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Abstract: - In the constantly changing economic and social life, the examination of employee satisfaction and
motivation is inexhaustible both from a scientific and practical point of view. The main goal of the research
was to explore and understand the workplace factors that most affect the satisfaction and motivation of
employees working in southern Slovakia. Our goal was to identify the extent to which the factors we identified,
i.e. wages and benefits, professional development and learning opportunities, working environment and
conditions, and leadership style, affect employee satisfaction and motivation. The study was based on the
primary and secondary research. A quantitative research method, a questionnaire survey, was used during the
primary research. The snowball method was chosen as the sampling method. The data collection took place in
the spring of 2024, among employees working in SME. The research followed the logic of deductive research,
according to which the hypotheses were formulated on the basis of similar research. A total of 172 evaluable
responses were collected, of which 156 were used to test the hypotheses. For the statistical analysis of the data,
linear regression analysis and the Durbin-Watson test were performed. Satisfaction and motivation are closely
related phenomena, the development of which in an employee can still be mostly linked to wages and the
existence of benefits. Adequate working conditions and an exemplary leadership style also have a significant
impact on employee satisfaction, thus their commitment and staying with the company.
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1 Introduction technology, innovation, and globalization. The
Nowadays, people spend more than a third of their workplace - environment a}nd working cqnditiqns
lives at work. The nature of work is constantly play a fundamental role in employee satisfaction

and motivation. Competitive wages, the quality of

changing due to economic and social changes, ! -
working conditions, respect from the management,
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and the possibility of professional development are
factors that increase employee satisfaction. The
performance, commitment, and trust of a satisfied
employee increases, thereby reducing turnover,
which means cost savings for the organization. A
motivated employee is ready for action, creative and
innovative, and enthusiastically participates in work

processes. The satisfaction and motivation of
employees guarantee the long-term stability,
success, and development potential of an

organization.

The main goal of the research was to explore
and understand the workplace factors that most
affect the satisfaction and motivation of employees
working in southern Slovakia. Our goal was to
identify the extent to which the factors we
identified, i.e. wages and benefits, professional
development and learning opportunities, working
environment and conditions, and leadership style,
affect employee satisfaction and motivation.

2 Literature Review

The human factor is the key to the success of
companies and the achievement of their goals, and it
plays an important role from planning to evaluation,
[1]. [2] state that group motivation assessment is
becoming more important at the societal,
organizational, and individual levels. Group
motivation is affected by economic, social, cultural,
and technological changes. Developing an effective
employee motivation program should be a critical
task for every organization, [3]. Employee
satisfaction surveys are a crucial tool for
organizations to measure employee satisfaction. The
main purpose of such surveys is to identify areas
where employee conditions can be improved and
employee commitment and productivity can be
increased. In professional terms, we would speak of
this as a process of systematically collecting
employees’ opinions, attitudes, and evaluations
regarding working conditions, work environment,
work relationships, development opportunities,
compensation, and other aspects of employment,
[4]. Employees' motivation and satisfaction
influence their commitment to their organization
and their performance. Based on Herzberg's two-
factor theory of 1959, job satisfaction can be related
to motivational factors such as the nature and
outcome of the job and the recognition that job
performance can be enhanced. Maslow's Hierarchy
of Needs of 1943 emphasizes the importance of
satisfying higher needs, such as self-actualization
and esteem, through which engagement can be
increased. According to social exchange theory,
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satisfied employees are more inclined to put more
effort towards their organization and are more
committed, [5]. The goal of employee satisfaction
research was to determine which factors caused
satisfaction or dissatisfaction. Motivational factors
related to the need for growth and self-actualization
included achievement, recognition, the work itself,
responsibility, advancement, and opportunity for
growth. Related to the hygiene factors became
known: relationships with management,
interpersonal relationships, working conditions, and
pay, [6]. According to Lock and Latham’s goal-
setting theory states that goal-setting affects an
individual’s ~ motivation = and  performance.
Individuals can better understand what is expected
of them which allow them to focus their efforts
more effectively with the help of specific goals.
Individuals should be rewarded for achieving their
goals. Rewards can be financial bonuses,
promotions, recognition, or other forms of
performance recognition, [7]. Hackman and
Oldham’s Job Characteristics Model (JCM)
identified five main factors related to the job that
affect employee satisfaction and motivation: skill
variety, task type, task importance, autonomy, and
feedback about the job, [8].

Intangible rewards, and intrinsic motivational
factors such as recognition, survival instinct, a sense
of belonging, and a sense of achievement or power
have a positive impact on employee performance
and motivation. A motivated and satisfied employee
is a valuable employee for the employer, is willing
to invest extra time and energy. Intrinsic motivating
factors reduce turnover and increase employee
engagement. Extrinsic motivating factors enhance
employee performance by providing good working
conditions, a sense of security, an appropriate
remuneration system, status, flexible working hours,
responsibility, and guidance. Employee satisfaction
is also influenced by support from management,
clearly stated goals, work, community, working
environment and conditions, and an appropriate
remuneration system, [9]. Satisfaction is a feeling or
attitude of the employee related to the job and the
work environment, in fact, the fulfilment of
expectations of the job. A satisfied employee feels a
heightened sense of commitment to his organization
and his tasks and is emotionally and cognitively
attached to his job and organization, [10].
Motivation is a stimulus or driving force that fills
the employee's enthusiasm and encourages him to
work and integrate. Motivation can be used to
motivate employees to take action and to increase
the need to meet organizational goals. Motivation is
a psychological process by which individuals act
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with confidence and purpose. Employee motivation
can take the form of coercion or punishment, but
can also take the form of rewards and praise, [11].
Employee satisfaction is most closely related to the
working conditions provided, [12]. [13] identify
several main factors influencing job satisfaction,
namely working conditions, personality, pay, and
corporate social responsibility. Satisfied people talk
positively about their organization, help others, and
go beyond basic expectations of their job. Satisfied
managers and employees increase customer
satisfaction and loyalty. People who believe in
themselves, their abilities and competencies, and
their value to the organization tend to be more
satisfied than those who do not, [14]. Constant
negative feedback from management or a new
workgroup in which an employee does not fit can
have a significant impact on satisfaction in the long
run, [15]. Organizational change, lack of recognition
from management, or unprofessional behavior from
colleagues is among the most common reasons why
people end up dissatisfied with their jobs, [16]. The
main purpose of employee satisfaction surveys is to
help the organization better understand the needs
and expectations of employees so that they can
create a healthy and productive working
environment. It is an important tool in human
resource management that can contribute to
increasing employee satisfaction, commitment, and
performance, [17]. In a study by [18], employee
performance and satisfaction are most influenced by
a commitment to the organization, strong
motivation, and adequate remuneration. In their
research [19] investigated the impact of monetary
and non-monetary rewards on the performance,
motivation, and satisfaction of talented employees
in the education sector. They found a positive
relationship between rewards and employee
performance, and between monetary rewards and
employee satisfaction, and found that continuous
improvement of the overall reward system is needed
to motivate employees. [20] describe job
satisfaction as a broad and multidimensional
concept that is a relationship between what an
organization receives and provides. Their results
show that achieving the right work-life balance in
both professional and private life has an impact on
employee satisfaction and motivation. When this
balance is achieved, employees report high levels of
satisfaction and motivation, which positively
influence their performance. [21] found that
employee motivation depends on non-monetary
rewards, whereby employees value professional
development, strong team cohesion, and effective
communication and interpersonal relationships
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between management and employees. Good
relationships result in a safe working environment
and high-quality performance against organizational
objectives. According to [22] in order for employees
to work well and perform well, they need motivated
behavior. Motivated employees are more satisfied
with their jobs and less at risk of burnout and
turnover. Satisfied employees are influenced by the
pay they receive for their work, the opportunity for
professional development, and the good relationship
they have with their work community. The theory of
fair pay states that employees feel motivated and
satisfied if they perceive their pay to be fair in
relation to their efforts and contributions and not
unfair to others, [23]. [24] focusing on small and
medium-sized  enterprises,  investigated  the
relationship  between  employee  motivation,
satisfaction, and commitment. Their results show
that all three factors are equally important for
employee retention, long-term performance and
sustainability. [25] looked at the situation of
workers in the banking sector. It found that
employees are most dissatisfied with the
compensation package, followed by rewards, lack of
motivation, career development opportunities,
management style, job title, and responsibilities.
Research by [26] suggests that there is no significant
relationship between motivation and performance
and satisfaction and performance, but that
motivation and satisfaction are complementary
phenomena among the employees. [27] found that it
is essential for management to identify the needs of
employees, which leads to the possibility of
developing a motivation plan. The key to the
success of a motivation plan, in addition to
managerial commitment, is to select between
current, urgent, and potential needs. The results of
[28] report that motivation, satisfaction,
commitment, and appropriate = compensation
enhance employee performance. Research by [29]
shows that a supportive work environment and
innovative leadership style have a positive impact
on employee satisfaction and engagement.
Furthermore, organizational culture has a significant
impact on motivation by encouraging employees to
perform their tasks responsibly. Organizational
culture and motivation are strongly correlated in
terms of recognition and self-actualization. [30]
believe in inclusive leadership, which values
diversity and encourages employees to enhance their
cognitive skills. Inclusive leadership increases
employees’ creativity, and willingness to innovate,
and builds stronger trust between the leader and the
subordinate. [31] measuring employee motivation is
a difficult and challenging task. Monetary incentives
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are important for employees, but they are not the
only incentives. Organizations must continually
modernize their HR strategies to maintain employee
motivation to meet the expectations of today’s
employees. According to [32] the key to success is
not only the leader’s ability to organize and
coordinate financial resources but also to recognize
the diversity of the organization’s needs and
develop a motivation system that satisfies them. [33]
concluded that satisfied employees are an
irreplaceable asset to any employer, as they
understand and identify with the organizations’
goals, are loyal, and have a positive impact on the
attitude of their colleagues. Employee satisfaction is
closely linked to work efficiency, which leads to
improved organizational performance.

Following the logic of deductive research, two
hypotheses and their corresponding null hypotheses
were formulated based on the readings in current
research:

H1: Employee satisfaction is influenced by
wages and benefits, working environment and
conditions,  opportunities  for  professional
development and learning, and leadership style.

HO: Employee satisfaction is not affected by all
of the following workplace factors.

H2: Employee motivation is influenced by wages
and benefits, working environment and conditions,
opportunities for professional development and
learning, and leadership style.

HO: Not all of these workplace factors have an
impact on employee motivation.

3 Material and Methods

The study is based on secondary and primary
research. The secondary research provides an
overview of the current international literature on
employee satisfaction and motivation, which helps
to introduce and facilitate the empirical part and to
explore the relationship between satisfaction and
motivation. Following the logic of deductive
research, the research focused on the statistical
evaluation of two hypotheses formulated on the
basis of literature, which was carried out on the
basis of the analysis of the collected data. The
primary research was conducted using a quantitative
research method, including a questionnaire survey.
Both paper and electronic QR-coded versions of the
questionnaire ~ were distributed to potential
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respondents in Hungarian and Slovak. The data was
collected confidentially and the identity of the
potential respondent was not compromised. The
sampling method was snowball sampling, whereby
the potential respondent could share the
questionnaire with others. The target group was the
employees in small and medium enterprises in
Southern Slovakia, without any other specific
characteristics. The  structured  questionnaire
contained a total of 15 questions. The first section of
the questionnaire asked for demographic
information, including the respondent's gender, age,
education level, and employment-related
information, including the respondent's work
experience and current position. In the substantive
section of the questionnaire, respondents' motivation
and satisfaction were assessed in the context of a
number of job-related factors, such as remuneration
system (wages and benefits), working environment
and conditions, opportunities for professional
development and learning, and leadership style.
Questions were designed to elicit the preferences of
potential respondents, for which a 5-point Likert
scale was used. On the scale, 1 usually indicated the
option of being completely dissatisfied, while 5
indicated the option of being completely satisfied. In
relation to scale-type questions, the Cronbach alpha
value was quantified, which is a measure of internal
consistency and reliability and provides information
about the appropriate measurement of scale items.
Cronbach alpha can take a value between <0;1>,
with a reference value of 0.7. Furthermore, in
relation to scale-type questions, Hotelling’s T-
squared multivariate statistical test was also run,
which shows, at a significance level (p<0.05),
whether the means of two or more groups are
significantly different from each other. The
relevance of the questions was verified by a
preliminary pilot study. The pilot study was
conducted on a small sample, which determined that
the questions were understandable and suitable for
conducting empirical research. Data collection took
place in spring 2024. The rate of completed
questionnaires was 76%. 75% of the questionnaires
(129) were completed on paper, and 25% (43) were
completed using QR codes. 172 valuable responses
were received from the split questionnaires. When
testing the hypotheses, a total of 156 responses were
available, covering employees, shift managers, and
middle managers. The response of shift managers
and middle managers proved to be valuable, as they
also have a supervisor and their satisfaction and
motivation regarding the given factors can be
measured. The data were presented in summary
tables and statistically analyzed in IBM SPSS
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Statistic 23. A normality test was performed for one
interval scale variable. The statistical parameters of
the variable and the results of the Kolmogorov-
Smirnov and Shapiro-Wilk tests were not
significant, as the (p>0.05) condition was not met.
The level of significance was 0.000 for both tests,
thus it can be concluded that the data were derived
from a normal distribution, i.e. the data were
analyzed using a parametric statistical test. The
hypotheses were tested using linear regression
analysis, a statistical test that examines the effect of
one or more independent variables on a dependent
variable. The conditions for performing linear
regression are that the dependent and independent
variables must be measured on a ratio scale, there
must be a linear relationship between the two
variables, there must be no significant outliers, it
must be independent of the observations, the data
must show homoscedasticity and must come from a
normal distribution. In addition, a Durbin-Watson
statistical test was also performed, which in the
context of regression analysis is used to detect
correlations between prediction erTors
(autocorrelation).

3.1 Data Collection

In Table 1, the demographic and employment data
are analyzed using simple descriptive statistics and
frequency calculations. The mode frequency value
(Md.), mean (Mn.) and standard deviation (Std.
Deviation) values were quantified for the variables:
age, education, position, and years of work
experience. The data was cleaned and coded. The
total sample size was N=172. 50% of the
respondents were female and 50% were male. There
was no gender over- or under-representation, as the
proportion of women and men was equal among the
respondents. For age as a continuous variable,
respondents were divided into four groups. 24.4% of
respondents were in the 25-35 age group, 32.0% in
the 35-45 age group, 28.5% in the 45-55 age group
and 15.1% in the 55+ age group. The average age
was in the 35-45 age group (Md.=2; Mn. =2.34; Std.
Deviation=1.011). For the ordinal measurement
level variable of education, respondents can be
divided into three groups. 8.2% of respondents have
primary education, 84.8% have secondary education
and 7.0% have tertiary education. The most
frequently indicated was the secondary school
(Md.=2; Mn. =2.00; Std. Deviation=0.392). In the
case of position in the workplace, respondents are
divided into three groups. 83.2% of respondents
hold an employee position, 5.8% a managerial
position (shift manager), and 11.0% a middle (3
response) or senior management position. The
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largest group of survey participants holds employee
positions Md.=1; Mn. =1.28; Std.
Deviation=0.652). In terms of years of work
experience, respondents can be divided into four
groups. 3.5% of respondents have less than 1 year of
work experience, i.e. they are still in their early
career. 4.7% of the respondents had between 1 and 5
years of work experience, 48.8% between 5 and 10
years and 43% had more than 10 years of work
experience. The largest group of employees has
between 5 and 10 years of work experience (Md.=3;
Mn. =3.31; Std. Deviation=0.722).

Table 1. Demographic and employment data

N=172; Frequency Percent
Total 100% (%)
Gender Male 86 50%
Female 86 50%
25-35 age group 42 24.4%
Age 35-45 age group 55 32.0%
& 45-55 age group 49 28.5%
group over 55 years of
26 15,1%
age
Primary school 14 8.2%
Education  Secondary school 144 84.8%
University degree 12 7.0%
Employee 142 83.2%
.. Shift managers 11 5.8%
Position Middle and Senior
19 11.0%
manager
less than 1 year 6 3.5%
?:ﬁ(s of 1-5 years 8 4.7%
experience 5-10 years 84 48.8%
more than 10 years 74 43.0%

Source: Based on questionnaire survey, own editing, 2024

4 Results

Table 2 contains the reliability, scale statistics, and
the results of Hotelling’s T-test. The number of
scale items examined is 6, and the Cronbach alpha
value is 0.827, which means that the scale measures
satisfactorily and 1is reliable. The Hotelling’s
T*=161.367; F=31.472; df1=5; df2=157
(p=0.000<0.05) significance level is significant,
meaning there is a significant difference between
the means of the variables examined. This means
that respondents rated a variable to different
degrees.

Table 3 presents summary statistics based on the
variables examined. It shows the mean of the
correlation between the variables, variance, and
range.

Table 4 presents the descriptive statistical
analysis of the variables included in the hypothesis
tests. The mode, mean, std. deviation and
percentage distribution of the variables were
quantified. 51.2% of respondents rated their overall
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satisfaction as strong (Md.=4; Mn. =4.13). Creating
a suitable working environment, 47.7% of
respondents consider leadership style to be
completely important (Md.=5; Mn. =4.19), while
37.8% (Md.=4; Mn. =3.37) of respondents consider
wages and benefits, as well as providing the right
atmosphere and working conditions, to be equally
important. Providing professional development and
learning at a workplace is moderately important to
34.3% (Md.=3; Mn. =3.48) of respondents. 30.8%
(Md.=5; Mn. =3.62) of respondents rated their
overall motivation as medium.

Table 2. Reliability and scale statistics

Reliability Statistics

Cronbach’s alpha
Cronbach’s alpha based on N of items
standardized items
.827 .832 6
Scale Statistics
Std,
Mean (Mn.) Variance Deviation N of items
22.18 24.545 4.954 6
Hotelling’s Test
Hotelling’s F dfl df2 Sig.
TZ
161.367 31472 5 157 .000

Source: Based on questionnaire survey, own editing, 2024

Table 3. Summary items statistics

Mn. Min. Max. Range Var.
Item
Means 3.697 3.315 4.179 .864 141
Inter-Item
Correlations 452 .353 .666 313 .007

Source: Based on questionnaire survey, own editing, 2024

Table 4. Descriptive statistics of variables included
in the hypothesis tests

Mode | Mean Std. Percent
(Md.) | (Mn.) | Deviation (%)
Satisfaction 4 4.13 0.851 51.2%
Motivation 5 3.62 1.288 30.8%
Wages and benefits 4 3.37 1.318 37.8%
Work  environment
and conditions 4 3.30 1.249 37.8%
Professional
Development and 3 348 1.116 34.3%
Learning
Leadership style 5 4.19 0.979 47.7%

Source: Based on questionnaire survey, own editing, 2024
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Hypothesis H1 assumes, that there will be a
significant relationship between all independent
variables and the dependent variable. Hypothesis HO
assumes, that there will be no significant correlation
between all independent variables and the dependent
variable.

H1: Employee satisfaction is influenced by wages
and benefits, working environment and conditions,
opportunities for professional development and
learning, and leadership style.

HO: Employee satisfaction is not affected by all of
the following workplace factors.

The regression model under consideration is:
employee satisfaction = intercept + bl1*wages and
benefits + b2*work environment and conditions +
b3*opportunities for professional development and
learning + b4*leadership style + e

Table 5 compares variables measured at a high
measurement level on an interval scale. The
dependent variable is employee satisfaction, the
independent variables are wages and benefits,
working environment and conditions, opportunities
for professional development and learning, and
management style. Linear regression analysis,
which examines the effect of one or more
independent variables on a dependent variable, was
used to examine the relationship between the
variables. The analysis assessed the significance and
strength of the effect of the variables, as well as the
model as a whole. The Durbin-Watson value is
1.971, i.e. it can be concluded that there is no
autocorrelation (correlation between prediction
errors) between respondents, as the value falls in the
range <1.5-2.5>. In the table, the F-test shows
whether the model as a whole gives a significantly
better estimate than the mean, i.e. whether the
variables can explain a sufficiently large proportion
of the variance. The significance level for the F-test
1s 0.000, which is less than 0.05, and therefore the
model has significant explanatory power. Therefore,
the model constructed can be further analyzed.
Next, the ability of the model to explain a
proportion of the variance of the dependent variable
can be examined, as indicated by the R? value.
R?=0.468, i.e. the model is able to explain a
significant part of the variance of the dependent
variable, 46.8%. The analysis can also take into
account the Adjusted R? value, which is not based
on the sample but on the population. Ideally, the two
values should be close, as shown in the example,
where R? is 0.468 and Adjusted R? is 0.439.
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Table 5. Model Summary

Std.
Error of
Model R R Adjusted R the Durbin-
Squar Square Estimate Watson
e
1 .684* 468 439 615 1.971
ANOVA
Model Sum of
1 Squares df  Mean Square F Sig.
Regression  49.127 8 6.141 16.261 .000°
Residual ~ 55.892 148 378
Total 105.019 156

* Dependent Variable: Satisfaction
® Predictors (Constant): Wages and benefits
Work environment and conditions
Professional development and Learning
Leadership style
Source: Based on questionnaire survey, own editing, 2024

In Table 6, the impact of the individual
components of the model, i.e. the predictors, is
examined. The significance level (p) for the t-test is
quantified for the four independent variables. Under
the same condition, i.e. p<0.5, it is possible to
determine whether there is a significant relationship
between the dependent and independent variables.
For the wvariable working environment and
conditions, the significance level for the t-test is
0.535, which is not much higher than 0.05, but the
significance condition does not hold, i.e. there is no
statistical relationship between the independent and
dependent variables. Therefore, the satisfaction of
the employees is not influenced by the working
environment and conditions. For the variable
leadership style, the significance level for the t-test
is 0.668, which is greater than 0.05, meaning that
the significance condition is not valid, i.e. there is
no statistical correlation between the independent
and dependent variables. This means that the
satisfaction of the employees is not influenced by
the leadership style. For the variable wages and
benefits, the significance level for the t-test is 0.001,
which is less than 0.05, indicating that the variable
is significantly related to the dependent variable, i.e.
employee satisfaction. The t-test significance level
for the variable opportunity for professional
development and learning is 0.000, which is less
than 0.05, indicating that the variable is significantly
related to the dependent variable, employee
satisfaction. The strength and direction of the effects
can be estimated from the B value, which is the
average change of 1 unit in the value of the variable
that results in a change in the value of the dependent
variable. For the variable wages and benefits, the
value of B has a positive sign, i.e. B=0.164, which
means that if the amount of wages and benefits
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increases by 1 unit, the employee satisfaction
increases by 0.164 points. For the wvariable
opportunities for professional development and
learning, B has a negative sign, i.e. B=(-0.269),
which means that if the number of opportunities for
professional development and learning increases by
one unit, the employee satisfaction decreases by
0.269 points. Furthermore, to compare effects, we
need to interpret the Beta coefficient, which works
in the same way as the Pearson correlation
coefficient. The statistical test shows that the
presence of wages and benefits (Beta=0.258) has an
impact on employee satisfaction. Surprisingly,
although the opportunity for professional
development and learning Beta=(-0.392) has an
impact on employee satisfaction, it is rated
negatively by employees compared to wages and
benefits. This implies that employees’ satisfaction is
affected by professional development and learning
opportunities, but they do not increase them. The
employees are much more satisfied with wages and
benefits. After testing the first hypothesis, the
results can be partially identified with the findings
of, [9] that an appropriate remuneration system is
highly important in shaping employee satisfaction,
while leadership style and support, and, [12] that
work environment and working conditions, for the
employees in the present study, do not play a role in
shaping their satisfaction. Similarly, [18] mentions
the importance of an appropriate remuneration
system in enhancing employee satisfaction, but their
results emphasize the existence of commitment and
strong motivation towards the organization, which
was not demonstrated in the present research. [19]
showed a positive relationship between monetary
rewards and employee satisfaction, which was also
found in the present research. Parallels between the
results of, [22] and the results from the first
hypothesis test can only be partially drawn, as the
authors similarly consider pay for work as a salient
aspect, but their findings reflect the importance of
the opportunity for professional development and
the existence of good relationships with the work
community, which is not shown by the results of the
present research. [25] identifies employee
dissatisfaction mainly in terms of the inadequacy of
the compensation package and remuneration system,
but also the lack of motivation and career
development opportunities, the quality of the
management style and the quality of the jobs
created. The research results contradict, [29]
findings that organizational culture and leadership
style have a positive impact on employee
satisfaction. This is not the case for the employees
in the present study. Therefore, hypothesis H1 is
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rejected, and therefore hypothesis HO is proved, that
not all of the listed workplace factors have an
impact on employee satisfaction. In this research,
employee satisfaction is affected by wages and
benefits, and professional development
opportunities. Wages and benefits ensure the
financial stability and well-being of employees,
which is presumably why they contribute to their
satisfaction. It can be stated, that the satisfaction of
employees depends on wages and benefits, and
opportunities to develop and learn.

Table 6. Testing the effect between the components

of the model
Model Unstandardized Standardized
1 Coefficients Coefficients t Sig.
B Std. Beta
Error
(Constant) 3.153 423 7.458  .000
l\l *I‘lge‘}ft:nd 164 049 3380  .001
258
Working
environment 033 053 .050 621 535
and
conditions
Professional
Developmen 549 048 -392 -5.609 .000
t and
Learning
Leadership
style .026 .060 .039 429 .668

* Dependent Variable: Satisfaction

® Predictors (Constant): Wages and benefits

Work environment and conditions

Professional Development and Learning

Leadership style
Source: Based on questionnaire survey, own editing, 2024

Hypothesis H2 assumes that there will be a
significant relationship between all independent
variables and the dependent variable. Hypothesis HO
assumes that there will be no significant correlation
between all independent variables and the dependent
variable.

H2: Employee motivation is influenced by wages
and benefits, working environment and conditions,
opportunities for professional development and
learning, and leadership style.

HO: Not all of these workplace factors have an
impact on employee motivation.

The regression model examined: employee
motivation = intercept + bl*wages and benefits
+b2*work  environment and conditions +

b3*opportunity for professional development and
learning+ b4*1eadership style+ e

Table 7 compares variables measured at high
measurement levels on an interval scale. The
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dependent variable is employee motivation, the
independent variables are wages and benefits,
working environment and conditions, opportunities
for professional development and learning, and
management style. Linear regression analysis,
which examines the effect of one or more
independent variables on a dependent variable, was
used to examine the relationship between the
variables. The analysis assessed the significance and
strength of the effect of the variables, as well as the
model as a whole. The Durbin-Watson value is
2.132 ie. it can be concluded that there is no
autocorrelation between the respondents as the value
falls in the range <1.5-2.5>. In the table, the F-test
shows whether the model as a whole gives a
significantly better estimate than the mean, i.e.
whether the variables can explain a sufficiently
large proportion of the variance. The significance
level for the F-test is 0.000, which is less than 0.05,
and therefore the model has significant explanatory
power. Therefore, the model constructed can be
further analyzed. Next, the ability of the model to
explain a proportion of the variance of the
dependent variable can be examined, as indicated by
the R? value. R?=0.788, i.e. the model is able to
explain a robust 78.8% of the variance of the
dependent variable.

Table 7. Model Summary

Model R R Adjusted Std. Durbin-
Square R Square  Error of Watson
the
Estimate
1 788" 622 601 822 2132
ANOVA
Model Sum of df
1 Squares Mean F Sig.
Square
Regression 164.371 8 20.546 30.398 .000°
Residual 100.036 148
Total 264.408 156

Variable: Motivation

b Predictors (Constant): Wages and benefits

Work environment and conditions

Professional Development and Learning

Leadership style
Source: Based on questionnaire survey, own editing, 2024

Table 8 examines the impact of the individual
components of the model, i.e. the predictors. The
significance level (p) for the t-test is quantified for
the four independent variables. Under the same
condition, i.e. p<0.5, it is possible to determine
whether there is a significant relationship between
the dependent and independent variables. For the
variable working environment and conditions, the
significance level for the t-test is 0.564, which is not
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much higher than 0.05, but the significance
condition does not hold, i.e. there is no statistical
relationship between the independent and dependent
variables. This means that the motivation of the
employees is not influenced by the work
environment and conditions. For the variable
opportunity for professional development and
learning, the significance level for the t-test is 0.770,
which is greater than 0.05, meaning that the
significance condition does not hold, i.e. there is no
statistical correlation between the independent and
dependent variables. Therefore, the motivation of
the employees is not affected by the opportunities
for professional development and learning. For the
variable wages and benefits, the significance level
for the t-test is 0.003, which is less than 0.05,
indicating that the variable is significantly related to
the dependent variable, i.e. employee motivation.
The significance level for the t-test for the variable
leadership style is 0.000, which is less than 0.05,
indicating that the variable is significantly related to
the dependent variable, employee motivation. The
strength and direction of the effects can be estimated
from the B value, which is the average change of 1
unit in the value of the variable that results in a
change in the value of the dependent variable. For
the variable wages and benefits, the value of B has a
positive sign, i.e. B = 0.196, which means that if the
amount of wages and benefits increases by 1 unit,
the employee motivation increases by 0.196 points.
For the variable leadership style, B=0.550, which
means that if the quality of leadership style
increases by one unit, the employee motivation
increases by 0.550 points. Furthermore, to compare
the effects, it is necessary to interpret the Beta
coefficient, which works in the same way as the
Pearson correlation coefficient. The statistical test
shows that the presence of wages and benefits
(Beta=0.195) has a weaker effect, while the quality
of leadership style (Beta=0.522) has a particularly
strong effect on employee satisfaction. This
suggests that the best way to motivate the
employees is through a remuneration system that
suits them and that their motivation is determined by
their management style. The more human and
quality work is done by management, the more
motivation of employees can be increased. In the
findings of [26], motivation and satisfaction are
concepts that go hand in hand, which the results of
the present research can identify with, as almost
similar ~ workplace  factors influence their
development. The findings of [27] can also be
supported by the present research findings that
leadership style and attitude have a significant
impact on employee motivation. However, he
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stresses the need to develop a motivation plan, the
effectiveness of which he links to managerial
commitment. The results of [28] can also be
paralleled with the findings of the present research
that motivated employees to perform better through
an appropriate remuneration system. The findings of
[21] cannot be identified with the findings of the
second hypothesis test that in the present research,
the quality of the remuneration system and
leadership style is a determinant of employee
motivation. In the authors' findings, motivation does
not depend on monetary rewards, but more
importantly on professional development, strong
team cohesion, and effective communication
between management and employees, as well as a
safe working environment. Therefore, hypothesis
H2 is rejected, and therefore hypothesis HO is
proved, that not all of the listed workplace factors
have an impact on employee motivation. In this
research, employee motivation is affected by wages
and benefits and leadership style. Wages and
benefits ensure the financial stability and well-being
of employees, which is presumably why they
contribute to their motivation. The importance of
leadership style can even be reflected in the
adequacy of the incentive package provided to
employees. At the same time, leadership style can
contribute to creating the right working environment
and conditions, and to providing professional
training programs that serve to develop employees’
competencies. It can be stated, that the motivation of
employees to perform better and increase their
commitment depends on wages and benefits, and
leadership style.

Table 8. Testing the effect between the components
of the model

Model Unstandardized Standardized
1 Coefficients Coefficients t Sig.
B Std. Beta
Error
(Constant) -.036 .564 -.064 949
Wages and 196 065 3.036 003
benefits
.195
Working
environment .041 .071 .039 587 .564
and conditions
Professional
Development -.024 .083 -.020 -293 770
and Learning
Leadership
style .550 .080 522 6.830 .000

* Dependent Variable: Motivation

® Predictors (Constant): Wages and benefits

Work environment and conditions

Professional Development and Learning

Leadership style

Source: Based on questionnaire survey, own editing, 2024
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5 Conclusion

Motivation and employee satisfaction are two key
concepts in human resource management, which are
closely related and influence each other. The main
goal of the research was to explore and understand
the workplace factors that most affect the
satisfaction and motivation of employees working in
southern Slovakia. The research can be considered a
gap-filling study, as only a few researchers focus on
the region’s labor market situation and, therefore, on
the examination of employee satisfaction. The
results from the research are not representative, but
they can still lead to wvaluable conclusions,
identifying factors influencing the satisfaction and
motivation of employees in this region. Based on
the research, it was proven that many factors
influence the satisfaction and motivation of
employees of small and medium-sized enterprises in
southern Slovakia. The hypothesis test revealed that
the satisfaction of employees is influenced by the
provision of professional development and learning
opportunities, as well as the provision of wages and
benefits within an organization. Although the
opportunity  for  professional  development
determines employee satisfaction, increasing these
opportunities is less important to them than
increasing wages and benefits. Monetary incentives
can be a short-term incentive, but in the long-term,
providing opportunities for professional
development is key. This is also beneficial for the
employee, as the acquired knowledge and skills may
have greater financial implications in the future.
Furthermore, the motivation of employees depends
mostly on the leadership style, and on wages and
benefits. Monetary incentives can motivate
employees in the short term, but in the long term, a
supportive environment, providing development
opportunities, a good workplace atmosphere, and
establishing positive relationships within the
hierarchy can be much more motivating. The
correlation between motivation and leadership style
(B=0.522) also shows that leadership style strongly
encourages employees to perform better and identify
with the organization. Satisfaction and motivation
are closely related phenomena, the development of
which in an employee can still be mostly linked to
wages and the existence of benefits. Adequate
working conditions and an exemplary leadership
style also have a significant impact on employee
satisfaction, thus their commitment and staying with
the company. Employees who are satisfied with
their work and work environment are more easily
motivated to achieve higher performance and goals,
as they have a positive attitude towards their work
and the organization. When employees are
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motivated, they are usually more satisfied with their
work because they feel that, the work they do is
important and satisfying. It is important for
organizations to address the relationship between
motivation and employee satisfaction and strive to
create an environment that supports both key
aspects. Employee satisfaction and motivation are
subjective concepts, they can be interpreted
differently for each individual, which is why their
objective measurement is difficult. Since these are
phenomena that change dynamically over time, it is
not really possible to draw long-term conclusions.
The limitation of the research is reflected in the
composition of the respondents, but by filtering out
irrelevant data, we came to valuable conclusions.
The future research directions of the topic will
depend on the changing workplace environment,
technological development, and economic and
social trends, among other things it may be
worthwhile to focus on industry and generational
differences, sustainability and corporate
responsibility, and diversity.
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