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To my mother for her great support and patience

This bachelor thesis deals with factors affectingployee motivation in the Czech Republic
and the United States of America. The researclbeas carried out on employees of Meopta
— optika, s.r.o., #erov and Meopta U.S.A., Inc., Long Island, NY. Tisi® comparative study
of factors affecting the motivation of employees &émeir will to work. The research tries to

find differences between relevancy of motivatioctdas to American and Czech employees.
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1.0 The Introduction

Motivation practice and theory are difficult sudgdouching on several disciplines.

In spite of enormous research, basic as well akeglpphe subject of motivation is not
clearly understood and more often than not poaidgtced. To understand motivation one

must understand human nature itself.

An understanding and appreciation of human nasiaegrerequisite to effective employee

motivation in the workplace and therefore effectwanagement and leadership.

Conceptual Model
Managements’ Rele: Relationship between productivity and employee motivation

Lse our Supervisors Guide (o

Productivity Improvement to develop

Emiployess « Easiar the skills regquireel here, Click
Resources « Simpler
Systems - Quicker Improves o
Processes Employee Motivation

+ Rewarding
Goods produced
Serwices delivered » Safer and
Organization +Fun!

Always be critical about the work undertaken in your area, continually seek way s of reducing work
content (time taken,) *Sweating resources’is for the accountants and does mot help you longer term,
edther in your search for productivity, or vour leadership of those assets you are charged with,

Picture 1. 1

There are several main theories on motivation. atiteors are Douglas McGreddtheory
Y), Frederick Herzberg(two factor motivation hygiene theory,) Abrahamsitay’
(theory Z, hierarchy of needs), Elton M&y®lawthorne Experiments) Chris Argyris,

Rensis Likert and David McClelland (achievementikaiton.)

! For more details see McGregor (2005)
2 For more details see Herzberg (1987)

% For more details see Maslow (1943)



2.0 The Methodology

The issues highlited i@hapter 1.0and critical conditions in motivation of Meopta —
optika, s.r.o. employees indicate the need forstigation in the area of factors affecting
this situation. The comprehension to employees ebpda U.S.A. is taken to point out

some interesting differences between Czech and isareemplyees’ values.
2.1 Aims

The aim of this research is to investigate impargaof various facts and factors to

employee motivation and will towork.
2.2 Objectives

2.2.1 To obtain demographic data of respondents.
2.2.2 To find out what means information in the pamy takes.
2.2.3 To evaluate the value of various motivatsosjal surrounding and the

hierarchy of needs.
2.3 Research approach

A wide range research on employee motivation has beken by the HR department of
Meopta — optika, s.r.o. this researche is usedo@sia of this thesis. The questionaire has
been translated into english and spanish and Wwétnelp of Meopta U.S.A. HR

department distributed among employees there.
2.4 Research methods

By using statistic methods, results of both redesstave been compared to each other in
graphic forms and described. Results of the corapanvere discussed with main theories

in motivation.

In the next chapter we will examine main trendenmployee motivation.



3.0 The Literature

This chapter consists of literature and publicaifound during the research and related to
the topic of this thesis.

3.1 Statement of purpose for employee motivation

Quite apart from the benefit and moral value o&Hruistic approach to treating colleagues
as human beings and respecting human dignity itsgftbrms, research and observations
show that well motivated employees are more pradeictreative and add value. The
inverse also holds true. The schematic below indicthe potential contribution that the
practical application of the principles this papawe on reducing work content in the

organization.

Employee Motivation, the Organizational Environment and Productivity

Revealing the epportunities for employee productivity improvements

- I'r Total Time (of operation under exliting conditions)

Total Work Content Total ineffective Time

! 1 1 J. _l__

BASIC | Work Content| Work Content| m“"“""‘ :
Work Content |
of product | 6 A ity :1“[':: . m*“.f qu
defectsin & ent - ot RS
i or service | chai o ethods of | | Management workers
specification | manufacture
ar
A\ operation | i \

The ways to employee productivity

- make work saiier « malkee [t simpler - make 1 guicler « make B rewarding - make 1t safer and - maks It fun

Picture 3.1

3.2 Motivation is the key to performance improvemen  t

There is an old saying you can take a horse tavdter but you cannot make it drink; it
will drink only if it's thirsty and has a desiredo so - so it is with people. They will do

what they want to do or as they are otherwise ratgiy to do. Whether it is to excel on the

-3-



workshop floor or in the ‘ivory tower' they mustio@tivated or driven to it, either by

themselves or through external stimulus.

Are they born with the self-motivation or drive?rCaiey be motivated? Is motivation a

skill which can be learnt? This is essential foy Basiness to survive and succeed.
Performance is considered to be a function oftgtaind motivation, thus:
+ Job performance = function (ability) (motivation)

Ability in turn depends on education, experience &aining and its improvement is a
slow and long process. On the other hand motivat@anbe improved quickly. There are
many options and an uninitiated manager may nat &aew where to start. As a

guideline, there are broadly seven strategies fatrvation.

« Positive reinforcement / high expectations
+ Effective discipline and punishment

« Treating people fairly

« Satisfying employees needs

+ Setting work related goals

+ Restructuring jobs

« Base rewards on job performance

These are the basic strategies, though the mheifinal ‘recipe’ will vary from workplace
situation to situation. Essentially, there is a Qapveen an individual’s actual state and

some desired state, the manager tries to reducgdbpi

Motivation is, in effect, a means to reduce and imaate this gap. It is inducing others in
a specific way towards goals specifically statedigymotivator. Naturally, these goals as
also the motivation system must conform to the a@te policy of the organization. The

motivational system must be tailored to the sittraind to the organization.

In one of the most elaborate studies on employeevatimn, involving 31,000 men and
13,000 women, the Minneapolis Gas Company sougiktiermine what their potential

employees’ desire most from a job. This study vwasied out during a 20 year period

-4 -



from 1945 to 1965 and was quite revealing. Thegatifor the various factors differed
only slightly between men and women, but both gsotgmsidered security as the highest

rated factor.
The next three factors were;

« advancement
+ type of work
« company — pride in working for the firm

Surprisingly, factors such as pay, benefits andimgrconditions were given a low rating
by both groups. So after all, and contrary to comrnelief, money is not the prime
motivator. (Though this should not be regarded sigm@al to reward employees poorly or

unfairly.)

Although the process of management is as old asrijscientific management as we
know it today is basically a twentieth century pberenon. Also, as in some other fields,

practice has been far ahead of theory.

This is still true in the field of management, gany to the situation in some of the pure
sciences. For instance, Albert Einstein, formulatéseory, which is later proved by

decades of intensive research and experimentaioinso in the field of management.

In fact this field has been so devoid of real fundatal work so far, that Herbert A. Simon
is the first management theoretician to win the &ldtrize for Economics in 1978. His
contribution itself gives a clue to the difficultyprdering on impossibility, of real
fundamental work in the field of management conedrwith people. In order to arrive at a
correct decision, the manager must have all thegnmhtion necessary relevant to the

various factors and all the time in the world talgrne the same.

To have all the necessary information is seldorayér, possible. Both the information
available and the time at the managers disposdinaited, but he or she must make a
decision. And the decision is, therefore, not thgnoum one but a 'satisfying' one - in
effect, a satisfactory compromise under the reatltmns prevailing in the management
‘arena’.

-5-



3.3 Basic theories in the human resource management

In this subchapter we will present main theoriesrmployee motivation and their
philosophy.

3.3.1 Sigmund Freud *

Traditional theory 'X'. This can best be ascribe&igmund Freud who was no lover of
people, and was far from being optimistic. Theorgssumes that people are lazy; they
hate work to the extent that they avoid it; theyehao ambition, take no initiative and
avoid taking any responsibility; all they want ecarity, and to get them to do any work,
they must be rewarded, coerced, intimidated andsped. This is the so-called 'stick and
carrot' philosophy of management. If this theoryewealid, managers will have to
constantly police their staff, whom they cannostrand who will refuse to cooperate. In
such an oppressive and frustrating atmosphere,foothe manager and the managed,
there is no possibility of any achievement or argative work But fortunately, as we

know, this is not the case.

1

3.3.2 Douglas McGregor

Theory "Y'.This is in sharp contrast to theory(X3.1) McGregor believed that people
want to learn and that work is their natural atjivo the extent that they develop self-
discipline and self-development. They see theirarelot so much in cash payments as in
the freedom to do difficult and challenging workthyemselves. The manager’s job is to
'dovetail' the human wish for self-development ithte organizations need for maximum
productive efficiency. The basic objectives of bath therefore met and with imagination

and sincerity, the enormous potential can be tapped

Does it sound too good to be true? It could be ttoed, by some, that Theory 'Y’
management is soft and slack. This is not truethagbroof is in the 'pudding’, for it has
already proved its worth in the USA and elsewhEog.best results, the persons must be
carefully selected to form a homogeneous groupodddeader of such a group may

conveniently ‘absent’ from group meetings so tlaydiscuss the matters freely and help

4 For details see internet sources www.accel-team.co



select and 'groom' a new leader. The leader doésger hanker after power, lets peo
devel@ freely, and may even (it is hoped) enjoy watchhmgdevelopment ar
actualization of people, as if, by themselves. iFoee, and most of all the organizatis

gains as a result.

3.3.3 Abraham Maslow °

Theory 'Z'.This is a refreshing change from the theor(3.3.1)of Freud, by a fellov
psychologist, Abraham Maslow. Maslow totally regettie dark and dingy Freudi
basement and takes us out into the fropen, sunny and cheerful atmosphere. He i
main founder of the humanistic school or the tiiinde which holds that all the gor

qualities are inherent in people, at least, ahbatthough later they are gradually |

Maslow's central theme relves around the meaning and significance of humairk and
seems to epitomize Voltaire's observation in Cagdislork banishes the three great e-
boredom, vice and poverty'. The great sage Yajkgaagxplains in the Brihadaranya
Upanishad that byapd works a man becomes holy, by evil works evimans
personality is the sum total of his works and thay his works survive a man at dee
This is perhaps the essence of Maslchierarchy of needs theorgs it is more commonl

know.

*Maslow's major works

morality,
creativity,
spontaneity,
problem solving,
lack of prejudice,
acceptance of facts

include the standard

textbook (in collabouratio
Self-actualization

with Mittlemann), celf-esteam

. confidence, achievement,
Principles of Abnormal respect of others, respect by others
Psychology (1941), a / friendship, family, sexual intimacy \

seminal paper, ‘A Theory
Human Motivation' (1943

security of body, of employment, of resources,
of morality, of the family, of health, of property

Physi olo gi cal breathing, food, water, sex, sleep, homeostasis, excre“
Picture 3.2

® For details see internet sources www.wikipedie



and the book, Eupsychian Management (pronounceesygwkeyan) published in 1965.
Maslow's theory of human motivation is, in face thasis of McGregor's theory "Y' briefly

described abovg.3.2) The basic human needs, according to Maslow, are:

« physiological needs (Lowest)
« safety needs;

+ love needs;

+ esteem needs;

+ self-actualization needs (Highest)

Man’s behavior is seen as dominated by his ungadisfeeds and he is a 'perpetually
wanting animal’, for when one need is satisfie@s$@res for the next higher one. This is,
therefore, seen as an ongoing activity, in whicghrtran is totally absorbed in order to

attain perfection through self-development.

The highest state of self-actualization is charactd by integrity, responsibility,
magnanimity, simplicity and naturalness. Self-altrgas focus on problems external to
themselves. His prescription for human salvatiosingple, but not easy: 'Hard work and
total commitment to doing well the job that fatepersonal destiny calls you to do, or any

important job that "calls for" doing'.

Maslow has had his share of critics, but he has bb& to achieve a refreshing synthesis

of divergent and influential philosophies of:

+ Marx - economic and physical needs;
« Freud - physical and love needs;
« Adler - esteem needs;

« Goldstein - self-actualization.



3.3.4 Frederick Herzberg 2

Hygiene / Motivation Theory. This is based on as&lypf the interviews of 200 engineers
and accountants in the Pittsburgh area in the W&aording to this theory, people work
first and foremost in their own self-enlightenetenest, for they are truly happy and
mentally healthy through work accomplishment. Pespieeds are of two types:

Animal Needs (hygiene factors)

« Supervision
+ Interpersonal relations
« Working conditions

+ Salary

Human Needs (motivators)

+ Recognition
+  Work
+ Responsibility

« Advancement

Unsatisfactory hygiene factors can act as de-miatigabut if satisfactory, their
motivational effect is limited. The psychology obtivation is quite complex and
Herzberg has exploded several myths about motwatach as:

+ shorter working week;

+ increasing wages;

+ fringe benefits;

« sensitivity / human relations training;

+ communication.

As typical examples, saying 'please’ to shop-flworkers does not motivate them to work
hard, and telling them about the performance ottmapany may even antagonize them
more. Herzberg regards these also as hygiene $aetbich, if satisfactory, satisfy animal

needs but not human needs.



3.3.5 Chris Argyris °

According to Argyris, organization needs to be sigieed for a fuller utilization of the
most precious resource, the workers, in partidieir psychological energy. The
pyramidal structure will be relegated to the baokgud, and decisions will be taken by
small groups rather than by a single boss. Satisfam work will be more valued than
material rewards. Work should be restructured deoto enable individuals to develop to
the fullest extent. At the same time work will be@more meaningful and challenging

through self-motivation.

3.3.6 Rensis Likert

Likert identified four different styles of managente

+ exploitative-authoritative;
+ benevolent-authoritative;
« consultative;

+ participative.

The patrticipative system was found to be the mifet®ve in motivation, it satisfies the
whole range of human needs. Major decisions aentaly groups themselves and these
results in achieving high targets and excellentipotivity. There is complete trust within

the group and the sense of participation leadshigladegree of motivation.

3.3.7 Fred Luthans

Luthans advocates the so-called 'contingency appt{Raragraph 3.3.7pn the basis that
certain practices work better than others for cepaople and certain jobs. As an example,
rigid, clearly defined jobs, authoritative leadepshnd tight controls lead in some cases to
high productivity and satisfaction among workenssbme other cases just the opposite
seems to work. It is necessary, therefore, to ath@eadership style to the particular

group of workers and the specific job in hand.

® For paragraphs 3.3.5 — 3.3.8 see internet sowa@saccel-team.com
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3.3.8 Victor Vroom

Vroom's 'expectancy theory' is an extension ofd¢betingency approacfParagraph
3.3.7) The leadership style should be 'tailored’ topheicular situation and to the
particular group. In some cases it appears beshéboss to decide and in others the
group arrives at a consensus. An individual shaldd be rewarded with what he or she
perceives as important rather than what the mar@ageeives. For example, one
individual may value a salary increase, whereashananay, instead, value promotion.
This theory contributes an insight into the stufigmployee motivation by explaining

how individual goals influence individual perforncan

We have mentioned above only a selection of thevain theories and thoughts of the
various proponents of the human behavior schootlafagement. Not included here are,
among others, the thoughts®¢ebohm Rowntree labour participation in management;
Elton Mayo - the Hawthorne Experimentsurt Lewin - group dynamics; force field

theory;

In the next chapter we will focus on legislativarfrework of employment both in the
Czech Republic and the United States of America.

11



4.0 Legislative framework

4.1 Legislative framework of employment in the Czec  h Republic ’

The top legislative authority, for labour affairsthe Czech Republic is the Ministry of
Labour and Social Affairs. It is responsible focsb policy (e.g. people with disabilities,
social services, social benefits, family policygcml security (e.g. pensions, sickness
insurance), employment (e.g. labour market, empentrsupport, employment of
foreigners), labour legislation, occupational satatd health, equal opportunities of
women and men, migration and integration of forergnEuropean Social Fund and other

social or labour related issues.

Ministry of Labour and Social Affairs provides metiological guidance for Labour
Offices, Czech Social Security Administration, 8taabour Inspection Office, Regional

Labour Inspectorates and for the Office for Intéiorel Legal Protection of Children.

4.2 Corporate Social Responsibility (CSR) ®

“Corporate social responsibility (CSR) is a conogpereby companies integrate social
and environmental concerns in their business opesatind in their interaction with their
stakeholders (i.e. employees, consumers, sharebpldeestors, public authorities, non-

governmental organizations, suppliers) on a volyrtasis.”

“The European Union is concerned with corporateasoesponsibility as it can be a
positive contribution to the strategic goal decidedisbon: “to become the most
competitive and dynamic knowledge-based econontlyarworld, capable of sustainable

economic growth with more and better jobs and grestcial cohesion®

" For details see internet sources www.mpsv.cz
8 For details see internet sources www.mpsv.cz

° For details segPromoting a European framework for corporate sdaiesponsibility”
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When the Czech Republic became a member state &utopean Union the Ministry of
Labour and Social Affairs got engaged in the cohogéporporate social responsibility

within Directorate-General for Employment and Sbéiffairs, European Commission.

In the area of labour law and social affairs concey relationships between employees
and employers, the principle of corporate socigpoasibility is asserted e.g. through the
institute of collective bargaining, mainly thanksthe existence of enterprise-level
collective agreements and higher-level collectigeeaments, that enable certain
obligations to be agreed voluntarily above theusgagiven minimum and further thanks to
the institute of extension of binding force of hegHevel collective agreements.

4.3 The Labour Code of Czech Republic *°

The Labour Code regulates legal relations arisingpnnection with the performance of
dependent work between employees and their em@psech relations are referred to as
“labour relations” (or “labour relationships”, “indtrial relations” or “employment

relations”)

Further regulates labour relations of collectiveuna Legal relations of collective nature
concerning the performance of dependent work allsour relations; implements
transposition of relevant EC Directives. Also redeas certain legal relations before the
formation of labour relations under. The Civil Catell apply to labour relations under

this Code only where this Labour Code so exprgaslyides.

4.4 Legislative framework of employment in the The United States
of America **

In the United States there are several governmagticies that deal with labour laws.
The Federal (United States) government sets natmmamum wages, Sexual
Harrasement, Discrimination and similar matterse Umited States Department of Labour

administers these laws.

0 For details seeThe new Labour Code”

1 For details see internet sources www.eeoc.gov
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4.5 The Equal Pay Act and related regulations ~ *2

The right of employees to be free from discrimioatin their compensation is protected
under several federal laws, including the followergorced by the U.S. Equal
Employment Opportunity Commission (EEOC): the Ecay Act of 1963, Title VII of
the Civil Rights Act of 1964, the Age Discriminatiacn Employment Act of 1967, and
Title | of the Americans with Disabilities Act 0990.

The Equal Pay Act requires that men and women\engequal pay for equal work in the
same establishment. The jobs need not be identicathey must be substantially equal. It
is job content, not job titles, that determines thibe jobs are substantially equal.

Specifically, the EPA provides:

Employers may not pay unequal wages to men and wavhe perform jobs that require
substantially equal skill, effort and responsipiliand that are performed under similar

working conditions within the same establishment.

Safety in the workplace is under the jurisdictidrd® Federal government and the relevant agency
is OSHA (Occupational Safety and Health Adminisira>.

4.6 The Occupational Safety and Health Act of 1970

The act has been issued to assure safe and héaltriking conditions for working men
and women; by authorizing enforcement of the stedgldeveloped under the Act; by

assisting and encouraging the States in theirtsfforassure safe and healthful working
conditions; by providing for research, informati@ducation, and training in the field of

occupational safety and health; and for other pegpo

2 For details see internet sources
13 For details see internet sources www.osha.gov

% For details see internet sources www.osha.gov

14



The third area US Federal government controlsbisdaunions. This is under the jurisdiction of
the NLRB (National Labour Relations Boartnd the relevant law is the National Labour

Relation Act.

4.7 National Labour Relations Act °

Congress enacted the National Labour Relationg"AitRA™) in 1935 to protect the
rights of employees and employers, to encouradeatide bargaining, and to curtail
certain private sector labour and management pes;twhich can harm the general

welfare of workers, businesses and the U.S. economy

Each State within the United States has its owadakaws as well. New York State has its own
minimum wage law, which is higher than the Fedemaimum wage, prohibits employers from

deducting certain expenses from an employee’s gakcand has its own safety requirements.

US labour laws are complicated and a U.S. lawybBemhe has a question must research

Federal law, Federal Regulations and State lawedls w

4.8 The worldwide situation in legislative employme nt conditions

European workers enjoy far greater levels of Empieyt protection and benefits than do
their American counterparts. But it seems that eedatively poor countries now provide

statutory protections at work that millions of Anoans can only dream of.

Just how far the United States lags the rest ofdineloped World when it comes to
family-oriented workplace policies such as matgrteaive, paid sick leave and support for
breast-feeding was underlined in a study by Hanaard McGill University researchers

released last week.

'3 For details see internet sources www.nlrb.gov
'8 For details see internet sources www.nlrb.gov

7 For details see internet sources www.managemsnesscom
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Not only is the U.S. one of only five countriesttlilmes not guarantee any form of paid
maternity leave - along with Lesotho, Liberia, Sikaam and Papua New Guinea - but it is
also one of only a handful that provides no stayupaid sick leave or even paid holiday.
Yet in some other areas of employment protectiomotably protection against
discrimination on the basis of race, ethnicity, dgm disability or age — the report found
that the U.S. leads the worfd.

According to websiteRetirementJobs.comthe overwhelming majority of Americans
believe that age discrimination is still widespreadsth some three-quarters claiming to

have actually experienced or observed it where Wak.

But demographic realities mean that ageism couldrgergoing its own posed retirement.
Because employers know something employees maknoot: namely that long-predicted
worker shortages are now a reality, meaning they tiave no choice but to hire older

workers.

Nowhere in the world, however, has legislationyaiawed discrimination on the basis of
how you look. And as a raft of recent researchhigklighted, your physical appearance

may have much more of an effect on the amount goo ghan you might think.

In the U.S, the spiraling cost of health insurahes given employers a real financial
incentive to discriminate against the obese andethwho are in situation of poor health,
while employers in the UK who discriminate agaiosese job candidates are quite within
their rights to do so.

A survey of more than 3,000 employees by reseandhcansultancy firm, ISR, has found
some alarmingly low levels of employee engagemeammitment and motivation in
Australia, China, Malaysia, Singapore and Thailamdh up to half of employees either

disillusioned with their employer or completely efigjaged?®

'8 For details see internet sources www.managemsnesscom
19 For details see internet sources www.managemsunesscom
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Describing these disillusioned employees as 'tadenisk’, the survey found that the
situation is at its worst in Malaysia, where almbatf of high-flyers saying that they are

no longer committed to staying with their organiaat

What about family values? At the turn of the lasntary, family-owned companies
spearheaded industrial development in Europe aadUthited States. However, in the
second half of the 20th century, this model wadlehged and increasingly gave way to a

model of widely dispersed shareholders.

Now research by Credit Suisse has found that Earopempanies in which the founding
family or manager has a stake of 10% or more haupeoformed other stocks by an
average of eight per cent annually since 1996. ISimnmesults were seen in the United

States.

In the next chapter we will focus directly on lisfsbenefits, compensation and incentives
provided by examined subject i.e. Meopta — optikap. and Meopta U.S.A., Inc.
17



5.0 Compensations and benefits in Meopta -
optika s.r.o. and Meopta U.S.A,, Inc.

5.1 Employees’ benefits in Meopta — optika, s.r.o.

There is a list of benefits provided by Meopta tilap s.r.o. as it's given to newly hired
employees in the inaugural package.

Contribution to the retirement plan for each employee In order to enroll the
employee must have completed his probation period.

Contribution to employee meal costsCompany provides a contribution of 30K
to each employee. Excluding days of sick leave\auation.

Education. Fully provided by the employer. Provided serviaes. Language
courses, Computer skills courses and Legal & Latjis# courses.

Company bulletin for each employee

Ten best employees of the year (employee evaluati@ma part of annual
evaluation process and is a responsibility of manags) are awarded with
coupons in 10 000Kc valueThese coupons are applicable for recreation,
relaxation services.

Significant jubilee bonus.This bonus is provided to an employee who has a
significant life or employment jubilee. The heiglftthe bonus depends on the age
or length of employment.

Retirement leave bonusWhen an employee retires he/she is awarded with a
money bonus.

Contribution to employees’ children recreation in tie volume of 450 000Kc
per a year.

Christmas bonus and a present from the company owneEach employee is
given a money bonus and a present for the Christmas

Sponsorship of the company ball.

Sponsorship of the sport day “Meolympics”
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5.2 Money spent on benefits in Meopta — optika, s.r  .0.

Year 2006 2005
Employment jubilee 489 000 513 000
Life jubilee 47 000 78 000
Retirement leave 667 000 380 000
Rtirement plan 3057 722 1420 927
Chart 5.1

5.3 Employees’ benefits in Meopta USA

There is a list of benefits provided by Meopta U&Ait's given to newly hired employees

in the inaugural package and stated in the emplsye®k.

e Payroll. The payroll is processed on biweekly pay cycle.aéiditional 15 minutes
is allowed for lunch on pay day dates so that agsggmay cash their paychecks.

» Payroll deduction. There are several required payroll deduction, hie
applicable to the most of employees, such as FededaState income taxes, social
security and retirement. There may be also an oatipayroll deduction, including
medical insurance, dental insurance etc.

* Holidays. The company is closed on the following nine holglaNew Year’s Day,
President’s Day, Good Friday, Memorial Day, Indegerce Day, Labour Day,
Thanksgiving, Christmas, and on floating holiday year. A full time employee is
eligible for holiday pay.

« Vocation Leave.Full time employees, after completion of one ydar o
employment, are entitled to two weeks paid vocatianl time employees are to
save one week of their vocation to be used dutieghbliday closing in December,
or be suspect to leave without pay.

» Sick Leave.Full time employees are entitled to five sick/peaadays per year.

« Jury Duty Leave. Meopta USA recognizes that serving on a jury isngportant
civic duty. Employees are eligible to be paid toe fury service up to a maximum
of seven business days.

* Bereavement Leaveln a case of death in the immediate family.

« Family and Medical Leave.
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* Medical / Dental Information. All full time employees who have completed three
months of service are eligible to participate ia Meopta USA medical and dental
plans.

* Marriage and Childbirth. A full time employee who gets married or has ddchi
while employed in Meopta USA is eligible for a $56nus.

* Retirement plan. 401K-retirement plan is available for full time ployees. In
order to enroll, employees must have completedyeae of service to the company

and be 21 years old or older.

5.4 What is a 401K retirement plan? %

A 401K Plan is a kind of retirement plan which al® employees to save money and
invest for their future retirement. Through a 40Ban, employees can allow their
employer to withhold a certain amount of money fribveir check (before taxes) and invest
that money into a 401K Plan for them. Employees anidle decision about where their
money is invested when they choose from the optwimish are available to them from
within thein companies 401K Plan. The governmetdl#shed 401K Plans in 1981 with
special tax advantages, to encourage people to m&paring for their retirement. The
name actually comes from a section of the InteRedenues Code that established the
401K Plan - section 401(k).

5.5 Money spent on benefits in 2006 by Meopta U.S.A ., Inc.

Health insurance contribution 345539 %
Dental care contribution 22313 %
Chart 5.2

20 For details see internet sources www.beginnersiraigout.com
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5.6 Summary of compensations and benefits provided
— optika, s.r.o. and Meopta U.S.A., Inc.

by Meopta

Meopta — optika, s.r.o.

Meopta U.S.A., Inc.

» Contribution to superannuation

¢ Health care

scheme
e Contribution to employee meal * 41K - social security
costs - Personal retirement

account

e Education: - Language courses
- PC courses
- Professional and
legislative training

 Dental care
- Lower
- Higher

(Employees contribute 10$/month)

* Best employee of the year (10 000

K¢ bonus provided in Sodexho
coupons)

» Disability insurance
» Cancer insurance

* Anniversary bonus for employees

e Sponsoring of cultural and sport
events

Chart 5.3

The next chapter represents findings of a reseatebuted on employees of Meopta —

optika, s.r.0. and Meopta U.S.A., Inc.
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6.0 The Research

6.1 Demographic data of respondents

In this chapter of the research we will focus o demographic data of respondents.

6.1.1 Gender ratio among employees of Meopta —opti  ka s.r.o0. (The Czech Republic) and
Meopta U.S.A., Inc. (The United States of America).  Actual status in the year 2007

Figure 6.1aMeopta - optika, s.r.o.

Figure 6.1bMeopta U.S.A., Inc.

In the Figure we can see a considerable differbrt@een the number of male employees
in Meopta - optika, s.r.o. and Meopta U.S.A,, Inc..
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6.1.2 Age ratio among employees of Meopta — optika  s.r.0. (The Czech Republic) and Meopta
U.S.A., Inc. (The United States of America) . Actual status in the year 2007.

18-20

1% 18-20

0%

Figure 6.2aMeopta - optika, s.r.o. Figure 6.2b Meopta U.S.A., Inc.

The majority of employees in Meopta —optika s.represent 31+ age groups. The
percentage rate among 31+ age groups is balandeeteds in Meopta U.S.A., Inc. the
majority represents the 21-30 age group followe@b¥0 age group, 41+ groups are
minor.
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6.1.3 Highest education reached by employees of Meo  pta — optika, s.r.o. (The Czech
Republic) and Meopta U.S.A., Inc. (The United State s of America). Actual status in the year
2007.

onverse

Advanced vocational
training

Basic (6-15)

Skilled with Graduation

Secondary Education

Skilled (technical)
Secondary Education
Advanced vocational (grammar)
training .
Skilled with
Graduation
University

Skilled

Sec. Education
(grammar)

Technical College

i
o
i
i
High school (10-12) [N
o

Middle School (6-9)

Elementary (1-5) F
0

Sec. Education no Grad.

- I.t

o

200 400 10 20

Figure 6.3aMeopta — optika, s.r.o. Figure 6.3bMeopta U.S.A., Inc.

Most of employees in Meopta — optika, s.r.o. hashed middle education levels and just
a minority, mostly consisting of middle and top ragement, reached university education.
In Meopta U.S.A., Inc. the rate is balanced.
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6.1.4 Employment duration among employees of Meopta  — optika s.r.o. (The Czech
Republic) and Meopta U.S.A., Inc. (The United State s of America). Actual status in the year

2007.

less than
1vyear
5%

Figure 6.4aMeopta — optika, s.r.o. Figure 6.4bMeopta U.S.A., Inc.

Both in Meopta — optika, s.r.o. and Meopta U.SIAc, the 3-10 years of employment
group and employees working for the company forariban ten years represent two
dominants.

In the next chapter of the research we will focndaxtors affecting motivation of
employees and on related facts.
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6.2 The Research on Motivation

In this chapter of the research we will focus oegjions directly related to motivation of
employees and other, for the motivation importéatts.

6.2.1 Where do you get info about compensation and benefits in your company?  Actual

status in the year 2007.

Inaugural package
1%

E-mail
7%

Figure 6.6aMeopta - optika, s.r.o.

Info in collective
agreement
10%

Figure 6.6bMeopta U.S.A., Inc.
Prevailing source of information for employees iedyta U.S.A., Inc. is the inaugural

package whereas in Meopta - optika, s.r.o. thaballetin boards and collective
agreement information.
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6.2.2 What motivates you the most to keep workingi  n Meopta — optika s.r.o. (The Czech
Republic) or Meopta U.S.A., Inc. (The United States  of America). Actual status in the year
2007.

Other There's  gther
There's reasons no better roa50ns
no better 6% choice 2%

10%

choice
12%

Figure 6.5aMeopta - optika, s.r.o. Figure 6.5bMeopta U.S.A., Inc.

Both Meopta - optika, s.r.o. and Meopta U.S.A., thcee most motivating factors are:
interesting job, short distance from employeesdesce and good team of associates.
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6.2.3 Relationship between associates in Meopta— 0  ptika s.r.0. (The Czech Republic) or
Meopta U.S.A., Inc. (The United States of America).  Actual status in the year 2007.

Dislike Dislike

each each

other Not good gther
Not good 3% 0%

%

5%

Figure 6.7aMeopta - optika, s.r.o. Figure 6.7bMeopta U.S.A., Inc.
Relations among employees of both companies addrge measure good or very good.

6.2.4 Do you think that compliments, evaluation and other verbal stimulations are important
for your performance and productivity? Actual status in the year 2007.

More or
less
important
8%
Not
important
5%
Figure 6.8aMeopta - optika, s.r.o. Figure 6.8bMeopta U.S.A., Inc.

Certainly verbal stimulations are important to eoyeles of both companies and there is
almost no difference between rates of importanc€ech and American employees.
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6.2.5 Which of these factors are, and how are they import  ant for employees. Actual status on
the year 2007.

The possibility of promotion

The possibility of add. Education
Work evaluation

The sureness of the employment
Interesting work

Responsibility rate

Usefulness of my work

Creative work

The way how supervisors act
Earnings

Relation to my work

Relations with supervisors

Friendship with colleagues

- T 1 T T 1 1 T T 1 1

0 100 200 300 400 500 600 700 800 900 1000

Figure 6.9aMeopta —optika s.r.c

The possibility of promotion

The possibility of add. Education
Work evaluation

The sureness of the employment
Interesting work

Responsibility rate

Usefulness of my work

Creative work

The way how supervisors act

Earnings
Relation to my work
Relations with supervisors

Friendship with colleagues

o
w
[EEY
o
[ExY
w
N
o
N
w

30

Figure 6.9bMeopta U.S.A., In(

For both groups of employees earnings represent tigt important factor of the
employment. Social relations in general are relef@memployees’ satisfaction. Suren:
of employment is one of important factors as wHEflere is a considerable differe
between the value of personal responsibility am@ngch and American employees w
Is similar to the possibility of promotion whichnsuch more valuable for Americ:
employees.
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6.2.6 Which of these benefits you would like to hav e as a part of your personal
compensation scheme? Actual status on the year 2007.

Others
Vacation trips for children

Medical care above standart

Free meal

The possibility to use recreation facilities
Advisory service (e.g. Lawyer)

The possibility to increase qualification

Employee shares

300 400 500

Figure 6.10aMeopta - optika, s.r.o.
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Medical care above standart

Free meal

The possibility to use recreation facilities
Advisory service (e.g. Lawyer)

The possibility to increase qualification

Employee shares

30

o
[EEN
o
N
o

Figure 6.10bMeopta U.S.A., Inc.

There is a major difference between Czech and Araeremployees’ demand of optional
benefits. In The United States of America is thelived care the most desired benefit
followed by the possibility to increase qualifiaati In the Czech Republic is the most
desired benefit elimination of meal costs, followsdthe possibility to use company
recreation facilities.
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6.2.7 Can you by yourself choose a benefit listed a  bove? Actual status on the year 2007.

Figure 6.11aMeopta - optika, s.r.o. Figure 6.11bMeopta U.S.A., Inc.

Most of the benefits in Meopta — optika, s.r.o.f&ed and not optionakee. Chapter 5.1)
whereas irMeopta U.S.A., Inc. some of the benefits mentioinetthe Figures abovsee.
Figure 6.10a,bxan be optionally chosen by employésse. Chapter 5.3)his fact
affects the rate of answers.

6.2.8 Are employees’ benefits the main reason why y  ou work for Meopta — optika s.r.o. (The
Czech Republic) and Meopta U.S.A., Inc. (The United  States of America). Actual status in the
year 2007.

Figure 6.12aMeopta - optika, s.r.o. Figure 6.12bMeopta U.S.A., Inc.
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The importance of benefits, as we can see in tigisr€, is very low both for employees of
Meopta - optika, s.r.o. and employees of MeoptaAl,3nc.

6.2.9 What would satisfy you the most when you've d  one something extraordinary?  Actual
status in the year 2007.

600

500 -

400 -

300 -

200 -

100 -

bonus Face to face Face to face Recognition ~ Recognition and a
recognition and a recognition bonus
bonus

Figure 6.13aMeopta — optika s.r.o.

18
16
14
12
10
8
6 -
4 -
2 -
0 -
Recognition Recognition and a Bonus Face to face Face to face
bonus recognition and a recognition
bonus

Figure 6.13bMeopta U.S.A., Inc.

From the Figure above we can see that recognsitess valuable to employees of Meopta
— optika s.r.o. compared to employees of MeoptaAJ,dc., while a money bonus is
important in both cases.
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6.2.10 Would you greet a commute service provided by your employer? Actual status in the
year 2007.

Figure 6.14aMeopta - optika, s.r.o. Figure 6.14bMeopta U.S.A., Inc.

From the Figure above we can see that a possitnlinge company organized commute
service would be more interesting for employeelslebpta U.S.A., Inc. while
approximately half of Meopta - optika, s.r.o. emya@es is content with other means of
commuting to work.

The next chapter summarizes findings of the rebg@apter 6.0 and compares it to the
literature(Chapter 3.0).
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7.0 The Discussion

In this chapter | would like to discuss findingsté research.

In both Czech Republi@®aragraph 4.1)and The United States of Amerif2aaragraph

4.4), legislative authorities establish basic condsiamiles and regulations in the area of
employment and do not focus themselves straightt emiployees’ benefits. The volume of
incentive program is dependent on the company eymat policy and strategy.
According to facts mentioned in the Paragraph waidé situationParagraph 4.8 Czech
legislativesystem is far more social oriented and focuseceonring many aspects of
employment, American employees can only dream ef.itY some other areas of
employment protection - notably protection agadistrimination on the basis of race,

ethnicity, gender, disability or age — the repottrid that the U.S. leads the world.

The study of the Minneapolis Gas Compa@hapter 3.2)says that the most desired
factors/outcomes of employment is security followsdadvancement, type of work and
pride of working for the company. From the reseaatso results a conclusion that items
such as pay, benefits and working conditions amreomfactors having lower value to
workers. The research of this theglsigure 6.9) shows that earnings are the most
important factor for both Czech and American empésy Interesting is that the order of
sub sequential factors in responses of Americanl@mes differs significantly from the
order of factors in responses of Czech employeasefmployees of Meopta U.S.A., Inc.
the second factor in the order of importance iatreh to their work and their supervisor.
The responsibility rate is in the third place. leonployees of Meopta — optika, s.r.o. the
second most important is also a relationship falotdra relation to friends at a workplace.
This finding is surprising and if we consider redaship to be a part of working conditions
it speaks against the study of the Minneapolis Gampany(Chapter 3.2).Maslow’s
Theory of NeedgParagraph 3.3.3, Picture 3.2)ositions friendship into the middle of
human needs scale, under self esteem and perses@bnsibility. On the basis of
Frederick Herzberg theorParagraph 3.3.4)wve can see that Czech employees are more
hygiene orientedParagraph 3.3.4)than their American counterparts which consider

motivators(Paragraph 3.3.4Jo be their major desire.
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There is a considerable difference between thesvaflpersonal responsibility between
Czech and American employees. The research stfoguere 6.9a)that Czech employees
do not have a desire to obtain personal respoitgiblmost at all and this seems to be in
agreement with the ‘Theory X’ by Sigmund Freragraph 3.3.1which says that

people don’t want to take responsibility for thework. In a great opposite to that fact are
employees of Meopta U.S.A., INEigure 6.9b)where personal responsibility is one of the
most desired and most important factors. This lesdsgain back to the Herzberg's theory
(Paragraph 3.3.4).

The research show@&igure 6.5)that factors motivating employees to keep workiog
their company are several and in both cases tes ehong them are very similar. Two
major factors are: the interest of work and theetess to residence of employees. Again a
good team of people is mentioned and highly raféds again elevates Animal Needs
(Paragraph 3.3.4)above Human Need&aragraph 3.3.4).This Figure (Figure 6.5)
proves the statement mentioned in Paragraph 3t2ntbaey isn’t the most motivating

factor although they are important for satisfacfimm work.

When were responders asked about benefits theydwliikd to have as a part of their
incentive programFigure 6.10)a difference between Czech and American employees
appeared. For Czech employees an elimination ofl mests and a possibility to use
company owned recreation facilities became theidileg desires. These two facts can be
related to Maslow’s Hierarchy of Nee@®aragraph 3.3.3)and represent two base levels
of the Pyramid of Need¢Picture 3.2) Research also pointe@Figure 6.10a)that a
possibility to increase qualification is the thirdattractiveness and is a representative of
“higher” needs according to Herzbe(Baragraph 3.3.4)For American employees the
most desired benefit is the medical care abovedatdn(Figure 6.10b)according to
legislative and health care aspects of the U.Spleyment policy(Paragraphs 4.4, 4.6)
this is a logic desire and it may not have anyti@bato motivation but to basic social
values and standards, on the other hand it comelspthe safety/security factor which is
motioned in Maslow’s Theor{Paragraph 3.3.3pand also in the above mentioned study of
the Minneapolis Gas Compaif@hapter 3.2). Among employees of Meopta U.S.A., Inc.
the second benefit they would like to have is thespility to increase their qualification

which again represents “higher’ needs accordindgHévzberg(Paragraph 3.3.4).The
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research show@-igure 6.10a)hat desires of Meopta — optika, s.r.o. employredivided
among all possibilities without any significant drgence, excluding Employee shares,
whereas in Meopta U.S.A., In(igure 6.10b)three of benefits prevail and the rest got a

low rate from respondents.

Most of the benefits in Meopta — optika, s.r.o.faxed and not optiongkee. Chapter 5.1)
whereas irMeopta U.S.A., Inc. some of the benefits mentioinetthe Figures abovisee.
Figure 6.10a,bxan be optionally chosen by employésse. Chapter 5.3)his fact
affects the rate of answers in the Paragraph 6.2.7.

According to the researcRkigure 6.12)employees’ benefits are not the main reasons why
people work for both companies. There is a sligifi¢iednce in rates but the general result
remains the same. Much more importance holds teeast of the work and closeness to

the place of residence.

Although the work evaluatio(Figure 6.9)was not important neither to employees of
Meopta — optika, s.r.0. nor Meopta U.S.A., Inc. witecomes to recognition the research
shows(Figure 6.13)a difference in behavior of employees in differeotintries. In the
Czech Republic the most desired satisfaction isep@Rigure 6.13a) Recognition itself
has almost no value to them, what they expecbisnaus and a compliment is just a value
added, doesn’t matter if it's a public or a privatenmend. For American employees a
money bonus is also importafifigure 6.13b)out almost the same value holds the
recognition. American employees significantly prgfablic recognition. The rate between
simple recognition and a bonus is balanced andcedjyethe clear recognition has much
greater value in U.S.A. than in the Czech Republic.

To be motivated an employee has to be aware of ensgtions and benefits provided by
his company. The research shawgure 6.6)that there are different communication
channels in Meopta — optika, s.r.o. and in Meopt.Al. In the Czech Republic the most
common means of announcement are Bulletin boardishenCollective agreement

information whereas the most common means in Med@aA. is the inaugural package.

The next Chapter is a conclusion of the whole thesi
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8.0 The Conclusion

This chapter will detail the findings and obsergai made during the course of this
dissertation.

The research has shown that there are many siti@taamong employees of Meopta —
optika, s.r.0. and Meopta U.S.A., Inc. From my paihview both groups of respondents

are motivated by very similar factors in very samifates.

It is interesting to me that both described thearking conditions in the same manner and
that they are mostly content with relations inwWwkplace. Both groups consider relations
in the company to be very important for them anenei¥ it doesn’t affect their

performance straightforward it has a great infl@ean their psychical hygiene. From my
own experience it really makes a big differencgddo work where people hate each other

and to work with great team of people.

Yet there are differences between both groups avamlld say most of them are related to
the hierarchy of values/needs. Employees in CzeguBlic seem to be much more
selfish, their main interest is to earn money, hew@eone to talk to at the workplace and
please no responsibility on extent. The reasohaifrnight be in the fact that benefits as
stated in thé*aragraph 5.1have become standard in today’s companies. Bersefth as
contribution to retirement plan, no meal costs ate.something what you expect and do
not consider being something extraordinary. Frompaint of view is that a reason of
“lower” needs of employees in Meopta — optika s.Tleey want to satisfy basic values and
are not lead to improve and perform better. We khalso think about a negative legacy
of the communist era. Regarding to the employeegatip in Meopta — optika, s.r.o. there
certainly have to be anachronisms in look on thekwaoral. And that absolutely affects
hierarchy of values of those employees. Young gaiwer is not affected that much but

still they were brought up by their parents.

A motivation program which will be truly motivatingas to be set in Meopta — optika,
s.r.o. Otherwise, on my opinion, performance wataease as well as motivation of

workers to the point where even salary won'’t beugihao prevent people from leaving the
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company. Yes, European workers are fastidious lggioa manager knows that there still
are motivators to offer and that the quality of kers in the Czech Republic will payback

all costs spent onto motivation.

Based on th&igure 6.13American employees appreciate oral recognitiomirch greater
measure than their Czech counterparts what isséon for that we can only guess. It
might be a greater respect to authorities as gdea role of the company size. From my
point of viewFigure 6.9can give us, at least some explanation to that famerican
employees are much more loyal to the company atiieiosupervisors than Czech
workers. That might be a reflection of significgndifferent social and historical
background of employment and the sureness of em@oyin America. We have to take
into consideration that U.S.A. are not a sociaksliie the Czech Republic. Sureness of
work and employment itself are one of the greatesntives there. One other reason for
different approach to motivational value of recagm might be in the American relish for
collecting of trophies, cups, certificates of meetc. This inclination to various forms of

honorable mentions can give us a clue.

From my research and opinion American employeesnare self-motivated than their
Czech counterparts. Certain motivation actions havee taken on both sides, but for the
time being the situation is much more critical iedpta — optika, s.r.o. Based on my own

experience there is a great will to work but algyeat wish to be worthily rewarded.

It was found that the situation at the labour mavké change in the near future. Eastern
countries are climbing up the ladder of qualifiedrkvpower and these countries will soon
become an equal competition to central Europe. WHigrobably (hopefully) lead to
awakening among workers in Europe, they will reatizat without self motivation and
continuous improvement there won't be any worktf@m tomorrow. So don’t rest on

your laurels!
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