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Introduction
It is difficult to find an adequate job, but every supervisor knows it is even harder to retain a good 

and quality worker. Many studies have shown that only 1 in 4 employees is motivated and productive. 
Employee motivation is a critical factor influencing a company’s success in today’s business environment. 
When motivated, employees exhibit more significant commitment, job satisfaction, and productivity and 
achieve better results. However, a lack of motivation can lead to decreased productivity, employee 
dissatisfaction, and reduced efficiency and effectiveness of the company. 

Considering all this, I must emphasize that no single strategy will magically motivate all employees 
and maintain their motivation within the company. Each worker is unique, with individual attitudes and 
ideas. If you want to motivate all employees successfully, you must apply multiple strategies to satisfy and 
motivate each employee individually.

This research aims to identify the motivators that drive employees in the Belgrade area and 
the motivators present in the organizations where the respondents are employed. This study aimed to 
determine whether there are statistically significant differences in the choice of work motivators among 
employees in companies in Belgrade based on socio-demographic characteristics. The results of this 
research will provide practical guidelines for organizations to improve employee motivation and create 
an encouraging work environment. It is expected that these findings will have a significant impact on 
the development of effective employee motivation management strategies in organizations within the 
Belgrade area, contributing to their success and competitive advantage.

Literature Review 

Motivation and job satisfaction, as two factors that significantly impact the efficiency and 
effectiveness of an organization, have been subjects of study and research for years. It is essential to 
high-light that motivation and job satisfaction are two different factors and, as such, contribute differently to 
employee behavior. In their work, “Job satisfaction and motivation: What are the differences among these 
two?”, authors Kian, T. S., Yusoff, W., and Rajah, S. (2014) emphasize that although job satisfaction and 
motivation are complementary and have similar dependent variables, their impact on employee behavior 
is different. Hence, the authors primarily focused on explaining these two concepts’ differences. Authors 
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Whiseand, P., and Rush, G. (1988) view motivation as the expected outcome for a job performed, which 
simultaneously influences the satisfaction of individual needs. Job satisfaction is defined by the author 
Locke, E. A. (1976) as a positive emotional state or feeling about the job performed. While motivation is 
influenced by the current interpretation of the relationship between behavior and reward, job satisfaction 
is directed toward how the individual feels about the rewards for the job. In other words, according to 
author Carr, G. (2005), motivation results from future expectations, while job satisfaction results from past 
events.

Numerous scholars have defined the term motivation. Authors Whiseand, P., and Rush, G. (1988) 
view motivation as the individual’s will to achieve a specific goal conditioned by satisfying needs. Kian, T. 
S., Yusoff, W., and Rajah, S. (2014) define motivation as the individual’s will to make decisions resulting 
from his/her goal-oriented behavior. Fuller M. A. et al. (2008) consider motivation as the strength, direction, 
and persistence of an individual in achieving specific goals, viewing strength as the individual’s effort in 
achieving goals, direction as the path to a specific goal, and persistence as the time the individual is 
willing to invest. According to author Saraswathi, S. (2011), motivation is the will to exert effort towards 
achieving organizational goals conditioned by the satisfaction of individual needs. We can notice three 
critical elements in all definitions: effort, organizational goal, and need. Motivation relates to the reasons 
for human behavior, the factors that organize it, direct it and determine its duration (Bahtijarević Šiber, 
1999). Motivation answers why someone behaves in a certain way, achieves or does not achieve a certain 
level of success. The simplest definition of motivation is the one that considers it as the search for what 
is missing or needed by the person, i.e., the satisfaction of needs (Maslow, 1982). From the aspect of 
work and in an organizational context, motivation is viewed as a complex set of forces that initiate and 
maintain a person in the workplace. More concisely, motivation starts and maintains activity in a specific 
direction (Dubin, 1961). From a process aspect, motivation is viewed as a series of related dependent 
and independent variables that explain the direction, magnitude, and duration of an individual’s behavior. 
At the same time, the effects of abilities, skills, understanding of the task, and environmental constraints 
are constants (Campbell, Pritchard, 1976). Motivation relates to goal-directed behavior, i.e., all forms 
of conscious and voluntary behavior, although some authors (Bahtijarević Šiber, 1999) believe that 
motivation also implies unconsciously directed activities. Based on the above, author Bahtijarević Šiber 
F. (1999) concludes that motivation is a common term for all internal factors that consolidate intellectual 
and physical energy, initiate and organize individual activities, direct behavior, and determine its direction, 
intensity, and duration. In the context of an organization, motivation can be viewed from two aspects 
(Bahtijarević Šiber, 1999). From the individual’s perspective, motivation is an internal state leading to 
achieving a goal. From the manager’s aspect, motivation is an activity that ensures people strive towards 
set goals and achieve them. Both aspects have an ordinary meaning: the effort to achieve goals, viewing it 
as a process of initiating and directing efforts and activities to achieve individual and organizational goals.

Numerous factors influence individual motivation, which can be categorized into four groups 
(Bahtijarević Šiber, 1999): individual traits, job characteristics, organizational characteristics or work 
situations, and the broader social environment. Various theories aim to understand motivation, focusing 
on observing employee behavior and explaining the reasons behind it. These theories also examine the 
impact of rewards on fulfilling employee needs. If needs are met, employees will be motivated to work 
better. Therefore, managers are expected to understand the nature of employee motivation and apply 
it in the work environment (Moorhead, Griffin, 2004). One of the oldest theories of motivation is the 
drive theory. According to Allport, G. W. (1954), this theory is based on past hedonism, assuming that 
individual decisions are based on past rewarded behavior. Unfortunately, this theory does not explain the 
basis of hedonism and does not explain why specific actions were satisfying or unsatisfying. However, 
it has proven successful in predicting individuals’ goals and their motivation to achieve them. Since the 
1950s, research on motivation has advanced, and numerous workplace motivation theories have been 
categorized as process or content theories (Campbell, Pritchard, 1976). Need theories focus on internal 
factors within employees that influence their behavior (Whatmore, 2012). Motivation theories based 
on need theories view motivation as the result of internal drivers that direct individual behavior toward 
their achievement. These include Maslow’s hierarchy of needs, Alderfer’s ERG theory, Herzberg’s two-
factor theory, and McClelland’s need theory. In short, need theories are based on numerous factors that 
influence job satisfaction. Motivation theories belonging to the process group of need theories are based 
on the assumption that all employees have the exact needs, allowing job characteristics to be predicted 
(Whatmore, 2012). Unlike need theories, process theories assume that their individual needs condition 
employee behavior. Process theories focus on the sources and reasons for employee behavior and the 
motives influencing their behavior. As mentioned, according to authors Campbell, J. P. et al. (1976), there 
are two groups of motivation theories: content theories of motivation and process theories of motivation.
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According to Bloisi, W. (2003), job satisfaction refers to the attitude and level of satisfaction with 
all aspects of the job. Devadoss, P., and Pan, S. (2007) describe job satisfaction as an individual’s 
attitude based on their subjective assessment and feelings towards the level of satisfaction with job-
related factors. Locke, E. A. (1976) views job satisfaction as a positive feeling after completing a job 
that has met the individual’s expectations. By defining job satisfaction this way, Locke suggested that 
there are both affective (emotional) and cognitive (recognition) components (Organ, Konovsky, 1989). 
The affective component reflects how an individual feels about the job (pleasant feeling because the job is 
deferred, completed, etc.). In contrast, the cognitive component is related to expectations and standards 
of comparison, i.e., satisfaction with specific aspects of the job. Individuals will evaluate the job based on 
all the important factors (Sempane, M. et al., 2002).

According to Armstrong, M. (2008), job satisfaction is primarily influenced by intrinsic and extrinsic 
motivation factors, the quality of work supervision/control, social factors, and the degree of success/failure 
in the job. Purcell J. et al. (2003) identified advancement opportunities, job significance, teamwork, and 
job challenge as significant factors influencing job satisfaction in their research. Mullins, J. L. (2005) noted 
that numerous factors influence job satisfaction: Individual Factors – personality, education, and abilities; 
Social Factors – relationships with colleagues, group norms; Cultural Factors – basic attitudes, beliefs, 
and values; Organizational Factors – structure, policy, job nature, leadership; Environmental Factors – 
economic, social, government influence. Each factor can affect an individual and their job satisfaction 
differently, meaning that an individual might be satisfied with one factor and dissatisfied with another. To 
determine which aspects of the job an individual is satisfied or dissatisfied with, structured questionnaires, 
interviews, a combination of questionnaires and interviews, and focus groups are used.

Research Methodology

This research aims to determine the motivators that drive employees within the territory of Belgrade 
and the motivators present in the organizations where the respondents are employed. The research 
problem focuses on examining the motivation of employees in enterprises within the city of Belgrade. The 
research objectives were divided into two groups:

Objectives related to the theoretical part of the work:

•	 Analyzing the content of contemporary literature in the field of employee motivation,
•	 Defining the concept of employee motivation,
•	 Classifying types of motivation into intrinsic and extrinsic and providing a detailed explanation of 

each,
•	 Analyzing motivation theories,
•	 Examining the impact of motivation on organizational performance and providing advice for 

motivating employees,
•	 Identifying critical managerial tasks in employee motivation and the cultural differences in 

employee motivation worldwide,
•	 Discussing job satisfaction,
•	 Highlighting important characteristics of motivational techniques.

Objectives related to the empirical part of the work:

•	 To determine whether employees in the territory of Belgrade are motivated both extrinsically and 
intrinsically,

•	 To establish the influence of gender on the motivators important to employees in the territory of 
Belgrade,

•	 To ascertain the impact of job position on the motivators present in their organization,
•	 To determine the effect of years of work experience on the motivators present in their organization,
•	 To examine the influence of age on the motivators important to employees in the territory of 

Belgrade.

The research hypotheses are defined as follows:

H1: Employees in enterprises within Belgrade territory are extrinsically and intrinsically motivated.
H2: There are statistically significant differences between male and female respondents concerning 

https://crossmark.crossref.org/dialog/?doi=10.58898/ijmt.v3i1.15-28&domain=pdf 


https://ijmt.rs
18

Randjelovic, E. (2024). Research on employee motivation in companies on the territory of Belgrade, International 
Journal of Management Trends: Key Concepts and Research, 3(1), 15-28.

the motivators that are important to them at work.
H3: There are statistically significant differences between the positions held by respondents 

regarding the types of motivation present in their organization.
H4: There are statistically significant differences between the respondents’ years of work experience 

regarding the types of motivation in their organization.
H5: There are statistically significant differences between the respondents’ ages concerning the 

motivators important to them at work.

The survey was conducted from March 2023 to April 2023 and was carried out individually. 
Initially, the participants were informed that the survey was anonymous, conducted solely for scientific 
research purposes, and that no individual data would be processed. The task for the participants was to 
carefully read the instructions before filling out the questionnaire (instructions for properly completing the 
questionnaire were provided before each section in the questionnaire). On average, the survey lasted 
between 15 and 30 minutes, depending on the individual pace of the participants, although there was no 
time limit for completing the questionnaire.

In this study, the sample was random and consisted of 150 employees from various organizations 
in the territory of Belgrade. The population of this study included all employees in the private and public 
sectors with different levels of education and work experience. After selecting the sample, you conducted 
the survey using anonymous questionnaires that employees filled out electronically or on paper, depending 
on their availability and preferences. It is important to note that a sample of 150 employees represents 
a specific sample size with specific characteristics. Since the sample is limited to employees in specific 
organizations, the results of this study can be generalized to broader populations of employees in Serbia 
with caution. Further research with larger samples and different populations is recommended to achieve 
more excellent reliability and relevance of the results.

In this study, the following variables were used:
Motivation: This variable measures the level of employee motivation in their workplaces. The 

questionnaire used a rating scale from 1 to 5, where 1 indicated “low motivation” and 5 indicated “high 
motivation.”

Job Satisfaction: Measures the satisfaction of employees with their current job. The questionnaire 
included questions about job tasks, work atmosphere, and relationships with colleagues and supervisors.

Type of Motivational Factors: Categorizes motivational factors that influence employees. Categories 
include financial incentives, advancement opportunities, job tasks, and teamwork.

Work Experience: Measures the work experience of employees in years. Employees were divided 
into five groups based on length of work experience.

Level of Education: Measures the educational level of employees. It was categorized into five 
groups.

Work Atmosphere: Measures employees’ perception of the work atmosphere. The questionnaire 
included questions about communication, teamwork, and relationships within the organization.

Incentives: Measures the type and effectiveness of additional incentives the organization offers to 
employees, such as bonuses, recognition, and team events.

Advancement: Measures employees’ perception of advancement opportunities within the 
organization.

The questionnaire was divided into three parts: the first part contained personal information about 
the respondents, the second part focused on motivators important to the respondents personally, and 
the third part was dedicated to the respondents’ assessment of how certain forms of motivation are 
represented in their organization. Respondents rated the presence of motivators on a five-point Likert 
scale. Average values and the significance of differences among respondent groups were analyzed 
using statistical methods such as t-tests for independent samples, one-way analysis of variance, and 
calculation of mean response scores. Subsequently, the responses were analyzed to determine whether 
the hypotheses were true or false, i.e., accepted or rejected.

Results
We calculated the arithmetic mean based on the participants’ responses to examine which 

motivators are essential to employees. 
Table 1 shows the average values of motivators that are important to employees regarding their 

motivation for work.
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Table 1: Average values of motivators important to employees

The results showed that pension and health insurance are the most important motivators for 
employees in companies in Belgrade, followed by job security. Good relationships with supervisors and 
good working conditions are in third place. The least important motivator for them is the opportunity for 
autonomy at work and independent decision-making.

In the next section, we examined how these same motivators are represented in their organizations. 
To determine this, we also calculated the average value of motivators in the respondents’ organizations. 
Their results can be seen in Table 2, which shows the average values of motivators present in the 
organizations where the respondents work.

Table 2: Average value of motivators present in their organization in terms of motivation

The results showed that the most prevalent motivator in companies in the territory of Belgrade 
is job security, followed by an exciting and creative job, while in third place is pension and health insur-
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ance. Performance-based pay is the least prevalent motivator in their organizations, followed by salary 
level. The study aimed to determine whether employees in the territory of Belgrade are more intrinsically 
or extrinsically motivated, which was enabled by calculating the average values of intrinsic and extrinsic 
motivators. The average value of extrinsic motivators present in companies in the territory of Belgrade is 
4.39. (Table 3)

Table 3: Extrinsic Motivators

The average value of intrinsic motivators present in companies in the territory of Belgrade is 4.32. 
(Table 4)

Table 4: Intrinsic Motivators

Given that the average value for extrinsic motivators was 4.39, and for intrinsic motivators 4.32, we 
can conclude that hypothesis 1, which states:

“Employees in companies in the territory of Belgrade are both extrinsically and intrinsically 
motivated,” is confirmed.

The second hypothesis investigated whether there is a statistically significant difference in 
attitudes between male and female respondents regarding the motivators important to them at work. An 
independent samples t-test was used to test this hypothesis. In Tables 5 and 6, we can see that for the 
motivator “salary,” there is a statistically significant difference because p < 0.05 (.000). It was found that 
men (4.41) are more motivated by salary than women (3.91).

Even though for the motivator “good communication and good relationship with colleagues,” there 
is a statistically significant difference because p < 0.05 (.000), we can see that for women (4.82), good 
communication and a good relationship with colleagues are more essential motivators than for men (4.09).

It can also be observed that there is a statistically significant difference for the motivator “good 
working conditions” because p < 0.05 (.015). We conclude that men (4.48) are more motivated by good 
working conditions than women (4.18).

It should be noted that for the motivator “recognition for good performance,” there is a statistically 
significant difference because p < 0.05 (.003). This indicates that women (4.51) are more motivated by 
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recognition for good performance than men (4.06).
Indicating that for the motivator “opportunity for development and improvement,” there is also 

a statistically significant difference because p < 0.05 (.020), we find that women (4.33) consider the 
opportunity for development and improvement more important for motivation than men (3.96).	

Table 5: Group Statistics

Tabela 6: Independent Samples Test

Based on all the aforementioned, it can be observed that certain motivators differ statistically, 
and the hypothesis that states, “There are statistically significant differences between male and female 
respondents regarding the motivators important to them at work,” is partially confirmed.

Using a one-way analysis of variance, we aimed to verify if there is a statistically significant 
difference between the positions held by employees in terms of the types of motivation present in their 
organization (Table 7). By applying a one-way analysis of variance, we conclude that there are statistically 
significant differences in the following motivators: salary, pension and health insurance, good working 
conditions, and job security, as p < 0.05 for these motivators.
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Table 7: ANOVA

Since there are statistically significant differences in several forms of motivation based on the 
respondents’ positions in relation to the motivators present in their organization, we confirm our hypothesis 
that states: There are statistically significant differences in the positions of the respondents in relation to 
the motivators present in their organization.

With the fourth hypothesis, we aimed to explore whether there is a statistically significant difference 
between the years of work experience of the respondents and the forms of motivation present in their 
organization. To prove this hypothesis, we used a one-way analysis of variance (Table 8). Through 
this analysis, we determined that there are statistically significant differences in the following forms of 
motivation: good working conditions, job security, good relationship with supervisors, recognition for good 
performance, opportunity for advancement, and autonomy in decision-making at work, as p<0.05 for 
these motivators.
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Table 8: ANOVA

When we consider the highlighted motivators, we find a statistically significant difference among 
them. This confirms our hypothesis that there are statistically significant differences among the respondents’ 
years of work experience regarding the types of motivation present in their organizations.

Using a one-way analysis of variance, we aimed to examine whether there is a statistically 
significant difference among the age groups of the respondents regarding the motivators important to 
employees in Belgrade (Table 9). The application of one-way analysis of variance reveals statistically 
significant differences among the following highlighted motivators: performance-based pay, salary, good 
communication and relationship with colleagues, pension and health insurance, good working conditions, 
good relationship with supervisors, recognition for good performance, opportunity for advancement, and 
opportunity for development and improvement, as the p-value is less than 0.05 for these motivators.
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Tabel 9: ANOVA

At the end, it was determined that there is a statistically significant difference in certain motivators, 
from which we can conclude that our hypothesis stating: “There are statistically significant differences 
in the age of the respondents regarding the motivators that are important to them at work” has been 
confirmed.

Discussion
In this study, the topic was employee motivation. The sample consisted of participants working in 

organizations in the Belgrade area. The research aimed to determine whether employees in Belgrade 
are more intrinsically or extrinsically motivated. This hypothesis was confirmed because the average 
value of extrinsic motivators is 4.39, while intrinsic motivators is 4.32. The first hypothesis was calculated 
using the average values of extrinsic motivators, including performance-based pay, salary level, good 
communication and relationships with colleagues, pension and health insurance, good working conditions, 
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job security, and good relationships with supervisors, followed by intrinsic motivators: interesting and 
creative work, recognition for good performance, opportunities for advancement, autonomy in decision-
making at work, and opportunities for development and advancement. The most important extrinsic 
motivators for employees are pension and health insurance, while salary level is the least important. The 
most important intrinsic motivator for employees is interesting and creative work, while opportunities for 
advancement are the least important.

The second hypothesis aimed to explore whether there is a significant difference in the attitudes 
of male and female respondents regarding motivators that are important to employees in Belgrade. 
This hypothesis was calculated and analyzed using the independent samples t-test, concluding that 
the hypothesis is partially confirmed. It was also found that men are more motivated by salary and 
good working conditions, while women are more motivated by recognition for good performance, good 
communication and relationships with colleagues, and opportunities for development and advancement. It 
can be concluded that men are more motivated by extrinsic motivators, while women are more motivated 
by intrinsic motivators.

The third hypothesis aimed to analyze the differences between the respondents’ positions in relation 
to the motivators present in their organization, which was ultimately confirmed. The results showed that 
salary level, pension and health insurance, good working conditions, and job security are the motivators with 
significant differences. Managers are most motivated by personal growth and development aspirations, 
while other employees are motivated by job security or the work environment. It is also important to note 
that a manager is both a motivator and someone who needs to be motivated.

The fourth hypothesis examined whether there is a significant difference between the respondents’ 
years of work experience and the motivators present in their organization. Significant differences were 
observed in many motivators, and the hypothesis was confirmed, particularly in motivators such as good 
working conditions, job security, good relationships with supervisors, recognition for good performance, 
opportunities for advancement, and autonomy in decision-making at work.

Finally, we wanted to verify whether there is a statistically significant difference in the age of 
the respondents in relation to the motivators important to employees in Belgrade. The hypothesis was 
confirmed, with differences observed in motivators such as performance-based pay, salary level, good 
communication and relationships with colleagues, pension and health insurance, good working conditions, 
good relationships with supervisors, recognition for good performance, opportunities for advancement, 
and opportunities for development and advancement. Different generations of employees may have 
different motivational factors. For example, younger generations (Millennials and Generation Z) often 
value flexibility, learning opportunities, and career development, while older generations (Baby Boomers 
and Generation X) may value stability, security, and recognition for work more. This was also confirmed 
by my research. Older workers have control over their work, increasing their loyalty to the organization. 
Younger people want flexible work, and one reason may be that they are at an earlier stage of life when 
they start a family, so flexibility and independent work organization are very important to them.

 Conclusion
The results showed that the most important motivator for employees in companies in the Belgrade 

area is pension and health insurance, followed by job security, while good relationships with supervisors 
and good working conditions are ranked third, and the least important motivator for them is the possibility 
of autonomy at work and independent decision-making. Also, the results showed that the most prevalent 
motivator in organizations for employees in Belgrade is job security, followed by interesting and creative 
work, while pension and health insurance rank third. The least prevalent motivator in their organizations 
is performance-based pay, followed closely by salary level and opportunities for advancement. Quality 
construction of a motivational system enables the organization to strengthen its competitive ability and 
value. Some of the previous research in Serbia has yielded interesting results. Participants considered 
salary to be an important factor in motivation, but they would be happier if they were provided with free 
training, opportunities for advancement, reduced responsibilities, and if more attention were paid to them 
in the workplace. Employee dissatisfaction with motivation in Serbia indicates that managers in this region 
are still guided by a conservative approach, where workers are still considered merely as a labor force. 
This dissatisfaction is most evident in the desire for greater care for the employees. Another interesting fact 
is that despite the weak economy, employees in Serbia prioritize reducing responsibilities that cause them 
stress over higher salaries. In the research, we also concluded that men are more motivated by salary and 
good working conditions, while women are more motivated by recognition for good performance, good 
communication and relationships with colleagues, and opportunities for development and advancement. 
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This means that women are more motivated by non-material, while men by material motivators. By 
combining material and non-material forms of stimulation, the full potential of workers in the workplace is 
achieved, reflected in rationality, economy, productivity, and work efficiency. Managers have numerous 
financial and non-financial motivators at their disposal, and the combinations they choose depend on their 
knowledge of motivational theories, circumstances, and perseverance.

The results showed that there are statistically significant differences between the respondents’ 
positions in relation to the motivators present in their organization regarding salary level, pension and 
health insurance, good working conditions, and job security. Subordinates perform best when they truly 
love the job they do. It is the manager’s task to determine the knowledge and abilities of subordinates 
and, based on that, assign them to the position where their characteristics will be best expressed, where 
subordinates will be able to give their maximum and utilize all their knowledge, skills, and experience, 
thus contributing to the efficiency and success of the company’s operations. It should not be forgotten 
that culture also plays a major role in understanding the interlocutor, directly influencing the personality 
and behavior of the individual. The main challenges supervisors face worldwide, which represent a major 
problem, are cultural barriers in communication with employees.

There are statistically significant differences between the years of work experience of the respondents 
in relation to the motivators present in their organization regarding good working conditions, job security, 
good relationships with supervisors, recognition for good performance, opportunities for advancement, 
and autonomy in decision-making at work. One thing is certain: no matter how much work experience 
we have, job satisfaction is crucial to motivation. Job satisfaction represents the assessment of job 
characteristics and emotional experiences at work. Satisfied employees give a positive job rating based 
on their explanations and emotional experiences. Lastly, what we found from the research is that there 
are statistically significant differences in the age of the respondents in relation to the motivators important 
to employees in Belgrade regarding performance-based pay, salary level, good communication and 
relationships with colleagues, pension and health insurance, good working conditions, good relationships 
with supervisors, recognition for good performance, opportunities for advancement, and opportunities for 
development and advancement.
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