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Abstract: Currently, there are shortages of qualified labour on the market. Businesses
struggle to attract new employees, which is why they strive to retain their current
employees. They pay great attention to overall job satisfaction of their employees.
Satisfaction of employees can be affected by their engagement or rate of satisfaction
with employee benefits. The objective of the study was to identify whether the overall
job satisfaction of line employees in a manufacturing corporation is influenced more
by employee engagement or satisfaction with the benefit scheme. The applied linear
regression shows that a benefit scheme affects the increase in overall satisfaction less
than the assessment of engagement at work. Employee engagement was monitored in
three areas: satisfaction with management, work atmosphere and potential personnel
turnover rate. The largest influence was reported in the assessment of the work
atmosphere. Another important finding is a statistically significant difference between
the assessment of work atmosphere given by Generation X and Y. If employers want
to manage work performance efficiently, they should respect the differences between
these generations when preparing incentive schemes. The issue should be examined in
the field of science and research as well.
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1 Introduction

The unemployment rate in the Czech Republic has been
declining over a long period of time. The data provided by the
Czech Statistical Office at the turn of the years 2018 and 2019
show that it has dropped to 2% (CZSO, 2019). A low
unemployment rate is a sign of economic prosperity, which is a
positive trend, however, it entails particular difficulties when
attracting new staff members or retaining existing employees
considering human resource management. With more or less the
same manning levels in a specific locality/region, the demand for
labour is growing. Consequently, employers put great emphasis
on caring for their employees and a number of financial indices
which can indicate a potential risk. Such indices may comprise
monitoring of overall employee satisfaction, employee
satisfaction with the benefit scheme in place or employee
engagement.

Engaged staff members are devoted, energetic and committed to
their job. Work engagement positively affects the work
atmosphere, safety at work, relationships with peers and career
opportunities. On the other hand, poor relationships at work, a
negative work atmosphere or high demands at work can result in
personnel fatigue (Petrovi¢ et al., 2017). Culibrk et al. (2018)
state that engagement is the condition when satisfied personnel
have a positive attitude not only to their job, but also to the
whole  organization. Madan  (2017) formulated a
recommendation on how to increase employee engagement. He
says employers should focus on several fundamental areas:
respecting employees (appreciated respect increases their
loyalty), fair treatment, objective assessment of employee
performance, a fair remuneration policy (both tangible and
intangible) and care for the health and social needs of the
personnel. Other important conditions for increasing employee
engagement is awareness of employees (setting communication
channels correctly, feedback in place), involving employees in
what is happening in the organization and, last but not least, a
good employer reputation (Madan, 2017).

Job satisfaction is one frequently monitored factor at work,
particularly at a time of high demand for labour on the labour
market when it is very easy to change employer (Gosse &
Hurson, 2016). Satisfied personnel are a major driver of an
organization (Rani et al., 2011). Hence, companies should focus
on personnel satisfaction (Cimperman, 2016). Satisfied
personnel generate long-term productivity (Borcherding &

Ogleshy 1974; Shikdar & Das 2003, cit. Albattah et al., 2017)
and efficiency of an organization (Minder & Balina, 2015). It
has been verified that satisfied personnel are usually more
creative, come up with new ideas and are a source of innovation.
On the other hand, employee dissatisfaction results in stagnation
(Prayogo et al., 2017). Culibrk et al. (2018) state that job
satisfaction is a key element in personnel motivation. Job
satisfaction is substantially affected by factors such as working
environment, relationships at work or financial and social
factors. It is therefore crucial to know what the expectations of
personnel are and then try to respond to their requirements
(Aksoy et al., 2018).

Employee satisfaction can undoubtedly be increased using a
variety of tangible and intangible rewards as part of an incentive
scheme. Since employers spend considerable amounts on
motivating their personnel, the incentive scheme should be
regularly monitored and evaluated so that it responds to changes
(Hitka et al., 2015). The most frequent employee benefits offered
by organizations to employees are contributions towards
catering, pension and life insurance, contributions to cultural
events or holidays and sports. Sick days, employer’s
contributions to pension schemes and language courses are the
most desired benefits (Némeckova, 2016). The benefit scheme
can also include longer annual leave or other contributions (such
as to living, transport or education). Employees who prefer a
healthy lifestyle will appreciate contributions to sports activities
or contributions focusing on health, such as rehabilitation,
supplemental health care, vaccinations, or contributions to
buying vitamins for employees (d'Ambrosova, 2015). As
mentioned above, employee satisfaction is crucial. However, the
question is whether job satisfaction is affected more by
employee engagement or the benefits offered by the employer,
into which it usually invests a considerable amount of money.
The objective of this study is to answer the question.

2 Methodology

The objective of this study is to identify whether the level of
engagement of line employees in a selected business enterprise
has a greater impact on their overall job satisfaction than the
level of satisfaction with the available benefit scheme.

The investigation was carried out in a manufacturing corporation
which has 478 line employees (mostly men). The method of
written questionnaires was selected to collect data. Firstly,
respondents used a four-level scale (strongly agree to strongly
disagree) to answer the question whether they are satisfied with
the employee benefits offered by their organization. The next
question to answer was related to their overall satisfaction in
their organization. They responded using a scale of 1-100 %,
where 1 % means that a respondent is definitely not generally
satisfied, and 100 % means that a respondent is completely
satisfied. The same scale was used to answer the question about
their current overall satisfaction with the employee benefit
scheme. Further questions focused on employee engagement,
which was investigated in three areas — work atmosphere,
satisfaction with management and potential personnel turnover.
A four-level scale ranging from strongly agree to strongly
disagree was used to answer the questions. As to the work
atmosphere, respondents answered questions such as whether
they have good colleagues at work, whether their colleagues are
willing to perform well, whether there is usually a good
atmosphere among colleagues at work or whether they learned
something new at work in the past. As to satisfaction with
management, respondents answered the question of whether
their opinion is valued, whether their superior managers are
interested in them as human beings, whether their good
performance is recognised by their superiors, whether their
superiors encourage their personal development, or whether they
think their organization enjoys a good reputation. Questions
focused on potential personnel turnover answered by the
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respondents were - would you leave your current job if a
comparable job was offered to you, have you considered leaving
the job over the last 6 months, are you currently looking for
another job, or do you think colleagues often leave jobs in this
company. The questions relating to engagement were taken from
expert studies (Reissova, Simsova, Hagova, 2017a; Lee et al.,
2017). At the end of the questionnaire research, the respondents
answered identification questions, specifically, they were asked
about their length of employment with the organization, the
department they work in, age, gender and the highest education
achieved.

The data were collected in May 2018. The selection group
consisted of 212 blue-collar workers. The survey response rate
was 69.7 %. Of the total number of respondents 91 % were men
and 9 % women. Of these respondents, 25 % of the workers
were aged between 15 and 29, 42 % of the workers between 30
and 40, 24 % between 41 and 50 and 9 % of the workers were
aged 51 or more. With regards to the length of employment, 15
% of respondents have been working for the company for less
than 12 months, 15 % 1 to 3 years, 46 % of respondents between
4 and 14 years and 23 % for 15 or more years. Most of the
respondents completed secondary schools with a certificate of
apprenticeship (71 %). 21% of respondents have a certificate of
secondary school leaving education. 4% have completed
elementary education and 3% of respondents are university
graduates.

MS Excel and MS Statistika were used to collect and process the
data. Statistical methods of the linear regression, F-test of overall
significance in regression analysis and the Mann-Whitney U test
were used to evaluate the data.

3 Results

The description of dependence of the overall job satisfaction on
the satisfaction of employees with the benefit scheme was
established using the linear regression. The most suitable
regression function was a linear function. We looked for the
impact model of the “employee engagement on their overall job
satisfaction”. As to satisfaction with the employee benefit
scheme, the resulting correlation coefficient was 0.482, which
means an averagely strong dependence between the variables of
Satisfaction with the employee benefit scheme and Overall job
satisfaction. The p-value of the F-test was 1.39*10-13 in this
case, which means that the model is statistically significant when
compared to the significance level of 0.05. The dependence of
overall job satisfaction and satisfaction with the employee
benefit scheme can be described using the following function:
y=21.425x-1.0317. The graphic representation of the regression
model depicting the dependence between overall job satisfaction
and satisfaction with the benefit scheme is shown in Figure 1.

Fig. 1: Regression model of dependence between overall job
satisfaction and satisfaction with benefits
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A correlation coefficient of 0.709 was established in employee
engagement, which suggests a strong linear dependence between
the variables of Employee engagement and Overall job
satisfaction. The p-value of the F-test was very low here too,
namely 2.57*10-33, which confirms that the model is

statistically significant when compared to the 0.05 significance
level. The results also show that an increase in the assessment of
the engagement of one unit is followed by an increase in the
overall job satisfaction of 28.8 % and an increase in the
assessment of the satisfaction with the employee benefit scheme
of one unit is followed by an increase in the overall job
satisfaction of 21 %. The dependence between overall job
satisfaction and employee engagement can be expressed using
the function: y=28.787x-10.5. The regression model of the
dependence between overall job satisfaction and employee
engagement is shown in Figure 2 in the graph below.

Fig. 2: Regression model of the dependence between overall job
satisfaction and employee engagement
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Consequently, we looked for the model of dependence of
“Overall job satisfaction on the Employee satisfaction with their
benefit scheme” and “Employee engagement” simultaneously.
Even in this case, the result showed a relatively strong
dependence, since the correlation coefficient was 0.715.
However, in this model, the regression coefficient of Employee
satisfaction with their benefit scheme was statistically
insignificant. Such situation is explained by the fact that the
assessment of satisfaction with the employee benefit scheme and
assessment of engagement are mutually correlated. The
correlation between the assessment of satisfaction with the
employee benefit scheme and assessment of employee
engagement is 0.58. Apparently, employee engagement also
affects satisfaction with the employee benefit scheme.

Both cases of testing show that the level of engagement of line
employees has a greater impact on their overall job satisfaction
than the level of satisfaction with the current benefit scheme.
Obviously, employee engagement is a crucial factor employers
should pay attention to. Consequently, the issue was further
analysed. Differences between individual generations are often
referred to at present. The analysis investigated whether younger
employees (often called Generation Y, i.e., born between 1980
and 2000) differ from the generation of older employees
designated as Generation X (i.e., born between 1960 and 1980)
in terms of employee engagement. The analysis focused on
individual factors of engagement. The monitored variables were
satisfaction with management, work atmosphere and potential
personnel turnover rate.

It was established using the Mann-Whitney U test that there are
statistically significant differences between the generations in the
area of assessment of the work atmosphere. Table 1 shows the
results.

Tab. 1: Differences in the assessment of employee engagement
between Generation X and Y

Mann-Whitney U Test (w/ continuity correction) by variable
generation. Marked tests are significant at p <0.05000

z
Variable U Z |p-value adjusted p-value
Management 3770.500|-1.13768|0.255256( -1.14207 |0.253424
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Atmosphere 3298.000|-2.41452(0.015756| -2.44271 (0.014578|

Personnel turnover |4103.500{-0.23780{0.812033| -0.23953 (0.810697

Source: own processing

Work atmosphere was investigated using several questions in the
questionnaire. Questions were then identified in which different
responses between individual generations were established.
Table 2 was used as a basic underlying document to calculate the
level of disagreement with the statement “My superior manager
gives me recognition for good performance”. Only 37.5 % of
employees from Generation X disagreed as opposed to 58% of
respondents from Generation Y.

Tab. 2: Comparison of responses to the question "My superior
manager gives me recognition for good performance™

Generation ﬁFrongly Disagree Agree Strongly Sum
isagree agree
X 4 20 | 34 6 64
Y 17 59 36 19 131
Sum 21 79 70 25 105

Source: own processing

The results show that younger employees (Generation Y) think
they are given recognition for their good performance more
frequently than the older generation (Generation X).

The next statement to investigate employee engagement was:
“There is usually a good atmosphere among colleagues at work”.
The table shows the absolute frequency of responses used as the
underlying document to calculate the level of disagreement with
the statement.

Tab. 3: Comparison of responses to the question “There is
usually a good atmosphere among colleagues at work”™

- Strongl ] Strongl
Generation disag?eg Disagree | Agree agrege Yl sum
X 1 30 19 4 64
Y 47 66 12 6 131
Sum 58 96 31 10 195

Source: own processing

The level of disagreement of Generation X was lower (64 %)
than the level of disagreement of Generation Y (86%) in this
case as well. It means that younger employees also give a more
positive general assessment in this case and they think the
atmosphere among their peers at work is generally good. The
third and last statement which was analysed was defined as
follows: “My colleagues are willing to work and perform well”.
Table 4 shows the absolute frequency of responses to the
statement.

Tab. 4: Comparison of responses to the question “My colleagues
are willing to work and perform well”

Generation izggﬂz Disagree | Agree Sggpeily Sum
X 14 42 8 0 64

A 50 70 9 2 | 131
Sum 64 112 17 2 195

Source: own processing

The level of disagreement of Generation X is also lower (87.5
%) than that of Generation Y (91.5 %). Nonetheless, the
differences between individual generations are relatively small
and it can be concluded that both generations have a good
opinion of their colleagues and think they are willing to work
and perform well. However, the opinion of Generation Y is
stronger.

The Mann-Whitney U test was used to find out whether the
established differences in the level of disagreement

with individual statements are statistically significant. The
results are shown in Table 5.

Tab. 5: Verification of the statistical significance of established
differences between Generation X and Y

Mann-Whitney U Test (w/continuity correction) by variable
generations 1 Marked tests are significant at p <0.05000

Statement z p-value Z p-value

1 -1.88217 0.059814 | -2.00195 | 0.045291
2 -3.34818 0.000814 -3.6311 | 0.000282
3 -1.95513 0.050569 | -2.22155 | 0.026314

Source: own processing

Table 5 shows that in all three statements:

1. “My superior manager gives me recognition for good
performance”

2. “There is usually a good atmosphere among colleagues at
work”.

3. “My colleagues are willing to work and perform well”,

statistically significant differences were established, the
most significant differences being the second statement
with the first statement being the least significant. The
results indicate that employers should take into account the
age structure of their personnel when managing work
performance and developing incentive reward schemes
since it is evident that there will be certain differences
between these generations.

4 Discussion

Many studies have been devoted to the importance of employee
engagement and no one disputes its value (Albrecht and Anglim,
2018; Jung and Yoon, 2018; Jena, Pradhan and Panigrahy, 2018;
Siti and Nik, 2019). This study, however, established a very
interesting fact - that employee engagement has an even greater
effect on overall job satisfaction of employees than satisfaction
with the benefit scheme. The conclusions of this study are
extremely important considering the amounts of money spent by
employers on benefit schemes and the attention paid to them
(Jaworski et al., 2018; Purdon, 2018; Szeiner, Szobi and Sklenar,
2018; Sreenath et al., 2019), because they show that a more
efficient way to increase job satisfaction (leading to higher
retention and performance) is by way of the attention paid to
developing work engagement, particularly the work atmosphere.
It is not completely explicit whether job satisfaction affects the
performance of employees in reality. Some studies state there is
definitely a positive relationship (Octaviannand et al. 2017),
while others emphasise a neutral relationship by contraries
(Cimperman, 2016). The fact that the results of some studies
show positive and others negative effects of employee
satisfaction on work performance can result from
operationalisation (definition) of job satisfaction as well as the
method of measuring performance. The time factor is another
important factor, i.e., satisfied employees need not necessarily
increase their performance instantly but they can maintain a
stable performance over time, which is an indisputable asset for
an employer as well. There are other factors which can affect
investigations into employee satisfaction, such as the industry.
Albattah et al. (2017) established that the happiest personnel are
those in the building industry. This was the conclusion of
extensive research conducted in the USA which lasted the whole
business cycle and where the selection group consisted of more
than 13,000 respondents. Another important finding made by
Albattah et al. was that satisfaction, or factors affecting it,
changes in employees depending on the business cycle.
Recession is characterised by growing demands for a higher
salary and, on the other hand, demands for career growth go
down. Hence, the importance of external motivation grows
during a recession.

Some studies devoted to job satisfaction rank among factors
affecting satisfaction factors classified by other authors as
“employee engagement”. A typical example is work atmosphere,
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which is ranked among factors affecting job satisfaction by some
authors (Florea & Amuza, 2015; Hitka et al., 2015; Janicijevi¢ et
al. 2015; Octaviannand et al., 2017). Apparently, it is irrelevant
how the terms are defined from the practical point of view,
nonetheless, it is always necessary to verify the
operationalisation of individual variables considering science
and research. It has been confirmed that different
operationalisation can lead to different results and conclusions.
Employee engagement was investigated in the studies conducted
by Culibrk et al. (2018); Reissové, Simsova a HaSova, 2017.;
Victor & Hoole, 2017; Rudaleva & Mustafin, 2017; Aksoy et al.,
2018. Culibrk et al. (2018) state that personnel working in
manufacturing corporations are more satisfied and engaged than
those working in the tertiary sector. Other interesting findings
related to the length of employment and education. The longer
people work in an organization, the lower satisfaction and
engagement they show. Employees with higher completed
education show lower engagement at work.

Obviously, work engagement is affected by a number of
variables. As the conclusions of this study suggest, age and
falling within the respective generation is an important variable,
too. Although authors disagree about an exact specification of
time for Generation X and Y, generally, people born between
1960 and 1980 are considered Generation X and the following
generation (between 1980 and 2000) is considered Generation Y.
Generation Y represents a substantial and constantly growing
percentage of the work force on the labour market. The available
studies show that attracting and retaining employees from
Generation Y is rather complicated for businesses because
Generation Y has different opinions compared to Generation X
in many areas. The younger generation finds the image of the
organization important, they expect and demand a higher
standard of living and put emphasis on the balance between
work and life. The research conducted in Olomouc on 350
respondents showed that employees from Generation Y find the
financial remuneration, work team, job description and working
hours the most important at work (Kasalova et al., 2015).
Employees from Generation Y are also very ambitious, they tend
to come up with new ideas and innovations which would bring
better, faster and more effective results, they demand a modern
work environment, good work atmosphere, good relationships
with superior executives and open communication with other
staff members. If an organization wants to retain staff members
from Generation Y, it must make sure to provide its personnel
with a pleasant work environment, which will considerably
affect their loyalty and long-term work engagement. These
employees find it important to have a certain kind of freedom,
creativity and flexibility, they look for more demanding
assignments and challenges, they are much more talented in
using information technology, the feeling of being recognised is
very important for them, as well as interest from other staff
members and responsibility. Employees from Generation Y need
to develop constantly, learn new things, train and share
information (Moravcova-Skoludova & VIickova, 2018). The
need for recognition is confirmed by the authors Naim & Usha
(2018), too. They state that personnel from Generation Y need to
get feedback about their work results, they need to feel that they
are given support by their superiors and peers, which can help
share information with others, they need to develop, which can
lead to better retention, build links to the organization and
consequently, to their engagement. The research conducted by
Valickas & Jakstaité (2017) on 850 employees of one company
confirmed that representatives of Generation Y are open to
changes and they need to know why the work performed is
important and whether the work will be useful and purposeful in
the future. The research established that Generation Y needs
superior managers who are willing to listen to their opinions and
give them recognition. It was confirmed by this survey as well
that not only wages, intangible benefits and development of
competences are the most important incentives for
representatives of Generation Y, but also self-esteem, work
environment and relationships with colleagues and superior
managers, recognition, and possibility being able to have their
say. As the conclusions of the research suggest, these employees
are very ambitious. Similar conclusions are stated in other

surveys devoted to finding a place for Generation Y on the
labour market (Civelek et al, 2017; Horackova and Kopacek,
2018; Putri, Sjabadhyni and Mustika, 2018). The above-stated
conclusions as well as other studies (Bencsik, Horvath-Csikos
and Juhasz, 2016) show that personnel managers must be able to
respond to the specifics of individual generations and prepare
incentive and retention schemes that take into account the
differences between the generations.

5 Conclusion

The main objective of this study was to identify whether
employee satisfaction is affected more by employee engagement
or level of satisfaction with the employee benefit scheme. The
regression analysis established that employee engagement is
more closely related to overall employee satisfaction than
satisfaction with the benefit scheme. The models in question
proved that an increase in the assessment of engagement of one
unit has a greater effect on overall job satisfaction (nearly 29 %)
than an increase in satisfaction with the employee benefit
scheme (only 21 %).

Due to the importance and significance of employee
engagement, the survey investigated which of the three
monitored factors (satisfaction with management, work
atmosphere and potential personnel turnover rate) mostly affect
the assessment of engagement. The Mann-Whitney U test
proved that assessment of the work atmosphere is the most
important. Work atmosphere was therefore analysed in detail and
individual statements were examined in detail in consideration of
the age of the respondents (Generation X and Y). Responses to
statements were tested: “My superior manager gives me
recognition for good performance”, “There is generally a good
atmosphere at work among my peers” and “My colleagues are
willing to work and perform well”.

The results show that there are statistically significant
differences between the generations in their assessment of work
atmosphere. The younger Generation Y appreciate the situation
more positively than Generation X. This finding is important for
practice. Employers should take into consideration for which
generation they prepare their schemes, either incentives,
development, performance or others. The schemes will likely be
effective if they take into account the specifics of the respective
generations. This topic should be investigated in detail due to its
importance.
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