. 7 (14%) respondents, consisting of 2 women 
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and the remaining 5 men, think that the company does not support training enough. All of 

them belong to the administrative staff category. 

 

Figure 8 Relations with supervisors (own creation) 

Of the total 49 responses, 36 (74%) respondents are satisfied with their job. 9 (18%) chose 

not to answer, and 4 (8%) were not satisfied. 1 man from the administrative staff category 

strongly disagreed. The other 3 disagreeing respondents were 2 men, both manual workers 

and 1 woman. 

An even larger majority, 39 (77%) of respondents, agree or strongly agree that the company 

really cares about its employees, which is a very promising statistic for the company. 

However, a total of 4 (8%) men in the administrative staff category had a negative sentiment. 

26 (52%) respondents feel motivated after the evaluation interview. Conversely, 13 (26%) 

respondents disagree or strongly disagree with this statement. This group consists of 4 

manual workers and 9 administrative staff. 3 women and 10 men. The most common age 

group is the five times selected 51-60. From this information, we can see that the negative 

view towards interviews is a mix of different categories. 
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More than half, specifically 33 (66%) of respondents said they receive feedback. Of the 50 

responses, 6 (12%) of them said they disagreed or strongly disagreed, which is consistent 

with the information in the following question. 

The mixed perception towards receiving praise and recognition can be seen in the following 

question. In total, 27 (54%) respondents think they receive praise and recognition for their 

work, 12 (24%) of them remain neutral and a mixture of 11 (22%) people have a negative 

sentiment. 

A total of 35 (70%) respondents said they agree or strongly agree that they receive clear 

instructions about their work. 6 respondents do not feel clear instructions, and 1 respondent 

even strongly disagrees. These 7 (14%) people with negative sentiment consisted of 1 female 

and 6 males of different age categories, from both manual worker and administrative staff 

categories. Although this is not a large percentage, the company should focus on 

communicating instructions between managers and their employees. 

A combined total of 32 (64%) respondents report that they agree or strongly agree with the 

statement that their supervisor can motivate them. But 8 (16%) of the rest disagree or 

strongly disagree, of which 3 are manual workers. Thus, from the total of 9 responses from 

manual workers, it can be inferred that a third of them do not feel sufficiently motivated by 

their supervisors. 

33 (66%) of respondents think their supervisor has realistic expectations. On the other hand, 

only 4 (8%) people disagree or strongly disagree with this statement. 

No one responded negatively when asked if employees think their supervisor has realistic 

expectations. Only 13 (26%) respondents chose a neutral answer. The remaining 37 (74%) 

agreed or strongly agreed with the statement. 

The vast majority, made up of 43 (86%) respondents, agree or strongly agree that their 

supervisor knows how to deal with people. Only 1 (2%) respondent, a male manual worker 

in the 18-30 age group, is of the opposite opinion. 

The question of whether respondents think that management is interested in employees' 

problems also has a positive rating. 33 (66%) of employees hold a positive opinion, while 

only 1 (2%) man, the same as in the previous question, said he strongly disagreed. 

There were no negative responses to the next question focusing on the relationship with the 

supervisor either. 44 (88%) respondents agreed or strongly agreed, and 6 (12%) chose a 

neutral response. 
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3 (6%) respondents think that their supervisor does not take their views into account, all 

men, 2 administrative staff and 1 manual worker. But 22 (44%) strongly agree, and 16 (32%) 

agree with this statement. 

Another positive takeaway for the company is that 42 (84%) respondents agree or strongly 

agree that they can express their opinions. 16 (32%) respondents chose a neutral response, 

but no one disagreed. 

The analysis indicates that the company's HR practices generally foster a positive work 

environment with notable satisfaction in areas like employee benefits, workplace 

relationships, and overall job satisfaction. Respondents appreciate the support for work-life 

balance through flexible working conditions. However, there are challenges that need 

addressing to enhance job satisfaction. Notably, manual workers and some administrative 

staff express concerns regarding wage satisfaction and the physical work environment's 

impact on health. Additionally, there is a call from a considerable segment of the 

administrative staff for more focused efforts on training and professional development. The 

mixed responses about wage as a motivator and the effectiveness of rewards suggest the 

need for a more tailored approach to compensation and benefits to meet the diverse 

expectations of the workforce. Overall, while the company maintains a supportive 

atmosphere, there are clear opportunities for improvement in aligning HR practices more 

closely with employee needs and expectations. 

7.3 Summary of Analytical Findings 

Table 4 below illustrates the strengths of the company that work and suit the employees as 

well as the weaknesses revealed by the questionnaire survey. 

Table 4 Strengths and weaknesses of the company (own creation) 

Strengths Weaknesses 

Satisfaction with employee benefits Manual worker’s satisfaction with their 

wage 

Positive workplace relationships between 

employees 

Satisfaction with wages as a motivator and 

reward 

Work-life balance support Concerns over work environment impact on 

health 

The quality of employee training Not enough focus on training and 

development 

Positive perception of supervisory  
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Strengths Weaknesses 

High level of job satisfaction  

 

Strengths of the company 

A significant majority of respondents, 67% to be exact, indicated their satisfaction with the 

benefits provided by the company, signalling strong approval of the benefit schemes in place. 

This high level of satisfaction suggests that the benefits are well-aligned with employee 

needs and contribute positively to their overall contentment at work. 

An overwhelming 82% of respondents reported satisfaction with their relationships at work, 

highlighting a positive and cooperative work environment. This strength is critical as it 

underscores a culture of mutual respect and teamwork, which can enhance productivity and 

morale. 

The company is perceived positively in terms of supporting work-life balance, with 60% of 

respondents agreeing that the organisation facilitates this through flexible working hours and 

home office options. This is also due to the fact that employees feel that their stress levels 

are appropriately managed and that they rarely need to work overtime, further reinforcing 

the company's commitment to maintaining a healthy work-life balance. 

With 65% of respondents affirming that the training they have attended has contributed to 

improving their skills and knowledge, this indicates that the quality of training provided is 

high. 

Respondents hold a very favourable view of their supervisory relationships, with 86% 

acknowledging that their supervisors are good at managing people. Additionally, the data 

shows high rates of supervisors providing feedback, effectively motivating their teams, and 

having realistic expectations. A substantial 88% of respondents feel positive about their 

overall relationship with their supervisors, and a strong majority also believe their 

supervisors genuinely listen to their opinions. This comprehensive support from supervisors 

not only fosters a constructive work environment but also bolsters employee confidence and 

engagement. 

A strong majority, 74% of respondents, expressed satisfaction with their jobs, which 

indicates effective HR practices and a supportive work environment. This high level of job 

satisfaction can lead to increased employee retention and lower turnover, benefiting the 

overall organisational stability and performance. 
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Weaknesses of the company  

Wage satisfaction among manual workers is notably low, with over half (56%) of manual 

workers who responded expressing dissatisfaction with their wages. This significant 

discontent highlights a critical area for improvement, particularly in ensuring that wage 

structures are perceived as fair and equitable across different employee categories. 

The effectiveness of wages as a motivator is questionable, as only half of the respondents 

view their salary as a motivator for improved performance. Additionally, there's a nearly 

even split in perceptions regarding the fairness of remuneration, with 49% finding it fair and 

51% expressing neutral or negative sentiments. This split indicates a potential misalignment 

between employee contributions and their perceived compensation or a lack of 

communication from supervisors about the rewards awarded., which could impact 

motivation and performance. While some respondents feel motivated by the organisation's 

rewards, a significant portion (33%) do not find the rewards system motivating. This 

variation suggests that the rewards, whether tangible or intangible, might not be effectively 

tailored to meet the diverse needs and expectations of the workforce, possibly affecting their 

overall job satisfaction and performance. 

Despite many positive perceptions, concerns remain about the work environment, 

particularly regarding its impact on health. Some administrative staff report that the physical 

aspects of the work environment negatively affect their health, which could be linked to 

ergonomic or environmental factors. Addressing these concerns is crucial to ensuring a 

healthy and productive workplace for all employees. 

Despite some positive feedback on training, a significant portion of the workforce, 63%, 

believe that the company should place even greater emphasis on the development and 

training of its employees. This indicates a gap between the current offerings and employee 

expectations, highlighting an area for improvement to ensure that training programs are 

comprehensive, up-to-date, and aligned with both employee needs and organisational goals.  
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8 SUGGESTIONS FOR IMPROVEMENT  

The last chapter of the practical part is devoted to suggesting concrete ideas to increase 

employee satisfaction. Five issues will be presented, followed by tips for improvement. 

8.1 Wage Satisfaction Improvement 

The survey shows that more than half, 56%, of manual workers expressed dissatisfaction 

with their wages. Overall, 30% of respondents were dissatisfied with their wages. This fact 

suggests room for adjustment in the company's wage policy. It was also found that 40% of 

the respondents are not motivated by their wages, which indicates the need to introduce 

alternative motivators for the employees.  

To address this, a detailed wage benchmarking exercise is recommended. That would 

identify any gaps and ensure that wages in the company remain competitive and in line with 

market standards. This will involve the HR department conducting a comparative analysis 

with similar companies in the same industry to identify competitive wage scales and 

disparities. The HR team, potentially with assistance from a financial department, should 

gather data from industry salary reports, competitor analysis, and standard market 

compensation metrics.  

The cost of this measure will depend on whether the company utilises internal resources or 

external consultants. Engaging a consulting firm could be more costly, but thanks to its 

expertise, it could offer a deeper insight through a specialised economic perspective. This 

exercise is crucial not only for ensuring competitive pay scales but also for enhancing 

employee satisfaction.  

8.2 Customization of Employee Benefits 

Although 67% of respondents said they were satisfied with employee benefits, the survey 

revealed that 33% of respondents do not feel motivated by the rewards provided, 20% of 

respondents are not satisfied with company benefits, and 33% feel they receive benefits that 

are unnecessary for them. Therefore, it would be a good idea to focus on a smaller group of 

dissatisfied employees and consider customising benefits for everyone in order to increase 

motivation and satisfaction. 

The company should customise rewards and benefits to better align with employee 

preferences and needs. To do this, the company could implement a cafeteria system where 

each employee could choose their own benefits of interest up to a set amount.  The HR 
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department can conduct regular surveys or focus groups to gather insights into what different 

employee groups would most value types of rewards (tangible and intangible).  

The questionnaire survey also asked an open-ended question about what benefits 

respondents would like to see. Among the most common were a four-day workweek, a 

contribution to sports activities such as swimming or fitness centres, universal Sodexo 

vouchers and benefits that would not be tied to the city of Hodonín. One response was to 

introduce rest areas in the workplace where employees could take some time out. 

If the company would like to take a more modern approach, a cafeteria system called 

eBenfity can be used. This is a card, resembling a credit card, that is assigned to each 

employee with their own login details. The employer chooses a certain amount of money to 

give to the employee for benefits. Employees then use their eBenefit card with partners and 

pay with it as they would with a normal card. Some of the partners include Slevomat, GoOut, 

Dr. Max and many others, from bookstores, restaurants, and gyms to travel agencies. The 

card can also be loaded onto a phone so employees can always have it with them. For 

employers, the advantage is that all orders and invoices can be viewed in one app. This 

empowers employees by giving them control over their benefits, which can lead to increased 

job satisfaction and motivation. (https://www.ebenefity.cz/) 

8.3 Physical Activity Programs 

The questionnaire also shows that 59% of respondents would appreciate the introduction of 

physical activity after working hours. During the consultation, the HR department mentioned 

that they would like to address this topic because employees are interested in physical 

activity during the working day. However, the HR department does not yet have a precise 

plan for implementing this exercise, and it is more of a vision for the future.  

One solution would be to hire an external person who deals with fitness. Since employees 

need to be energised rather than tired after the exercise, and because of the different age 

categories, it seems like the best physical activity to introduce light yoga classes focusing 

more on stretching muscles. If the lunch break could be extended, lessons could be 

introduced during the day or set a fixed time on a specific day after the working day. Yoga 

could be practised in one of the conference rooms, which can fit up to 15 employees, and in 

the summer on the spot by the pond behind the company, which the employees maintain. 

According to the price lists of yoga instructors who offer yoga to companies, the lowest price 

is 800 CZK, and the highest is 1900 CZK for a 60-minute lesson. Assuming the company 

hires an outside instructor for one class per week, the price would be between 3 200 CZK to 

https://www.ebenefity.cz/
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7 600 CZK per month. However, the price is approximate and is affected by the region and 

instructor commuting. (https://www.jogalucie.cz/joga-do-firem/) 

(https://www.yogacentrum.cz/cenik-6)  

Table 5 The cost of a fitness instructor (own creation) 

 The lowest price The highest price 

Price per week (1 lesson) 800 CZK 1 900 CZK 

Price per month (4 lessons)             3 200 CZK 7 600 CZK 

 

Given the nature of this construction company, building a company gym provides an 

opportunity to host yoga classes or allow employees to use gym equipment for personal 

workouts. Both ways, either hiring a fitness instructor or building their gym, would come at 

a significant financial expense.  

As a third idea for introducing physical activity into the workday that will not be costly to 

the company, so-called “deskercise” can be suggested. This exercise is done at a desk, 

mainly muscle stretching, and is aimed at office workers who do not have the space or time 

to exercise. This exercise's tutorial can be found freely on the internet, especially on 

YouTube, where it is visually demonstrated exactly what to do. If the HR department would 

organise a promotional event and, subsequently, promotional materials to introduce this 

exercise, which anyone can do on their own, it could lead to success and more satisfied 

employees. 

8.4  Analysing Workplace Health Concerns 

In the survey, 13 out of 49 respondents said that the workplace had a negative impact on 

their health. The vast majority of these were administrative staff, which could be problems 

caused by sedentary work or eye problems due to constant computer work. For problems 

associated with sedentary work, such as cervical spine pain, migraines and stiffness, the 

measures suggested in section 8.3 could help. A blue light filter or the 20-20-20 rule may be 

recommended for eye pain. The rule is a 20-second break every 20 minutes to look at an 

object 20 feet (6m) away, which should relieve the eyes. (Chou, 2018)  

However, the first step is to do a detailed analysis of the reasons why respondents perceive 

the workplace as a negative influence on their health. This analysis may include a 

questionnaire survey with additional questions on working conditions, environment, 

ergonomics, and psychosocial factors. The aim is to identify specific aspects of the working 

environment that have a negative impact on the health of employees.  

https://www.jogalucie.cz/joga-do-firem/
https://www.yogacentrum.cz/cenik-6
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8.5 Enhanced Focus on Training and Development 

Based on the information, 63% of respondents think that the company should focus more on 

employee training. It is crucial to design and implement an effective training plan that meets 

the needs of employees and the company's strategy. Therefore, the company should start by 

allocating a budget for employee training, which they do not yet have. Designating funds 

will allow training activities to be planned and implemented regardless of available 

resources. Once budgeted, the HR department should develop a survey to specifically 

Figure 9 Example of a form for employees (own creation) 
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identify training needs and preferences. Responses should be used to tailor a training plan 

that aligns with both the strategic goals of the company and the professional development 

needs of its employees. This plan should also be dynamic, allowing for changes as the 

industry evolves and new technologies emerge. Ensuring that employees are actively 

involved in planning training activities could lead to positive feedback. The goal is to 

identify their interests, expectations and preferences concerning the format and content of 

training and provide employees with the opportunity to suggest topics or areas they want to 

develop. Figure 9 above illustrates what a survey on the topic of training from an HR 

department might look like. 
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CONCLUSION 

This bachelor thesis has explored the interconnected relationship between human resource 

management practices and employee satisfaction within Stavební firma PLUS s.r.o. The 

thesis focused on specific HRM areas - care for employees, training and development, and 

reward systems - evaluating their impact on employee satisfaction. The findings from the 

empirical analysis, derived from a comprehensive employee survey, offer profound insights 

into the current state of satisfaction and areas requiring attention and improvement. 

 

The findings highlight the importance of a well-organized reward system in influencing 

employee satisfaction. However, areas for improvement were identified, particularly in 

enhancing employee satisfaction with wages and benefits to better serve as motivators. This 

includes ensuring that the pay and benefits structure aligns with employees' needs, fostering 

greater satisfaction and motivation within the workforce. 

 

Training and development emerged as another critical factor in job satisfaction. Employees 

at Stavební firma PLUS s.r.o. value continuous professional growth, and the company’s 

commitment to providing comprehensive training programs is commendable. Nevertheless, 

the feedback points to a need for more tailored training that aligns with individual career 

goals and job requirements. This approach not only enhances job competence but also aids 

in personal development, leading to greater job satisfaction. 

 

Employee care encompasses aspects like work-life balance, workplace environment, and 

health benefits, which are fundamental in fostering a positive organisational culture. The 

responses from the survey indicate that while the company performs well in many of these 

areas, there is room for improvement in enhancing the physical work environment and 

offering more flexible working conditions to accommodate personal needs. 

 

In conclusion, although Stavební firma PLUS s.r.o. has a strong base in human resource 

management, there are several opportunities for further improvement. The company can 

continue to improve the satisfaction of its employees, thereby not only increasing 

productivity but also strengthening its competitiveness in the industry. 
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