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Abstract.  

Research background: The globalization affects the labour requirements. 

Therefore, it is important to distinguish, for example, the composition of 

the workforce in terms of age. The ageing population is a global problem 

and labour shortages in the labour market force employers to address the 

diversity of the age structure of their current as well as potential 

employees.  

Purpose of the article: The goal of the article is to compare the 

importance of motivational factors of different age groups of employees. 

The conclusion of the article also compares the significance of factors in 

terms of the age structure of employees. 

Methods: In the article, the method of analysis of available resources was 

used. Then the method of synthesis was used in finding out the connection 

between the resources. The sample of employees is divided into groups 

according to age categories. By using factor analysis, the factors affecting 

them are identified for each age group of employees. Primary research, as a 

basis for factor analysis, was carried out using a questionnaire. 

Findings & Value added: Motivation is one of the key elements of human 

resource management. It can contribute to increasing employee  

performance and satisfaction. It is essential to the effective functioning of 

each organization and achievement of strategic goals. By knowing the 

preferences and values of employees, the article can bring 

recommendations for improving the current motivation systems in 

organizations. This can contribute to the efficient use of employers´ money 

they spend on employee benefits. 

Keywords: globalization, motivation, human resource, ageing population  

JEL Classification: J30, J45, J50  

1 Introduction  

Today´s world is characterized by globalization; development is accelerating and labour 

and technology markets are rapidly changing [1]. In general, the concept of globalization 
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can be understood as a fact that different cultures and economic systems around the world 

are becoming connected and similar to each other. This also applies to human resource 

management. From a global perspective, digital technologies may have an impact on the 

employment and unemployment in labour market. [2]. For deciding firms´ choice of human 

resources management practices, increasing competition due to globalization is a 

substantial factor [3]. In today´s competitive environment and global world, where the 

boundaries have disappeared as a result of the continuous development in communication 

and technology, the attitudes and behaviours of the employees in their organizations are 

becoming more important [4]. According to Khan, globalization has a strong impact on 

formal motivational and strategic human resource practices. Globalization not only changes 

structural boundaries, but it has also influenced the content of human resource management 

[5]. It can be stated, that the world is more interconnected than ever before. Traditional 

leadership roles and traditional ways of managing people need to adapt to changing times. 

Interconnectedness is linked to rapid response, greater global reach, and electronic-based 

forms of communication [6]. Employees are increasingly becoming the most important 

asset of the organization. Employers need to understand the complexities of their workforce 

and how to maximize its potential [7]. They realize that properly motivated and satisfied 

employees can ensure the organization´s long-term prosperity and efficient operation. 

1.1 Aging population and age diversity of the workforce 

Nowadays, the demographic development is an important factor that affects the functioning 

of society as a whole. In the Slovak Republic, it is characterized by a gradual slowdown 

and significant changes in the age composition of the population. Retirement was once 

considered an exit from full-time work into full-time leisure. Research evidence indicates, 

that a growing number of retirees are re-entering the labour force [8]. According to the 

Demographic Challenge for the next decades in Slovakia, the number of people of working 

age will decrease significantly by 2060. The decline will affect the population in both 

younger and older productive ages; therefore, the average age of the productive population 

will not change significantly (it will move close to the 43-year limit). Significant reduction 

in the number and share of people in the productive age is an important and direct signal 

especially for the labour market. However, there are many other impacts that society must 

prepare for. Significant population decrease at a younger productive age will have a 

significant demographic impact. The number of children born will decrease by 2060, even 

in the event of an expected increase in the fertility rate [9].  

In this context, age diversity has been identified as one of the strategic capabilities that 

will add value to organizations over their competition [10]. Ageing population is a problem 

in all developed countries and has negative effects on the economic and social situation in 

the country. Therefore, it is necessary to deal with the diversity of the workforce in the 

organization. The world´s increasing globalization requires more interaction among people 

from diverse backgrounds. People no longer live and work in an insular environment, they 

are now part of a worldwide economy competing within a global framework. For this 

reason, profit and non-profit organizations need to become more diversified to remain 

competitive. Maximizing and capitalizing on workplace diversity is an important issue for 

management. Supervisors and managers need to recognize how the workplace is changing 

and evolving. Managing diversity is a significant organizational challenge, so managerial 

skills must adapt to accommodate a multicultural work environment [11]. According to the 

Seemann et al. coaching courses are very important for managers as well as for the 

successful running of the organizations. They recommend managers in all areas of the 

business to attend the courses for developing coaching skills. It can bring a lot of positive 

changes e.g. regarding access to employees. Managers will be more interested in their 
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employees, which will generate interest from employees [12]. Workforce diversity is a 

multi-faceted concept that will continue to evolve more industries to move toward a global 

marketplace. It also has proven to have led to a perception of being fundamental for 

employee performance. In the current scenario, employing a diversified workforce is a 

necessity for every organization but to manage such diversified workforce is also a big 

challenge for management. Workforce diversity is strength for the organization. If managed 

properly, it can increase productivity and thus the performance of the organization [11]. 

There are currently significant differences in the approach to various age groups in many 

fields of human activity. Due to the global demographic trend of increasing the age of the 

population and the growing number of people in the 50+ category, it is necessary to adopt 

measures that take age into account on the social level and also in the process of 

organizational management. These measures are collectively referred to as age management 

[13]. 

1.1.1 Benefits of age management 

In connection with the ageing of the population, the length of working life is constantly 

increasing and thus affects not only employees but also employers themselves. The number 

of workers aged 50 and over is constantly increasing, while the number of workers under 

50 is only slightly increasing or decreasing. Long-term human resource planning in the 

context of the ageing population is, therefore, essential to strengthen and maintain the 

competitiveness of organizations. The number of school leavers entering the labour market 

will not cover the needs of the labour market, therefore it will be necessary to employ older 

employees as well. In today´s society, discrimination against employees´ base on their age 

is present. If organizations do not take steps to implement an age management strategy 

now, consequences for them could be severe in the future. The age management process is 

long-term and it is important for all parts of society. 

1.1.2 Motivation in the context of age management 

In the field of motivation, employers are gradually changing their attitudes towards older 

workers because their motivation differs from younger employees. A motivated and 

satisfied workforce brings benefits not only to the organizations themselves in terms of 

higher performance, but also to the economy as a whole, and therefore age management is 

becoming increasingly important [7] [14]. The growing age diversity in organizations in 

most industrialized economies provides opportunities to motivate both older and younger 

workers by enabling them to benefit from each other through knowledge transfer [15]. The 

human resources of a company largely depend on how the company can respond to 

challenges of the market. Employers are recently trying to take care of their employees 

much more than just rewarding them with a salary. They provide them with a variety of 

employee benefits with which they try to motivate them to better work performance [16]. 

According to Kuzmin et al. the innovative development of human capital is a major factor 

in building a model of sustainable economic development in the context of globalization 

transformations, as it is formed through investment in human beings [17]. According to 

Urbancová et al., age management is becoming an increasingly important part of strategic 

human resources management practices and it can ultimately lead to a competitive 

advantage. Their results show that those organizations, focusing on the application of age 

management practices, achieved a competitive advantage regardless of size or sector of the 

organization [7]. The best organizations from all successful businesses are those that are 

attractive and active in caring for their employees. These organizations try to create the best 

possible conditions in the workplace. The success of an organization largely depends on the 

SHS Web of Conferences 9 2, 0 (2021)

Globalization and its Socio-Economic Consequences 2020
7058 https://doi.org/10.1051/shsconf/20219207058

3



satisfaction of its employees. Such organizations can respond to the needs of the internal 

and external environment. In both environments they are transparent and they adapt to 

changes in demographic development [13].  

2 Methodology  

The purpose of this article is to compare the importance of motivational factors of different 

age groups of employees. The article focuses on employees of self-governing region offices 

in the Slovak Republic. It finds out which motivation factors affect employees in terms of 

their age and whether the factors are different in terms of age of employees. The primary 

research was carried out among employees of the self-governing region offices in Slovakia. 

The survey was conducted by a questioning method and four-level Likert scale was used, 

where 3 means very important and 0 means unimportant. To determine the importance of 

individual motivational factors, one of the questions from the questionnaire was aimed at 

evaluating the importance of 15 motivational attributes (variables). The questionnaire was 

sent to 824 employees and the number of received questionnaires was 123. 

 The article aims to point out the option of identifying a reduced range of motivation 

attributes, which should the selected organization pay more attention in terms of the age of 

its employees. To reach this goal, in this article a multidimensional statistical method of 

factor analysis is used. According to Hanák, to be able to carry out an exploratory factor 

analysis, it is necessary to have a sufficient number of examining units in the selection. 

Normally, the minimum number of respondents to 1 question in the questionnaire is stated 

as 10 [18]. When performing the factor analysis for different age groups of employees, 

more than 10 answers were available for each age category. In order to perform a factor 

analysis, it is necessary to have a certain number of observations of each of the variables 

[19]. Factor analysis, by examining the interrelationships between variables, seeks to 

identify factors that are a reduction of the number of examined variables. In other words, 

factor analysis identifies those variables that are related to a smaller number of factors [18]. 

The search for factors is done by examining variables that can be assumed to be related to 

the sought factors. When correlating variables, a correlation matrix is obtained in which 

there are mutual correlations of all variables. These cross-correlations are the basis of the 

exploratory factor analysis. By examining these correlations, it is possible to find that some 

variables strongly correlate with each other and form a certain group. However, this group 

of strongly correlated variables usually only weakly correlates with other variables or with 

other groups of variables. A group of mutually correlated variables, and at the same time 

unrelated to another correlated group of variables, indicates the existence of a factor [18]. 

The rotation of factors is used to determine how the primary factors differ from each other 

and what variables are related to which factors. Several types of rotation can be used. 

Varimax rotation was used in the analysis for easier interpretation and wider application 

possibilities. Several methods can be used to extract the factors. The PSPP software uses 

principal component analysis and the principal axis factoring [18]. This software was also 

used for the purpose of fulfilling the goal of the article and thus also the implementation of 

factor analysis. 

3 RESULTS  

From the primary research, 13 variables (table 1) were identified. The second step of the 

research focused on finding out the reduced number of factors using factor analysis. The 

analysis was performed using PSPP open-source software. The software has been set to 

exclude all factors below 1. Then, the Varimax rotation was set. This method is designed so 
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that each variable fill only one factor, thus minimizing the number of variables that have a 

high charge [18]. Tables 2, 3, 4 and 5 represents the rotated component matrix for each age 

groups. The rotation of factors was used to determine how the primary factors differ from 

each other and what variables are related to which factors. Several types of rotation can be 

used.  

Table 1. Identification of variables. 

Variables 

Salary Flexible working time 

Financial rewards Recognition of personal results 

13th and 14th salary Advancement in career 

Supplementary 

pension contributions 
Educational opportunity 

Added leave Feel of the place 

Independence and 

responsibility 

Stability in employment 

Other benefits 

 

For the age group of up to 30 years, 5 factors were identified. The first factor represents 

financial motivation. The second factor can be called as a personal and career growth, the 

third factor can be described as benefit beyond the Labour Code, e.g. arising from 

Collective agreement. The fourth factor can be called as an atmosphere at the workplace 

and the fifth factor is flexibility and independence and employment activities. 

Table 2. Rotated Component Matrix for the age group of up to 30 years. 

 Component 

 1. 2. 3. 4. 5. 

salary .76 -.15 .17 .03 -.15 

financial rewards .93 .25 .02 .06 .21 

13th and 14th salary .93 .07 .01 -.16 .26 

supplementary pension 

contributions 
-.02 .29 .87 .17 .07 

added leave .26 .13 .86 -.20 -.17 

independence and 

responsibility 
.13 .05 -.33 .11 .83 

flexible working time .01 .39 .35 -.49 .47 

recognition of personal results -.09 .67 .12 .17 .31 

advancement in career .36 .84 .11 .10 -.05 
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educational opportunity .07 .75 .30 -.03 -.15 

feel of the place -.02 .21 -.01 .85 .11 

stability in employment .03 -.66 .43 .56 .06 

other benefits .48 -.08 .56 .09 .71 

 

For the age group up to 40 years, 4 factors were identified. The first and second factors 

are the same as in the age group up to 30 years. The change occurs at the third and fourth 

factor. The third factor includes attributes such as supplementary pension contributions, 

stability, and other benefits. The fourth factor represents certain independence and 

responsibility and it is related to the atmosphere in the workplace. This is also related to the 

particular age of employees; added leave is usually offered to employees after a number of 

a particular age. Flexible working hours are not important enough for this age group of 

employees in terms of motivation. 

Table 3. Rotated Component Matrix for the age group of up to 40 years. 

 Component 

 1. 2. 3. 4. 

salary .81 -.01 .15 -.05 

financial rewards .90 .09 .03 -.06 

13th and 14th salary .81 -.13 .02 .12 

supplementary pension 

contributions 
.31 -.10 .63 .01 

added leave .40 -.25 .46 .59 

independence and 

responsibility 
-.12 .11 -.26 .75 

flexible working time .08 .29 -.65 .12 

recognition of personal 

results 
.12 .71 -.10 .46 

advancement in career .00 .80 -.24 -.03 

educational opportunity -.20 .85 .15 .10 

feel of the place .01 .40 .08 .52 

stability in employment .26 .35 .52 -.25 

other benefits -.04 .12 .87 .06 

 

For the age group of up to 50, 4 factors were identified. The first factor represents the 

seniority of the employee and includes variables such as independence and responsibility, 

recognition of personal results, advancement in career, and educational opportunities. The 

second factor is financial motivation, the third factor can be described as the atmosphere in 
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the workplace. The fourth factor is certain independence associated with the possibility of a 

larger number of leave days and, with it, the possibility of participating in events. 

Table 4. Rotated Component Matrix for age group of up to 50 years. 

 Component 

 1. 2. 3. 4. 

salary .08 .84 .11 -.11 

financial rewards .16 .83 .05 .29 

13th and 14th salary -.03 .84 -.04 .23 

supplementary pension 

contributions 
.04 .66 .02 .54 

added leave .01 .21 .22 .81 

independence and 

responsibility 
.77 -.07 -.03 .29 

flexible working time .52 .10 .12 .59 

recognition of personal 

results 
.87 .15 -.17 .27 

advancement in career .59 .54 .21 -.12 

educational opportunity .86 .08 .27 -.12 

feel of the place .07 -.10 .87 .20 

stability in employment .04 .23 .80 .15 

other benefits .46 .09 .31 .64 

 

In the case of age group of over 50 years, 5 factors were identified. The first factor is 

related to the seniority and career status of the employees. The second factor contains 

variables such as supplementary pension contributions and flexible working time. 

Employees over 50 years want to spend time away from work. They are preparing to retire. 

This is the reason for the composition of the variables within the second factor. The third 

factor is related to financial motivation. The fourth factor represents employment stability. 

The fifth factor is related to other benefits such as added leave or events for employees. 

Table 5. Rotated Component Matrix for age group of over 50 years. 

 Component 

 1. 2. 3. 4. 5. 

salary -.43 .49 .58 .16 -.25 

financial rewards .08 .02 .77 -.03 .09 

13th and 14th salary .31 -.13 .76 -.08 .23 
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supplementary pension 

contributions 
.19 .83 .16 .17 .27 

added leave -.31 .53 .13 .17 .65 

independence and 

responsibility 
.08 .15 .24 -.84 .00 

flexible working time .08 .85 -.21 -.21 -.10 

recognition of personal results .92 .05 -.04 .17 -.03 

advancement in career .69 .19 .11 .09 .11 

educational opportunity .65 .03 .06 -.08 .56 

feel of the place .69 -.10 .26 -.15 .00 

stability in employment .28 .29 .35 .69 .13 

other benefits .16 -.01 .13 .04 .82 

 

Based on the obtained factors and on the basis of the answers obtained from the primary 

research, the value of significance of individual factors was quantified. The values of 

significance classify factors according to whether they are most significant or less 

significant. The results of the most significant factors for each age groups are shown in 

Table 6. 

Table 6. Comparison of the most significant factors. 

Age group Value of 

significance 
Factor attributes 

up to 30  2.43 

independence and responsibility 

flexible working time 

other benefits 

up to 40  2.55 

salary 

financial rewards 

13th and 14th salary 

up to 50  2.57 

feel of the place 

stability in 
employment 

over 50  2.45 
salary 

financial rewards 
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13th and 14th salary 

 

Results show that the most significant factor for the age group up to 30 years is 

independence, flexibility, responsibility and other employment benefits such as some 

cultural or sports activities. This age group is not simply motivated by monetary reward 

[20]. These employees want fulfilment and autonomy in their work [21] and they dislike 

being controlled [20]. The most significant factor for the age group up to 50 years is 

financial motivation. Older employees are facing the very real and very immediate financial 

issues associated with retirement and they are consciously and adaptively focusing on 

ensuring the quality of their retirement years [22]. 

4 Discussions 

Based on a comparison of the most important factors for individual age groups, it was 

found that for the age group to 30 years, the most important factor is a flexible working 

environment with a sufficient degree of independence and responsibility. For age groups up 

to 40 years and over 50 years, it was found that these groups are motivated by financial 

motivation as the most significant factor. For the age group up to 50 years, the most 

important factor is a stable working environment. Age group under 30 (generation Z) are 

motivated by opportunities for advancement, while employees under 40 years (generation 

Y) are primarily motivated by more money [23]. The key to successful age management is 

a customized integrated strategy. To design an integrated age management strategy, a 

suitable approach to explore the organizational preconditions and the existing attitudes was 

applied [24]. It is equally important for employers to monitor employee satisfaction. 

Strenitzerová and Achimský, for example, deal with this issue, proposing a new perspective 

of employee satisfaction assessment that not only quantifies total satisfaction but identifies 

job attributes and socio-demographic characteristics affecting employee satisfaction and 

loyalty as a key concern for sustainable human resource management. Employee´ 

satisfaction enhancement is critical for the firm´s sustainability and is the base of the 

company´s sustained competitive advantage [25]. This way of identifying the factors 

influencing the motivation of employees and determining their significance can be used in 

any organization, regardless of the sector of the economy. 

 

VEGA 1/0152/18 Business models and platforms in digital space. 
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