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Abstract. Current circumstances are forcing companies to react quickly to the changes that are taking place. 

Maintaining competitiveness and survival depends on adaptability and the search for innovations. The goal 

of modern human resource management is to stimulate employees to be creative and utilise their potential. 

The aim of this study is to find out what motivational factors Czech companies use to stimulate and 

encourage the creativity of their employees and whether the chosen factors for achieving this are related to 

company size. 

Keywords: creativity; management; employees; motivation; HRM 

1 Introduction 

In today's globalized world, businesses are increasingly exposed to turbulent change, which places high demands on 

the ability to adapt quickly and innovate. This process can either generate opportunities for business success, or pose a 

huge threat to a business´ very existence [1]. The ability to respond correctly to market changes depends on, among other 

things, a company's know-how and the creativity of its human resources. The originality of the ideas that people in a 

company are able to generate differentiates a company´s products or services from those of its competitors. Supporting 

and using creativity in a company is therefore becoming a great challenge for managers at all levels.  

The key drivers of competitive advantage are inimitable intangible resources [2], such as a company's ability to foster 

innovation and creativity [3,4,5]. The prerequisite is an emphasis on supporting the creativity of employees and setting 

up a management system that utilizes the internal motivation of employees. The art of offering innovative products needs 

creative employees who are stimulated to develop their creative potential and generate creative ideas. Ideas are 

subsequently a source of innovation and competitive advantage [6]. Within industry, there are sectors which, by their 

very nature, require a high level of creativity from their employees (creative industries), while in other industries, 

employee creativity is not much required ("non-creative" sectors) and the fulfilment of mere tasks is expected. Due to the 

different work requirements, the management systems in the two groups differ greatly [7]. Industry 4.0 is changing 

approaches to human resource management, whereby creativity is becoming a key element [8,9]. 

The aim of this study is to determine what motivational factors Czech companies apply to stimulate the creativity of 

their employees and whether this is related to company size. 

2 Concepts and Basic Theories 

Employee creativity is a key factor in a company's success. In their analytical study, Purdenko et al. [10] state that 

under modern market conditions, companies can increase their level of competitiveness through the implementation of 

policies that support their employees' creative activity, and that in doing so it will increase the effectiveness of the creative 

management system of the company as a whole. 

In studies, a creative personality is associated with such traits as independence, entrepreneurship, radicality, openness 

to experience [11]. According to Fedor [12], there is a relationship between creativity, values, personality traits and 

conflicting personality behaviours. A positive correlation is observed with the values of independence and success and 

with the values of modesty and conformism. Creativity is also positively associated with strategies for managing decision-

making, taking responsibility and distancing; influence - seek social support, remove obligations and reassessment [12, 

13, 14]. 

The creative behaviour of employees significantly influences the approach of a superior employee. The results of a 

questionnaire survey conducted by Nazir et al. [15] show that authoritarian leadership has an effective impact on the 
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creative behaviour of workers. To stimulate innovation [16], managers should provide employees with a safe workplace 

environment in which they can safely take risks and show creativity, which ultimately contributes to increasing employee 

and organizational performance [15]. 

Al-Tit et al. [17] conducted a questionnaire survey of industrial companies and, based on the analysis of responses, 

concluded that employee pro-activity is a function of three categories of HR practices. First, the employee should be 

supported to improve their skills. Second, the employee should be motivated and given the opportunity to share 

knowledge. Third, employees should be encouraged to participate in problem-solving in the presence of the lead manager, 

in order to improve the quality of relationships and to recognize team members, their support and effective communication 

[17]. According to Henri [18], there are two ways in which creative employees can be stimulated in a company. This 

includes the creation of working conditions [19] for creativity and the opportunity to become a leader in the field. The 

author mostly talks about specialists who can draw on their deep knowledge and further develop it. This statement is 

deduced from the trend of today's innovative economy, which forces individuals to produce something new all the time. 

Madjar et al. [20], on the basis of questionnaires and interviews, examined the relationship between creative 

performance and the extent to which employees received support for creativity from both work (supervisors/co-workers) 

and non-work (family/friendly) sources. The results showed that the support of both work and non-work sources 

significantly and independently contribute to creative performance. These relationships create a positive mood, whereby 

employees with less creative personalities respond the most positively to support from non-work sources [20]. 

A lot of research has been conducted into identifying the factors that lead to a creative outcome, but little that leads 

employees to start the creative process. This issue was addressed by Unsworth et al. [21], who used semi-structured 

interviews to explore the factors and processes that are involved in this phenomenon. They found that general work 

motivation, creativity requirements, cultural support for creativity, time resources and independence are among the stimuli 

that determine whether an event creator pays off. Dul et al. [22] also confirm that a creative work environment encourages 

creative performance. Gong et al. [23] state that employees' creativity is positively linked to further training opportunities 

as well as the appraisal of their performance [24]. 

This study uses the responses to a questionnaire survey to determine the relationship between company size and the 

selected motivational factors for stimulating and supporting employee creativity. The research questions were formulated 

as follows: What motivational factors are most often applied to stimulate the creativity of employees? Are the selected 

motivational factors for stimulating employee creativity related to company size? 

3 Methodology 

To fulfil the aim of the study, a questionnaire survey was conducted among 372 Czech companies to determine what 

motivational factors they apply to stimulate and support the creativity of employees. The questionnaire was addressed to 

HR professionals. A stratified random selection according to company size and regional location was used to create the 

basic sample (return rate of questionnaires was 54%). The company size was determined through the questionnaire, and 

the individual motivational factors evaluated on the basis of a 5-point scale, whereby 1 = we do not apply it and 5 = we 

apply it in full (see Table 1).  

Table 1. Evaluation scale 

Evaluation scale 

  1 2 3 4 5 ☺ 

Application in 

the company 

We do not 

apply it 

We do not apply it 

yet, but are 

considering doing 

so 

I cannot 

assess the 

actual 

situation 

We 

partially 

apply it 

We 

apply it 

in full 

Source: Authors. 

The assessed motivational factors that are considered important for the stimulation of creativity in a company were: 

A1 - meaningfulness of work (employees know the meaning of their work); A2 - involvement (giving space to assert 

oneself); A3 – enthusiasm (shared interest and enjoyment of work); A4 – cooperation; A5 - recognition (public, personal); 

A6 - open communication; A7 – support; A8 – autonomy; A9 - emphasis on health; A10 – trust; A11 - responsibility 

(inner sense of responsibility). The responses were analysed using SPSS Statistics 26. First, the companies were divided 

according to size, then the average assigned values for the individual motivational factors were calculated according to 

the size of the company. Finally, an ANOVA test was performed at a significance level of 5%. 

4 Results and Discussion 

The companies that took part in the research were of varying sizes, of which 31.2% were large companies, 26% were 

medium-sized companies, 25% were small companies, and 17.7% were micro-companies (see Table 2). 
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Table 2. Structure of the research sample 

Company size Frequency % Valid % Cumulative % 

Micro- 66 17.7 17.7 17.7 

Small 93 25.0 25.0 42.7 

Medium–sized 97 26.1 26.1 68.8 

Large 116 31.2 31.2 100.0 

Total 372 100.0 100.0  

Source: Authors. 

Based on the average values assigned by the HR professionals according to the evaluation scale, the most used 

motivational factor is meaningfulness of work. However, this is, on average, only partially applied (value 4.21). The 

second most frequently partially applied motivational factor is emphasis on health (value 4.14). Motivation through 

cooperation (value 3.98) and responsibility (value 3.97) were also allocated significant values. Unfortunately, most 

respondents could not assess the current situation with regards to the application of the identified motivational factors in 

their company (see Table 3). According to the results, it can be deduced that in order to stimulate creativity, Czech 

companies believe they must set common goals, the achievement of which is a shared responsibility, and place emphasis 

on health and a safe workplace environment. However, research shows that creativity is significantly motivated by 

independence, recognition of performance and enjoyment of work [11], which is an approach that is less widely applied 

in the Czech Republic. The reason for this is historical, in the sense that people in the Czech Republic were educated for 

almost fifty years to live in groups (especially in school and work). This finding could be another subject of research. 

Table 3. Arithmetic averages for the identified motivational factors by company size 

Motivational factor/ 

Company size A1 A2 A3 A4 A5 A6 A7 A8 A9 A10 A11 

Micro- 4.21 3.70 3.35 4.02 3.61 3.65 3.74 3.58 4.26 4.03 4.02 

Small 4.25 3.67 3.45 4.06 3.67 3.85 3.78 3.53 4.34 3.92 3.85 

Medium–sized 4.31 3.57 3.43 3.94 3.51 3.76 3.78 3.46 4.06 3.85 4.12 

Large 4.09 3.69 3.38 3.93 3.35 3.66 3.63 3.46 3.97 3.74 3.91 

Total 4.21 3.65 3.41 3.98 3.52 3.73 3.73 3.50 4.14 3.87 3.97 

Source: Authors. 

The data (see Table 4) from the ANOVA test (at a significance level of 5%) proved that company size has a statistically 

significant effect on the emphasis on health (p-value 0.012). The relationship between company size and the other 

motivational factors proved to be insignificant (see Table 4). From Table 3 follows, that as company size grows the 

application of motivational factors becomes statistically less significant. The greater frequency with which the selected 

motivational factors are applied in micro- and small companies corresponds more to the individual work performance 

required of employees and the achievement of common goals than the average. This creates more space for the utilization 

of the creativity of individual employees. In contrast, HR professionals in large companies are losing the ability to assess 

whether these motivations factors are actually applied. 

Table 4. ANOVA test results for motivational factors by company size 

ANOVA test 

Dependent variable Sum of Squares Df Mean Square F P-value 

A1 Meaningfulness of 

work 

Between Groups 2.624 3 0.875 1.171 0.321 

Within Groups 275.021 368 0.747   

Total 277.645 371    

A2 Involvement 
Between Groups 1.018 3 0.339 0.432 0.730 

Within Groups 289.248 368 0.786   

Total 290.266 371    

A3 Enthusiasm 
Between Groups 0.565 3 0.188 0.183 0.908 

Within Groups 379.142 368 1.030   

Total 379.707 371    

A4 Cooperation 
Between Groups 1.193 3 0.398 0.439 0.725 

Within Groups 333.675 368 0.907   

Total 334.868 371    

A5 Recognition 
Between Groups 5.723 3 1.908 1.795 0.148 

Within Groups 391.180 368 1.063   

Total 396.903 371    

A6 Open 

communication 

Between Groups 2.488 3 0.829 0.762 0.516 

Within Groups 400.631 368 1.089   

Total 403.118 371    

A7 Support Between Groups 1.744 3 0.581 0.637 0.592 

Within Groups 335.834 368 0.913   
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Total 337.578 371    

A8 Autonomy 
Between Groups 0.785 3 0.262 0.270 0.847 

Within Groups 356.212 368 0.968   

Total 356.997 371    

A9 Emphasis on 

health 

Between Groups 8.569 3 2.856 2.751 0.043 

Within Groups 382.162 368 1.038   

Total 390.731 371    

A10 Trust 
Between Groups 3.945 3 1.315 1.385 0.247 

Within Groups 349.334 368 0.949   

Total 353.280 371    

A11 Responsibility 
Between Groups 4.144 3 1.381 1.467 0.223 

Within Groups 346.531 368 0.942   

Total 350.675 371    

Note: bold highlights statistically significant results at a significance level of 5% 

Source: Authors. 

5 Conclusion 

In Czech companies, the motivational factors meaningfulness of work and emphasis on health are the most frequently 

used to stimulate the creativity of employees, as are cooperation and responsibility - an inner sense of responsibility. 

According to the results, it can be deduced that in order to stimulate creativity, Czech companies believe employees must 

work in a team with set common goals, the achievement of which is a shared responsibility, and place emphasis on health 

and a safe workplace environment. Unfortunately, although research shows that creativity is significantly motivated by 

independence, recognition of performance and enjoyment of work, none of the respondents felt they could evaluate the 

situation in their company, which is reflected in the fact that this approach is less widely applied in the Czech Republic. 

Company size has a statistically significant effect on the emphasis on health. As company size grows, the application of 

these motivational factors decreases. Micro- and small companies seemingly make more use of individual performance 

incentives within the context of achieving common goals than the average. The greater ability to apply these motivational 

factors suggests a better ability to use the creative potential of individual employees compared to large companies where 

HR professionals seem to lose track of the motivational factors they actually apply. 

The preference for collective motivation over individual motivation in Czech companies could be the subject of further 

research. 
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