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Agriculture has irreplaceable importance in the pro-
duction of agricultural products, it shares responsibility 
for  the status and development of  the rural areas, 
and it contributes to  the recovery of  the rural are-
as by sustaining the rural population, thus preventing 
depopulation of marginal rural areas  (Karcagi Kovats 
and Katona Kovacs 2012; Liu et  al. 2020) and keep-

ing the population at a local level based on economic 
factors, socioeconomics factors and government pol-
icy (Ubels et  al. 2019; Merino and Prats 2020). Only 
vital business entities can meet these goals. According 
to the Green Report on Agriculture and the Food In-
dustry (2018), employment in agriculture on a global 
scale is important, and it accounts for as much as 30.7% 
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of  the total employment in  the world. Even though 
it  has  dropped year after year. Some authors advise 
that a percentage increase in the Common Agricultural 
Policy budget would save 16 000 agricultural jobs each 
year then (Garronea et al. 2019).

The fourth industrial revolution has had a strong in-
fluence on agriculture and the organizations that serve 
them (Lezoche et  al. 2020) relating to  worker’s com-
pensation and labour conditions (Min et al. 2019).

Therefore, it remains a question of  how to  attract 
young people to  work in  the rural areas  and how 
to  keep the  present employees to  avoid a significant 
problem in 5 or 10 years.

Motivation is very closely linked to  job satisfac-
tion, so both areas  have become part of  many theo-
ries, concepts and a growing number of  studies. This 
has  led to  today’s efforts of  their mutual theoretical-
methodological and practical confrontation and their 
settings in  the new challenges of  the world of  work 
(Christen et al. 2006; Javaloy et al. 2011; Sahito and Vai-
sanen 2017; Extremera et al. 2020). The literature also 
elaborates on  the possibilities of measuring job satis-
faction, to  which effective motivation should belong 
(Aziri 2011). Many authors deal with the examination 
of  the dependencies of  motives on various criteria, 
such as type of ownership (Al-Zoubi 2012; George and 
Zakkariya 2015), job position (Andrade and Westover 
2018) or employee personality (Howard et al. 2016).

To the  best of  our knowledge, the  area of  agricul-
ture is missing serious research on the  motivational 
factors of  employees and their relation to  employee 
performance and thus business performance, and 
on the relations to the work satisfaction, whereby this 
area represents a major research gap not only in Slova-
kia, but in the EU and the worldwide context as well. 
It is not possible to compare similar research from busi-
ness or healthcare, given the many specifics agriculture 
as the primary production has, and which subsequent-
ly also contribute to  the specifics of  the  agricultural 
labour market and are reflected in  the motivational 
profile of  employees and the  factors affecting their 
job satisfaction. The nature of work in agriculture re-
quires a universal focus of the employees. Still, it also 
gives rise to relatively high requirements for expertise 
and specialization in  the context of  the 4.0  industry. 
There is much seasonal and necessary overtime, and 
there is significant unevenness between the necessity 
to  work throughout the  workday. Work is physically 
more demanding, the  productivity of  work is lower 
because in  some agricultural sectors the  possibilities 
of  replacing physical work with mechanical work are 

limited and there is also an adverse effect of climatic 
conditions on the workers. There are also differences 
between the sources of the workforce and job opportu-
nities in individual regions.

Satisfied, loyal and efficient employees are 
an  essential factor in  the sustainable development 
of the company (Aziri 2011). There are many HR stud-
ies in the scientific literature that refer to positive asso-
ciations of motivation and job satisfaction (Sahito and 
Vaisanen 2017; Bayona et  al. 2020; Miao et  al. 2020), 
both management tools – effective motivation and job 
satisfaction. They significantly affect both individual 
(Cortini et al. 2019; Extremera et al. 2020) and organi-
zational performance (Meyerding 2019; Miao et  al. 
2020). Based on a search of studies and meta-analyses 
in this area, Aziri (2011) states that "many studies have 
demonstrated an unusually large impact on the job sat-
isfaction on the motivation of workers, while the level 
of motivation has an impact on productivity, and hence 
also on the  performance of  business organizations". 
There are also studies, mainly in the field of work psy-
chology, on the  ambiguity of  these relationships due 
to the influence of many variables such as personality 
and work status (Furnham et al. 2009).

It is crucial for companies to know the motivational 
profiles of  their employees, which can then be used 
in the process of their effective motivation. It presup-
poses a targeted selection of tools so that they are com-
patible with the expectations of employees and affect 
their job satisfaction and level of motivation. Therefore, 
research aimed at  examining the  motivational pro-
files of employees is very valuable for  the application 
practice of  business management and can be a start-
ing point for  further ongoing research. Nevertheless, 
in  the agricultural sector, we state a lack of  in-depth 
knowledge of  internal relations and contexts in  this 
area not only in Slovakia but also in the European and 
global context, thus identifying a significant research 
gap that we are trying to fill.

Certain findings were provided by  studies aimed 
at identifying motives leading to employee job satisfac-
tion. Studies on motivation and job satisfaction in  ag-
riculture have been conducted in  Bangladesh, Nigeria 
and other developing countries, where the agricultural 
conditions are completely different from the European 
countries. Nevertheless, they can be a methodological 
example of  examining the  issue of motivation and job 
satisfaction. The  financial motivators, working condi-
tions, safety at work as well as personal growth and edu-
cation (Ambali et al. 2015; Hogue et al. 2016; Lu et al. 
2017), and a corporate image in the highly attractive pro-
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duction of palm oil and in the group of young employees 
(Stapa et  al. 2019) were the  dominating motivational 
factors. In  the European area (Greece), autonomy and 
development of  competences (Chrysanthi et  al. 2017), 
flexible organizational structure and self-motivation 
were determined to be the main motivators.

This indicates that  in the  agricultural sector not 
only in  Slovakia but within the  EU as  well, there is 
only very limited knowledge of motivational aspects 
and effectiveness of motivation in relation to business 
performance and job satisfaction. The aim is to iden-
tify how the effectiveness of motivation and job satis-
faction of employees contribute to the success of agri-
cultural companies.

MATERIAL AND METHODS

Sample and data collection
We have collected the  data necessary to  verify 

the  hypotheses using a questionnaire survey, which 
consisted of two steps. At first, we contacted managers 
of agricultural companies in person or by phone, who 
provided us with basic identification data about their 
organization (legal form, production focus, number 
of employees, cultivated land, region and the economic 
result achieved between 2015 and 2019). Respondents 
marked in the questionnaire the achieved profit after 
tax, in  each year by  ticking either loss or  profit. Af-
ter that, based on the consent of the manager, we re-
quested employees to fill in the questionnaire, which 
contained two parts ‒ one was devoted to the motives 
and evaluation of  their perception and saturation. 
Ten items based on Herzberg’s theory were used. Then 
the respondents evaluated, on a scale of 1–5, how they 
perceive their importance and current saturation 
in  the current workplace. The second part was dedi-
cated to  measuring job satisfaction through answers 
of  12  statements from the  Gallup questionnaire. Re-
spondents answered on a scale of  1‒5 to  individual 
items of job satisfaction.

We have contacted a total of  75  companies of  dif-
ferent legal forms in different regions of Slovakia (less 
favourable areas  for agricultural production ‒ Banská 
Bystrica region, Košice region, Prešov region, Žilina 
region and in  productive agricultural areas  –  Trnava 
region, Nitra region, Trenčín region and Bratislava 
region). When selecting the  addressed companies, 
we paid attention to  the representation of  all regions 
in the research sample, we focused primarily on larger 
companies, employing more than 50 employees, as we 
assumed the existence of sophisticated incentive pro-

grammes. Forty-nine companies were willing to  co-
operate in  our survey. Our research sample consists 
of n = 757 respondents representing employees in ag-
ricultural companies in  Slovakia. However, we must 
state that  given the  number of  companies presented 
in the research sample, this does not fully copy the dis-
tribution of agricultural companies in Slovakia. Table 1 
shows the structure of the sample of the respondents.

All data were analyzed using the SPSS 22.0 software 
package. Cronbach’s Alpha coefficient was used to assess 
the internal consistency of the reliability of the scales. 
Baron and Kenny’s mediation model was  also used. 
The Freedman-Schatzkin test was used to test the me-
diator effect. A series of regression analyses were used 
to  identify the  proposed hypotheses. Partial R2 (ΔR2), 
F-test, the  standardized regression coefficient (b) and 
their test statistics (t-value) were reported in all regres-
sion analyses. Identification data of  the respondents 
was  used for  control variables (age, gender, job posi-
tion and education). We have used the ANCOVA vari-
ance analysis to analyze multiple dependency. We have 
worked at the 5% level of significance. Bonferroni cor-
rection was used for pairwise comparisons.

Measurements
The mediator model was  used to  test the  relations 

between the effectiveness of motivation (EM), job sat-
isfaction (JS) and business performance (BP), which 
was based on the intermediary role of JS in relation be-
tween EM and BP. We consider mediation a good tool 
to examine the causal relationships between the varia-
bles and the engagement of a third variable in the basic 
relationship severs for a deeper examination of the re-
lations and processes, which happen between the iden-
tified variables.

Effectiveness of  motivation (EM). EM represents 
an independent and explanatory variable. This variable 
is operationalized as the difference between the overall 
level of importance of motivational factors (needs) and 
the degree of their saturation on the side of employees. 
The effectiveness of motivation expresses how success-
fully, and simultaneously the company meets the eco-
nomic needs of its employees and determines whether 
employees receive what  they require and at  the same 
time whether funds are not spent on saturating such 
needs, which employees consider unimportant.

The Herzberg et  al. (1959) two-factor motivational 
theory and its 10  motivators (dissatisfaction and sat-
isfaction) are the  bases for  defining the  motivational 
items. We have selected this theory due to the intercon-
nection of the employee’s motivation and job satisfaction 
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it offers. At the same time, it is a simple and straightfor-
ward tool, which allows examining both stated aspects 
and their relationship. Given the  specifics of  the agri-
cultural labour market, we have modified the  factors 
listed in Herzberg’s theory to reflect the aspects of this 
environment. We have included the  following factors 
in the set: relationships to superiors, relationships to co-
workers, status, the  prestige of  the profession, image 
of  the organization, management of  the organization 
(employee awareness), job security, wage/salary, em-
ployee benefits, working conditions (including the pos-
sibility of  using modern technical and technological 
equipment), corporate culture, career growth, recogni-
tion of personal work results, work itself in terms of its 

content, educational possibilities and responsibility. 
Employees assessed the subjective importance of moti-
vational factors and the  degree of  their saturation us-
ing a  5-point rating scale. In  calculating  EM, we have 
quantified the  absolute values of  differences between 
subjectively assessed by the degree of preference of in-
dividual needs and the level of their current saturation 
for  all items. Subsequently, their sum was  converted 
into an index by dividing it by the maximum achievable 
absolute value of the difference and subtracting it from 
the value 1. The overall level of motivational effective-
ness ranged from 0 (lowest effectiveness) to 1 (highest 
effectiveness). After reliability analysis, the  Cronbach’s 
alpha of the EM was 0.746 (10 items).

Table 1. Characteristics of examined sample of respondents (number of respondents = 757; number of companies = 49)

Variable Category Frequency 
(number of respondents)

Percentage 
(%)

Legal form*
AC 329 43.5
Ltd. 343 45.3
Plc. 85 11.2

Number of employees
10–50 169 22.3

51–249 588 77.7
more than 250 0 0.0

Number of companies 
by number of employees

10–50 12 24.5
51–249 37 75.5

more than 250 0 0.0

Education
secondary 379 50.1

tertiary 79 10.4
primary 299 39.5

Age (years)
26 to 40 75 9.9
41 to 60 610 80.6

more than 61 72 9.5

Production focus
combined 521 68.8

crop 170 22.5
animal 66 8.7

Cultivated land (ha)
101–500 30 4.0

501–1 000 52 6.9
more than 1 000 675 89.2

Region

Banská Bystrica 62 8.2
Bratislava 93 12.3

Košice 107 14.1
Nitra 93 12.3

Prešov 64 8.5
Trenčín 56 7.4
Trnava 197 26.0
Žilina 85 11.2

*AC – agricultural cooperative; Ltd. – limited company; Plc. – public limited company
Source: Own processing
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Business performance (BP). BP represents a dependent 
variable, which was  examined through the  aggregated 
variable, expressed as the share of years in profit within 
the examined period. The value ranged from 0 (whole 
period in  loss) to 1 (whole period in profit). Measures 
of central tendency are reported as follows Mean = 3.6, 
Mdn (median) = 4.0, Min = 0.0, and Max = 5.

Job satisfaction (JS). JS represents an  intermedi-
ate variable, which transfers the effect from the inde-
pendent variable to  the dependent variable. It can be 
measured through a single item expressing overall sat-
isfaction with working conditions or through several 
sub-items of  the JS. Wanous et  al. (1997) conducted 
a meta-analysis of 17 studies of both types of measur-
ing JS. It has been demonstrated that the average corre-
lation is 0.63 and the use of the one-item questionnaire 
(despite its benefits in limited administration) requires 
the  verification of  validity and reliability using scale 
measuring (Wanous et al. 1997). We have decided to use 
both types of  measuring in  our research and verify 
their concurrent validity on a sample of examined em-
ployees of agricultural companies. We have conducted 
the multi-item assessment of JS using the 12 statements 
Gallup questionnaire, used for an audit of satisfaction 
in the workplace (Harter et al. 2002). Statements were 
rated on  a  scale from  1  to  5 (1  –  no, 2  –  rather no, 
3 – cannot say, 4 – rather yes, 5 – yes). After reliabil-
ity analysis, the Cronbach’s alpha of  the JS was 0.805 
(12  items). Examples of  statements  –  "Do  I  know 
what is expected from me at work?", "Do I have the ma-
terials and tools to do my job well?", "At work, do I have 
the  opportunity to  do every day what  I know best?", 
"Have I received a valuation for good work in the last 
7 days?", "Does my supervisor or anyone else care about 
me as a person?", "Does anyone at work encourage me 
to develop personally?".

The overall job satisfaction correlates (r  =  0.56) 
to the one-item scale of experienced satisfaction at sig-
nificance level p < 0.001. An even weaker relation be-
tween these two variables has been verified compared 
to  the results of  Wanous et  al. (1997). We, therefore, 
think that the one-item measuring constantly requires 
concurrent verification of validity using another scale 
measurement. In  our research, we, therefore, relied 
on the results of a multi-item PS survey.

The main hypothesis was formulated as follows: 
H: The performance of  agricultural companies 

is  influenced by  the effectiveness of  motivating 
employees through their feeling of  job satisfac-
tion (the  mediation effect of  the job satisfaction 
as a factor, is of high importance).

Verifying the validity of the main hypothesis, we have 
researched three partial hypotheses.
H1: The effectiveness of motivation is positively associat-

ed with the performance of agricultural companies.
H2: The effectiveness of motivation is positively associ-

ated with job satisfaction.
H3: Job satisfaction is positively associated with the per-

formance of agricultural companies.
Figure 1 depicts the formulated relationships.

RESULTS AND DISCUSSION

We have used the  mediator model to  solve the  set 
hypothesis that  the dependency of  the business perfor-
mance on the  effectiveness of  motivation is facilitated 
by the satisfaction of employees. We proceeded in three 
steps (A, B, C), representing three partial regressions:
C) There is a relation between business performance 

(Y) and the effectiveness of motivation (X).
A) There is a relation between the measured satisfac-

tion of employees (M) and the effectiveness of mo-
tivation (X).

B) There is a relation between business performance 
(Y) and employee satisfaction (M), in which X does 
not participate.

Where C is expressed as an overall effect and the mul-
tiplication of A × B is the mediated (indirect) effect of X 
on Y by means of M.

The difference C’ = C – A × B is the net (direct) effect 
of X on Y without the participation of M.

The hypothesis is true when the indirect effect is sig-
nificant. This means when A × B = C – C’ is signifi-
cant (use of  the Freedman-Schatzkin test). The  level 
of the statistical significance is 5%, which represents 
the P-value in the following tables. All steps are listed 
in Table 2.

Figure 1. The mediation model and three tested hypotheses

Source: Own processing

Effectiveness 
of motivation 

(EM)

Job satisfaction 
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Business

(BP)
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As the results clearly show, the overall effect of C (re-
lation of  the business performance and the  effective-
ness of motivation) is not significant.

Step A verified that  the relation of  the measured 
satisfaction of  employees (M) and the  effectiveness 
of their motivation (X) is significant.

However, the  significance of  the relationships be-
tween measured employee satisfaction (M) and 
the  effectiveness of  their motivation (X) was  also 
confirmed, as well as business performance (Y) and em-
ployee satisfaction (M), on which X does not participate.

We have used the Freedman-Schatzkin test to reveal 
the  mediator effect. This test compares the  relative 
strengths of  the path from the  independent variable 
to the outcome variable in the unmediated model ver-
sus the mediated model (C – C’= 0.188) based on a Stu-
dent’s t-test (t  =  10.25) with statistical significance 
(P = 0.000).

The result of the Freedman-Schatzkin test indicates 
that the indirect effect of X on Y through M is signifi-
cant, and mediation was important.

We took the following steps to interpret the acquired 
results:
– We have discovered that there is a relation between 

the measured employee satisfaction (M) and the ef-
fectiveness of  their motivation (X). There is also a 
relation between the business performance (Y) and 
employee satisfaction, on which X does not partici-
pate, and that these relations are significant, which is 
a prerequisite from the existence of mediation.

– The multiplication of A × B is significant, so the indi-
rect effect of effectiveness of motivation on the busi-
ness performance by  means of  the measured 
employee job satisfaction has  been confirmed. 
The hypothesis is supported.

– However, the overall effect – the relation of the busi-
ness performance and effectiveness of  motivation 
(expressed in step C) was not significant.

The hypothesis on the dependency of the business 
performance on the effectiveness of motivation, which 
is mediated by the employee job satisfaction has been 
confirmed. The  results suggest that  the  direct re-
lationship between the  business performance 
of  agricultural companies and the  effectiveness 
of  motivation of  the  employee, created by  the  com-
panies, is  not significant. However, employee work 
satisfaction is an important variable, which transfers 
this effect, meaning it mediates the effect of the effec-
tiveness of  motivation of  the  employee on  the  busi-
ness performance of companies.

Our findings deepen the knowledge about the rela-
tionship between the variables examined, as they indi-
cate that a unilateral focus on the saturation of employee 
needs by the employer may not lead to better organiza-
tional results. It is necessary to include job satisfaction 
in  this relationship, which, according to  the research 
results, is the  factor that  directly affects the  suc-
cess of  companies. As  job satisfaction was  measured 
on the  basis of  a set of  items, including factors such 
as  working conditions and environment, employee 

Table 2. Parameter estimates

Parameter b Std. error t Significance
95% confidence interval

lower limit upper limit

Model 1/Step C
Intercept 0.873 0.088 9.890 0.000 0.700 1.046
Effectiveness of motivation –0.196 0.110 –1.781 0.075 –0.413 0.020

Model 2/Step A
Intercept 0.441 0.043 10.270 0.000 0.357 0.525
Effectiveness of motivation 0.191 0.054 3.557 0.000 0.085 0.296

Model 3/Step B
Intercept 0.440 0.083 5.308 0.000 0.277 0.602
Effectiveness of motivation –0.384 0.098 –3.928 0.000 –0.576 –0.192
Job satisfaction 0.983 0.066 14.947 0.000 0.854 1.113

Model 1/Step C – relation of the business performance (Y) and the effectiveness of motivation (X), dependent variable: 
business performance; Model 2/Step A – relation of the measured satisfaction of employees (M) and effectiveness of motiva-
tion (X), dependent variable: job satisfaction; Model 3/Step B – relation of the result of the business performance (Y) and 
employee satisfaction (M), dependent variable: business performance; b – non-standardized coefficient for each parameter
Source: Own processing
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appreciation, interest in their opinion, the opportunity 
to  learn, the results confirm that  these are important 
for increasing performance.

Given the  important position of  the employee job 
satisfaction, we have examined in greater detail its rela-
tionship to control variables using analysis of covariance 
(ANCOVA). We have divided the motivational factors 
into two sets – financial motivators (salary and benefits) 
and non-financial motivators (other eight items). Age, 
gender, job position and education of  the respondents 
were the controlled variables in the analysis. 

Reliability of  the first set of  the variables (salary 
and benefits) was  calculated using Cronbach’s Al-
pha  λ  =  0.745 (2  items). The  other eight items form 
a  set of  various non-monetary motivational tools; 
Cronbach’s Alpha reaches a value of  0.656. We have 
used the ANOVA variance analysis to analyze the mul-
tiple dependency. The  level of  significance was  5%. 
Categorical variables are coded in  ascending order. 
Age was  used as  an interval variable in  the analysis. 
Table 3 presents the significance of individual variables 
on the perception of the dependent variable, which is 
the satisfaction of agricultural employees.

As  our results indicate, gender is not a significant 
factor for  the experience of  job satisfaction. Other 
variables (age, job position, education, effectiveness 
of  motivational factors of  the "salaries and benefits" 
group and the  effectiveness of  motivational factors 
of the "other" group) were identified as significant.

Within the  individual variables, we performed 
the  pairwise comparisons using Bonferroni correc-
tions, both to determine the estimated level of variables 
and also to identify the significance of the differences.

The results in  Table  4 clearly indicate that  the dif-
ference in  satisfaction based on gender was  not 
significant. The  analyzed companies, therefore, do 
not have to  differentiate their incentive schemes ac-
cording to  men and women. However, it cannot be 
applied to individual categories of employees in terms 
of  their job positions and education. Higher satisfac-
tion has  been detected in  manual and management 
employees when compared to administrative workers. 
These employees create the most problematic category. 
In terms of education, employees with completed sec-
ondary education manifested the highest level of satis-
faction when compared to employees with completed 
primary and tertiary education. The  differentiated 
feeling of satisfaction of employees depending on their 
age was also confirmed. Additionally, age is positively 
related to satisfaction, which means that older employ-
ees of agricultural companies show a higher level of job 
satisfaction (Table 3).

We have further examined how the  effectiveness 
of  motivation of  individual groups of  motivational 
factors – financial and non-financial affects the satis-
faction of agricultural employees (Table 5).

Statistical analysis has  confirmed that  the effec-
tiveness of  motivation in  the "salary and benefits" 
group of  motivational factors is positively related 
to  satisfaction. The  b  value (b  =  0.245) indicates 
a  statistically significant positive effect of  monetary 
instruments on employee satisfaction. On the  other 
hand, the  effectiveness of  motivation in  the "other" 
group of  factors is negatively related to  satisfaction 
(b  =  –0,350). The  negative b – the  value of  the indi-
cator indicates that this category of motivational tools 

Table 3. Significance of variables – tests of between-subjects effects (dependent variable: job satisfaction)

Source Type III 
sum of squares df Mean2 F Significance

Corrected model 3.571 8 0.446 21.630 0.000
Intercept 1.914 1 1.914 92.745 0.000
Gender 0.006 1 0.006 0.280 0.597
Position 0.567 2 0.283 13.736 0.000
Education 0.405 2 0.203 9.821 0.000
Effectiveness (salaries and benefits) 2.633 1 2.633 127.585 0.000
Effectiveness (others) 0.485 1 0.485 23.509 0.000
Age 0.383 1 0.383 18.575 0.000
Error 15.435 748 0.021 – –
Total 284.384 757 – – –
Corrected total 19.006 756 – – –

Source: Own processing
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has a statistically significantly lower effect on satisfac-
tion. The obtained results point to the dominant influ-
ence of monetary and other tangible motivational tools 
on the  job satisfaction of  employees in  the surveyed 
agricultural companies, while other tools forming part 
of the total remuneration remain less effective.

It is obvious that  wages and benefits are the  most 
important factors influencing job satisfaction 
in agriculture and the tendency to shift traditional mon-
etary motivation towards non-financial factors is not 
yet a suitable tool for agricultural managers. Although 

some research studies agree with the  focus mainly 
on financial rewards (De Gieter and Hofmans 2015), 
the  vast majority of  studies have confirmed the  need 
to focus on total rewards (Schreurs et al. 2014).

According to  Peccei and van Veldhoven (2017) 
by  adopting the  principle of  total remuneration, 
the company signals to its employees that it is interested 
in recognizing their efforts, in satisfying their emotion-
al needs. By  moving away from the  "one-size-fits-all" 
approach, it seeks to support and develop positive at-
titudes of  employees towards the  company, increase 

Table 4. Significance of differences for the gender, position and education variables (pairwise comparisons) (depend-
ent variable: job satisfaction)

(I) (J) Mean differ-
ence (I – J) Std. error Significance

95% confidence interval
lower limit upper limit

Gender
male female 0.008 0.015 0.597 –0.021 0.037

female male –0.008 0.015 0.597 –0.037 0.021

Position

manual 
employee

management 
employee –0.035 0.029 0.679 –0.103 0.034

manual 
employee TEE 0.099 0.026 0.001 0.036 0.161

TEE management 
employee –0.133 0.027 0.000 –0.199 –0.068

Education
primary secondary –0.043 0.012 0.001 –0.072 –0.015
primary tertiary 0.024 0.030 1.000 –0.049 0.096
tertiary secondary –0.067 0.027 0.045 –0.133 –0.001

TEE – technical-economic employee
Source: Own processing

Table 5. Estimates for linked variables (parameter estimates) (dependent variable: job satisfaction)

Parameter b Std. error t Significance
95% confidence interval

lower limit upper limit
Intercept 0.471 0.065 7.294 0.000 0.344 0.598

Gender
male 0.008 0.015 0.529 0.597 –0.021 0.037

female 0.000 – – – – –

Position

manual 
employee 0.099 0.026 3.784 0.000 0.048 0.150

management 
employee 0.133 0.027 4.899 0.000 0.080 0.187

TEE 0.000 – – – – –

Education
primary 0.024 0.030 0.783 0.434 –0.035 0.082

secondary 0.067 0.027 2.439 0.015 0.013 0.121
tertiary 0.000 – – – – –

Effectiveness (S&B) 0.245 0.022 11.295 0.000 0.202 0.287
Effectiveness (others) –0.350 0.072 –4.849 0.000 –0.492 –0.208
Age 0.003 0.001 4.310 0.000 0.001 0.004

TEE – technical-economic employee; S&B – salary and benefits;  b – non-standardized coefficient for each parameter
Source: Own processing
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their commitment to  the performance of  tasks and 
their involvement in  various activities. The  research 
results of Bakker et al. (2014) show that  if employees 
also receive remuneration in  the form of  autonomy, 
recognition, training and development opportunities, 
they will make further efforts to achieve the goals and 
fulfil the assigned tasks. The concept of total remuner-
ation can serve as  a source of  competitive advantage 
for companies, allowing them to align employee per-
formance with business goals (Peluso 2017), because 
the  involvement and combination of  different forms 
of remuneration is a source of overlapping and mutual-
ly reinforcing effects on employee performance (Inno-
centi et al. 2011). Applying this principle and creating 
conditions to  support employee job satisfaction will 
therefore be a challenge for agricultural management.

CONCLUSION

Based on the  research results, among the  agri-
cultural companies included in  the research sam-
ple, we  confirmed the  hypothesis of  the dependency 
of the business performance of agricultural companies 
on  the  effectiveness of  employee motivation through 
job satisfaction.

The results refer to the importance and need for ori-
entation of the management of examined agricultural 
companies to support the job satisfaction of their own 
employees, which in  conjunction with an  effective 
incentive system will enable a company to achieve bet-
ter business performance and thus provide resources 
for  their further development. Job satisfaction, 
which mediates the  impact of  effective motivation 
(especially financial) on the  success of  companies, 
acts as  an  important factor. For  examined agricul-
tural companies in Slovakia, it is the factor that sup-
ports the  achievement of  results, because the  lack 
of  job satisfaction, respectively long-term dissatis-
faction of  an employee with work is a barrier to  his 
motivation (Herzberg et al. 1959). Therefore, it is es-
sential for companies to measure job satisfaction and 
take care of its support.

This finding, obtained on the sample of companies, 
has huge application importance for the management 
of agricultural companies. However, given the signifi-
cant relationship between the effectiveness of motiva-
tion, especially through monetary instruments with job 
satisfaction, it is clear that  such an orientation is not 
sustainable in  the long term. It probably results from 
the wage undercutting of the agricultural sector. Data 
obtained from The Green Report on Agriculture and 

the Food Industry (2018) points to the fact that aver-
age monthly wage in agriculture (763 EUR) represents 
only 75.3% of the average wage in the national econo-
my. Concurrently, agriculture is showing labour costs 
decrease, related to  labour losses over several years 
in a row, as well as a faster decrease of total revenues 
(1.3%) than costs (0.7%). The unfavourable development 
of the situation in the sector and the inability of wage 
competition to  other sectors lead to  the  orientation 
of  employees primarily to  monetary factors of  moti-
vation, at a time when the principle of so-called total 
remuneration is used, integrating various components 
in order to meet the individual needs of employees.

In accordance with current scientific knowledge, our 
findings have confirmed that job satisfaction in the ex-
amined companies of  the agricultural sector may not 
necessarily be the  same for  all categories of  employ-
ees. Significant influencing factors are in a particular: 
age, education and job position. Employee satisfac-
tion in agriculture increases with age. Employees with 
completed secondary education show higher levels 
of satisfaction than other categories. In terms of job po-
sition, administrative employees seem to be the most 
problematic category. The existence of  individual dif-
ferences in motivational profiles creates preconditions 
for the application of the current trend of individuali-
zation in human resource management. Its application 
is the so-called management focused on the life phases 
(stages) of  the employee, which applies in motivating 
individual employees such tools that  will correspond 
in  real-time to  a specific combination of  his life and 
career stages. The intention is individual support of in-
dividual employees, which leads to  their job satisfac-
tion and stabilization in the company.

Slovakia is constantly struggling with the  crisis 
of the workforce in agriculture, especially the skilled 
workforce. Although it is assumed that  the crisis 
caused by the COVID 19 pandemic will lead to an in-
crease of available workforce in the labour market due 
to the reduced economic growth and the related un-
employment, it is likely that these unemployed people 
will continue not to  be interested in  working in  ag-
riculture. Therefore, the management of agricultural 
companies should focus its efforts on the  effective 
motivation of  workers and efforts on keeping them 
especially by looking for reserves in its own motiva-
tional systems and ensuring the support of job satis-
faction of its own employees.

Limitation of the study. Realization of the study just 
in one country, we consider as a limitation of the study. 
The representativeness of  the sample is controversial. 
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Regarding the  number of  companies, the  sample did 
not fully correspond to the representation of individual 
categories of agricultural companies in the Slovak Re-
public. However, the obtained results provide a start-
ing point for further research in this area. Some other 
research limitations of our study should also be noted 
in  the area of  employee job satisfaction conditions, 
which was identified as an important aspect of organi-
zational performance. We also found out that the area 
of non-financial remuneration did not come out signif-
icantly, but it is one of the current trends of employee 
remuneration. Therefore, further investigations would 
be necessary. The  measurement of  business perfor-
mance through profit or loss in  the observed period, 
which may be influenced by other factors, may also be 
considered as a limitation.

REFERENCES

Al-Zoubi M.T. (2012): Generating benchmarking indicators 
for employee job satisfaction. Total Qauality Management 
& Business Excellence, 1: 27–44.

Ambali O.I., Idowu A.O., Ayinde A.F.O. (2015): Motivating 
factors and determinants of job satisfaction among poultry 
workers in Yewa Division of Ogun State, Nigeria. Nigerian 
Journal of Agricultural Economics: 1: 31–39.

Andrade M.S., Westover J.H. (2018):  Generational differ-
ences in work quality characteristics and job satisfaction. 
Evidence Based HRM-A Global Forum for  Empirical 
Scholarship, 3: 287–304.

Aziri B. (2011): Job satisfaction: A literature review. Manage-
ment Research and Practice, 4: 77–86.

Bayona J.A., Caballer A., Peiró J.M. (2020): The relationship 
between knowledge characteristics’ fit and job satisfaction 
and job performance: The Mediating Role of Work Engage-
ment. Sustainability, 12: 2336.

Bakker A.B., Demerouti E., Sanz-Vergel A. (2014): Burnout 
and work engagement: the JD-R approach. Annual Review 
Organizational Psychology of  Organization Behaviour, 
1: 389–411.

Cortini M., Converso D., Galanti T., Di Fiore T., Di Domeni-
co A., Fantinelli S. (2019): Gratitude at work works! A mix-
method study on different dimensions of  gratitude, job 
satisfaction, and job performance. Sustainability, 11: 3902.

De Gieter  S., Hofmans  J. (2015):  How reward satisfac-
tion affects employees’ turnover intentions and per-
formance:  an  individual differences approach. Human 
Resource Management Journal, 2: 200–216.

Extremera N., Mérida-López S., Quintana-Orts C., Rey L. 
(2020):  On the  association between job dissatisfaction 
and employee’s mental health problems: Does emotional 

regulation ability buffer the link? Personality and Individual 
Differences, 155: 109710.

Furnham A., Eracleous A., Chamorro-Premuzic T. (2009): Per-
sonality, motivation and job satisfaction: Hertzberg meets 
the Big Five. Journal of Managerial Psychology, 8: 765–779.

Garronea M., Emmers D., Olper A., Swinnen J. (2019): Jobs 
and agricultural policy: Impact of the Common Agricul-
tural Policy on EU agricultural employment. Food Policy, 
87: 101744.

George E., Zakkariya K.A. (2015): Job related stress and job 
satisfaction: a comparative study among bank employees. 
Journal of Management Development, 3: 316–329.

Green Report on Agriculture and the  Food Industry 
(2018):  Green Report on Agriculture and the  Food In-
dustry. Ministry of  Agriculture and Rural Development 
of the Slovak Republic. Available at https://www.mpsr.sk/
en/index.php?navID=16&id=72 (accessed June 8, 2020).

Harter J.K., Schmidt F.L., Hayes T.L. (2002): Business-unit-
level relationship between employee satisfaction, employee 
engagement, and business outcomes:  A meta-analysis. 
Journal of Applied Psychology, 87: 268–279.

Herzberg F., Bernard M., Snyderman B. (1959): The Motiva-
tion to Work. New York, USA, Wiley.

Hogue F., Rabbany Md.G., Sauda A.A., Akter A. (2016): Level 
of job satisfaction in agribusiness sector. International Jour-
nal of Economics, Commerce and Management, 6: 419–445.

Howard J., Gagné  M., Morin  A.J.S., Van  den  Broeck  A. 
(2016):  Motivation profiles at  work:  A self-determina-
tion theory approach. Journal of  Vocational Behavior, 
95–96: 74–89.

Christen M., Iyer G., Soberman D. (2006): Job satisfaction, 
job performance, and effort: A reexamination using agency 
theory. Journal of Marketing, 70: 137–150.

Chrysanthi Ch., Evagelos D.L., Koutsouris A. (2017): Farmers’ 
motivational orientation toward participation in compe-
tence development projects: a self-determination theory 
perspective. The  Journal of  Agricultural Education and 
Extension, 23: 105–120.

Innocenti L., Pilati M., Peluso A. (2011): Trust as modera-
tor in the relationship between HRM practices and em-
ployee attitudes. Human Resource Management Journal, 
21: 303–317.

Javaloy F., Morales F., Fernandez S., Magallares A. (2011): So-
cial psychology and positive psychology: Some reflections. 
Revista de Psicologia Social, 3: 345–355.

Karcagi Kovats A., Katona Kovacs J. (2012): Factors of popula-
tion decline in rural areas and answers given in EU mem-
ber states strategies. Studies in Agricultural Economics, 
114: 49–56.

Lezoche M., Hernandez   J.E., Díaz  M.E., Panetto  H., 
Kacprzyk J. (2020): Agri-food 4.0: A survey of the supply 



412

Original Paper Agricultural Economics – Czech, 66, 2020 (9): 402–412

https://doi.org/10.17221/220/2020-AGRICECON

chains and technologies for the future agriculture. Com-
puters in Industry, 117: 103187.

Liu P., Zhao Y., Ravenscroft N., Harder M.K. (2020): Respon-
sibility-driven collective action in the context of rapid rural 
depopulation. Journal of Rural Studies, 75: 48–56.

Lu Y.T., Chang Y.H., Sung T.W. (2017): The relationship be-
tween motivation, the use of mobile devices and satisfaction 
with life for older farmers. Eurasia Journal of Mathematics, 
Science and Technology Education, 13: 4009–4020.

Merino F., Prats M.A. (2020): Why do some areas depopu-
late? The role of economic factors and local governments. 
Cities, 97: 102506.

Miao S., Komil ugli Fayzullaev A., Dedahanov A.T. (2020): Man-
agement characteristics as determinants of employee cre-
ativity:  The mediating role of  employee job satisfaction. 
Sustainability, 12: 1948.

Min J., Kim Y., Lee S., Jang T., Kim I., Song J. (2019): The fourth 
industrial revolution and its impact on occupational health 
and safety, worker’s compensation and labour conditions. 
Safety and Health at Work, 10: 400–408.

Peluso A. (2017): Pay is no everything. Evidence-based HRM. 
Global Forum for Empirical Scholarship, 5: 311–327.

Peccei R., van Veldhoven (2017): Well-being and Performance 
at Work. New York, Psychology Press.

Sahito Z., Vaisanen P. (2017):  The diagonal model of  job 
satisfaction and motivation:  Extracted from the  logical 
comparison of content and process theories. International 
Journal of Higher Education, 3: 209–230.

Schreurs B., Guenter H., van Emmerik I.J.H., Notelaers G., 
Schumacher D. (2014): Pay level satisfaction and employee 
outcomes: the moderating effect of autonomy and support 
climates. The  International Journal of  Human Resource 
Management, 26: 1523–1546.

Stapa S.H., Bakar K.A., Hashim F. (2019): Attitudes and moti-
vation of the young generation towards the palm oil indus-
try. Mediterranean Journal of Social Sciences, 1: 117–125.

Ubels H., TialdaHaartsen H., Bock B. (2019): Social innova-
tion and community-focussed civic initiatives in the con-
text of rural depopulation: For everybody by everybody? 
Project Ulrum 2034. Journal of Rural Studies, 75: 1–11.

Wanous J.P., Reichers  A.E., Hudy  M.J. (1997):  Overall job 
satisfaction: How good are single-item measures? Journal 
of Applied Psychology, 2: 247–252.

Received: May 25, 2020 
Accepted: July 27, 2020 

Published online: September 11, 2020


