MODERN MANAGEMENT REVIEW 2018

MMR, vol. XXIIl, 25 (4/2018), p. 235-246 October-Bcember

Agnieszka SZYMANKOWSKA®

THE IMPORTANCE OF FINANCIAL MOTIVATORS
IN THE EMPLOYEE MOTIVATION IN ENTERPRISES
OF THE REGION OF KONIN

Motivating issues concern every organization, prilpaue to the variety of available moti-
vators and the difficulties resulting from theieu particular those related to the needs and
employee’s expectations. At the same time, everyvaiional system consisting of financial
and non-financial motivators generates financiatsdor the enterprise. Regardless of the
types of motivators used, managers need to preéparenterprise for bearing specific finan-
cial outlays. Therefore, it is necessary to loakfotivators that will not only gain employee’s
acceptance, but, above all, will affect their cotmnaint in achieving the goals that the organ-
ization seeks to achieve and at the same timebwilin optimal financial burden for the com-
pany. An important role in the whole process ig/pthby financial motivation, which is as-
sociated with financial expenditures borne by tbmgany, but at the same time it is able to
stimulate employees to work effectively. The usenofivators in enterprises may result from
the application of various systems and may not yéweaad to undertaking effective actions
on the market. The aim of the study is to predemuse of financial motivators in enterprises
in the Konin region in the opinion of employeeseTpaper hypothesizes that motivators in
enterprises are an important element of the pramfesmtivating employees, and employers
most often apply the settlement of employees ferrgsults and the allocation of bonuses
associated with them.
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1. INTRODUCTION

The ability to motivate employees to work is orfie¢he most important components of
broadly understood managerial qualificatibn&t the same time, each manager has great
opportunities to stimulate and consolidate the watitbn of employees working in his team.

It can motivate by creating higher wealth, the eaypks’ interest in the tasks they perform,
by creating promotion prospects, better workingditions, greater opportunities to parti-
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cipate in the management, or providing them witkatgr freedom in performing tasks
Financial motivators are an important factor mdtivg employees, especially because of
the authentic possibility of linking them with tlreplementation of specific goals necessary
to achieve within a set time. It should be noteat tioday's enterprises are looking for a
variety of elements that can affect subordinategagement and contribute to the increase
of the company's efficiency.

In connection with the above, all actions takerth® manager should be aimed at in-
creasing employee involvement in the implementadibiasks and striving to achieve spe-
cific goals. The managers should at the same timesciously implement the policy of
motivating and carefully choose the motivators thilt help in meeting the needs of em-
ployees, which will result in a better functioniofithe department or even the entire enter-
prise.

2. THE ESSENCE OF THE EMPLOEE’S MOTIVATION

People in the organization can be a special resatimat will make it stand out in the
market environmefit One of the objectives of the human resources gemant process is
to enable management to achieve specific goalssetgahrough the involvement of em-
ployees$. For this purpose, it is necessary to use thenpiateof employees: knowledge,
skills and emotional potential properly. This, urrt, requires the design of an efficient
management systénwhich also includes a system for motivating enpés.

The concept of motivation is related to the psyofical state, which affects the level
of human involvement in a particular activity. Thitsincludes factors that evoke, define
and sustain people's behavior in a specific divattlt is also possible to define this concept
as an internal process that helps to set the cairaetion for a specific purposeThe
following interpretation can also be found in thterhture: motivating is the process of
conscious and deliberate influencing the behavigreople doing work by creating condi-
tions that allow them to meet their needs, whicults from their contribution to achieving
specific organization godls

The concept of motivation is therefore identifidh a specific kind of process that
evokes, directs and sustains specific behavioosdar to achieve the goals set earlier. This
process takes place if two conditions are met:

 the implementation of the goal must be perceiveddnple as useful,

« the probability of reaching the goal must be gnetiten zeré.
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Motivating is also a set of forces that cause i$igezehaviors in people. It should be
a management process, leading to ensuring appt®poaditions and incentives that make
the subordinate behave in accordance with theokithe manager, but what is very im-
portant, at the same time he has the sense of makiependent decisiofis|t is worth
emphasizing that employees’ motivating is primaahout identifying employees' needs,
and then conscious of their activation, in ordertmourage subordinates to a specific
action'?. The ineffectiveness of motivation to work alonaynbe caused by ignorance of
employees' needs or by considering and satisfyinget needs that are less important to
employee¥.

In addition, the positive attitude of employeesaork in an organization can be ex-
pected, when the natural inclinations of the peaplelved can translate into their behavior,
thanks to specific processes and structures tivat developed thete

Human motivation can be invoked using two methods:

1) creating conditions that threaten the previatlievements of the employee - they

are so-called negative incentives,

2) by providing conditions that allow to achieveetter than previously level of satis-

fying specific needs (can be invoked using two roe¢}®.

The notion of the motivating system itself is imjamt in the analyzed problem, which
is a specific arrangement of wage and personnéhpptinciples accepted by employees,
as well as rules and procedures for awarding ensgloyenefits for their wotk The mo-
tivational system is a collection of elements caneé with each other and allowing to cre-
ate conditions, and at the same time encouraginosees to fulfill their obligations re-
sulting from the functioning of the organizatiorhig is possible by satisfying the various
needs of employees that leads to engaging to wadldaties in the most desirable way in
the company and at the same time giving employeesopal satisfaction. Therefore, the
motivation system should be built in such a wayaastimulate and consolidate positive
motivation, and motivate people to enter into gmieeeurial, creative and innovative ac-
tivities'”.

Motivation is a continuous, complicated proces# tlequires consistency and, at the
same time, establishing clear rules. In additibig also necessary to know about subordi-
nates, because a lot depends on the supervidusirespedt. Managers have various pos-
sibilities to stimulate and consolidate employe®stivation. They can not only motivate
by creating higher wages, by interest in work, tigo prospects for promotion, gaining
better non-pay benefits, better working conditiomigater opportunities to participate in
management, greater freedom of action through leriag the choic®. Recognizing the
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individual needs of employees, they can better shanotivators that will affect their com-
mitment to the work they do.

It should be noted that in the past employees’ivatihg was much easier. The em-
ployee, in fact, expected from the employer, akalljea fair remuneration adequate for the
tasks performed. Currently, employees are lookamgh attractive and interesting job that
will also enable them to develop personally. Iniadd, the employee is satisfied and mo-
tivated to work for the company, when the emplagmables taking up challenges and im-
plementation at work.

Undoubtedly, an important challenge for human ueses management is the need for
HR departments to take into account the expectatimd needs of employees, as remuner-
ation will be the most important for some employdesothers the prestige and, for others,
autonomy at work. In the future, HR departmentd hdlve to adapt all motivators to the
expectations of employees. Thus, only the employroétalented employees will be in-
sufficient, but care will be required to keep enygles in the compady

To sum up, it should be stated that motivatingrisnseparable element of human re-
sources management in every company's busineds.ratager should first get to know
his subordinates and then choose appropriate fofmstivation. This will allow effective
management of people focused on achieving theosds$ gf the organization.

3. ELEMENTS OF FINANCIAL MOTIVATION IN AN ENTERPRIS E

The use of actions related to external motivatigrsuperiors causes employees to de-
velop internal motivation. Therefore, the correddestion and appropriate use of motivators
is very important. They should be addressed toeaifip person, taking into account the
degree of its vulnerability to external impact bgans of material and non-material incen-
tives??.

Every enterprise in the process of motivating exyg@és uses many instruments, both
financial and non-financial, as well as payroll amh-payroll. They are a collection of
methods, rules, ways and forms of conduct as veefiracedural, structural and organiza-
tional solutions that regulate motivation in thgamization. Effective motivation is associ-
ated with the appropriate selection of these imsémts, appropriate to the existing condi-
tions and needs of the company. It is also veryoit@mt that the set of motivating instru-
ments used by managers should be comprehensiviteaitde?s,

The most important elements of financial motivattbat are the subject of considera-
tion include:

1) pay rise,

2) discretionary bonus,

3) bonus depending on the results of work,

4) cash or in-kind reward,
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5) other motivators:
e training,
 co-financing for education,
* trips and integration meetings,
* business tools (company car, laptop, telephone),
« life insurance,
» medical care,
* tickets,
« gift vouchers,
» Christmas packages.

The first of these elements is a pay rise, whichdgsociated with an increase in the
amount of remuneration paid to the employee eadhttime&ertainly, such an action of the
employer will be accepted by the employee with gesghusiasm, but it will not affect the
increase of his involvement in the long run. It gldobe noted that the increase is worth
allocating to those employees who are faced witheimsed requirements in the form of, for
example, increased responsibility or the numbeneiv tasks to be implemented. In
addition, the level of the increase should be diyeaelated to the employee's work-related
expenses.

The discretionary bonus is the monetary amoumntgrhby the manager according to
his own criteria. Unfortunately, it is charactedzey a large subjectivity of the superior,
and its allocation may negatively affect the inehent of other employees who think that
their work also deserves to be honored. It shoaldmphasized that this type of bonus can
become an effective motivator only when clear ritggranting it are establish#d

The next element is a bonus depending on thetsesfulvork, which is paid to individual
employees based on the work results obtained hby.the this case, specific criteria are
applied, about which employees are informed beftading work or a specific task. Often,
various types of indicators are also used, sucheasnue, profit, etc. This type of bonus
may also depend on the achievement or level ofdmphtation of specific goals that are
relevant at the moment in the company. It shouldhdsted that in the case of a properly
functioning motivating system, a bonus dependingherresults of work is the most effec-
tive method of financial motivation in contemporamterprises. It can generate high em-
ployee engagement in the long run. Unfortunatebyyédwver, in this case it should be re-
membered that the efforts of employees will be ded exclusively at the so-called pre-
mium elements, while omitting other, perhaps egquafiportant for the functioning of the
enterprisé. It should be noted, however, that this form ohvmeration strongly affects the
growth of labor productivitsf.

The award is connected with the competition systenwhich the rules for granting
additional remuneration are established. This naddivcan exist in conjunction with other
motivators used in the enterprise or independaftthem. Most often, the announcement
of the competition takes place at the beginninthefyear. Then, the assessment rules and

24 Own work based on: L. Zbiegievlaciag (red.),Nowe tendencje i wyzwania w zgiizaniu perso-
nelem Krakéw 2006, s. 97-98 and: M. Armstrodgyzgdzanie zasobami ludzkinWwydawnictwo
Wolters Kluwer, Warszawa 2011, s. 296-298.

25 Own work based on: L. ZbiegieMaciag (red.),Nowe tendencje i wyzwania.s., 97-98 and:
M. Armstrong,Zarzzdzanie zasobami ludzkimi.s.,296—298.

26 C. Zajc (red.),Zarzgdzanie zasobami ludzkimi.s.,146-147.
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binding deadlines are passed to the general mesa#tge the competition, the honored
employees or even their entire teams receive aiti@l remuneration or valuable mate-
rial reward for the results obtained in the spedifime covered by the competittén

Despite the high effectiveness of bonus systens metivating instrument, non-pay
accessories are becoming more and more importengldyers wanting to retain or attract
key employees are looking for other methods of vaditng employe€$. Some companies,
as part of incentive systems instead of applyingua types of bonuses or increases, offer
additional benefits to their employees. These ielbusiness tools, such as a company car,
laptop or telephone. In addition, employers incirgglg choose to provide life insurance or
medical care to employees as well as members wofftheilies. Some employers also pro-
vide various types of tickets, gift vouchers ore¥wliday packages that are approved by
employees.

Due to the needs resulting from working at spegfsitions, many enterprises organize
training for employees or cover the costs of tragnin whole or in part. Through such ac-
tivities, managers not only support the developnoéréamployees, but also affect the in-
crease of their involvement and thus attachmetité@ompany they work i

At this stage, it is worth emphasizing that theplegation of financial motivators by the
superiors requires knowledge, skills, experienag sensitivity. At the same time, it be-
comes necessary for employers and managers toetio®sight form and instruments of
motivation, tailored to the needs of employeesywal as to internal and external condi-
tions™®.

In effective personnel policy, the ability to bugdch an incentive system is important,
which responds to the needs of employees and itidiridual, internal level of motiva-
tion®. Particularly important in this system is the stitin of appropriate motivators, the
use of which may encourage employees to work mifigemtly and, consequently, in-
crease loyalty to the employer.

4. APPLICATION OF FINANCIAL MOTIVATORS IN AN ENTERP RISE
ON THE BASIS OF EMPIRICAL RESEARCH

In order to learn about the importance of finanamtivation in the company and to
verify the hypothesis, it became necessary to carmimary research. The survey covered
employees occupying non-managerial positions imuardepartments of commercial en-
terprises, and the selection of these organizafomthe study was deliberate. The size of
employment was assumed as the selection critenidnttzerefore the survey covered 10
selected companies operating in the region of Kanith employing over 500 people. The
survey was conducted from October to December 2Uheé. survey was completed as
a result of a personal interview.

27 Own work based on: L. Zbiegievlaciag (red.),Nowe tendencje i wyzwania w zgiizaniu perso-
nelem...s. 97-98 and: M. Armstrongarzdzanie zasobami ludzkimi.s.,296—-298.

28 D. Mamro,Motywowa* bez wyjtkéw, ,Marketing w Praktyce” 2008/01, s. 88—89.

29 Own work based onSystemy motywacji finansowej pracownikamww.findict.pl and: red.
L. Zbiegier-Macigg, Nowe tendencje i wyzwania w zgizaniu personelem. s, 97-98.

30 C. Zajc (red.),Zarzzdzanie zasobami ludzkimij.s. 148-149.

31 |bidem s. 50-51.
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Analyzing the results of the conducted researah,fitst necessary to present financial
motivators that motivate the respondents to thbdstydegree. The distribution of responses
is shown in Figure 1.

W in people

M in percents

Figure 1. Impact of motivators on motivating emeyg

Source: own study.

As it can be seen from Figure 1, the surveyed eye@l® first mentioned the increase as
the element that motivates them most to work. §hisip was made up of 56% of respond-
ents. Next, the following were indicated: rewardl &onus depending on the results of
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work, which was indicated by more than half of tespondents. In addition, the discretion-
ary bonus is an important motivator for 30% of wstents. Subsequently, the respondents
mentioned: trainings / co-financing for educati@é%), trips / integration meetings (24%)
and business tools such as: company car, lapt@phtene (23%). On the other hand, ele-
ments which were indicated by less than 20% ofthreeyed employees are: life insurance
/ medical care and tickets, vouchers, parcels.

Therefore, when analyzing the answers of the swdeynployees regarding the use of
financial motivators, it should be stated that esypkes are motivated by the highest rate of
increase and reward, and in the lowest by liferiaisce / medical care, and tickets, vouchers
and parcels.

Respondents during the study were also to indit&tevay they prefer to be motivated.
Respondents most often indicated an individual @fayotivating, although there were also
those for whom team-based motivation was importahe distribution of responses is
shown in Figure 2.

Hin people

H in percents

individually in groups it's hard to say

Figure 2. Individual or group motivation in the ojgin of respondents
Source: own study.

Based on the above figure, it can be noticed thatr¢spondents prefer an individual
way of motivating, because almost half of the reslemts gave such an answer. However,
almost 40% of people considered the motivatorgyassi to the whole group as the best
way to motivate. At the same time, 15% of the reslemts could not give a definite answer.
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In the study, it was also important to check wto€the mentioned financial motivators
are used in the surveyed companies as part of eegdomotivation. The distribution of
answers is shown in Figure 3.
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Figure 3. Financial motivators used in enterprise
Source: own study.

Analyzing Fig. 3, it can be stated that in the syrd enterprises, employers motivate
employees most often with a bonus depending onethdts of work, which was indicated
by almost 60% of employees. In the next step, eyagas are also offered a discretionary
bonus, which was mentioned by 1/3 of the resporsdekitthe same time, business tools
such as: a company car, laptop or phone are us@d@%yof enterprises, and training / co-
financing for education or various types of awaads offered to employees in 1/4 of the
surveyed enterprises. It should be noted that relsdsas confirmed that the pay rise is
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a rarely used motivator. According to the obtainesllts, it is used by only 15% of em-
ployers. The respondents also confirmed that alegnents such as life insurance / medical
care or trips / integration meetings belong to ¢homwtivators from which employers are
reluctant.

The survey shows that it is analogously 12% and di#ompanies. In addition to the
motivating elements mentioned above, respondents a&lso able to assess the use of: sub-
scriptions, vouchers or parcels handed over byethployer to employees. Unfortunately,
it turns out that the analyzed enterprises are ilgssested in motivating employees by
means of these elements.

By making their own observations and interpretatiof the results of empirical studies
obtained, conclusions were formulated that alloarda positive verification of the hy-
pothesis defined in the introduction of the artidlbe established hypothesis was confirmed
by the analysis of the distribution of respondéartswers in the question about determining
the impact of selected motivators on the levelpyees' involvement in work and in the
question regarding the indication of financial naators that are used in the surveyed com-
panies. Interpretation of the results showed qelgarly that financial motivators are an
important element of the employee motivation precés$ the same time, the surveyed em-
ployers often emphasized that they were very keeapply employee accounting for the
results and allocate the related bonus to them.

The surveyed enterprises from the region of Kavémting to have more influence on
the motivation of their employees should more oftise financial motivators, such as a
raise or reward, because according to the survityedhese elements that motivate them
to the highest degree. However, the survey shoatsetinployers prefer to reckon employ-
ees for the results and to assign them a bonus.i§lgertainly due to the need to achieve
specific results by individual employees or evegirtentire teams.

5. SUMMARY

Properly motivated, with appropriate qualificatiomsd experience, the employee is
constantly sought after in the labor market, eslgddy companies striving to develop and
achieve their goals. Contemporary managers hatreatdisposal various motivators that
they can use as part of managing subordinateseThelside primarily financial motivators,
which in contrast to non-financial incentives, ttag indicated as elements that encourage
workers to work in the highest possible way.

Unfortunately, motivational systems used in eniegs, although they are supposed to
influence employees ‘engagement and should beipedcpositively, very often cause an
increase in employees' claims. In addition, everbist financial motivators and attractive
remuneration may not be properly assessed andlmatatto employee dissatisfaction. It is
important, therefore, that in particular finandiadentive systems in the company are con-
structed correctly and allow long-term cooperatigih the employee.

The motivation expectations of employees are cotigtahanging. The studies carried
out show that incentives for the most desired nadtixs employed by enterprises in the
region of Konin include a raise and a reward, fold by other types of motivators. Unfor-
tunately, as research in enterprises shows, theé frempiently applied bonus is a work-
related bonus, which, according to the resulteeséarch, motivates half of the employees
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surveyed. Therefore, the less frequently used ratutig are those most desirable by em-
ployees. This result is quite puzzling, but it neeyrelated to the fact that employees are
looking for other motivators than those to whichytthave already got used to.

To sum up, employers in the Konin region, as papessonnel activities, should con-
duct systematic employee satisfaction surveys aakkenchanges based on the results ob-
tained in the personnel strategy, and in particiarstrategy of motivating employees, so
that the employees' needs are best satisfied araresult, their satisfaction increases and
results in higher efficiency at work.
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ZNACZENIE MOTYWATOROW FINANSOWYCH W PROCESIE
MOTYWOWANIA PRACOWNIKOW W PRZEDSI EBIORSTWACH
REGIONU KONI NSKIEGO

Problematyka motywowania dotyczyz®j organizacji, przede wszystkim ze waijl na
zréznicowanie dospnych motywatoréw oraz trudéa wynikajace z ich stosowania,
w szczegolngci te zwhzane z dopasowaniem do potrzeb i oczekipaacownikow. Jedno-
czenie, kady system motywacyjny sktaday si z motywatoréw finansowych i pozafinan-
sowych generuje koszty finansowe dla przegusrstwa. Niezalenie bowiem, od rodzajéw
wykorzystywanych motywatoréw (ptacowych, pozaptagoly finansowych, pozafinanso-
wych) menederowie musz przygotowa przedsibiorstwo na poniesienie konkretnych na-
ktadéw finansowych. Konieczne jest zatem poszukiwaakich motywatordw, ktére nie
tylko zyskaj; akceptagj pracownikéw, ale przede wszystkim wpdyna ich zaangawanie
w realizacg celéw, do osigniecia ktérych dzy organizacja i jednoczeie bgda stanowity
optymalne obeizenie finansowe dla przegbiorstwa. Wana role w catym procesie odgrywa
motywowanie finansowe, ktore gvie st z nakladami finansowymi ponoszonymi przez
przedsgbiorstwo, ale jednoczaie w najwy:szym stopniu potrafi pobudzpracownikéw do
efektywnej pracy. Stosowanie motywatoréw w przeuisirstwach mee wynika ze stoso-
wania rozmaitych systemow i nie zawsze prowadzi podejmowania przez przeglsior-
stwo skutecznych dziatana rynku. Celem opracowania jest przedstawienieonggstania
konkretnych motywatoréw finansowych w przedisorstwach regionu kongkiego w opinii
zatrudnionych pracownikéw. W artykule postawionpdtez, ze motywatory finansowegs
w przedsibiorstwach wanym elementem procesu motywowania pracownikow, acqr
dawcy najczsciej stosug rozliczanie pracownikdw za wyniki i przydzielarira zwiazanej

z tym premii. Opracowanie ¢fciowo jest oparte na wynikach z przeprowadzonydiaba
empirycznych, co pozwala na ukazanie problematyljesiu praktycznym.

Stowa kluczowe:motywacja, firma, pracownik, finanse.
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