
This is an Open Access article distributed under the terms of the Creative Commons Attribution License (http://creativecommons.
org/licenses/by/4.0/), which permits unrestricted use, distribution, and reproduction in any medium, provided the original author 
and source are credited.

Journal of Business Economics and Management
ISSN 1611-1699 / eISSN 2029-4433

2021 Volume 22 Issue 1: 118–134

https://doi.org/10.3846/jbem.2020.13702

*Corresponding author. E-mail: silvia.lorincova@tuzvo.sk

Copyright © 2020 The Author(s). Published by Vilnius Gediminas Technical University

DIFFERENTIATED APPROACH TO EMPLOYEE MOTIVATION  
IN TERMS OF FINANCE 

Miloš HITKA 1, Silvia LORINCOVÁ 2*, Marek POTKÁNY 3,  
Žaneta BALÁŽOVÁ 4, Zdeněk CAHA 5

1,2,3Department of Business Economics, Faculty of Wood Sciences and Technology,  
Technical University in Zvolen, Zvolen, Slovak Republic 

4Institute of Foreign Languages, Technical University in Zvolen, Zvolen, Slovak Republic 

5Faculty of Corporate Strategy, Institute of Technology and Business in Ceske Budejovice,  
Ceske Budejovice, Czech Republic 

Received 21 May 2020; accepted 09 September 2020 

Abstract. Motivating the employees is considered one of the essential manager’s skills. Knowledge 
of powerful motivation factors allow managers to motivate employees effectively. It results in moti-
vated employees able to affect a success of enterprises and its competitive advantage. Following the 
research carried out using 34,000 Slovak employees, the importance of motivation factors relating 
to finance was defined. Tukey’s HSD test, as a part of the ANOVA analysis, was used for extensive 
investigation into the most important motivation factors relating to finance. It is supposed that 
motivation of employees of different gender, age and job position will differ. The suppositions were 
confirmed by the results achieved in the research showing significant differences between indi-
vidual employee categories of managers, blue-collar workers and white-collar workers. Taking into 
consideration the results, managers are suggested to concentrate on motivating the employees as 
parts and not as a whole because of the differences in the needs of employees in terms of gender, 
age and mainly job position. 

Keywords: human resources management, employee motivation, motivation factors relating to 
finance, gender, age, job position, Tukey’s HSD test.

JEL Classification: J24, O15, Q56.

Introduction 

Each company must possess tangible and intangible assets as well as human resources in 
order to run the company in fully-fledged way. It can be said that human resources are the 
key factor for the business success. Therefore, human resources must be motivated to be ef-
fective with perfect results. Motivated human resources can bring success. Thus, the employee 
motivation is the aim of the research. 
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Currently, the issue of the motivation is focused on identifying the motivation factors 
in various countries (Hondgesberg, 2013; Monster, 2009) and on analyzing the perception 
of their preferences in terms of age and gender (Malchrowicz-Mośko et  al., 2019; Hayes 
et al., 2018; Fapohunda, 2017; King et al., 2017; Joniakova & Blstakova, 2015; Almobaireek 
& Manolova, 2013). Following the results presented in actual research studies, it can be 
stated that there is a research gap in identifying the motivation factors relating to different 
job positions.

Following the evaluation of thirty motivation factors, the main objective of the research 
is to define the most important motivation factors relating to finance affecting the motiva-
tion of the Slovak employees to improve job performance in terms of gender, age and job 
position. The originality of the research lies in the fact that it is primary research because no 
one has examined such a comparison of factors in terms of statistical significance in terms 
of different job positions.

The structure of the paper is as follows: firstly, the review of the literature associated with 
the issue is presented. Then, the methodology is defined. It is followed by the research find-
ings and discussion. Finally, conclusions, limitation and future research direction are provided. 

1. Literature review

Human resources and their management are a part of management system in each company 
all over the world determining the business success very often (Kucharčíková & Mičiak, 
2018; Miklosik et al., 2018). It is generally accepted reason that human factor is becoming 
the most considerable competitive advantage associated with the development of informa-
tion technology and globalisation (Pogodina et al., 2020; Kohnová et al., 2019). The business 
existence, its prosperity and dynamic development relate especially to the quality of human 
potential (Potkány et al., 2019; Kampf & Lizbetinova, 2015). It is not a product differentiat-
ing one business from another, but it is about the quality employees. Employees becomes the 
most essential and the most valuable production factor, the main asset that must be used 
deliberately in order to achieve the goals. 

Prosperous enterprises are aware of the fact that employees and their motivation are the 
most profitable capital allowing the enterprises to succeed and the meet their goals (Faletar 
et al., 2016). Systematic developing and using the human potential is a prerequisite for play-
ing to strengths and competitive advantages of businesses (Nedeliaková et al., 2018; Štarchoň 
et al., 2017). All enterprises are interested in abilities, ways to improve the quality of their 
employees (Anguelov et al., 2020; Cakir & Kozak, 2017). 

Human resources are a key to a success of enterprises (Jung et  al., 2020; Piotrowska, 
2019). An ability to create a competitive advantage determines the way of running an enter-
prise and its prosperity (Moresová et al., 2019; Palus et al., 2019). Employees must be moti-
vated to work effectively and to obtain perfect results. Motivating the employees is considered 
one of the most difficult and at the same time the most important manager’s skills (Remenova 
& Jankelova, 2019; Stacho et al., 2019; Williams, 2013).

Motivation is a topic studied for decades. It is an important role belonging to the human 
resource management in each enterprise (Dar et al., 2014). In human resource management, 
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the motivation is linked with individual wishes to improve the job performance and to meet 
the required task with maximum effort applied (Sheehan et al., 2016; Ayub, 2010). Motiva-
tion is often defined as an inner power that manages, supports and encourages the behavior 
despite changing circumstances (Diefendorff & Seaton, 2015). Motivation relates to reasons 
of behavior (Guay et al., 2010). It is something keeping us working. Motivation is consid-
ered a stimulus, incentive, reason allowing an individual to make decisions or arrangement 
(Niermann & Schmutte, 2014). It can be defined also as a process encouraging permanent 
target activity (Yukseloglu & Karaguven, 2013).

Motivated employees have their own goals directed in accordance with the enterprise goals 
(Kumar et al., 2019; Linhartová & Urbancová, 2012; Kamalian et al., 2010). The job perfor-
mance of employees motivated in the right way is higher than those with no motivation (Faletar 
et al., 2016). Managers must be familiar with the employee motivation, with specific motiva-
tion factors and through stimuli they must raise employees’ willingness, determination to get 
involved in meeting goals associated with enterprise missions and goals (Stachova et al., 2018; 
Zaborova et al., 2017). Knowledge about factors motivating employees allow managers to create 
the motivation programme covering enterprise as well as employees’ needs. 

All facts affecting the employee performance and running the business must be taken into 
account, the employers must be aware of them when creating the motivation programme 
(Miklosik et al. 2019; Szierbowski-Seibel, 2018). The facts relate to information connected 
with technical, technological conditions for work, type of workplace, working conditions and 
sanitary facility, satisfaction or dissatisfaction in the workplaces, value orientation, relations 
to work, co-workers, supervisors and enterprise itself (Laužikas & Miliūtė, 2020; Kaylene 
et al., 2010). The information relating to social, demographic and qualification character-
istics of employees, appraisal system, social welfare and system of personnel management 
are considered important as well (Damij et al., 2015; Bakotic & Babic, 2013) because in ac-
cordance with the research of Chatzopoulou et al. (2015) and Kampkötter (2014) employees 
can be motivated by basic salary or reward. However, employee motivation is affected by 
changes in personal, mental, financial, social as well as other factors (Hitka et  al., 2020; 
Kropivšek et al., 2011). As there are various employees cooperating in the workplace, their 
motivation is affected also by gender and age (Malchrowicz-Mośko et al., 2019; Fapohunda, 
2017; Joniakova & Blstakova, 2015). The preferences of employees are different and therefore 
their motivation differ as well. Women are motivated more by family needs; they try to find 
work-family balance (Almobaireek & Manolova, 2013). On the contrary, men are directed 
by economic welfare and professional success at work (Bailyn, 1993; Buttner, 1993). Men 
prefer to be independent, women prefer to work interactively, teamwork and ask for help 
colleagues (Peterson, 2004). When the focus is put on the age, younger employees are moti-
vated more by increasing the profit. On the other hand, the older employees are motivated 
by accomplishments they have already achieved (Freund, 2006). Older employees want to 
be more accepted, especially their opinions due to their experience, whereas younger 
employees want to be heard (Deal, 2007). Employees from the Generation Baby boom-
ers are motivated by their status, benefits and prestige (Hayes et al., 2018; King et al., 2017). 
Generation X put the emphasis on the work-life balance (Kaylene et al., 2010). Employees of 
the Generation Y are cooperative and optimistic (Zemke et al., 2000). Generation Z is very 
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active and goal-directed (Singh, 2014). There are differences between people and they must 
be respected when the enterprise wants to achieve positive results. Owing to the effective 
motivating the employees, another variables affecting the level of motivation were spread. The 
main objective of the research is to define the most important motivation factors relating to 
finance affecting the motivation of the Slovak employees to improve job performance with 
the focus put on gender, age and job position.

2. Methodology

Motivation was investigated following the research using anonymous questionnaires in the 
social survey. The questionnaire consisted of two parts. The socio-demographic features of 
respondents (gender, age, job position) were investigated in the first part. In the second 
part of the questionnaire the respondents expressed their opinion through 30 motivation 
factors following the long-lasting research (Hitka, 2009). Following motivation factors were 
investigated: atmosphere in the workplace, basic salary, career advancement, communication 
in the workplace, competences, fair appraisal system, free time, fringe benefits, good work 
team, individual decision-making, information about performance result, job performance, 
job security, mental effort, mission of the company, name of the company, opportunity to 
apply one’s own ability, personal growth, physical effort at work, prestige, recognition, region’s 
development, relation to the environment, selfactualization, social benefits, stress, supervi-
sor’s approach, work environment, working hours, workload and type of work. Motivation 
factors were in the alphabetical order not to affect the respondents’ decisions. Likert scale was 
used to evaluate the importance of studied motivation factors: 5 – very important, 4 – fairly 
important, 3 – important, 2 – slightly important, 1 – not at all important. Total of 34,615 
employees working in Slovakia resulting from the random selection participated in the re-
search. Composition of the sample set is presented in Table 1. 

Table 1. Composition of the sample set

Gender Age
Job category

Total
manager BCW WCW

Male <30 309 3,187 1,125 4,621
<40 593 3,522 1,523 5,638
<50 620 2,997 1,132 4,749
50+ 362 1,641 699 2,702

Male total 1,884 11,347 4,479 17,710
Female <30 371 1,811 1,574 3,756

<40 578 2,132 2,402 5,112
<50 548 2,089 2,342 4,979
50+ 326 1,185 1,547 3,058

Female total 1,823 7,217 7,865 16,905
Total 3,707 18,564 12,344 34,615
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The objective was to define the most important motivation factors relating to finance af-
fecting the motivation of the Slovak employees to improve job performance with the focus 
put on gender, age and job position. The research was focused on the group aged up to 30, 
up to 40, up to 50 and 50+. When investigating the job position, the focus was given on 
managers, blue-collar workers (BCW) and white-collar workers (WCW). 

The hypothesis in which it is supposed that the motivation needs of employees of different 
gender, age, and job position are different is verified using the Tukey’s unequal N HSD test 
set for unequal sample size at the level of significance a = 5%. Statistical software Statistics 
12.0 was used to process and evaluate the data. 

3. Results and discussion

In the first step, based on an extensive database of input data, the importance of motivation 
factors was defined following obtained values using the method of weighted arithmetic mean. 
The results are presented in Table 2.

Table 2. Importance of motivation factors

No. Motivation factor Mean
1. Basic salary 4.509
2. Good work team 4.427
3. Atmosphere in the workplace 4.416
4. Fair appraisal system 4.410
5. Job security 4.398
6. Supervisor’s approach 4.370
7. Fringe benefits 4.344
8. Communication in the workplace 4.256
9. Working hours 4.199

10. Work environment 4.180
11. Social benefits 4.152
12. Recognition 4.123
13. Job performance 4.119
14. Stress 4.085
15. Workload and type of work 4.085
16. Free time 4.064
17. Opportunity to apply one’s own ability 4.036
18. Personal growth 4.034
19. Mental effort 4.019
20. Career advancement 4.011
21. Selfactualization 3.984
22. Individual decision-making 3.977
23. Information about performance result 3.969
24. Relation to the environment 3.899
25. Mission of the company 3.869
26. Competences 3.864
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No. Motivation factor Mean
27. Name of the company 3.854
28. Physical effort at work 3.817
29. Region’s development 3.778
30. Prestige 3.714

The results presented in Table 2 show that basic salary and fair appraisal system are the 
most important motivation factors relating to finance affecting the motivation of the Slovak 
employees to improve job performance. 

Consequently, the most important motivation factor basic salary was investigated using 
Tukey’s HSD test. Individual groups of respondents, quantities, arithmetic means of evalua-
tion of the motivation factor basic salary are presented in Table 3. 

Table 3. Descriptive statistics of the motivation factor basic salary

Gender Age Job 
category Total Mean Standard 

deviation
Confidence interval

–95.00% 95.00%

Male

<30
manager 309 4.47249191 0.909931104 4.37063576 4.57434806

BCW 3,187 4.44838406 0.886931551 4.4175797 4.47918842
WCW 1,125 4.48444444 0.813026603 4.43688415 4.53200473

<40
manager 593 4.53962901 0.757082235 4.47856959 4.60068842

BCW 3,522 4.50397501 0.824304954 4.47674232 4.53120771
WCW 1,523 4.49441891 0.763276085 4.45605478 4.53278304

<50
manager 620 4.52580645 0.782055509 4.4641271 4.58748581

BCW 2,997 4.50717384 0.819304747 4.47782941 4.53651827
WCW 1,132 4.50265018 0.772534754 4.45759882 4.54770154

50+
manager 362 4.45027624 0.821465774 4.36536959 4.5351829

BCW 1,641 4.42839732 0.874376672 4.38606101 4.47073363
WCW 699 4.4806867 0.776157302 4.42304816 4.53832523

Female

<30
manager 371 4.48247978 0.81644602 4.39912864 4.56583092

BCW 1,811 4.50027609 0.847730106 4.46120667 4.53934551
WCW 1,574 4.59720457 0.678723841 4.56364835 4.6307608

<40
manager 578 4.53633218 0.760526389 4.47420089 4.59846347

BCW 2,132 4.51876173 0.825522468 4.48370026 4.5538232
WCW 2,402 4.57493755 0.730433007 4.54571212 4.60416299

<50
manager 548 4.5419708 0.795364393 4.47523084 4.60871077

BCW 2,089 4.50359023 0.821240731 4.46835305 4.53882742
WCW 2,342 4.55678907 0.723070442 4.52748959 4.58608855

50+
manager 326 4.53680982 0.762704262 4.45370699 4.61991264

BCW 1,185 4.44810127 0.914900225 4.39595697 4.50024556
WCW 1,547 4.55462185 0.728346074 4.51829892 4.59094478

End of Table 2 



124 M. Hitka et al. Differentiated approach to employee motivation in terms of finance 

Table  3 shows that in terms of gender, the motivation factor basic salary was con-
sidered the most important by men at the age up to 40 in the position of a manager. 
Following the statistical testing, the results can be generalised. The fact that the moti-
vation factor basic salary will be evaluated by Slovak employees in the range between 
4.48–4.60 with the 95% of reliability can be stated. Basic salary was considered the most 
important motivation factor by women – white-collar workers aged up to 30. Following 
the obtained results, it can be mentioned that the motivation factor basic salary will be 
evaluated in the range between 4.56–4.63 by women – white-collar workers aged up to 
30. The results also show that the motivation factor basic salary was ranking higher by 
women than men. Therefore, the finding that the motivation factor basic salary is more 
important for women than men emerges. 

Table 4 determines the effects of gender, age, job position on the statistically significant 
differences in the motivation factor basic salary. The power of statistically significant differ-
ences at the level of significance of 5% is determined by the p-level. 

Table 4. One dimensional results of the motivation factor basic salary

Effect Degree of 
freedom SS effect MS effect F-test p-level

Absolute term 1 410 924.6 410 924.6 633 921.6 0.000000

Gender 1 9.3 9.3 14.3 0.000158

Age 3 6.6 2.2 3.4 0.016555

Job category 2 15.4 7.7 11.9 0.000007

Gender * age 3 1.4 0.5 0.7 0.540125

Gender * job 
category 2 6.0 3.0 4.6 0.009915

Age * job 
category 6 4.8 0.8 1.2 0.283305

Gender * age * 
job category 6 1.2 0.2 0.3 0.930197

Error 34 591 22 422.8

Total 34 614 22 486.9

Although the results of Table  4 presenting one dimensional results of the motivation 
factor basic salary and determining the statistical dependence between gender, age, and job 
position do not show a significant dependence, the Tuckey HSD test was used to perform 
further analysis.

The results of the Tukey’s HSD test (Table 5, Figure 1) showed several statistically sig-
nificant differences (highlighted in red). The differences between men – blue-collar workers 
aged up to 30, men – blue-collar workers aged 50+ and women – white-collar workers at 
all ages were identified. Further statistically significant differences were determined between 
women working in the job position as a blue-collar worker abed 50+ and women – white-
collar workers at the age up to 30 and up to 40. 
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Consequently, the second most important motivation factor relating to finance fair 
appraisal system was investigated. Table  6 shows that two groups of men assessed the 
mentioned motivation factor in a very similar way. The motivation factor received the high-
est average grade, at the level of 4.44. The evaluation was given by men – white collar workers 
aged up to 30 and men – managers at the age up to 40. Women – managers aged up to 40 
definitely considered the motivation factor fair appraisal system the most important with the 
highest average grade. Following the results, it can be stated that the studied motivation fac-
tor was assessed by women managers aged up to 40 will in the range from 4.45 to 4.58 with 
95% of reliability. Following the results, the finding that the motivation factor fair appraisal 
system was considered more important by women than by men emerged. When investigating 
the women, the motivation factor received higher average grade. 

Table 6. Descriptive statistics of the motivation factor fair appraisal system

Gender Age Job 
category Total Mean Standard 

deviation

Confidence 
interval

Confidence 
interval

–95.00% 95.00%

Male

<30
manager 309 4.38187702 0.891770658 4.28205372 4.48170033

BCW 3,187 4.35770317 0.877317286 4.32723273 4.38817361
WCW 1,125 4.43644444 0.791809596 4.3901253 4.48276359

<40
manager 593 4.43676223 0.718809291 4.37878957 4.49473489

BCW 3,522 4.37024418 0.806675076 4.34359392 4.39689443
WCW 1,523 4.38345371 0.774114319 4.34454483 4.42236259

Figure 1. Tukey’s HSD test for motivation factor basic salary



Journal of Business Economics and Management, 2021, 22(1): 118–134 127

Gender Age Job 
category Total Mean Standard 

deviation

Confidence 
interval

Confidence 
interval

–95.00% 95.00%

<50
manager 620 4.39516129 0.852806337 4.32790194 4.46242064

BCW 2,997 4.36736737 0.83492853 4.33746335 4.39727138
WCW 1,132 4.3860424 0.835919666 4.33729467 4.43479014

50+
manager 362 4.41160221 0.807978344 4.32808961 4.49511481

BCW 1,641 4.3308958 0.85301602 4.28959374 4.37219785
WCW 699 4.43204578 0.747030583 4.37657023 4.48752133

Female

<30
manager 371 4.38274933 0.911858209 4.28965754 4.47584112

BCW 1,811 4.39646604 0.865335301 4.35658525 4.43634684
WCW 1,574 4.50825921 0.756154082 4.47087482 4.5456436

<40
manager 578 4.51384083 0.754408503 4.45220934 4.57547232

BCW 2,132 4.38227017 0.877116616 4.3450174 4.41952294
WCW 2,402 4.48792673 0.738693725 4.45837077 4.51748268

<50
manager 548 4.40510949 0.802265637 4.33779043 4.47242854

BCW 2,089 4.40162757 0.825258135 4.36621801 4.43703713
WCW 2,342 4.48761742 0.738615982 4.45768803 4.51754682

50+
manager 326 4.44171779 0.815980087 4.35281014 4.53062545

BCW 1,185 4.38396624 0.880674342 4.33377263 4.43415986
WCW 1,547 4.49450549 0.738299547 4.45768618 4.53132481

Table 7 of the one-dimensional results of the motivation factor fair appraisal system deter-
mines statistically significant differences cause especially by the age and job position, gender 
and job position respectively. 

Table 7. One-dimensional results of the motivation factor fair appraisal system

Effect Degree of 
freedom SS effect MS effect F-test p-level

Absolute term 1 394,274.3 394,274.3 594,845.4 0.000000
Gender 1 12.5 12.5 18.8 0.000014
Age 3 1.8 0.6 0.9 0.436081
Job category 2 40.5 20.3 30.6 0.000000
Gender * age 3 0.5 0.2 0.3 0.847411
Gender * job category 2 4.6 2.3 3.5 0.030736
Age * job category 6 8.8 1.5 2.2 0.038754
Gender * age * job 
category 6 2.6 0.4 0.7 0.684183

Error 34591 22927,5 0,7
Total 34614 23025,9

End of Table 6
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Although the results of Table  7 presenting one dimensional results of the motivation 
factor fair appraisal system and determining the statistical dependence between gender, age, 
and job position do not show a significant dependence, the Tuckey HSD test was used to 
perform further analysis.

In Table 8 and Figure 2, it can be observed that the number of statistically significant 
differences was fallen down in comparison to the previous motivation factor analysed. More-
over, statistically significant differences between women – blue collar workers at the age up to 
50 and women – white collar workers at the age up to 30 were observed. Similar results were 
obtained when the focus was given on women – blue collar workers aged 50+ and women – 
white collar workers aged up to 30. 

Figure 2. Tukey’s HSD test for motivation factor fair appraisal system

Following the results of the research conducted using the sample set consisting of more 
than 34,000 employees it can be stated that Slovak employees are motivated to improve 
the job performance especially by basic salary and fair appraisal system. Similar results are 
presented in the research of Hondgesberg (2013). The results show that basic salary was 
perceived as the most important motivation factor by employees in Germany, Great Britain, 
Japan, South Africa, Italy. As well as 39% of Austrian employees considered basic salary the 
most important motivation factor (Monster, 2009). 

The results of the research show that basic salary is regarded as the most important 
motivation factor relating to finance affecting the motivation of the Slovak employees. The 
motivation factor basic salary was investigated individually with the focus on gender, age, 
job position using the Tukey’s HSD test. Following the results, it can be seen that significant 
differences in the motivation factor basic salary were caused by gender, age and job position 
as well as mutual interaction of gender and job position.
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The motivation factor fair appraisal system shows the major statistically significant dif-
ferences. The differences were due to mutual interaction of the age and job position. The 
differences were identified mainly between women – white collar workers and men – blue 
collar workers. Following the results, it can be stated that fair appraisal system is missing in 
mentioned job positions in Slovakia.

Owing to the effective motivating the employees, mentioned issue was spread by anoth-
er variables affecting the level of motivation. For example, gender and the age of employees 
must be taken into account within the human resource strategy. It is confirmed by present 
research studies of Malchrowicz-Mośko et al. (2019), Fapohunda (2017), Peterson (2004), 
Bailyn (1993) and Buttner (1993). According to them, motivation is affected by gender. 
Other research studies (Hayes et al., 2018; King et al., 2017; Joniakova & Blstakova, 2015; 
Singh, 2014; Kaylene et al., 2010; Zemke et al., 2000; Deal, 2007; Freund, 2006) confirm 
that motivation is affected by the age as well. However, the approach of managers to em-
ployee motivation must be different also in other social areas for example in the case of job 
position. It is confirmed by the research of Brady and King (2018) and Fernández-Muñoz 
and Topa (2018). 

The research shows that the hypothesis in which it is supposed that the motivation 
needs of employees of different gender, age, and job position are different was confirmed. 
Following the results obtained using the Tukey’s test, the conclusion that Slovak employ-
ees – men in the job position as a blue-collar worker and women – white-collar workers 
are not satisfied with the finances can be drawn. They attach the greatest weight to this 
motivation factor. The motivation factor basic salary was ranked first in terms of effective 
employee motivation. 

Conclusions

Motivation is one of the prerequisites to improve the effectiveness of job performance in an 
enterprise. An ability to motivate in the area of human potential management is perceived by 
the authors as the most important and at the same time the most complicated skill of a su-
pervisor. Employees play a significant role in a business success and are more important than 
capital power and technologies used in the company. Their motivation is a key to success. 
Knowledge about employee motivation allow managers to take actions to improve employee 
performance in the workplace. Managers must be familiar with the employee motivation. It 
is a complex and goal-directed effort of a manager to create the work environment and at-
mosphere meeting inner aspirations, needs and interests of employees and encouraging their 
activity in a desired way. When motivating, the fact that employees are completely different 
must be taken into account. Their needs differ and they are motivated by different motivation 
factors. Apart from that fact, gender, age, job positions and other factors affecting the needs 
of individuals must be taken into consideration as well. 

The following facts are the limiting circumstances of the research results presented. Due 
to the limitation in the scope of the contribution, only two most important motivation factors 
relating to finance, basic salary and fair appraisal system, were analysed from the scale of a 
wide range of thirty motivation factors.
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The conclusion that the motivation of employees of different gender, age and job position 
could differ due to the current situation resulting from a global pandemic can be drawn. As 
the collection, selection and evaluation of data took place before the global pandemic, it is 
planned to address the current situation in future direction of research.
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