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Abstract  
 

Background: General concept of motivation, which include the motivational 

techniques and human resources management as a prerequisite for the most 

important intangible asset is related to the company performance. Objectives: we 

build on the conceptual model examining the respondents’ attitudes about the 

influence of various parameters on better business performance and work 

atmosphere. In addition, we also examine the attitudes towards the impact of 

motivation, company management, and communication on employee satisfaction. 

Methods/Approach: Difference in the perception of essential parameters such as 

motivation, communication, leadership model, and personnel management within a 

company, over groups of respondents differentiated by gender and age is tested 

using Kolmogorov-Smirnov test. Results: The results obtained by this research 

conducted from an employee point of view, detect the difference in the perception 

of the parameters of motivation, communication, leadership and personnel 

management, and their impact on employee satisfaction. Conclusions: Our 

empirical research results clearly pinpoint the link between successful application of 

motivational techniques, quality of the leadership and employee satisfaction. 
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Introduction  
 The company’s success is related to the quality of performance activities such as: 

rewarding employees, the making of a favorable organizational climate and culture, 

and the programs of studying and training (Horvat et al., 2015). Furthermore, certain 

studies also uncover the connection between organization's success and its 

dependence on employees-related factors such as: job security, job satisfaction, 

loyalty to the organization, knowledge creation, and the manager’s ability and their 

attitude towards employees (Mitreva et al., 2012). 
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 Motivation techniques are generally divided into extrinsic and intrinsic, whereby 

extrinsic motivation instruments can be direct (salaries, royalties and travel expenses) 

and indirect (social benefits, education, insurance and other various benefits) 

(Kehoe et al., 2013). Some authors suggest that financial rewards have become 

obsolete as motivation factors, emphasizing the role of indirect awards such as 

seminars, courses and participation in projects, among many others (Lazaroiu, 2015). 

Although the literature regarding this topic can be very heterogeneous, we used the 

general concept of motivation, which include the motivational techniques and 

human resources management as a prerequisite for the most important intangible 

asset. 

 According to the analysis of other author’s studies and existing scientific 

knowledge, in this study, we build on the conceptual model examining the 

respondents’ attitudes about the influence of various parameters on better business 

performance and work atmosphere. In addition, we also examine the attitudes 

towards the impact of motivation, company management, and communication on 

employee satisfaction. 
 

Literature review  

 Motivation techniques used to support organization members can be seen as 

extrinsic and intrinsic. Therefore, incentives and benefits available to managers can 

be used very effectively to improve the employee performance. In transitional or 

post-transitional markets such as Croatian, the importance of different non-tangible 

motivation techniques has not yet been acknowledged enough, although there is a 

vast body of research confirming that thesis. As some research present, it is often 

more efficient to intrinsically motivate employees, since they can accomplish 

different tasks without consuming additional resources (Joo et al., 2010). Additionally, 

“a variety of extrinsic constraints can undermine intrinsic motivation and creativity, 

including expected reward, expected evaluation, surveillance, competition, and 

restricted choice” (Yoon et al., 2015). Furthermore, when addressing the role of 

leadership, its importance has to be emphasized regardless of organization’s aim 

and interests – any organization that employs human power needs a good leader to 

be able to work effectively (Jerry, 2013). An organization with an effective leader 

should also address the question of an “effective follower”, thus emphasizing the 

vital function of employee training and development of different human resources 

management techniques (Yang et al. 2014; Jha et al., 2016).  

 Danish et al. (2015) studied the effects of reward system among the bank 

employees in Lahore, Pakistan, measuring the level of performance the employees 

demonstrate towards their organizations when they are intrinsically rewarded. The 

authors used the method of self-administered questionnaires and applied 

correlational explanatory research design. The research findings revealed a positive 

relationship among intrinsic rewards and task performance, with both intrinsic and 

extrinsic motivation and also job satisfaction mediating the relationship (Danish et al., 

2015). Moreover, studies aimed at measuring the effect of motivation on employee 

performance in the public sector, have discovered similar findings on motivation 

techniques that could also work not only as a motivational tool for achieving more 

effective and satisfied workers, but also as an additional tool during the employee 

recruitment phase (Liu et al., 2015).  

 Additionally, based on a survey within two age groups of employees in Slovenia, 

Rožman et al. (2017) studied the differences between the motivation and 

satisfaction of employees, using the Mann-Whitney U test. Their findings confirm the 

existence of differences between two age groups in the motivation incentives and 
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workplace satisfaction. Moreover, their research revealed that older employees are 

“more motivated by flexibility in the workplace; autonomy at work; good 

interpersonal relationships in the workplace; the possibility of working at their own 

pace; respect among employees; equal treatment of employees regardless of their 

age” (Rožman et al., 2017). Obviously, authors have concluded that motivation and 

satisfaction change as individuals age. 

 Obviously, there is a lack of consensus among different studies regarding the 

importance of various motivational techniques and their benefits, since there are 

studies that confirm the positive relationship between motivation and job satisfaction 

(e.g., Liu et al., 2008; Liu, 2009; Vandenabeele, 2009), and others that have not 

confirmed the existence of a significant relationship between the two (such as 

Moynihan et al., 2007). Nevertheless, the authors of this research consider the field of 

motivational techniques, leadership quality and employee satisfaction important in 

running business effectively, especially when considering transitional and post-

transitional countries that are still able to significantly improve human resources 

management in their organizations.  
 

Methodology  
Data 
 The database of companies consisted of 300 companies selected in a random 

sample from the Croatian Chamber of commerce directory. In total 87 respondents 

answered the interview, which represents 29% of the sample. Among the companies 

that participated in the survey, 64% were SMEs, and 36% were large companies. 

Most of the companies were registered in Zagreb, Croatian capital city, while smaller 

number of companies were registered in Split, Osijek, Rijeka and Dubrovnik. Most of 

the companies were from the primary and secondary sector (56%), while the rest of 

companies were operating in tertiary and quarterly sector.  
 

Research instrument 
 The target population of this survey are respondents who are or were employed. 

For the empirical analysis of this study, we collected data from the sample that was 

comprised from University North students who are studying and working. The 

research was carried out using CAWI (Computer-assisted web interviewing), and 

online questionnaire was sent out in a form of link to the e-mail database that was 

accessible for this research. The survey was composed of a set of statements to 

which examinees responded by expressing their agreement or disagreement, using 

a five-degree Likert scale, determined by a "completely agree" to "completely 

disagree" statements. 
 

Statistical analysis 
 The internal consistency measure, conducted over control question, resulted in 

Cronbach Alpha reliability coefficient 0.586, whilst the number of items was three. 

We concluded that the attitudes of respondents can be explored by the proposed 

control questions. Testing for the distribution normality among all the parameters was 

carried out by Kolmogorov-Smirnov test for normal distribution. Our findings allow us 

to reject the zero hypotheses stating that all the parameters have a normal 

distribution, since all the parameters are statistically significant (0.0000 <0.05). In as 

much as the assumption of normality is not met, we will use the Kruskal-Wallis 

hypothesis test, and present the results in the following tables.

 Reliability analysis was conducted using Cronbach’s alpha coefficients. The 

analysis of the internal consistency reveals that the Cronbach’s Alpha reliability 

coefficient is 0.795, while the number of items was seven. We respected the 
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recommendations that “internal consistency coefficients of 0.70 or higher are 

considered to indicate adequate reliability” (Kim et al., 2008). Therefore, we can 

conclude that the selection of parameters with relatively high consistency allows us 

to measure the attitudes of the respondents. 
 

Results  
 The structure of sample by gender and age shows that most respondents are 

female (66%) and the majority of respondent’s average age is up to 25 years 

(55.17%). The share of the respondents under 30 years of age is 20.68%, and above 

30 years of age is 24.15 %. 

 The descriptive statistics of evaluated attitudes of respondents on the importance 

of particular parameters are presented in Table 1. 

 According to our findings, the highest rated parameter is “Good communication 

affects a better working environment”, and the worst rated parameter is “Personnel 

policy affects the company's business performance”. An overwhelming majority, 97% 

of respondents find that motivation is essential when working in a company, while 

the same percentage of respondents agree that the way they communicate within 

a company is essential. The leadership model was assessed as essential by 90% of the 

respondents. 

 

Table 1 

Research instrument description (Likert 1-5), and descriptive results 

Item Mean (St.Dev.) 

Motivation affects the company's business performance  4,55 (0,605) 

Motivation affects a better working environment  4,59 (0,691) 

Leadership model affects the company's business performance 4,69 (0,535) 

Leadership model affects the better working environment 4,53 (0,790) 

Good communication affects the company's business performance  4,69 (0,513) 

Good communication affects a better working environment 4,80 (0,546) 

Personnel policy (staff selection and management) affects the 

company's business performance  

4,38 (0,796) 

Source: Authors’ work 
 

 Along with the proposed parameters measuring the influence of different 

variables on better business performance and working environment, our survey also 

comprised three control questions, which will be used to investigate the relevance of 

individual parameters between groups of respondents. The following control 

questions are: (i) Is motivation important for working in a company?, (ii) Is the 

leadership model important for working in a company?, and (iii) Is the 

communication culture within a company important for working in that company? 

 Table 2 provides the statistically significant difference in the perception of 

essential parameters such as motivation, communication, leadership model, and 

personnel management within a company, over groups of respondents 

differentiated by gender and age. At 5% confidence level these are: (i) Good 

communication affects a better working environment, (ii) Good communication 

affects the company's business performance, and (iii) the control question "Is the 

communication culture within a company important for working in that company?". 

At 10% confidence level these are: (i) “Is the leadership model important for working 

in a company?” and (ii) Personnel policy (staff selection and management) affects 

the company's business performance. 
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Table 2 

Kruskal-Wallis test for different groups 

Item Chi-Square df Asymp. Sig. 

Is the communication culture within a company 

important for working in that company? 

3.84 

 

1 0.05** 

Good communication affects the company's 

business performance 

4.64 

 

1 0.031** 

Good communication affects a better working 

environment 

3.90 

 

1 0.048** 

Is the leadership model important for working in 

a company? 

3.02 1 0.082* 

Personnel policy (staff selection and 

management) affects the company's business 

performance 

7.73 

 

3 0.052* 

Note: *** statistically significant at 1%, ** statistically significant at 5%, * statistically significant 

at 10% 

Source: Authors’ work 
 

 The research findings presented in Table 3 are determined by the control question 

"Is motivation important for working in a company?". Clearly, there is a statistically 

significant difference in the perception of the key parameters of motivation, 

communication, leadership model, and personnel management within the 

company. At 1% confidence level this is: Motivation affects the company's business 

performance, and at 5% confidence level it is: Motivation affects a better working 

environment. 

 Results identified by the control question: „Is the leadership model important for 

working in a company?“ are presented in Table 4. The Kruskal-Wallis test indicates 

that there is a statistically significant difference in the perception of the key 

parameters of motivation, communication, and leadership model, as well as 

personnel management within the company. At 1% confidence level this is: 

Motivation affects the company's business performance. At a level of 5% confidence 

this is: Leadership model affects the better working environment. 
 

Table 3 

Kruskal-Wallis test for different groups 

Item Chi-Square df Asymp. Sig. 

Motivation affects the company's business 

performance  

7.32 

 

1 0.007*** 

Motivation affects a better working 

environment 

5.27 

 

1 0.022** 

Note: *** statistically significant at 1%, ** statistically significant at 5%, * statistically significant 

at 10%. 

Source: Authors’ work 

 
 

Table 4 

Kruskal-Wallis test for different groups 

Item Chi-Square df Asymp. Sig. 

Leadership model affects the company's 

business performance 

7.59 

 

1 0.006*** 

Leadership model affects the better working 

environment 

5.94 

 

1 0.015** 

Note: *** statistically significant at 1%, ** statistically significant at 5%, * statistically significant 

at 10% 

Source: Authors’ work 
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 The results provided in Table 5 are defined by the control question „Is the 

communication culture within a company important for working in that company?” 

The results implicate there is a statistically significant difference in the perception of 

the essential parameters such as motivation, communication, leadership model and 

personnel management within the company. At 1% confidence level these are: (i) 

Motivation affects the better working environment, (ii) Leadership model affects the 

better working environment and (iii) Good communication affects the company's 

business performance. At a level of 5% confidence this is: Leadership model affects 

the company's business performance. 
 

Table 5 

Kruskal-Wallis test for different groups 
 

Item Chi-Square df Asymp. Sig. 

Motivation affects the better working 

environment 

8.19 

 

1 0.004*** 

Leadership model affects the company's 

business performance 

4.76 

 

1 0.029** 

Leadership model affects the better working 

environment 

7.61 1 0.006*** 

Good communication affects the company's 

business performance 

6.80 1 0.009*** 

Note: *** statistically significant at 1%, ** statistically significant at 5%, * statistically significant 

at 10% 

Source: Authors’ work 
 

Table 6 

Partial correlation table for the paired variables 
 

 Motivation 

affects the 

company’s 

business 

performance 

Motivation 

affects a 

better 

working 

environment 

Leadership 

model affects 

the company’s 

business 

performance  

Leadership 

model 

affects the 

better 

working 

environment 

Good 

communication 

affects the 

company’s 

business 

performance 

Good 

communication 

affects a better 

working 

environment 

Personnel 

policy (staff 

selection and 

management) 

affects the 

company’s 

business 

performance 

Motivation affects the 

company’s business 

performance 

1       

Motivation affects a 

better working 

environment 

0.435* 1      

Leadership model 

affects the company’s 

business performance 

0.363* 0.277** 1     

Leadership model 

affects the better 

working environment 

0.433* 0.380* 0.466* 1    

Good communication 

affects the company’s 

business performance 

0.394* 0.368* 0.482* 0.490* 1   

Good communication 

affects a better 

working environment 

0.187 0.447* 0.115 0.369* 0.402* 1  

Personnel policy (staff 

selection and 

management) affects 

the company’s 

business performance 

0.120 0.090 0.291** 0.363* 0.086 0.313** 1 

Note: *** statistically significant at 1%, ** statistically significant at 5%, * statistically significant 

at 10% 

Source: Authors’ work 
 

 In order to avoid the influence of other variables on the observed pair of variables 

in the model, we calculated the partial correlation coefficients among the pairs of 

variables, controlling for the effects of the third variable, i.e. three control questions: 

(i) Is motivation important for working in a company?, (ii) Is the leadership model 

important for working in a company?, and finally, (iii) Is the communication culture 
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within a company important for working in that company? (see Table 6). Although 

there is a statistically significant correlation between multiple pairs of variables, the 

correlation coefficient indicates a weak link between the following variables: (i) 

Good communication affects the company's business performance and Leadership 

model affects the company's business performance; and (ii) Good communication 

affects the company's business performance and Leadership model affects the 

better working environment. 
 

Discussion  
 Our overall research findings resulted in statistically significant difference in the 

perception of the parameter of motivation, communication, leadership model and 

staff management with the following parameters: (i) Good communication affects a 

better working atmosphere, (ii) Good communication affects the company's 

business performance, (iii) leadership model is essential for working in a company?, 

and (iv) the Personnel policy (staff selection and management) affects the 

company's business performance. Conducting the study, we used control questions 

to investigate differences in the importance of certain parameters between groups 

of respondents. Within the control question variable “Is motivation important for 

working in a company?”, the Kruskal-Wallis hypothesis test revealed the presence of 

statistically significant difference in the perception of the following parameters: (i) 

Motivation affects a company's business performance; and (ii) Motivation affects a 

better working environment. Regarding the control question "Is the leadership model 

important for working in a company?", the Kruskal-Wallis hypothesis test has 

demonstrated a statistically significant difference in the perception of following 

parameters: (i) Motivation affects the company's business performance; and (ii) 

Leadership model affects the better working environment. The last variable we used 

to determine the population is the control question "Is the communication culture 

within a company important for working in that company?", with the statistical test 

resulting in statistically significant difference in the perception of parameters: (i) 

Motivation affects a better working environment; (ii) Leadership model affects the 

better working environment; (iii) Good communication affects the company's 

business success, and (iv) Leadership model affects the company's business 

performance. 

 Interestingly, part of the respondents evaluate the claims negatively: (i) whether 

motivation is essential for the company's work (3%), (ii) whether the leadership model 

is important for work (3%) and communication is essential for work (10%). Although 

there are other studies that confirm the thesis that direct financial rewards such as 

wages are an outdated motivational factor, previous authors' research shows that 

“they are an important parameter in the private sector of the Republic of Croatia”. 

In regard with the public sector, women emphasize “the importance of good 

business communication and satisfying working conditions”, while men appreciate 

“acknowledgement from their colleagues and superiors, and recognition for a well-

done job”. Thus, in the previous survey, 35% of the respondents assigned salary as a 

motivational factor the highest rank. 

 Furthermore, we obtained the partial correlation coefficient for paired variables 

accounting for all three control variables. The results exposed the presence of 

statistically significant correlations between multiple variables, with all the 

coefficients being positive, and weak correlation was proven between following 

variables: (i) Good communication affects the company's business performance 

Leadership model affects the company's business performance; and (ii) Good 
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communication affects the company's business performance and Leadership model 

affects the better working environment. 
  

Conclusion  
 The conceptual model of this empirical research is aiming to describe the 

respondent’s attitudes towards the influence of various parameters regarding the 

better business performance and working environment in the company. 

Furthermore, it also analyses the attitudes regarding the importance of motivation, 

leadership model and communication on employee satisfaction. Research question 

was designed around the importance of monitoring the employee satisfaction 

parameters in the public and private sector, which show that satisfied employees 

represent the main pillar of any organization's and company’s development. 

Indeed, money and other financial rewards as instruments for motivation could have 

a short-term effect on employee satisfaction; however they can imply a significant 

factor in choosing future employment. By comparing the results of this research with 

results conducted over parameters affecting employees' satisfaction (Klopotan et 

al., 2016), there is “an obvious correlation in some theoretical aspects and also the 

results”. 

 We argue that employee motivation has a significant impact on a better working 

environment, which is also the highest rated statement by employees. This result 

correlates with results from a previously mentioned research, confirming that 

parameters such as “acknowledgment for work well-done, respect by supervisors, 

job satisfaction, satisfying working conditions, good communication and collegial 

respect have a direct impact on the employee’s satisfaction” (Klopotan et al., 2016). 

Moreover, besides the proposition that employee’s motivation influences the 

working environment, it also has a direct impact on employee satisfaction, which 

ultimately contributes to a more successful performance.  

 Our empirical research results clearly pinpoint the link between successful 

application of motivational techniques, quality of the leadership and employee 

satisfaction. Overall, the results obtained by this research conducted from an 

employee point of view, detect the difference in the perception of the parameters 

of motivation, communication, leadership and personnel management, and their 

impact on employee satisfaction. We hope that our contribution will motivate further 

research on the role of motivation of employees and the importance of leadership. 
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