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ABSTRACT 
The main purpose of this study is to outline and identify 

the main factors of internal and external motivation 

(determining their importance) for employees as well as to 

build the relationships that exist between motivation, 

satisfaction, and job engagement of employees in big and 

small companies by means of a survey. This work is 

focused mostly in analyzing the determinants of the 

employee motivation such as the gender, size of the 

organization and status of employee. The researcher has 

proposed three hypotheses related with the variables of 

motivation and the determinants of the employee 

motivation. In order to test the assumed hypothesis Chi-

Square test is used and the results taken are supported by 

Cramer’s V. Results show that motivation is an important 

issue for employees to perform their work better, and this 

does not depend on how big and small the company is, the 

position you have at work or the gender you are. 
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I. INTRODUCTION     

  

    The aim of all the companies is to reach their success and 

motivating their employees plays an important role in 

achieving it. Nowadays, there exists a high number of 

companies and the competition is really high so keeping their 

qualified labor force is one of the most important aims of each 

organization. 

    Since motivation plays a very important role, automatically 

there comes out the question, are the managers able to 

motivate their workers in the required way? A motivated 

worker is more productive while performing his job than a 

non-motivated one (Carpenter & Gong, 2016). The studies 

done for the importance of motivation conclude that high 

motivation in a company helps to decrease the costs. 

Motivation is separated into internal motivation and into 

external motivation. Internal motivation is closely related with 

the inner feelings of the workers and the impact that they have 

in their working day. The inner feelings are important because 

they can motivate a worker without restrains and 

compensations. The other type of motivation, the external one 

is related with the direct   things required by the workers and if 

they are achieved or not (Smith, 2017).  In other words, 

internal motivation is, the sensation you gain when you are 

involved in the company, finding the job you are doing 

interesting or the commendation you get when your boss likes 

the work you did (Vansteenkiste, Lens and Deci, 2006). In 

external motivation there are included, the security that the 

work provides you, finding the wage taken as pleasant and a 

satisfying work environment.         

      Different researchers have been working in finding out the 

importance of these factors because this will help the manager 

to identify what exactly the workers need to be satisfied with 

their work.       

      Being satisfied at work is closely related to motivation. 

Satisfaction is combined with different factors of motivation 

and it can be considered as a sentimental reply for different 

features at work (Berlyne & Madsen, 2013).  

     The dependent variable of this study is the engagement of 

employees at work. Anitha (2014) finds engagement of the 

employees as a good step for being competitive to the other 

companies. People cannot be cloned by the other companies so 

they are considered as the most important benefit of a 

company if they are engaged and managed well. 

II. REASON OF THIS STUDY 

    Motivation cannot be seen so it is important to measure it 

but at the same time only a study of motivation cannot be 

enough to measure its importance. Many writers have done 

different analyzes related to the determinants of motivation 

proposed in this study, gender, size of the organization and 

status of employee. The main reason of this study is to find out 

the relation of these determinants with the proposed 

motivation variables. 

   Regarding the purpose of this study, the researcher has 

assumed the below hypothesis and tested them by meaning of 

a survey. 

Hypothesis 1: The satisfaction and the motivation factors are 

associated with the gender 

   Hypothesis 2: There is a relation in the evaluation that the 

big and the small company does to motivation factors, 

engagement and satisfaction. 

Hypothesis 3: There occurs inequality in the range that the 

employees do to the motivation factors according to their 

significance: The range of the motivation factors in between 

the manager and normal workers is contrasting. 

III.      LITERATURE REVIEW 

    It can be said that still it is not that clear if there does exist a 

difference in the evaluation that the males and females give to 

motivation. If it would be given a difference, the first thing to 

do is, give examples of emotions and find out how do females 

and males react. An example would be compassion, women 

are more sensitive related to this topic than men are, and so is 

there a difference in between the gender related to motivation.  

The influence of the ideology of the culture has been evaluated 

as a variable that could give the difference in between the 

gender for motivation but different studies have shown it as 

independent factor in finding a difference between the 
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genders. In the other hand both of the genders have inner 

feelings like responsibility, men tend more to work because of 

gaining money to be fed while women are shown as the ones 

who work because they care about the well-being of their 

family. The only thing that it can be considered as something 

that could differ them is the hierarchy, men tend more to work 

because of gaining high status while women are more sensitive 

and caring with the other workers (Winkler,Nikele and 

Wohlrab, 2007) 

    A study done by Greene and De Backer (2004) results that 

there exist differences in the importance that females and 

males give to motivation  

The first finding of their study is that the imagination that men 

and women have for the future is always different. 

This difference is considered to be shown because of the 

orientation of the culture that the gender has. Another finding 

is that the goals that the gender has differs. Women tend to 

have goals related more with the fact of being married and 

creating a family and so they work for creating a good career 

that will be needed in the future for the well-being of their 

family. While men tend to have less goals than females, they 

are just focused in the financial security, and not having much 

goals tend them to be less motivated and they have a stability, 

if they would increase their goals they would experience more 

flexibility in the life difficulties. In the other hand this study, 

states that while   achieving the goals that they have, it takes 

more time for women than men, since women bring their life 

situations at work and this affects their performance. 

   As it can be seen, different studies concluded that there 

exists a difference in the relation of the gender with motivation 

but the researcher has assumed that there does not exist a 

difference so this study will help in finding out if there does 

exist a difference or not. 

  The researcher has valuated the size of the organization and 

motivation relation in the second hypothesis as associated. 

There does not exist a difference in the evaluation that a big or 

a small company does to motivation. 

   Different authors have done analyzes about this topic and 

conclusions are achieved. The size of an organization plays a 

role in the level of the satisfaction of an employee, a person 

who is working in a bigger company tends to be more satisfied 

than a person who is working in a smaller company. A 

different explanation for clarifying the relationship between 

these two is also the morale that the worker has, workers that 

are considered to have higher moral tend to go in companies 

that are small in size while people that have less moral tend to 

choose companies that are big. 

   Secondly it has to be mentioned that, organizations that are 

big in size tend to have less satisfied workers, and having 

unsatisfied workers impacts their behavior and their 

performance. So the organizations should pay attention in 

satisfying the employees, like increasing the requirements of 

each job and giving the work itself a sense of being interesting 

can lead the workers to be more responsible for the work they 

are doing. In the cases when the conditions of the workers are 

completed their motivation tend to increase (Tanjeen, 2013). 

   Small companies have some points in advance when 

compared to big companies related to motivation. Since in 

small companies the staff is lower in quantity the politics 

applied are less and the control about everything is easier. 

Having less staff means there is no need for long 

communication and better coordination of the company. So, 

people working in small companies tend to be more motivated 

when it is about these points (Staples, Niazi 2010). 

   Motivating workers in an organization can be considered as 

an important point since it plays a big role in reaching the 

organizational success. The researcher has assumed as a third 

hypothesis the fact that there does exist a difference in the 

evaluation that the statues of employees does to motivation. 

Managers not always understand what do the employees need 

in order to be motivated so by improving their performance at 

work and giving more promotions to workers increases the 

internal motivation of the workers and the same time because 

of reaching success this leads to an increase of their 

motivation too (Hauser, 2014). 

    In the book called ‘The Motivation to work’ Herzberg, 

Mausner and Snyderman (2011) explain with some examples 

how do managers and normal workers evaluate motivation. An 

engineer that sees in a building his materials being evaluated 

as a very important part for the construction creates to him a 

feeling of being useful and this leads him to be more 

motivated and increase the performance at work.      Another 

mentioned example states that, a worker was ordered to go and 

check out the cars in the rain without taking something to 

protect himself, this was something that makes the worker 

think that the owner do not cares about the health of their 

workers so this leads him to perform his work bad and he has 

to remake it. 

    A young employee has just started working and all the 

expectations are that the supervisor will lead him and teach the 

work, is the other example the writers of this book give and 

the result is that the supervisor felt himself annoyed from all 

the questions being asked and chose not to deal with the young 

employee, this affected his performance which lead to being 

nonproductive at work. 

With such examples the writers want to state the importance 

that both types of employees of a company give to motivation. 

But there are other studies that state that employees evaluate 

differently motivation.  

Barankay (2012) in a study done for the status of employees 

and the relation to motivation, concluded that there exists a 

considerable influence in the motivation of employees by the 

status they possess at the company they are working. 

Being able to see the place where the workers stand in a 

company is a good point in providing feedback and this 

automatically affects the job performance (Bernstein, Xin Li, 

2016). The researcher has hypothesized that there exists a 

difference in the relation that status of employee and 

motivation has and the results will show if it is wrong. 

IV. METHODOLOGY 

    The methodology of this study is organized in a quantitative 

way by applying a survey to two different companies in size 

and their results are analyzed. The philosophy that suits better 

this research is Epistemology. The different assumptions 

present the chance to analyze the proposed hypothesis 

(Schommer-Aikins, 2004). 

The research approach of this study can be concluded as a 

deductive one since it is mostly focused in testing the 

hypothesis and finding out if they can be proved or denied. 

     As mentioned above, this research is organized in a 

quantitative way and the survey is implemented to two 

companies. One composed of 30 workers and the other 

composed of more than 30000 of people. The expectations of 
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the researcher were to gather data from all the employees in 

the small company and at least the same number from the big 

company. The data achieved from the actioned survey is very 

important because the gathered information cannot be found in 

any other place. 

    Different organizations build their survival on the 

implementation of surveys. From the discovering of the 

surveys till nowadays, they play a very important role in 

expressing the willingness and the belief for the companies to 

offer and take conceivably impressionable data, thought-out as 

a positive tendency given the maintained rivalry in the market 

(Bryman and Bell, 2005). 

V. ANALYSES 

     The researcher after receiving all the data from the 

implemented survey started analyzing them but before doing 

it, the reliability of the answers was checked in order to see if 

the replies are trustful or not and the result was quite positive. 

TABLE I.  RELIABLITY STATISTICS 

 
                                         VALUES 

Cronbach’s Alpha 
Cronbach’s Alpha based 

on Standardized Items 

N of 

items 

 0.823 0.908 61 

 

   The results of the survey showed that the difference between 

the gender participation was not so high, 35 of the participants, 

which makes 51.5%, were female and 33 of them 48.5% male, 

which is considered helpful for the researcher to analyze the 

results since gender is one of the crucial determinants of 

motivation.  

   Secondly, 44.1% of the applicants resulted to be from the 

small company and 55.9% from the big company. This 

percentage is considered as positive for the researcher since 

size of the organization is the second important determinant of 

motivation. 

    For the third determinant of motivation related to the status 

of employee, 63.2% of the participants are part of the 

administrative staff and 36.8% normal workers. 

Demographic information achieved has been used as a raw 

during the test of the hypothesis and the column used are the 

question which derived from the four main variables; internal 

motivation, external motivation, satisfaction and engagement. 

    To test the hypothesis, Chi-Square test has been used, Chi-

Square test always needs to be tested about its strength so for 

this reason Cramer’s V is applied, which is a type of  

correlation that can get values of 0 and 1 but it can never be 

negative. Cramer’s V when it gets a value of O it means  

here is no relationship and no association while when it gets a 

value of 1 means there is relationship and association 

(McHugh, 2013). 

   Chi-Square test is important because it assists in measuring 

the independency between two variables and to understand if 

the assumptions of the researcher are true, the below points 

should be taken into considerance; 

 

 There is a rule for the test of significance which says 

that α = 0.05 (Murphy and Myors, 2014). 

 If p ≤ 0.05 there exist a significance in the test and if 

p > 0.05 there is no significance (Dahiru, 2008). 

 The expected counts of the cells should not be more 

than 20% otherwise the data is violated (Fienberg, 

2007). 

 

 

TABLE II.  H1  RELATED QUESTIONS 

 
                                Variables 

Satisfaction Internal Motivation 
External 

Motivation 

Chi-Square test 7.009 2.499 8.772 

P-Value 0.131 0.645 0.067 

Cells>5 6 6 5 

Cramer’s V 0.323 0.192 0.359 

 

   As it can be seen from Table 2 the results of the used models 

show that there is no significance and the Cells > 5 are more 

than 2 which automatically states that the data is violated and 

there does not exist a significance. Cramer’s V strengthens this 

result with the value it has and automatically the writer’s 

hypothesis results to be true. 

TABLE III.  H2  RELATED QUESTIONS 

 
 
 Table 3 shows really high values and as a matter of fact no 
significance is found. The Cells greater than 5 are more than 2 
which automatically states that the data is violated and there 
does not exist a significance. The result is strengthened by 
Cramer’s V at the same time which proves the researchers 
hypothesis. 

TABLE IV.  H3   RELATED QUESTIONS 

 
                           Variables 

Internal Motivation External Motivation 

Chi-Square test 3.781 8.772 

P-Value 0.436 0.067 

Cells>5 7 5 

Cramer’s V 0.236 0.359 

 
    In Table 4.4 are shown again the values of the implemented 
models for testing hypothesis 3 and as a matter of fact results 
show that there is no significance. Cramer’s V result is also 
high which strengthens the Chi-Square test’s value and this 
denies the researchers hypothesis. 

VI. RESULTS AND CONCLUSION 

    According to the first hypothesis, the motivation factors are 

associated with the gender, the results have shown that it is 

true. In the comparison done to motivation and satisfaction 

 

Variables 

 

IM– 

Number of 

Employees 

 

EM – 

Number of 

Employees 

Satisfaction – 
Number of 

Employees 

Engagement – 

Number of 

Employees 

Chi-

Square 

test 

10.071 3.653 5.986 4.211 

P-Value 0.039 0.455 0.2 0.24 

Cells>5 7 3 4 3 

Cramer’s 

V 

0.385 0.232 0.297 0.249 
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related questions similar results have been achieved. Being 

satisfied with the fact that my colleagues are easy to get friend 

with is evaluated by the gender as important. The workers do 

care about the atmosphere that is found in a company and this 

may lead to the suggestion that managers should organize 

events of interaction in between workers so that the 

relationships will get warmer.  

    The results of the evaluation that the gender gives to the 

appreciation given is very dissatisfied, which means that in the 

current working job both gender are dissatisfied with the fact 

that no appreciation is given to them and the work that they 

are doing. This brings out the result that inner motivation plays 

an important role for the employee and the managers should 

pay attention in this point, since inner motivation is one of the 

most important variables for the productivity of an employee. 

Results of the survey have shown the external motivation 

factor as not easy to be understood for the reliability of the 

gender, since females have evaluated the social services 

provided as very important factor for their motivation while 

male gender has evaluated it as the least important. But still 

the strength model Chi-Square test has proved that there is no 

significant difference in the gender related to the social 

services provided.  

    The second hypothesis of this research states that all the 

motivation factors including satisfaction and engagement 

should be considered according to the big and the small 

company. From the survey result of the inner motivation 

variable related question autonomy, it has been concluded that 

both types of the companies have evaluated the autonomy 

given as a relative important determinant for increasing their 

motivation at work. Employees need to have the feeling of 

being independent while working and the managers should 

evaluate it. 

   Another question tested from the survey is the importance 

that the employee of two different companies gives to the 

promotions given. It is a determinant coming out from the 

external motivation and the results show it as very important 

for the small company and less important for the big company 

but the Chi-square test finds it as not strong enough not to be 

associated so as a matter of fact promoting workers at work 

should be evaluated by both companies. 

   Results of the satisfaction variable related question 

concluded that employees evaluated the fact of being 

congratulated for the work i do as very satisfied by both 

companies, which means that this determinant plays a 

considerable importance for the motivation of the employees. 

A congratulated worker performs his job better and is more 

productive and this helps us to conclude that a satisfied worker 

can be considered as a motivated worker and these two 

variables are connected to each other. 

   There exist different methods to encourage a worker to 

perform better, one of these ways is the fact of being able to 

organize the job in the way they want. This question was 

tested in the survey and the results have shown that both 

companies have ranked it as somewhat inspiring. The Chi-

Square result have strengthened it and as a matter of fact there 

exist a relation in the engagement variable of the both 

companies. 

    According to the researcher motivation factors are valuated 

differently when compared to the administrative staff and the 

normal workers. This creates the third hypothesis tested for 

this research. The results have shown that motivation factors 

do not depend on the position workers occupy and they all 

evaluate it the same no matter the status they have in the 

company. 

   Results of this research conclude that motivation factors play 

an important role for all the workers no matter the gender they 

are, the status they have or the size of the company they are 

working in. A motivated worker can be happy, can love its 

job, can be more engaged into work and this increases its 

productivity and leads to a better performance. 
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