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Abstract: Small and medium-sized enterprises form a significant part of the economy of
each country with the greatest potential for growth and the impact on stabilizing the
economy. Their success or failure depends not only on know-how, capital, or machinery,
but also on human resources, one of the competitive advantages and a critical factor of
success. In order to achieve success and ensure the sustainability of business processes, the
focus is on employee motivation and employee satisfaction, with an emphasis on effective
management as multicultural workers' groups are becoming the current trend in logistics
companies. Using Tukey's HSD post-hoc test and ANOVA, differences in the perception of
motivation and job satisfaction of employees are identified. As part of the post-hoc
analysis, the observed dependencies of the mean values of importance and satisfaction with
the effect of selected motivation factors are examined in more detail. Based on the results,
the fact that employee motivation in logistics companies in Slovakia and the Czech
Republic is different, can be concluded. In addition, it varies according to the size of the
enterprise. These findings are important for the members of management because of the
globalization of economies and multiculturalism of workers‘ teams in both logistics and
also other enterprises. Finding a variety of preferences for motivational needs and job
satisfaction does not make it possible to develop unified motivation programs. The needs of
employees regarding the size of the enterprise and also the country of origin must be taken
into account by the management of an enterprise.
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1 Introduction and Literature Background

Small and medium-sized enterprises are considered the most flexible, efficient,
most progressive and therefore the most important part of the economy in
developed countries [1]. They offer a number of benefits that large businesses are
not usually able to provide. Flexibility, fast response to changes in the
environment, ease of decision-making, implementation of innovations, and high
market focus belong to the most valuable features of small and medium-sized
enterprises [2]. Many large businesses rely on small and medium-sized enterprises
to provide their support services and products so that they can focus on their core
business, and this is the reason that small and medium-sized businesses are highly
valued for their creativity [3, 4].

Category of small and medium-sized enterprises is defined by the European
Commission [5] as a set of enterprises employing less than 250 people and having
either an annual turnover not exceeding EUR 50 million, or assets in an annual
balance sheet not exceeding EUR 43 million. Micro-enterprises employ fewer
than 10 people and their annual turnover and/or total annual balance sheet does
not exceed EUR 2 million. Small businesses employ fewer than 50 people and
their annual turnover and/or total annual balance sheet does not exceed EUR 10
million. Medium-sized enterprises are defined as enterprises employing fewer
than 250 people and their annual turnover does not exceed EUR 50 million and/or
their total annual balance sheet does not exceed EUR 43 million. Large enterprises
employ more than 250 employees or their annual turnover exceeds EUR 50
million or their total annual balance sheet exceeds EUR 43 million [6].

There are more than 23 million businesses in the European Union. Total of 98.7%
of them are represented entrepreneurs and small businesses with up to 49
employees. Moreover, the smallest enterprises up to ten employees (93%)
dominate this group. Companies with 50 to 249 employees have a 1% share and,
on average, only two out of a thousand companies (0.2%) are large companies
with 250 and more employees. On average, small businesses generate every
second job in the EU, further 17% are medium-sized enterprises and 33% are
large enterprises with 250 and more employees [7]. According to the Eurostat,
European Statistical Office survey, small and medium-sized enterprises (SMESs)
account for half of the volume of trade within the EU. In total, this represents 51%
of the total import volume and 45% of the volume of export within the EU. In
Slovakia, small and medium-sized enterprises make up 99.9% of the total number
of business entities. 96.9% of small and medium-sized enterprises are micro-
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enterprises employing fewer than 10 employees [8]. Up to 56% of employees
work in micro-enterprises. Medium-sized companies in Slovakia generate 16% of
the jobs and the remaining 28% are generated by the largest enterprises [7]. In the
year 2017, the share of small and medium-sized enterprises in the total number of
active business entities was 99.8% in the Czech Republic. In 2017, the share of
added value was 54.6%. The share of small and medium-sized enterprises in the
total number of employees in the business sphere was 58.0% [9].

Enterprises make up a significant part of the economy of each country. Their
success or failure does not depend only on know-how, capital, or machinery, but
also on human resources, which are undoubtedly one of the competitive
advantages and one of the critical factors of success of companies. Human
resource management is the most important component of corporate governance
in all businesses [10, 11]. It is particularly human resources that have a specific
position within all strategic sources. Compared with others, they are able, based
on their internal potential, to increase their level of performance, to ensure an
increase in the level of other strategic resources, to adjust spontaneously their
structure to changing external and internal conditions [12, 13].

As each company works primarily with people, their abilities and talents, the main
objective of the whole human potential development system is to create the
conditions to meet the enterprise business concept by maximizing the performance
of each employee. The performance of employees, groups and the whole of the
company as a total potential and as the overall summary of physiological and
psychological abilities to deliver sustainable, desirable and appropriate
performance should be cultivated and developed in a sophisticated way together
with the motivation, which is the key and most dynamic attribute of each
personality (individual and group). Employees and groups are supposed to be
motivated systematically that can result in motivational processes leading to
effective and thoughtful action [14, 15]. With regard to the size of the business,
the manager's role is to manage the employees properly [16, 17]. The manager’s
capabilities, knowledge and achieved experience result in motivation of
subordinates to create a sense of personal benefit in accordance with the business
management intentions and, in this respect, a sense of satisfaction [18, 19].
Motivation is a dynamic process driven by personal, socio-psychological, and
context factors interacting with one another [20]. It is a process responsive to
individual intensity, direction, and ongoing efforts to achieve the goal. It
represents a permanent process of efficiency and effectiveness asking for constant
and systematic attention [21]. A competitive advantage as well as the
sustainability of business processes due to higher productivity can be achieved by
an enterprise through employee motivation [22, 23].

The application of motivation to practice is implemented through the enterprise
motivation program. It is a comprehensive set of measures in the field of human
resources management, which, following the other management activities of
management, aims to influence actively work performance and behavior.
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Work satisfaction, as the subjective side of every person executing work in the
enterprise is an inseparable part of motivation. It is a reflection of their work and
its conditions in the context of individual standards, value orientation, aspirations
and expectations related to the performed activities. The objective aspect of job
satisfaction is expressed by such manifestations of human working behavior as
performance, efficiency, quality of work results, etc., both (subjective and
objective) sides are linked, but for example, the good quality of one side does not
mean that the second side must also be favorable. It is not always true that a
satisfied employee is automatically efficient because, for example they can be
happy just because they are inefficient. Work satisfaction in the broad sense of the
word is a positive or a positive emotional relationship based on performance and
additionally, on the evaluation of the work. It is the attitude of a man to work.
Previous research has confirmed that job satisfaction influences both the behavior
of workers and the productivity of firms [27, 28].

As competitive environments globalize, a competitive advantage requires more
than ownership of heavily replicated assets or resources. At present, it is just
human resources, which are one of the competitive advantages and a critical factor
determining the success of an enterprise. Because of increased rates of global
migration, employees commonly have multicultural backgrounds [29]. In order to
be effective in this context, incentive programs must be tailored to the choices and
sizes of each work team and the capabilities and size of each enterprise [14]. The
aim of this study is to identify the differences in the perception of the preferred
level of motivation and job satisfaction in terms of enterprise size and within
selected countries. It is assumed that levels of employee motivation (preferred
level) and job satisfaction (current level) will vary regarding the enterprise size
and the country.

2 Materials and Methods

Level of motivation and job satisfaction, in other words preferred level and current
level, were analyzed in companies operating in the Slovak Republic and the Czech
Republic in 2018. The analysis was conducted as a part of an extensive research.
Research was carried out in the field of transportation as this sector represents the
sector with the most significant growth of small and medium-sized enterprises
[30].

A questionnaire was used to determine the level of motivation and job satisfaction,
i.e. preferred and current level. The questionnaires were submitted to randomly
selected employees of logistic companies in both the Slovak Republic and the
Czech Republic in order to ensure variability and randomness of respondent
selection necessary for relevant data acquisition. The selection of respondents was
proportionately allocated across the Slovak Republic and the Czech Republic.
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Therefore, all parts of Slovak Republic and the Czech Republic were covered by
the research sampling unit.

The research data were collected from 4,885 employees working in logistic
companies. 690 employees from small enterprises, 720 employees from medium-
sized enterprises and 1,170 employees from large companies operating in Slovakia
participated in the research. In the Czech Republic, 837 employees from small
enterprises, 712 employees from medium-sized enterprises and 756 employees
from large companies took part in the research.

Levels of motivation and job satisfaction were analyzed by 30 motivation factors
in the following structure: 1. atmosphere in the workplace; 2. good work team; 3.
fringe benefits; 4. physical effort at work; 5. job security; 6. communication in the
workplace; 7. name of the company; 8. opportunity to apply one’s own ability; 9.
workload and type of work; 10. information about performance result; 11.
working hours; 12. work environment; 13. job performance; 14. career
advancement; 15. competences; 16. prestige; 17. supervisor’s approach; 18.
individual decision-making; 19. self-actualization; 20. social benefits; 21. fair
appraisal system; 22. stress; 23. mental effort; 24. mission of the company; 25.
region’s development; 26. personal growth; 27. relation to the environment; 28.
free time; 29. recognition; 30. basic salary.

All factors were measured on the Likert scale from 1 (the least important/satisfied)
to 5 (the most important/satisfied). Except these ordinal variables, two nominal
variables — the size of the company and the country of origin were used.

The aim of this study is to identify the differences in the perception of the
preferred level of motivation and job satisfaction in terms of the size of enterprises
and the selected countries. The following hypotheses were tested:

e Hypothesis 1: There are differences in the level of motivation and job
satisfaction depending on the size of the enterprise.

e Hypothesis 2: There are differences in the level of motivation and job
satisfaction depending on the country.

Within our research hypotheses, two-way ANOVA with interaction was applied.
In the frame of inferential statistics, the ANOVA is an appropriate technique to
consider the effect of the factor on the variable of interest. In post-hoc analysis,
the Tukey’s HSD test for unequal sample size was involved. Next, 0.95
confidence intervals for population means was calculated. Box plots were used for
graphical interpretation of the results. For all estimates and hypothesis testing,
basic descriptive statistics of our research sample was used. In hypothesis testing,
0.05 level of significance was used. All results were carried out with the statistical
software STATISTICA 12.

—-11=
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3 Results and Discussion

The overview of the descriptive statistics results as well as the interval estimates
of the mean values are presented in Table 1.

Table 1
Motivation factors — basic statistic characteristics
Preferred level (motivation) Current level (satisfaction)
Motivation st Conf. interval 95% st Conf. interval 95%
factor | Mean o Mean .
deviation I(?wc_er u_ppgr deviation I(?W?r up_)pt?r
limit limit limit limit

30 454 1.03 451 4.57 2.99 1.13 2.96 3.02

4.49 0.70 4.47 451 3.51 1.01 3.48 3.54

1 4.46 0.75 4.44 4.48 3.37 1.02 3.34 3.40

21 4.39 0.81 4.37 441 3.13 1.08 3.10 3.16

17 4.37 0.81 4.35 4.40 3.33 1.16 3.30 3.37

5 4.35 0.83 4.32 4.37 3.45 1.05 3.42 3.48
4.29 0.81 4.27 431 3.00 1.06 297 3.03
6 4.25 0.82 4.22 4.27 3.26 1.02 3.23 3.29

11 4.14 0.90 4.12 4.17 3.38 1.07 3.35 341

29 4.12 0.87 4.10 4.15 3.03 1.01 3.01 3.06

12 411 0.84 4.08 4.13 3.35 1.03 3.32 3.37

22 4.10 0.90 4.07 412 3.34 1.07 3.31 3.37

9 4.06 0.83 4.04 4.08 3.40 0.96 3.37 3.42

28 4.03 0.94 4.01 4.06 3.13 1.04 3.10 3.16

20 4.02 0.92 4.00 4.05 3.07 1.05 3.05 3.10

26 4.00 0.91 3.98 4.03 3.08 1.02 3.05 3.11

8 4.00 0.86 3.97 4.02 3.22 1.02 3.19 3.25

13 4.00 0.84 3.98 4.02 3.44 0.90 3.42 3.47

23 3.95 0.92 3.93 3.98 | 3.07 1.00 3.04 3.09

19 3.91 0.90 3.89 3.94 3.11 1.00 3.08 3.14

18 3.90 0.89 3.88 3.93 3.22 0.97 3.19 3.24

10 3.90 0.90 3.87 3.92 3.21 0.96 3.18 3.23

14 3.89 0.87 3.87 3.92 3.20 0.92 3.17 3.22

7 3.79 1.03 3.76 3.82 3.40 0.98 3.37 3.43

15 3.78 0.92 3.76 3.81 3.02 0.96 2.99 3.05

27 3.75 1.04 3.72 3.78 3.20 1.02 3.17 3.23

24 3.71 1.00 3.68 3.74 3.21 0.95 3.18 3.24

16 3.71 0.97 3.68 3.73 3.11 0.93 3.09 3.14

4 3.60 0.99 3.58 3.63 3.21 1.03 3.18 3.24

25 3.55 1.03 3.52 3.58 2.95 0.94 2.92 2.98
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Mean and standard deviation are used to define each factor for the entire sampling
unit. Following the data, 95% confidence intervals were calculated for the mean
values (preferred level) and satisfaction (current level) in the basic sampling unit.
The data in Table 1 is ranked in descending order according to the mean value of
the importance of the motivation factors at the preferred level.

In the study, the occurrence of significant differences in the perception of
importance of motivation factors by employees in enterprises of varying size in
two different countries and at the same time is discussed. The first four motivation
factors in Table 1 were selected for a more detailed analysis. These motivation
factors were marked by respondents with the highest values of importance at the
preferred level. With the exception of the basic salary — factor No. 30, employees
attach the greatest importance to the relationship motivation factors. These are
motivation factors No. 2 — good work team, No. 1 — atmosphere in the workplace
and No. 21 — fair appraisal system.

Selected motivation factors were subjected to two-dimensional scattering analysis,
where two variables act as factors affecting the level of values. Country of origin
with two levels — Slovakia and the Czech Republic and size of the enterprise with
three levels — small, medium and large enterprise. Variables No. 30, 2, 1 and 21
were analyzed in both at preferred and current level which makes it possible to
assess the situation how employees in logistics companies would like to be
motivated (importance) and are really motivated (satisfaction).

Motivation factor

Table 2
Results of two-way ANOVA: df-degree of freedom, SS-sum of square, MS- mean square, F-value of
F-test!
Preferred level Current level

df SS MS F | p-level | df SS MS F | p-level
Country of origin | 1 0.71 0.71 | 0.67 | 0.414 1 121.32 |121.32{97.90 | 0.000
30 Size of company | 2 0.46 0.23 | 0.22 | 0.804 2 33.99 | 16.99 |13.71| 0.000
Interaction 2 8.89 444 | 417 | 0.016 2 2465 | 12.32 | 9.95 | 0.000
Error 4,879 |5,201.27 | 1.07 4,879 |6,045.85| 1.24
Country of origin | 1 4431 |44.31| 92.6 | 0.000 1 7.59 7.59 | 7.70 | 0.006
1 Size of company 2 12.14 | 6.07 | 12.7 | 0.000 2 128.12 | 64.06 | 65.00 | 0.000
Interaction 2 14.60 | 7.30 | 15.3 | 0.000 2 37.96 | 18.98 |19.26 | 0.000
Error 4,879 |2,333.67 | 0.48 4,879|4,808.44| 0.99
Country of origin | 1 90.83 |90.83|167.7 | 0.000 1 1258 | 12.58 | 12.56 | 0.000
5 Size of company | 2 23.63 |11.82| 21.8 | 0.000 2 110.68 | 55.34 | 55.26 | 0.000
Interaction 2 9.18 459 | 85 | 0.000 2 38.37 | 19.19 [19.16 | 0.000
Error 4,879|2,641.68 | 0.54 4,879|4,885.48| 1.00

! note: statistically significant differences are highlighted in bold
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21

Country of origin | 1 4.56 456 | 7.0 | 0.008 1 4191 | 41.91 |37.02| 0.000

Size of company | 2 48.84 |24.42| 37.7 | 0.000 2 55.04 | 27.52 |24.31| 0.000

Interaction 2 11.87 | 593 | 9.2 | 0.000 2 80.37 | 40.18 | 35.50 | 0.000
Error 4,879 | 3,163.47 | 0.65 4,879 |5,522.79| 1.13

Table 2 summarizes the results of the F-test, which is the essence of the scattering
analysis. On the basis of p-levels, it can be said that significant differences in the
mean values of importance and satisfaction with the motivation factors observed
are the results of interaction between the two observed factors. With the exception
of the basic salary at the preferred level, there are also significant differences in
the mean values of importance from the point of view of the individual factors
alone. Both factors significantly affect the values of importance of motivation
basic salary (No. 30), however, only in interaction.

Following the results of the scattering analysis, the fact that the motivation of
employees working in logistics companies is different in Slovakia and in the
Czech Republic and motivation varies also depending on the fact whether
employees work in small, medium or large enterprises can be concluded. As part
of the post-hoc analysis, the observed dependencies of the mean values of
importance and satisfaction of two factors were examined in more detail. The
results are presented separately by individual factors. A focus will be put on a
deeper analysis of the issue as required because of a priority to know what way
employees need to be motivated. Paired test results are presented in box plots
representing confidence intervals of 95% for the average values of the given
motivation factors in both at the preferred and current level.

3.1 Motivation Factor No. 30 — Basic Salary

The Tukey's HSD post-hoc test results are shown in Table 3. In a pairwise
comparison, it can be observed that, at the preferred level, all employees perceive
the basic salary as a strong motivating factor, whether in Slovakia or in the Czech
Republic, in companies of varying sizes.

Table 3
Basic salary: pairwise comparison, p-levels of Tukey’s HSD test?

Preferred level — above the diagonal

SVK-small | SVK-medium | SVK-large | CZ-small | CZ-medium | CZ-large

SVK-small - 0.160 0.685 0.581 1.000 0.964
SVK-medium 1.000 - 0.935 0.971 0.179 0.596
SVK-large 0.000 0.000 - 1.000 0.726 0.984

CZ-small 0.000 0.000 0.002 - 0.623 0.959

2 note: statistically significant differences are highlighted in bold
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CZ-medium 0.000 0.000 0.996 0.030 0.977

CZ-large 0.000 0.000 0.083 0.932 0.292 -

Current level — below the diagonal

Motivation factor No. 30: Base salary
Vertical bars denote 0.95 confidence intervals for population means

45 }%:i%

40

35

25
=% SVK
=% CZ
20
Small Medium Large Small Medium Large
Current level Preferred level

Figure 1
Box plot — Basic salary

In perceiving the real level of motivation, employees in small and medium-sized
enterprises in the Czech Republic are more satisfied with salaries than employees
working in companies of a given size in Slovakia. Opinions of employees working
in large Slovak and Czech enterprises are not different in satisfaction with the
basic salary at the level of significance a=0.05.

Figure 1 presents 95% confidence intervals for the mean values of the importance
of the motivation factor — basic salary in both at the preferred and current level. It
is clear that employees working in logistics companies, irrespective of their
country and enterprise size, evaluate their actual motivation by a basic salary in a
neutral way, i. e. the mean value of importance is around 3 (Figure 1 on the left).
Figure 1 on the right shows the priority of basic salary for the employees (mean
values around 4.5 and above).

3.2 Motivation Factor No. 2 — Good Work Team

The pairwise comparison results are presented in Table 4 showing the significant
differences in mean values of importance at the preferred level. The greatest
importance is attributed to the good work team by employees in large Czech
enterprises. There is the statistically significant difference in their views from the
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rest of the groups. An equal level of importance is attributed to a good work team
by employees working in Czech small and medium-sized enterprises. The same
level of values of importance is attributed by employees working in Slovak
medium-sized enterprises. Opinions of employees working in small and large
Slovak enterprises differ from other groups surveyed, but not from each other. In
general, respondents attribute the lowest value of importance to a good work team.

Job satisfaction is presented in Table 4 and Figure 2 on the left.

Table 4

Good work team: pairwise comparison, p-levels of Tukey’s HSD test®

Preferred level — above the diagonal

SVK-small | SVK-medium | SVK-large | CZ-small | CZ-medium | CZ-large
SVK-small - 0.000 0.085 0.000 0.000 0.000
SVK-medium 0.063 - 0.009 0.873 0.941 0.000
SVK-large 0.000 0.000 - 0.000 0.000 0.000
CZ-small 0.008 0.000 0.000 - 1.000 0.011
CZ-medium 0.742 0.000 0.000 0.301 - 0.008
CZ-large 0.000 0.000 0.017 0.560 0.003 -
Current level — below the diagonal
Motivation factor No. 2: Good work team
Vertical bars denote 0.95 confidence intervals for population means
50
48
N f/ﬁ\f
44
42
40
38
36
34
32
30 % g\Z/K
28
Small Medium Large Small Medium Large
Current level Preferred level
Figure 2

Box plot — Good work team

3

note: statistically significant differences are highlighted in bold
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Employees of large Slovak companies are the most satisfied with their work team.
The results are significantly different from the remaining groups. Employees
working in medium-sized and small Slovak enterprises rated their work teams
with lower marks of satisfaction than the Czech respondents.

Figure 2 presents 95% confidence intervals for the mean values of the importance
of the motivation factor — good work team. The difference in the mean values
between preferred and current level is observed, i. e. between employee
satisfaction with a given factor in their real working conditions and their need to
be motivated by a good work team.

3.3 Motivation Factor No. 1 — Atmosphere in the Workplace

The results of post-hoc testing are presented in Table 5. Employees of all Czech
enterprises, irrespective of size, rate the atmosphere in the workplace equally
important. On a scale of importance, they assess this factor with higher average
values than employees working in Slovak logistics companies. In Slovak
enterprises, the views of employees working in small enterprises differ from those
of employees working in medium-sized and large enterprises. Respondents
attribute to the atmosphere in the workplace the lowest average value of all
groups. Employees of middle-sized and large enterprises, regardless of their
country, are equally satisfied with the atmosphere in the workplace. The opinions
of employees working in small Slovak and small Czech enterprises differ
significantly.
Table 5
Atmosphere in the workplace: pair-wise comparison, p-levels of Tukey’s HSD test*

Preferred level — above the diagonal

SVK-small | SVK-medium | SVK-large | CZ-small | CZ-medium | CZ-large

SVK-small - 0.000 0.000 0.000 0.000 0.000
SVK-medium 0.972 - 0.734 0.012 0.000 0.000
SVK-large 0.000 0.000 - 0.000 0.000 0.000
CZ-small 0.000 0.000 0.481 - 0.856 0.262
CZ-medium 0.980 0.659 0.000 0.000 - 0.940
CZ-large 0.000 0.000 0.374 1.000 0.000 -

Current level — below the diagonal

Figure 3 presents 95% confidence intervals for the average values of the
importance of the motivation factor — atmosphere in the workplace. A clear
discrepancy between employee assessment of the atmosphere in their workplace
(Figure 3 on the left) and how much importance they attribute to this factor in
their work motivation (Figure 3 on the right) is observed.

4 note: statistically significant differences are highlighted in bold
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48

46

44

42

40

38

36

34

32

30

28

Motivation factor No. 1: Atmosphere in the workplace
Vertical bars denote 0.95 confidence intervals for population means

—F—1

A

= SVK
= CZ

Small Medium Large Small Medium Large

Current level Preferred level

Figure 3
Box plot — Atmosphere in the workplace

3.4 Motivation Factor No. 21 - Fair Appraisal System

Table 6 presents Tukey's HSD test results.

Table 6

Fair appraisal system: pairwise comparison, p-levels of Tukey’s HSD test®

Preferred level — above the diagonal

SVK-small | SVK-medium | SVK-large | CZ-small | CZ-medium | CZ-large

SVK-small - 0.000 0.000 0.000 0.000 0.000
SVK-medium 0.000 - 0.997 0.032 0.692 0.952
SVK-large 0.000 0.001 - 0.068 0.919 0.742
CZ-small 0.000 0.000 0.537 - 0.646 0.001
CZ-medium 0.000 1.000 0.000 0.000 - 0.182
CZ-large 0.000 0.000 0.999 0.821 0.000 -

Current level — below the diagonal

When examining the preferred level, the opinions of employees working in small
Slovak enterprises are significantly different from other respondents. Compared to
other groups of enterprises, respondents perceive fair appraisal of employees as

5

note: statistically significant differences are highlighted in bold
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the lowest mean value of importance. Employees working in medium and large
enterprises, regardless of country, perceive the motivation factor in the same way.

Respondents in small Slovak enterprises attribute the lowest mean value to work
satisfaction. These results are significantly different from the rest of the groups
surveyed.

Figure 4 shows 95% confidence intervals for the mean values of the importance of
the motivation factor — fair appraisal system. Fair appraisal of employees is
considered a factor of great importance by employees in logistics companies in
their work motivation (Figure 4 on the right). However, the real situation in fair
appraisal system is perceived in a different way. Mean values of job satisfaction
are at a neutral level in the rating scale (Figure 4 on the left) with a more
pronounced difference between small enterprises in Slovakia and the Czech
Republic.

Motivation factor No. 21: Fair appraisal system
Vertical bars denote 0.95 confidence intervals for population means
48
46
—
44 .
- )V}%
40
38
36
34
32
30
28
26 = 5
24
Small Medium Large Small Medium Large
Current level Preferred level
Figure 4

Box plot — Fair appraisal system

Small and medium-sized enterprises constitute a major part of the economy of
each country with the greatest potential for growth and the impact on economic
stabilization and balanced development of the regions [31]. They are one of the
biggest drivers of regional development as they are important in creating jobs and
creating an entrepreneurial spirit [32, 33]. Considering the growing economy that
is creating new opportunities, no business entity (small, medium or large) is able
to satisfy the customer by delivering the right product, in the right quality, in the
right amount, in the right place, at the right time, at the right price, and reasonable
costs in a tough competitive environment [34, 35].
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At present, logistics is becoming the center of attention more and more frequently.
This is an area that is affected by the globalization of world trade, the explosion of
information and communication technologies, the growing importance of system
approach, the concept of total costs and the orientation of the enterprise to top
quality as well as high-level of customer service [36, 37]. The progressive growth
of the economy in this sector brings a rapid progress in the field of innovations, in
which sustainable innovation management has its irreplaceable place. Thanks to
the fact that logistics in the Slovak Republic and the Czech Republic has become
part of European and global trade, logistics providers are involved in transnational
production and distribution chains and in the application of modern procedures. In
this context, the lack of qualified workers is the biggest challenge for Slovak and
Czech small, medium-sized and large enterprises. Nearly three quarters (71%) of
the respondents agree to this in the study published by Casey [38]. For logistics
companies, this situation presents the challenge and the necessity not only to
acquire but also to maintain good human resources. Therefore, business strategies
are geared towards achieving sustainable processes. Employer branding is
becoming an important part of a business strategy [39, 40]. This approach includes
progressive HR activities so that the employers proactively differentiates
themselves from their competitors and maintains and attracts as many new high-
quality employees as possible [41, 42]. Employer branding uses a variety of
original employee-oriented tools [43, 44]. In order to succeed, to ensure
sustainability, to build a reputation for business and a strong brand, companies
meet their employees' needs by providing good working conditions [45, 46]. An
interest in the level of employee motivation and employee satisfaction is
becoming of vital importance [20, 22]. In this context, the role of managers is to
respect the principles of sustainability while taking into account the size of the
enterprise, because according to the results of previous research, job satisfaction
levels are lower in large enterprises and management-employee relationships are
less satisfactory in large enterprises than in small enterprises [19, 21]. The
findings by Artz [28] indicate that net performance pay increases job satisfaction
in larger enterprises. Improving management-employee relations in large
enterprises will increase employee satisfaction in many respects as well as
increase productivity and reduce turnover [19].

Multicultural teams of workers are becoming current trends in logistics companies
[47]. Thanks to the global nature of logistics, they have become a reality in
logistics companies. Organizations with competitors increasingly global, require
managers who excel in managing culturally diverse, very complex and rapidly
changing conditions [29, 48]. Intercultural (global) competencies and the
emphasis on effective management from an intercultural point of view, which
means an increased tolerance to cultural differences, while taking into account
different values, priorities and therefore different motivational elements, are
indispensable for managers working in intercultural teams. Research results by
Blaskova and Hitka [14], Daud [22], Nastaca [49], Nikulin and Szymczak [50],
Seilerova [51], Extremera et al. [52], Kim and Choi [53], Sanchez-Sellero et al.
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[54], Zulova et al. [55], Mala et al. [56], and Kamdron [57] confirm that adequate
managing of intercultural aspects results in increased satisfaction, motivation and
improved work performance of employees.

Conclusions

The aim of this study was to identify differences in the perception of motivation
and job satisfaction of employees in selected countries. Based on the research
results, the fact that motivation of employees in the logistics industry is different
in Slovakia and in the Czech Republic can be concluded. At the same time,
motivation varies in terms of the size of enterprise. As part of the post-hoc
analysis, the observed dependencies of the mean values of motivation and
satisfaction with the effects of the selected motivation factors were examined in
more detail. These findings are important for the members of management
because of the globalization of economies and multiculturalism of teams, in (but
not only) logistics companies. Finding a variety of preferences for motivational
needs and job satisfaction does not make it possible to develop unified motivation
programs. Finally, the fact that the company management has to take into account
the needs of its employees with regard to the size of an enterprise as well as the
country of origin can be stated.
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