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ABSTRACT 

Currently, there are four unique generations of employees on the labour market (Generation BB, Generation X, Generation Y, 
and Generation Z. The individual performance of employees is largely influenced by their motivation to perform. The main aim 
of the article is to present the results of the research focused on the analysis of the performance motivation of different 
generations in Slovak industrial enterprises. A standardized psychodiagnostic performance motivation questionnaire (D-M-V) 
was used for data collection, which was distributed to six industrial enterprises operating in Slovakia. The research sample 
consisted of N=158 respondents (administrative employees and managers). By evaluating the established research hypotheses, 
statistically, significant relationships were identified between the monitored variables from the D-M-V questionnaire and 
perceived age discrimination and the possibility of further education in industrial enterprises. Proven and quantified 
statistically significant relationships can be used to increase individual employee performance, which contributes to the overall 
performance of the organization.  
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1. Introduction  
To effectively manage the organization, managers 

need to know certain personal characteristics of employees, 

their attitudes or opinions to delegate them appropriate tasks 

that correspond to their skills, abilities, and knowledge. In 

practice, employees with the same skills do not achieve the 

same performance in their tasks. This means that performance 

is not affected by knowledge and skills, but also by an internal 

degree of motivation. Employees should not only perform their 

tasks but also have an appetite for work and be interested in 

the results. Then, the manager gets into a position where it is 

appropriate for him to know the motivational typology of 

employees or the current state of motivation of his employees. 

The presence of different generations in one workplace makes 

it possible to research and define the issue from a new 

perspective, which will bring results that can be used in the 

management of production enterprises.  

1.1 Literature review 
A prosperous organization depends on the efficiency 

of its employees. The efficiency of employees is given by the 

sum of individual performance of employees and the 

performance of employees is to a large extent a reflection of 

their motivation (Tršková, 2016). Motivation can be defined as 

a psychological trait that influences a person in achieving the 

desired aim (Gribanova & Abeltina, 2020; Hastari, et al., 

2021). According to Winardi, motivation is “a potential force 

that an individual can develop on his own or that can be 

developed by many external forces, which can positively or 

negatively affect the results of his performance, depending on 

the situation and conditions facing the person 

concerned”. (Hastari et al. 2021). Job motivation represents a 

willingness to make efforts to meet set aims, which are 

conditioned by the ability to satisfy individual needs (Singh & 

Sharma, 2016; Nurdiansyah et al., 2020). Therefore, it is 

important in the interest of the organization to integrate 

employee aims with the aims of the organization. Motivation 

in the work process is one of the key factors that affect 

employee satisfaction (Heyns & Kerr, 2018; Nurdiansyah et 

al., 2020). Authors Sharma & Singh (2016) stated that job 

motivation is positively correlated with job satisfaction and 

that job satisfaction is part of the motivational process 

(Rahman et al., 2019). The individual with a high level of 

motivation can work more efficiently, with greater 

responsibility, and also often use their creativity compared to 

an individual with a low level of motivation to perform 

(Tršková, 2016). To increase performance, the effort to create 

a motivated and satisfied workforce becomes a decisive factor 

(Gribanova & Abeltina, 2020). 

Currently, the labor market is characterized by a great 

diversity of the workforce (Gyurák Babeľová, Mĺkva & Kučerová, 

2021). One of the best ways to explain differences between 

employees is their characteristics through their affiliation to a 

generation (Ayub & Rafif, 2011). The interaction of four 

generations (Baby boomers, Generation X, Generation Y, 

Generation Z) can create barriers in the labor market. There are 

several definitions of generations, several authors present 

various classifications of generations (Kutlák, 2019; Kovaľová 

et al., 2019, Harvinder & Anagad, 2016; Fantini & De Souza, 

2015), which are differentiated by the year of origin of the 

publication, or by the geographical location of the author. For 

this article, we present the following classification of 

employees’ generation, which was used in the presented 

research. Generation BB (1941-1960), Generation X (1961-

1980), Generation Y (191-1995) and Generation Z (1996-

2010).   

In general, there are obvious differences between 

generations, such as the older generations have a calm and 

considered approach to work, while the younger generations 

are characterized by energy or self-focus. The Baby boomer's 

generation respects authority and hierarchy more than the 

younger generations, and the younger generations value the 

balance between work and family life more than the older 

generation (Jeffries & Hunte, 2004; Abdullah et al., 2020). Older 

and younger generations are perceived in different ways in the 

job process. Research by Truxillo (2012) shows how the 

younger and older generations perceive each other. The older 

generation is perceived as conscientious, less neurotic, modest, 

and with higher morals. The older generation was also 

perceived more positively in terms of job performance and job 

behavior about helping the organization. Author Grandl (2016) 

dealt with the perception of older and younger employees. 

Employees from the younger generations were more satisfied 

with the manager within their generation due to better 

relationships in the workplace. On the other hand, in other 

managerial skills, managers of older generations were rated 

more positively. Older employees in all respects rated 

managers of older generations more positively, and it is, 

therefore, possible to assume that older employees prefer 

managers in their age category. Nevertheless, organizations 

still do not have enough knowledge about the motivational 

needs of present generations on the labor market and how they 

could influence the motivational strategies and performance of 

the organization (Jeffries & Hunte, 2004). Understanding 

generational characteristics give managers a starting point that 

moves them to a better understanding of employees and their 

motivational needs (Widen et al., 2020). It is essential that the 

motivation system is set up effectively, and thus brings the 

desired results even when coordinating several generations.  

2 Material and methods 
The next part of the article contains the definition of 

the main aim of the article and the design of research-setting 

research questions and research hypotheses. The authors of the 
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paper described in the Material and methods sections the data 

collection tool, the method of data collection tool, the method 

of data collection, and the evaluation of the used methods.  

2.1 Research aim, research questions, and research 

hypothesis 
The research was carried out as one of the project 

tasks of the VEGA project No. 1/0721/20 within the student 

scientific conference. The main aim of the research was to 

analyze the current state of motivation of employees from 

different generations in Slovak industrial enterprises and 

subsequently identify significant relationships and differences 

between subscales measured by the D-M-V questionnaire and 

further education of employees/perception of age 

discrimination. The results of the research will be used as a 

basis for creating proposals for streamlining human resources 

management in industrial enterprises.  

Research questions: 
RQ1: What is the structure of generational 

representation of employees in managerial and administrative 

positions in industrial enterprises in Slovakia?  

RQ2: What score do the surveyed respondents 

(employees) achieve within the individual subscales of the D-

M-V performance motivation questionnaire? 

Research hypotheses: 
RH1: There is a statistically significant relationship 

between the measured score in the subscale MV-performance 

motivation from the D-M-V questionnaire and the possibility 

of further education in Slovak industrial enterprises.  

RH2: There is a statistically significant relationship 

between the measured score in the subscale AB-anxiety 

inhibiting performance from the D-M-V questionnaire and the 

perceived age discrimination in Slovak industrial enterprises.  

RH3: There are significant differences between the 

subscales measured by the D-M-V questionnaire for 

Generation Z and Generation BB in Slovak industrial 

enterprises.  

2.2 Data collection and data collection tool 
Data collection was carried out through the physical 

distribution of a research questionnaire, which was distributed 

to six selected Slovak industrial enterprises. In terms of the 

number of employees, we can classify all enterprises as 

medium-sized, and about the focus of production, enterprises 

are from the automotive industry group. 35 questionnaires 

were distributed to each industrial enterprise, a total of 210 

questionnaires. Correctly and filled were 158 questionnaires. 

The return of data collection was 75.24 %, which can be 

described as a good return. Under the administration 

conditions, the authors of the questionnaire require absolute 

rest conditions, setting the average time at 20 minutes. The 

questionnaire was distributed to respondents in the group 

(Pardel, Maršálová & Hrabovská, 1992). Respondents were 

selected based on the selection criteria which have been the job 

position of respondents. All respondents who participated in 

the research were administrative employees and managerial 

positions.  

The only question focused on the identification of 

respondents was the age of the respondents, which will be 

evaluated within the RQ1. As the data collection tool, the 

authors of the paper used a standardized questionnaire for 

measuring performance motivation, which is called D-M-V 

(Performance motivation questionnaire). The mentioned 

questionnaire has three subscales: Scale MV-performance 

motivation, Scale AB-anxiety inhibiting performance, and 

Scale AP-anxiety supporting performance (Lisá, 2012). 

Respondents answer a total of 52 questions about three 

subscales, where MV consists of 24 items, AB 17 items and 

AP consists of 10 items. Subscales D-M-V are formed 

normatively, by a 6-degree Likert scale from (1) “does not 

apply to me at all” to (6) “completely applies to me” (Pardel, 

Maršálová & Hrabovská, 1992; Bozogáňová & Dietzovová, 214). 

The questionnaire contains a total of 52 items (questions), 

which were supplemented by three closed questions, which 

focused on the year of birth of the respondent, whether the 

respondent feels age discrimination and whether the company 

offers the possibility of further education.  

Reliability was expressed through the coefficient of 

internal consistency of three subscales, the authors of the 

questionnaire used Cronbach´s alpha to calculate the internal 

consistency, the values found are in the satisfactory range from 

r = 0.81 to r = 0.87 (Pardel, Maršálová & Hrabovská, 1992). 

The authors of the article used the basic tools of descriptive 

statistics, which were processed using Microsoft Excel. To 

evaluate the research questions and research hypotheses, IBM 

SPSS Statistics 22 was used for further testing and using the 

inferential statistical tools.  

3 Results 
The next part of the article contains the statistical 

processing of the results from the questionnaire. The results 

part is divided into the evaluation of research questions and the 

evaluation of research hypotheses.  

3.1 Evaluation of research questions 
The evaluation of research questions was carried out 

based on data processing from the questionnaire using 

mathematical and statistical tools (figures and tables). During 

the processing of the first research question, it was necessary 

to process data from the available statistical databases, which 

were (Statistical Office of the Slovak Republic, 2019). 

RQ1: What is the structure of generational 

representation of employees in managerial and administrative 

positions in industrial enterprises in Slovakia? The results for 

the sample of respondents can be seen in Table 1 below. 

  

  

20 

http://www.cpernet.org/
https://ijbassnet.com/
http://dx.doi.org/10.33642/ijbass.v7n4p1
http://www.cpernet.org/


5 

 

 

 

 

 
     

©Center for Promoting Education and Research (CPER) USA                                 www.cpernet.org 

 

https://ijbassnet.com/                                                                                                                                                                                                                                             http://dx.doi.org/10.33642/ijbass.v7n4p3                                                                                                                                                                                                                                                       

      ©Center for Promoting Education and Research (CPER) USA                                 www.cpernet.org 

 

 

International Journal of Business and Applied Social Science (IJBASS) 
 

E-ISSN: 2469-6501 
VOL: 7, ISSUE: 4 
 April/2021 

 DOI: 10.33642/ijbass.v7n4p3                
 

Table 1. Composition of respondents by generation (Source: own processing, 2020) 

Generation Absolute frequency Relative frequency % 

Generation Z (1996-2010) 18 11.39 

Generation Y (1981-1995) 86 54.43 

Generation X (1961-1980) 35 22.15 

Generation BB (1941-1960) 19 12.03 

Total 158 100.00 

 

As can be seen in Table 1, the most represented 

generation within-sample is Generation Y, the least 

represented group is Generation Z, which is currently 

gradually entering the labor market. In Figure 1 below, we can 

see a graphically processed number of the working population 

in Slovakia. These numbers are not filtered concerning the job 

position, so it can be seen what the representation of different 

generations on the Slovak labor market. 
 

 
Figure 1. Generational representation of employees on the Slovak labour market  

(Source: own processing according to the Statistical Office of the Slovak Republic, 2020) 
 

Figure 1 shows the representation of employees in the 

Slovak labor market. As we can see, the most represented 

employees are from Generation X, on the contrary, the least is 

Generation Z. Based on the comparison, we can state that even 

though the sample was created based on the job positions, the 

similarity of sample and population is high. Therefore, we can 

consider the layout of the sample as suitable for further 

research.  

RQ2: What score do the surveyed respondents 

(employees) achieve within the individual subscales of the D-

M-V performance motivation questionnaire? When evaluating 

the second research question, we proceeded based on the D-M-

V questionnaire. From the processing of the gross score of 

individual respondents and subsequent conversions to the 

standardized score, we created Figure 2, where we can see the 

data for the entire sample. 
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As can be seen in Figure 2, the performed analysis 

shows that in the subscale Motivation to performance, 

respondents achieve a high score (41 respondents). Anxiety 

inhibiting performance of up to 34 respondents achieve a low 

score and the subscale Anxiety supporting performance, 31 

respondents have a low score. For a better explanation of the 

results, we created Table 2, which divides the results according 

to the affiliation of respondents to individual generations.
 

 

Table 2. Evaluation of the D-M-V, divided by generations (Source: own processing, 2020) 
Generation Standardized score Subscale MV Subscale AB Subscale AP 

Generation Z 

High score 3 3 0 

Average score 15 13 12 

Low score 0 2 6 

Generation Y 

High score 25 2 6 

Average score 59 69 65 

Low score 2 15 15 

Generation X 

High score 8 3 5 

Average score 26 19 24 

Low score 1 13 6 

Generation BB 

High score 5 1 2 

Average score 14 14 13 

Low score 0 4 4 

 

From the additional analysis shown in Table 2, it can 

be seen that there are differences between the respondents 

belonging to different generations of employees. At the MV 

subscale, the highest score is achieved by respondents of 

Generation Y and Generation BB. At subscale AB, a low score 

is achieved by Generation X and Generation BB. The last 

analyzed subscale is AP, where a low score is achieved by 

respondents of Generation Z and Generation BB.  

3.2 Evaluation of the research hypotheses  
As a part of the research, three research hypotheses 

were established which were evaluated using IBM SPSS 

Statistics 22. Also, correlation tests and tests to verify 

differences between groups of respondents were used to 

evaluate the research hypotheses.  

RH1: There is a statistically significant relationship 

between the measured score in the subscale MV-performance 

motivation from the D-M-V questionnaire and the possibility 

of further education in Slovak industrial enterprises.  

The result of Pearson´s correlation test proves that 

there is a statistically significant relationship between the 

measured score in the subscale MV-performance motivation 

and the possibility of further education in Slovak industrial 

enterprises. Variable correlates at the sig.=0.05 with Pearson 

correlation coefficient r =0.326. The value of significance 

reached the required level (sig.<0.05), therefore we do not 

reject the above hypothesis and we can confirm that there is a 

moderate correlation between the observed variables.  

RH2: There is a statistically significant relationship 

between the measured score in the subscale AB-anxiety 

inhibiting performance from the D-M-V questionnaire and the 

perceived age discrimination in Slovak industrial enterprises.  

           The result of Pearson´s correlation test proves that there 

is a statistically significant relationship between the measured 

score in the subscale AB-anxiety inhibiting performance and 

the perceived age discrimination in Slovak industrial 

enterprises. Variable correlates at the sig. = 0.05 with Pearson 

correlation coefficient r = 0.173. The value of significance 

reached the required level (sig. < 0.05), therefore we do not 

reject the above hypothesis and we can confirm that there is a 

weak correlation between the observed variables. 

RH3: There are significant differences between the 

subscales measured by the D-M-V questionnaire for 

Generation Z and Generation BB in Slovak industrial 

enterprises. 

           All parameters have a normal data distribution. The 

results show a statistically significant difference between 

Generation BB and Generation Z in the subscale AB from the 

D-M-V questionnaire (t = 2.057, sig = 0.043). The value of 

significance by the Cohen d parameter is d = 0.431, which can 

be considered as a low measure of the effect. For the MV 

subscale from the D-M-V questionnaire (t = -0.356, sig = 

0.723) and AP subscale from the D-M-V questionnaire (t = -

0.009, sig = 0.993) was found no significant difference 

between the groups. 
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4. Conclusion and discussion 
           The performance of the company, as well as the 

fulfillment of company goals, depends to a large extent on the 

state of motivation of the employees. Based on the above, we 

can say that one of the leading tasks of companies is to identify 

and work with the motivation of employees, who are the key 

capital of companies (Arshed, Rauf & Bukhari, 2021). Many 

types of research focus on measuring and analyzing motivation 

solely in terms of the arrangement of motivational factors 

(Ližbetinová et al., 2020; Stachová et al., 2018; Hussainy, 

2020), which are easily influenced by companies.  

The main aim of the research was to analyze the 

current state of motivation of employees from different 

generations in Slovak industrial enterprises and subsequently 

identify significant relationships and differences between 

subscales measured by the D-M-V questionnaire and further 

education of employees/perception of age discrimination. The 

evaluation of the research questions showed that the 

motivational items (subscales of the D-M-V questionnaire) are 

different for representatives of different generations of 

employees. The negative finding is that employees from 

Slovak industrial enterprises show low scores in anxiety-

supporting performance (AP subscale). The most significant is 

the case of Generation Z and Generation BB employees, 

whose anxiety in the job process causes reduced motivation, 

which results in reduced job performance or termination of 

employment. Both generations are important for industrial 

enterprises in terms of their specific knowledge and skills. For 

Generation BB, it is experience, process knowledge as well as 

the wealth of tacit knowledge (Airey, et al., 2020; Mĺkva, 

Kučerová & Gyurák Babeľová, 2020). Generation Z 

employees, on the other hand, offer their advanced digital 

skills, good language skills as well as high flexibility at work 

(Kutlák, 2019; Baldonado, 2018). The authors of the paper 

consider as positive the fact that the respondents from 

Generation X and Generation BB show low scores at the 

subscale AB (anxiety inhibiting performance). The mentioned 

finding can be characterized as the ability to manage anxiety, 

which results in performance. Many studies have shown that 

the employees from Generation X and Generation BB can 

handle crisis and problem situation (Mĺkva, Kučerová & 

Gyurák Babeľová, 2020). 

The evaluation of RH1 showed that employees who 

achieve high scores of performance motivation (MV subscale) 

are interested in further education. This fact is important for 

planning employee development. Employees who are 

interested in further development are more motivated and this 

fact has a significant impact on their job performance. The 

RH3 showed that the anxiety inhibiting performance (subscale 

AB) and oppression that causes failures in job performance is 

different for Generation Z and Generation BB. As mentioned 

above, the representatives of Generation BB are better placed 

to handle a crisis or problematic job situation. Generation Z 

does not have enough job experience and therefore it is 

important to approach it with more emphasis. Several studies 

have shown that Generation Z representatives have high 

turnover than employees of other generations (Čambál, et al., 

2018; Septiavan & Masurink, 2020; Boyer et al., 2020). Based 

on the above, we can recommend to industrial enterprises to 

place more emphasis on the incorporation of new employees 

from Generation Z. It is also important to involve the 

adaptation process in all its elements (social adaptation, 

adaptation to corporate culture as well as job adaptation).  

           The authors of the paper plan in the future to expand the 

sample by more respondents as well as by respondents who 

will also work at manufacturing job positions. Further research 

will focus on employee motivation related to alternative work 

regimes such as home office and the like.  
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