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ABSTRACT

Employee performance and subsequently the enterprise performance is affected by
human resource management. The impact of motivation and meeting employees’ needs on
improving the performance and delivering it to required standard is fundamental. Motivation
factors as a part of employee motivation in wood-processing and forest enterprises based on
the average values of motivational needs are defined in the paper. Following the research
results and preferences mentioned by respondents, motivation factors included in the
motivational programme in forest and wood-processing enterprises with respect to existing
significant differences can be defined. The motivational needs of employees in forest and
wood-processing enterprises in the Slovak Republic are similar. In forest enterprises,
motivation factors might be focused especially on finances and then on relationships and
social status. In wood-processing enterprises motivation factors might be focused on
relationships and social status primarily and after that on finances.

Keywords: motivation factors, motivational programme, forest enterprises, wood-
processing enterprises.

INTRODUCTION

Market economy and social changes create the environment suitable for business
activity across all economic sectors in Slovakia, including forestry and wood-processing.
Therefore, the forestry-wood sector is considered one of the most important in Slovak
economy in terms of fulfilling social functions (LouCANOVA et al. 2017, DuSAK et al. 2017,
BALAZOVA — LUPTAKOVA 2016, FOREST EUROPE 2015). The contribution of the sector to
GDP of the Slovak Republic is 0.33%. Due to historical development, it is male-dominated
branch of the industry (average male to female ratio is 3:1) (ANKUDO-JANKOWSKA 2007). A
slight increase in the number of highly educated employees can be observed (PALUS et al.
2011). It is specific physically demanding job affected by weather conditions. In terms of
economic figures, the position of forest industry has been difficult for a long time
(HAJIDUCHOVA et al. 2016). While social requirements for the wood production are met by
running market, social requirements for other public functions of nonmarket character are
not covered economically enough. Proceeds from timber distribution presenting more than
80% of total proceeds are the main source of income of the forest industry (LOUCANOVA et
al. 2018).

Contribution of wood processing and furniture manufacturing industry to the GDP of
the Slovak Republic is smaller with less than 1 per cent. It is manual and highly sophisticated
work that need some sort of on-the-job training. The devaluation of technical and vocational
education can result in a lack of skilled labour necessary for this industrial sector. As the
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number of small and medium sized enterprises in the forest industry is high, forest sector
employment as a percentage of total employment in the country is not so high. However, in
several Slovak regions, it provides a spectrum of employment opportunities (ZELENA
SPRAVA 2017). Despite sufficient quantity of raw material and independence from the need
to import materials, amount of products completed is very low. It is especially due to losing
purchasing power of inhabitants. In comparison to the European standard, the opportunity
to sell cheaper products of poor quality imported from countries of central Europe is
encouraged (NEDELIAKOVA — PANAK 2015).

Human resource management is a work with people including the analysis of employee
performance, planning ahead the needs of workforce, selecting the candidates, training the
employees, their development, evaluation and motivation (ANDREWS 2016, VETRAKOVA et
al. 2016). It is aimed at ensuring the human resources, subsequently human potential in order
to achieve company goals (PEDRAZA MELO — BERNAL GONZALEZ 2018, LORINCOVA et al.
2016, SANCHEZ-SELLERO — SANCHEZ-SELLERO 2016, TOKARCIKOVA — KUCHARCIKOVA
2015, OLSOVSKA et al. 2013). Due to the uniqueness of human potential as a creator of all
the values, the potential of all employees must be used and developed deliberately to deliver
new values (STACHO et al. 2017, BAJzIKOVA et al. 2013). The effective development of
employee potential is based on systematic evaluation and motivation.

Employee motivation plays an important role in achieving great results in
organisations (KUCHARCIKOVA — MICIAK 2018, DAVYDENKO et al. 2017, LUCAS et al. 2004,
DUNFORD et al. 2001). Motivation encouraging an individual to work or to be interested in
a specific branch of industry can be pragmatic and idealistic at the same time (ROSAK-
SzYROCKA 2014). Motivation factors included in a motivational programme are important.
Expectations and engagement are formed and the performance of an employee or the work
groups is affected (JEONG — CHoI 2017, STACHO — STACHOVA 2017). Motives are parts of
each personality inciting human activity to achieve specific goals (ARTz 2008, STONE 2005).
They can be considered “an engine” of human activities. Moreover, they are a driving force
of the human personality, psychological factors and reasons associated with the behaviour
of individuals can be explained by motives (STACHOVA et al. 2019, FERRARO et al. 2018,
MINAROVA 2015, ALMOBAIREEK — MANOLOVA 2013). Needs that can be considered the
sources of intrinsic motivation together with interests, values and ideals are the strongest
motives of human behaviour and relate to the structure of human motivation (GOSSELIN et
al. 2017, KerTESz et al. 2017, LIZBETINOVA 2017). The motives like aspiration and ambition
follow the simpler motives only in the case they are fulfilled, i.e. a hierarchy in human
motives can be observed (Xu et al. 2017, ZUPERKIENE — ZILINSKAS 2008). Due to the fact
that the structure of human motivation is complex combination of individual motives, the
issue of motivation is included in the motivational programme of enterprises (FEJFAROVA —
URBANCOVA 2016). Motivational programme is focused on ensuring the optimum use of
manpower in the process of meeting the enterprise goals (standard performance and ability
when employees do not use their spare energy) and at the same time, on meeting the needs
and developing human personality at work (BRADY — KING 2018, DAUD 2015, KANFER et
al. 2012, RoBBINS et al. 2007). Creating the environment to support employee motivation in
an enterprise is the main goal of the motivational programme (MURA et al. 2017). Designing
the effective motivational programme is based on the assumption that the enterprise is able
to concentrate on factors reporting lower level of employee satisfaction or those important
for employee performance because of any other reasons (CseH PAPP et al. 2018). At the
same time, observing the changes must be in the centre of the attention as the motivation
factors are not stable (VETRAKOVA et al. 2017). They are affected by the age, gender,
education, experience, environment, etc. (LORINCOVA et al. 2018, KAMPF et al. 2017,
JELACIC et al. 2010).
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The aim of the paper is to compare the level of motivation of forest and wood-
processing enterprises in Slovakia. Defining the similarities or differences in motivational
programmes in forest and wood-processing enterprises in Slovakia and possibilities to create
a unified motivational programme taking into account specifics of the forest-wood complex
will be considered the result of the research.

EXPERIMENTAL PART

A questionnaire consisting of 30 closed-end questions was used to determine the level
of motivation in the enterprise at the actual time (HITKA 2009). The questionnaire was
divided into two parts. Socio-demographic and qualification characteristics of employees
were investigated in the first part. Basic data on respondents about their age, gender,
seniority, completed education and job position were gathered in this part. Individual
motivation factors used to find out the characteristics of the work environment, working
conditions, appraisal system and remuneration in the enterprise, personnel work in the
company, social care system and employee benefits as well as information about employee
satisfaction or dissatisfaction, their value orientation, attitude to work, to colleagues and to
the enterprise were mentioned in the second part. Motivation factors were arranged in
alphabetical order not to affect the respondents. Employees were asked to assign one point
of five points of importance from the Likert scale to each question. The level of motivation
of the desired and real state was determined by respondents. In the case of desired state,
ideas of respondents are used determine the motivation in the future. On the other hand, in
the case of the real state, satisfaction with the real-time motivation is presented and
highlighted.

The data gathered were processed using the STATISTICA 12.0 software (Dell,
Oklahoma City, Oklahoma). Firstly, descriptive statistics was used to define basic
differences between selected sample sets consisting of employees in wood-processing and
forest enterprises. The research was conducted in the course of four years, from 2016 to
2019. Representativeness was achieved with the number of respondents, 1,114 in total. 609
respondents were from wood-processing enterprises and 505 from forest enterprises.
Detailed description of respondents is given in Table 1.

Tab. 1 Description of the sample set.

Enterprises Wood-proc_essmg Forest enterprises Respondents’
enterprises articipation
Absolute Relative Absolute Relative | PP

Gender in %

frequency frequency | frequency | frequency
Male 378 62.07 315 62.38 62.21
Female 231 37.93 190 37.62 37.79

Age Absolute Relative Absolute Relative

g frequency frequency | frequency | frequency
Up to 30 154 25.29 133 26.34 25.76
31-40 242 39.74 172 34.06 37.16
41-50 157 25.78 138 27.33 26.48
51+ 56 9.20 62 12.28 10.59

. Absolute Relative Absolute Relative
Completed education

frequency frequency | frequency | frequency
Primary 82 13.46 99 19.60 16.25
Lower secondary 161 26.44 94 18.61 22.89
Upper secondary 229 37.60 155 30.69 34.47
Higher 137 22.50 157 31.09 26.39
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Years of working in the Absolute Relative Absolute Relative
enterprise frequency frequency | frequency | frequency
Less than 1 year 60 9.85 47 9.31 9.61
1-3 years 125 20.53 154 30.50 25.04
4-6 years 90 14.78 115 22.77 18.40
7-9 years 200 32.84 45 8.91 21.99
10 years and more 134 22.00 144 28.51 24.96
- Absolute Relative Absolute Relative
Job position £
requency frequency | frequency | frequency
Manager 86 14.12 82 16.24 15.08
Blue-collar worker 296 48.60 212 41.98 45.60
White —collar worker 227 37.27 211 41.78 39.32

Subsequently, hypothesis were defined as follows:

WH1 = It is assumed that in the employee motivation in wood-processing and forest
enterprises in Slovakia, there are same motivation factors from the 30 given in top positions.

WH2 = It is assumed that the level of motivation factors in top positions mentioned by
respondents in forest and wood-processing enterprises in Slovakia will be similar.

Due to the independence of sample sets, the significance of difference in the level of
importance was evaluated using the two-sample t-test for independent samples when
variances are equal or unequal.

Null hypotheses about the agreement of two means of two compared sets were tested.
The level of significance o = 0.05 was used in testing null hypothesis about the equality of
average values of individual motivation factors (MASON — LIND 1990).

RESULTS AND DISCUSSION

Following the results of perceiving the importance of motivation factors by the
employees, the order of importance of motivation factors in wood-processing and forest
enterprises could be determined (Table 2) and motivational programme tailored to the needs
of employees could be created. When determining the motivational needs of the employees
in wood-processing and forest enterprises in Slovakia, motivation factors atmosphere in the
workplace, communication in the workplace, good work team, fringe benefits, work
environment, supervisor’s approach, fair appraisal system, job security, basic salary and
workload and type of work were preferred by the employees in wood processing enterprises.
The focus is put on factors related to relationship, finances and social needs. The employees
of forest enterprises were motivated especially by the factors like fringe benefits, enough
free time, basic salary, good work team, fair appraisal system, working hours, workload and
type of work, job security, atmosphere in the workplace and individual decision making, i.e.
mainly factors related to finances, relationship and social needs.

Tab. 2 The motivation factors as a part of employee motivation in wood-processing and forest enterprises
based on average values of motivational needs.

WOOD-PROCESSING ENTERPRISES FOREST ENTERPRISES
Motivation factor mean Motivation factor mean
Atmosphere in the workplace 4.33 Fringe benefits 4.45
Communication in the workplace 4.20 Free time 4.32
Good work team 4.19 Basic salary 4.29
Fringe benefits 4.18 Good work team 4.30
Work environment 4.17 Fair appraisal system 4.25
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Supervisor’s approach 4.14 Working hours 4.28
Job security 4.06 Job security 4.26
Basic salary 4.06 Atmosphere in the workplace 4.23
Workload and type of work 4.04 Individual decision-making 4.23
Fair appraisal system 4.00 Workload and type of work 4.27
Prestige 4.00 Name of the company 4.21
Job performance 4.00 Communication in the workplace 4.19
Selfactualisation 4.00 Work environment 4.14
Social benefits 3.99 Supervisor’s approach 4.13
Information about performance result 3.98 Social benefits 4.12
Opportunity to apply one’s own ability 3.98 Information about performance result 4.12
Region’s development 3.98 Selfactualisation 4.12
Mental effort 3.97 Competences 411
Competences 3.97 Relation to the environment 411
Individual decision-making 3.96 Job performance 4.10
Working hours 3.95 Education and personal growth 4.09
Job safety 3.94 Physical effort at work 4.09
Career advancement 3.93 Opportunity to apply one’s own ability 4.06
Physical effort at work 3.93 Recognition 4.04
Company mission 3.88 Career advancement 3.99
Name of the company 3.87 Prestige 3.92
Relation to the environment 3.64 Company mission 3.87
Education and personal growth 3.63 Job safety 3.87
Recognition 3.59 Region’s development 3.84
Free time 3.54 Mental effort 3.82
Tab. 3 Frequency of evaluation and differences in significant motivation factors.
_ _ Absolute frequency Relative Absolute Relative
Fringe benefits frequency frequency frequency

Forest enterprises

Wood-processing enterprises

environment

1 4 0.79 3 0.49

2 15 2.97 28 4.60

3 45 8.91 88 14.45

4 128 25.35 227 37.27

5 313 61.98 263 43.19
Total 505 100.00 609 100.00
Work Absolute frequency fRelative Absolute Relative

requency frequency frequency

Forest enterprises

Wood-processing enterprises

1 14 2.77 12 1.97
2 13 2.57 20 3.28
3 79 15.64 127 20.85
4 148 29.31 211 34.65
5 251 49.70 239 39.24
Total 505 100.00 609 100.00
Fair appraisal Absolute frequency AR EOllUiEE ALY
frequency frequency frequency
system : - -
Forest enterprises Wood-processing enterprises
1 3 0.59 6 0.99
2 12 2.38 23 3.78
3 71 14.06 121 19.87
4 178 35.25 250 41.05
5 241 47.72 209 34.32
Total 505 100.00 609 100.00
Relative Absolute Relative
. Absolute frequency
Basic salary frequency frequency frequency

Forest enterprises

Wood-processing enterprises
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1 9 1.78 10 1.64

2 16 3.17 29 4.76

3 68 13.47 126 20.69

4 206 40.79 242 39.74

5 206 40.79 202 33.17
Total 505 100.00 609 100.00

Workload and Absolute frequency er;?qISSng f':\et:qsgel:ﬂfg/ fll?eﬂigr:fy
type of work : : :
Forest enterprises Wood-processing enterprises

1 3 0.59 11 1.81

2 13 2.57 35 5.75

3 69 13.66 143 23.48

4 175 34.65 204 33.50

5 245 48.51 216 35.47
Total 505 100.00 609 100.00

Following descriptive statistics, the fact that the motivation factors corresponding with
the needs of employees in forest and wood-processing enterprises are similar can be
anticipated. It follows our hypothesis WH1. Further analysis is devoted to comparing the
level of importance of ten most important motivation factors in wood-processing enterprises

with identical motivation factors in forest enterprises using the t-test (Table 4).

Tab. 4 Significant motivation factors in wood-processing and forest enterprises.

B =) =2} S B S o
2 S | = = e | BE
222828 28 38 |388 -
ivati S3(8SH2E g5 38 (385 B | 3
Motivation factor 5| 355cs5/£55 ©5 |vag| & <
o | f3E2E|"SE Sy |S3E =
LY LTS o oo C3d S oo
5 8 £ 55 | g¢
= h* | &
Atmosphere in the workplace 505 609 | 4.23 | 4.33 0.837 0.879 |5.155|0.165
Communication in the workplace 505 609 | 4.16 | 4.20 1.091 0.980 |1.215]0.225
Good work team 505 609 | 4.30 | 4.19 0.963 0.876 |0.172|0.864
Fringe benefits 505 609 | 445 | 4.18 0.833 0.884 | 4.473|0.000
Supervisor’s approach 505 609 | 4.13 | 4.14 0.893 0.901 |0.278|0.781
Basic salary 505 609 | 4.14| 4.29 0.891 0.953 | 4.646 | 0.000
Job security 505 609 | 4.26 | 4.06 1.027 0.925 |0.693|0.488
Workload and type of work 505 609 | 4.27 | 4.04 0.922 0.939 |2.732 | 0.006
Fair appraisal system 505 609 | 4.25| 4.00 0.929 0.948 |2.992 |0.003
Work environment 505 609 | 4.14 | 3.97 0.898 0.937 |3.182 | 0.002

Note: Statistically significant differences are in bold.

Following the results of the t-test, the fact that in the motivation factors fringe benefits,
work environment, fair appraisal system, basic salary, workload and the type of work there
are statistically significant differences in perceiving the importance of motivation between
the employees in wood-processing and forest enterprises can be stated. Therefore, the
hypothesis WH2 is refused.

The motivation factor fringe benefits was assigned with the highest number of points
of importance most often (Table 3). Average values of the level of importance, we worked
with, were dependent on the quantity of respondents’ responses at individual levels of the
Likert scale. 61.98% was the highest level of importance assigned by the employees in forest
enterprises. The second highest level of importance was assigned by the employees in wood-
processing enterprises — 37.27%, in comparison to 25.35% in forest enterprises.
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Fig. 1 Box-plots for significant differences in motivation factors in wood-processing and forest
enterprises.

In the case of the motivation factor work environment, the fact that the average value
of the level of motivation of investigated factor in forest enterprises was 4.18, whereby in
wood-processing enterprises it was 4.17 was observed. Therefore, the fact that higher
motivational power relating to the mentioned factor was in forest enterprises can be stated.
When investigating the dependence of the motivation factor name of the company,
statistically significant differences between forest and wood-processing enterprises were
observed.
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The motivation factor fair appraisal system was evaluated by 47.72% of the
respondents with the highest points. In wood-processing enterprises, mentioned factor was
considered important by most respondents. It was assigned with four points by 41.05% of
the respondents.

When evaluating the motivation factor basic salary, the fact that the mentioned factor
was assigned with the two highest points of importance by the same number of respondents
in forest enterprises can be stated. In the case of wood-processing enterprises, the factor was
assigned with the four points by most of the employees, 39.74% of the respondents.

The analysis of the motivation factor work environment shows that there were
statistically significant differences between the employees in forest and wood-processing
enterprises. In forest enterprises, the mentioned factor was considered very important for the
future motivation by higher number of respondents evaluating the level of motivation in
comparison to the employees in wood-processing enterprises assigning the factor with 3-5
points.

Tab. 5 Significant differences in groups of motivation factors in wood-processing and forest enterprises.

] 1 = wn = E
I Sg|se g
S 0 8 o N D 0 'c') o N S ' S ‘D N 8
25|25 28 8.5,2 > S 83 o —
Groupsof motivation | 25 | 28 5| 25 |285| & (585 & = >
factors $5|588 S8 588|266 |8Bag = o =
SE|3SE|eE|&EE| Sy |SvE > =
g |20 >0 |2 | Bo |2 S o
T T SS|8s 5
n*t | »n °
relating to mutual | 4 46 | 5436 | 433 | 421 | 0810 | 0930 | 3.715 | 2,293.701 | 0.000
relationship
relating to career | , 15 | 4970 | 398 | 388 | 1.025 | 1.000 | 3.776 | 6,990.000 | 0.000
aspiration
relating to finance 795 1,827 3.81 4.06 1.089 | 0.991 | -5.597 | 1,391.199 | 0.000
relating to work | 5 300 | 5481 | 423 | 401 | 0878 | 0.956 | 10.189 | 4,909.395 | 0.000
conditions
relating to social needs | 1,590 | 3,654 3.86 3.85 1.089 | 1.065 | 0.398 | 5,242.000 | 0.691

Note: Statistically significant differences are in bold.

Following the results of the research and quantity of respondents’ responses, the
motivational programme for forest and wood-processing enterprises can be defined as
follows: motivation factors in forest enterprises must be primarily focused on relationship
and work conditions and only secondarily on the career advancement and finances. In wood-
processing enterprises the focus must be primarily put on relationship and finances and
secondarily on work conditions and career advancement (Figure 2). Subsequently, specific
factors affecting the level of motivation in individual branches of industry will be selected.
However, the fact that a lot of enterprises are not prepared to implement creative solutions
of their managers and lots of managers are not familiar with the impact of motivation factors
on the enterprise performance must be mentioned. When the managers’ skills improve and
their performance optimises, trends in creating motivational programmes will be
implemented in practice.
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Fig. 2 Box-plots for significant differences in groups of motivation factors in wood-processing and
forest enterprises.

CONCLUSION

Essential part of the economy in each country is generated by small and medium-sized
enterprises with their huge potential for growth and effect on stabilising the economy and
regional development. They are one of the greatest driving power of regional development
because of their importance in creating the jobs and business ambitions (KovALOVA et al.
2018, Borisov et al. 2018, NEMEC et al. 2017, LORINCOVA 2015, MUsOVA 2015, PALUS et
al. 2015, HAJIDUKOVA 2014, SCHULER 1992). Progress in economic growth is accompanied
with the progress in human resource management and motivational programme (ZHU —
WARNER 2019, LORINCOVA et al. 2018, STACHOVA et al. 2017, KAMPF et al. 2017,
KRIZANOVA et al. 2017, LIZBETINOVA et al. 2016, POLIACIKOVA 2016, GRENCAY et al. 2015,
STACHOVA — STACHO 2015, SUuCHOMEL et al. 2012, DEWETTINCK — REMUE 2011, DeCI —
RyAN 2008, RYAN et al. 2006, WRIGHT et al. 2001). Motivating employees in the right way
is one of the prerequisite for the success of each enterprise (AYDIN — TIRYAKI 2018,
MESzZAROS 2018).

Following the research, the fact that motivational needs associated with the most
important motivation factors of the employees in forest and wood-processing enterprises are
partially similar can be stated. The mentioned findings cannot be used in the case of the
unified motivational programmes. The employees in wood-processing enterprises were
motivated more by the motivation factors relating to relationship and finances. On the other
hand, the motivation factors relating to finances and relationship were considered important
by the employees in forest enterprises. At the same time, there were significant differences
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between individual motivation factors evaluated by the employees in forest and wood-
processing enterprises. Following the results, it is clear that motivational programme in
specific branches of industry must be created differently.

As creating the motivational programme is very hard and money consuming activity,
it must be effective with positive impact on the enterprise economy. Therefore, systematic,
thorough analysis of motivational needs of employees is necessary. At the present time,
motivational programme can be created following the average importance of individual
motivation factors in individual branches of industry in a unified way. In the future,
employees’ requirements can change. Therefore, the motivational programme should be
updated regularly according to the needs of an enterprise. At the same time, the fact that
further research studies into motivational needs of employees in terms of gender, age,
education, job position and seniority must be carried out can be stated, i.e. further research
into this area focused on regional or international differences is expected.
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