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Abstract. If the organization wants to have loyal employees performing the required perfor-
mance, it is necessary that the motivation and integration of employees in the company is given
increased attention. It is necessary to identify areas causing problems in the workplace, improve
internal communication, identify motivational factors applicable in the workplace and increase
employee involvement in decision-making processes. The paper examines the factors that should
have the greatest impact on work performance, motivation, feedback and job satisfaction. The
research part was focused on verifying the established hypotheses. The research brought interest-
ing results, significantly better performance is given by employees who receive feedback and are
fully integrated into the work team and the organization for which they work.
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Anomauia. flxwo opeanizayis xoue mamu AOANbHUX NPAYIGHUKIG, 5AKI BUKOHYIOMb HEOOXIOHI
NOKA3HUKY, HeoOXiOHO, wob momuseayis ma iHmezpayis NpayieHUKie y KOMNAHII Npuoiiinace
niosuweriti yeasi. Heobxiono eusnauumu cpepu, wjo SUKIUKAIOMb NpodIeMu Ha poboyoMy Micyi,
noninwumu  6HYMpIWHE CRLIKYBAHHS, GU3HAYUMU MOMUBAYIUHI Daxmopu, 3aCmMOCO8HI Ha
poboyomy micyi, ma 30inbuumu 3a1y4enHs NpayiHuKie 00 npoyecie npuuHAmms pieHb. Y
cmammi po32ensaoaromoscs Gaxkmopu, aKi NOGUHHI MAMU HAUOIILWULL NIUG HA pe3yTbmamu pooo-
mu, MOMuUSAyYilo, 360POMHIl 36 130K ma 3a0060JeHicmb pobomoro. Jlociionuybka wacmuna Oyna
30cepedaicena Ha nepesipyi 6Cmanosienux einomes. Jocniodcenus npunecio yikasi pe3yiomami,
3HAYHO Kpawji pe3yrbmamuy pobomu 0aroms NpayieHUKU, AKi OMPUMYIOMb GI02YKU MA HOBHICHIO
iHmezposani 6 pobouUll KOJEKMUB MA OPeanizayiio, 8 sAKill BOHU NPAYIOIOMb.
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Introduction. Motivation is a psychological process that activates human behavior and
gives it purpose and direction. It is an inner driving force, a will to achieve something. Motivation
can also be understood as a stimulus that helps to create motivation in another person. Work mo-
tivation focuses on the performance of work, on the specific required work behavior, on behavior
that corresponds to the needs of the workplace and the goals of the organization. We can charac-
terize social involvement as the active involvement of a person in work tasks, his emotional and
physical setting towards creating a favourable working climate. Based on the interview, each
manager tries to find the best and most qualified employees for the given position. Experience
confirms that even the best professionals in a certain position reduce their work performance over
time and their motivation to work also decreases. One of the possible factors influencing this situ-
ation is insufficient motivation on the part of the organization or insufficient motivation from the
direct superior and underestimation of social involvement of employees by employers. Everyone
is motivated by something different. This diversity is even more pronounced in the field of work,
where there is a more significant difference in motivation and in the relationship between motiva-
tion and individual performance.

1 Motivation as a basic determinant of work performance. Several theories of motiva-
tion have been proposed to examine the factors that contribute to the motivation of employees in
organizations. These theories are important because they provide explanations and reasons why
employees are motivated. Properly applied motivation has resulted in better motivated employees,
which can ultimately lead to increased work productivity in the organization (McCullagh, 2005).
Shah and Shah (2010) consider motivation to be a general term that can be applied to a whole
host of needs and desires and have defined it as inspiring people to work; individually or in
groups in such a way as to obtain the best results. Managers motivate subordinates in such a way
as to achieve the desired goal. Roth (2006) perceives motivation as an incentive in human behav-
ior or as relatively constant personality traits, which in interaction with the situation determine
current motivation, emphasize perception of the situation and influence motivation for possible
activities and their desired outcomes (motives as a source of affected change), (Rheinberg,
Vollmeyer, 2019). According to Furnham and MacRae (2017), motivation is the difference be-
tween activity and inactivity, thinking about work and its execution, the difference between aver-
age work performance and excellent work performance. According to Comelli (2014), the whole
economy is based on human activities, while motivation is crucial for human activity. Rheinberg
(2019) expresses motivation by the equation V = f (P, U). He talks about motivation as a function
of a person (P) and environment (U). Neither impulses, individual habits but situational stimuli,
limitations, temptations can satisfactorily explain behavior. We must always consider both groups
of factors at the same time. Comelli (2014) takes a similar view and says that these are coexisting
factors of motivation - the driving force in a person and the stimulating force from the outside.
We often come across the terms premotivation and demotivation. Both conditions have an ad-
verse effect on the work process and are undesirable. Premotivation is a state of too increased ac-
tivation of physiological systems, which makes it impossible to deliver normal work performance,
either qualitatively or quantitatively. According to Comelli (2014), this is too much zeal and stub-
bornness, which is not the right approach to work performance. The mobilization of the employ-
ee's valuable internal energies is blocked; it becomes inflexible and stubborn. In addition, its per-
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ception in a given state is significantly limited. The opposite phenomenon is demotivation. Demo-
tivation is the opposite of motivation, so the individual has no driving force to do the job. Both
conditions interfere with the working atmosphere. A good manager knows these conditions,
quickly recognizes them and creates a joint plan with the employee on how to improve the unde-
sirable condition. There are several motivational theories, one of the basic theories being
Maslow's theory of needs. He talks about five groups of motivation, which are hierarchically di-
vided. First, the basic needs at the lower levels must be met, and only then can those at the higher
levels of the hierarchy be met. Degrees from the lowest to the highest are physiological needs,
security motives, social motives, self motives, and the highest motives for self-realization. The
first 4 stages, the motives are deficient, that is, if they are fulfilled, the individual does not feel
another need to fulfill the motive. However, this does not apply to self-realization, which is the
only motive growing, which means that even after fulfillment, the need for further growth re-
mains. In other words, this need is never met (Rosenstiehl in Roth 2006). As an opponent to
Maslow, we consider Adlerfer and his ERG theory, where he divided the needs into 3 groups and
left the transition between the individual groups blurred. He also arranged them hierarchically, but
according to him also the needs stored higher can be motivating for the individual, even if the
needs in the lower stored groups are not met. He also says that two needs from hierarchically dif-
ferent groups can motivate the individual in the same way. Another theory is the two-factor theo-
ry from Herzberg, which divides basic needs into motivational and hygienic. Motivational needs
are recognition, responsibility and success and only those according to the theory create a feeling
of satisfaction in the employee. Hygienic needs such as salary, quality of management and the
like do not in themselves create this feeling. However, when they are not fulfilled, it leads to de-
motivation and dissatisfaction (Roth 2006). Another theory of motivation addresses the confronta-
tion of the individual with claims to himself.

According to Rheinberg (2019), only those who focus on self-assessment of their own
abilities in confrontation with the demands that must be achieved or exceeded are motivated to
perform. It is an individual who wants to know what he can do in the field of tasks and what he
can no longer do, so he always makes an extraordinary effort. It is important not to confuse per-
formance motivation with concepts such as diligence, zeal or enthusiasm for work. It is also a
mistake to assume that every effort of an employee is performance motivated. More often, em-
ployees are entitled to other benefits, such as salary increase, better conditions, etc. An employee
who has a given motivation applies it in all circumstances, i.e. even after obtaining certain bene-
fits. He needs to constantly improve and test his boundaries (Rheinberg 2019). This motif has its
roots in young children and is influenced by the upbringing of the mother at a given stage of de-
velopment. This is the stage of the child's first independent activities, which is determined by the
mother according to his age. More important than assigning an activity to a child who already
enjoys the activity itself is the mother's response to that activity. The mother has the result of the
activity, i.e. the effort of the child to see and respond appropriately, i.e. to express appreciation
and praise. For the first time, the child meets in response to his activity, thus recognition for effort
(Heckhausen, Roelofsen in Rheinberg 2019). Bolte (2015) describes Atkinson's mathematically
expressed performance motivation. He called his model a risk choice model. This model includes
two tendencies. The first is the tendency to aspire to success. This tendency is related to the mo-
tive for success, the subjective probability of success as well as the incentive to succeed. He sees
the second tendency as a tendency to prevent failure. This tendency is then expressed by the mo-
tive for failure, the subjective probability of failure, and the negative incentive to fail. Perfor-
mance motivation is then understood as activation through the opposition of feelings related to
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performance, i.e. pride and shame. The likelihood of success or failure is directly related to the
complexity of the task. The incentive to succeed increases with decreasing probability. The harder
the task, the more pride comes there in overcoming it. Conversely, a negative incentive to fail is
an inverse function of the probability of success. The shame in failure is the greater the easier the
task (Bolte, 2015). In practice, this makes it possible to distinguish patterns of employee behavior
in different situations. Employees who tend to strive for success choose the most common medi-
um-difficult tasks. These employees want to perform so that they can experience the feeling of
success themselves. The situation is different for employees who tend to avoid failure, i.e. to fail.
These employees choose very easy and affiliation, that is considered by employees to be kind and
friendly, but at the same time often too soft and unmotivating. The motif of the affiliation ex-
presses the need for friendship, cooperation, the joy of working together. People with this type of
motivation have very developed characteristics such as empathy or confidence.

According to Furnham (2017), motivation can be easily measured, as employees like to
talk about their commitment to work. Just because it is measurable does not mean it is easy. There
is no one reliable test. There are several tests, it is much more important for which employee to
use the right one. Rheinberg (2019) proposed a general scheme, and on the basis of the elabora-
tion of the questions in it, it is possible to determine whether there is a deficit of motivation in the
given case. Frequently applied methods include questionnaires and direct interviews with em-
ployees. It is important to determine the state of demotivation in employees as soon as possible
and to take steps to re-energize the employee. Motivation is closely related to management. We
know management through structures and through people. Among the first so-called indirect
management we include management with the help of standards, regulations, plans, bonus sys-
tems, etc. The second is the so-called direct management or face-to-face management through
interviews, meetings and the like. Comelli (2014) describes management as the redirection of
work that one person, in this case a manager, cannot do to others, i.e. employees. According to
him, a good manager knows that he needs his employees mainly to fulfill his goals, and therefore
he does not consider them as servants, but as co-workers. And he is looking for ways to motivate
them perfectly. It has long been the case that the only motivation is salary. The author Page
(2008) states that motivation is defined as a process that corresponds to the intensity, direction of
the individual and continuous effort to achieve a goal. The manager directs subordinates to
achieve the results required or outlined by the organization and is also responsible for the rela-
tionship between motivation, skills and employee performance. Employees want to be motivated
by praise, recognition but also some form of protection by management. If managers do not do so,
they run the risk of employees firing them, failing to perform well, even opposing the manager, or
resigning internally. The last phenomenon of internal termination greatly threatens the further
operation of the company. The employee decided not to leave the company for sure. He enjoys
the benefits of work, such as salary, colleagues, good food over lunch break. However, his work
performance is declining, he is no longer actively interested in what is happening in the company,
he often talks about it as if he no longer belonged there (they, those who decided ...), he often uses
irony. Such an employee also significantly disrupts the working atmosphere, so he must be recog-
nized and a plan for the acquisition of a manager should be developed through a mutual interview
with his superior.

The basis of the interview is mutual trust and the ability of the opponent to see the prob-
lem. Among the so-called the cover-up maneuver of internal dismissal, we include active com-
plaint, but at the same time no activity on the part of the employee. The employee gives the im-
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pression that he is interested in what is happening, that he is engaged and suffering. He is often
revealed that he is unable to take any action against everything that bothers him. This is the so-
called fixed dissatisfaction. Comelli (2014) gives a provocative comparison between machines at
work and humans. As the technique is expensive, we all treat it with gloves, or let it be examined
by experts once in a while as a precaution. We leave open the question of what we do with people
and how much one person costs. It is important for managers to be able to motivate their employ-
ees at work or to be able to create an environment in the company in which people motivate
themselves. If the leader works with enthusiasm and is optimistic about solving problems, in our
opinion he is an attractive example of work motivation for subordinates. The working atmosphere
full of positive energy and desire to work and the optimistic approach of the manager is transmit-
ted to people in a positive light and subordinates come to work motivated.

In her article, Jane F. Maley (2018) examines the common link between the development
of employee skills and the financial economy in times of economic turbulence by developing the
argument that skills are strategic options that provide platforms for exploring opportunities. In-
vesting in employee skills allows companies to adapt and change and have irreversible quality,
and it is this irreversibility that defines the value of skills as a strategic option. The author illus-
trates these ideas for assessing competencies as strategic options in her paper through a formal
descriptive model that has the potential to empower the organization to achieve both short-term
and long-term strategic fiscal goals within the financial constraints of austerity measures. Im-
portantly, the model is important for building, integrating, or reconfiguring functional capabilities.
Kogut and Kulatilaka (2001) state that the principles of the theory of real possibilities mean that
companies should proactively develop the skills of employees thus they can react when changes
occur. In this sense, capabilities can be seen as options, as they reduce the cost of adjustments in
the event of changes, preserve value and create flexibility in decision-making and operation. Dy-
namic capabilities play an important role in organizations. The dynamic abilities of organizations
are intensely influenced by the educational abilities of their employees and vice versa (Ambrosini
& Bowman, 2009). The philosophy of dynamic skills helps to explain why companies have a con-
stant demand for versatile and flexible skills of employees. Through dynamic skills, managers
change the base of their resources to create new value creation strategies (Eisenhardt & Martin,
2000).

According to Hennessey (2015), the intrinsic motivation is the motivation to do some-
thing for oneself so that man can enjoy a task. On the other hand, external motivation is the moti-
vation to do something to achieve an external goal or to meet an externally imposed restriction.
Feelings of self-determination, control and satisfaction have long been associated with an inter-
nally motivated state. Environmental constraints, such as deadlines, expected rewards or upcom-
ing assessments can weaken the sense of self-determination and create an external orientation. In
certain circumstances, certain forms of reward can improve intrinsic motivation through a process
of motivational synergy. Internal motivation is associated with creativity of success, longer learn-
ing and perseverance.

2 Methods of work and methodology of paper processing. The marketing survey was
conducted in the form of questionnaire, which was then evaluated and consisted of 13 questions.
The survey was attended by 52 respondents, 37 women and 15 men. The survey was conducted
from April to May 2020 online using EasyFeedback. The questionnaire was processed using sta-
tistical software SPSS 25.0, where a cross table with Chi-Quadrant was used. 6 hypotheses were
established. Employees were asked various questions regarding their motivation, goals and de-
sires in the workplace. In addition, topics such as feedback, impact on work performance and
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communication were addressed. The aim of the study was to identify the factors that could have
the greatest impact on work performance and employee satisfaction. Gender and age differences
were examined, as well as distribution differences between employees with / without regular
feedback and perceived valuation. Data were examined using SPSS 25.0 statistical software, a
chi-square cross-tabular test. The assumption was nominal or sequential scaling of items. One
issue was graded and was not taken into account in this method. The frequencies were found to
change for only two questions (square (1, n = 52) = 0.308, p = 0.579); (square (1, n = 52)) =
1.923, p = 0.166)] did not differ significantly. All other items considered could show significant
differences in frequency. In order to take a closer look at the frequency distribution, the items
were compared in crosstabs. In particular, group differences related to age, gender, feedback and
appreciation and their impact on the assessment of work motivation and needs, impacts on work
performance and integration into society / team were taken into account. Employees without
feedback or appreciation can be expected to rate their work motivation significantly worse than
employees with feedback or appreciation in the workplace.

3 Survey results. Hypothesis A: "Gender Hypothesis"

There are significant (p = <0.05) gender differences in the evaluation of work motivation.
37 women and 15 men were interviewed. The chi-square test cross-table was not able to identify
any significant gender differences for any of the questions or subject areas. Even with a closer
look at work motivation, it was not possible to determine any differences in distribution (chi-
square (1, n=52) = 1,949, p = 0.60). Hypothesis A must therefore be rejected. There are no gen-
der differences in the evaluation of work motivation.

Hypothesis B: ""Age hypothesis"

There are significant (p = <0.05) age differences in the evaluation of work motiva-
tion.

Age was divided into 4 groups in order (18-30, 31-40, 41-50, 51-65). Using a crosstab
with a chi-square test, significant differences in the evaluation of different items can be identified.
However, no age differences could be found when considering work motivation (square (1, n =
52) =2,308, p = 0.511). Hypothesis B must therefore be rejected as it was not possible to deter-

mine age differences.

Hypothesis C: "Feedback Hypothesis"

Employees with feedback evaluate their work motivation significantly better than
employees without feedback (p = <0.05).

A nominal survey was conducted to find out whether employees received feedback or not.
The employees were grouped on the basis of their statements and considered the appropriate mo-
tivation to work. It was found that employees with feedback rated their work motivation signifi-
cantly better than employees without feedback (Chi-Quadrat (1, n = 52) = 4,713, p = 0.30). Al-
most 90 percent of respondents with feedback went to work motivatedly. In contrast, almost 40
percent of people without feedback went to work without motivation. Therefore, hypothesis C can
be assumed. In addition, other interesting, significant frequency distributions could appear. More
than 90 percent of employees who also receive feedback also receive "well-formulated work or-
ders". On the other hand, employees without feedback receive only barely 50 percent (square (1, n
=52)=9.137,p =0.003).

Hypothesis C-1: "Feedback on the working climate"

Employees with feedback rate their work atmosphere significantly better than em-

ployees without feedback (p = <0.05).
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In addition to work motivation, the work atmosphere also took into account the feedback
factor. It can be assumed that receiving feedback has an effect on the working atmosphere. For
this purpose, differences in average values were examined using a one-way analysis of variance
when evaluating the working atmosphere. No significant difference in mean values can be deter-
mined (F (1.50) = 2 848, p = 0.988). Only less than half of the people without feedback (M =
2.61, SD = 0.786) stated that the working atmosphere was "good" or better. On the contrary, with
feedback it is 80 percent of respondents. However, hypothesis C-1 did not see any significant dif-
ference, and therefore this hypothesis must be rejected.

Hypothesis D: "Value Hypothesis"

Employees who feel rewarded evaluate their work motivation significantly better (p
= <0.05).

After examining the effects and differences in the distribution of feedback, we now come
to a "sense of appreciation" (question 4). It can be assumed that employees who feel rewarded
show increased motivation to work. In terms of the crosstab, including the chi-square test, signifi-
cant differences were found (chi-square (1, n = 52) = 4.223, p = 0.50). 80% of respondents were
also motivated. In contrast, only 50 percent of employees without awards.

In addition, the valuation was assessed together with the "participation in the company".
There were found to be significant differences (chi-square (1, n = 52) =7 764, p = 0.007). 75 per-
cent of people without appreciation did not feel involved in company. In contrast, only 30 percent
of people with awards.

In addition, the working atmosphere was assessed along with the perceived valuation
based on a one-way analysis of variance. Significant differences in mean values were found (F
(1.50) =7.203, p = 0.004). Employees who also feel valuable in the workplace also rated the work
atmosphere significantly better.

Hypothesis E: "Transformational hypothesis"

Employees who feel involved in the company evaluate their work motivation signifi-
cantly better (p = <0.05).

The hypothesis examined the impact of inclusion in company on work motivation. No
significant difference was found (square chi (1, n = 52) =2 235, p = 0.120). This hypothesis must
therefore be rejected.

However, a significant difference in observation could be determined along with the
feedback (square chi (1, n = 52) = 4.382, p = 0.34). Employees who do not feel involved in the
company also receive significantly lower feedback (71 percent).

Hypothesis F: "Wage hypothesis"

Employees who feel involved in the company rate cash rewards as less attractive (p =
<0.05).

The wage hypothesis considers differences in integration into society in terms of mone-
tary desires or needs. These include items 7, 8 and 9. No significant differences could be identi-
fied. Neither for item number 7 (square (1, n = 52) =2 780, p = 0.595), item 8 (square (1, n = 52)
= 0.644, p = 0.993), nor item 9 (Chi-square (1, n = 52) = 4,246, p = 0.515) the effects of social
inclusion on monetary desires or needs can be determined. Overall, it can be stated that cash re-
ceivables were in the forefront. Respondents only answered question 8 that wages did not mainly
concern work performance (11.5%). Above all, however, it is the most important thing (question
no. 7; 30.8%) and the wage increase is what you want most (question no. 9; 36.5%).

Survey summary. The first and second hypotheses concerned the reference questions,
namely whether it affects the motivation of gender or age. The established hypotheses were not
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confirmed and no significant differences were found among women and men, or among individu-
al age groups. Another hypothesis was the relationship between feedback and employee motiva-
tion, which was confirmed. It turns out that employees who receive feedback come to work more
motivated. The statistical program also revealed an unexpected interesting result, namely that em-
ployees who receive feedback also receive well-formulated work orders. The fourth hypothesis
we set was the relationship between feedback and the working atmosphere. This hypothesis was
not confirmed and no significant results were found to confirm this relationship. The fifth hypoth-
esis says that rewarded employees have better motivation. The hypothesis was confirmed. Sec-
ondary statistically significant results were the relationship between employee appreciation and
the feeling of being part of the company, as well as the relationship between employee apprecia-
tion and a good working atmosphere. Both of the above relationships have been confirmed. An-
other hypothesis we set was the so-called transformation hypothesis, i.e. that employees who feel
part of the company are also more motivated. This hypothesis has not been confirmed. However,
a secondary element points to the relationship between the feeling of being part of a company and
receiving feedback. Those who do not feel part of the business receive significantly less feedback.
The last hypothesis is that for employees who feel part of the company, cash valuation is less at-
tractive. This hypothesis has not been confirmed. Employees said that monetary evaluation did
not change their performance at work, but for most respondents such evvaluation is the most im-
portant at work and they wanted the salary increase the most.

The survey yielded many interesting results. Many hypotheses have been set so that they
can also be applied in practice, for example in the development of managerial skills and
knowledge in companies. The influence of feedback and appreciation of employees on their work
motivation and work atmosphere are especially important. We could see significantly better eval-
uations of work motivation and work atmosphere for those employees who receive feedback or
are appreciated. For practice, it is important to create systems and structures in which the feed-
back or evaluation of the employee for a well done job will be regularly incorporated into the
work process. The survey also revealed the relationship among feedback, appreciation and the
feeling of being part of the company. The feeling of being a part of the company forms the basis
for internal motivation. These data can be helpful for business development.

Conclusion. Managers have a set of incentives through which they can effectively influ-
ence the behavior and actions of people and work teams to effectively develop and use their po-
tential for responsible and quality work in relation to personal goals, but also in accordance with
the goals and interests of the entire organization. Motivation should be "personalized" for each
employee as much as possible, the organization and its managers should strive to find and be able
to effectively use motivational tools that affect employee satisfaction and motivation.

The article is a solution of the project Analysis of business trends in a changing Europe
IG-KEMM-01 /2017-3.3.9.
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