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Introduction  


Humans  play  the  greatest  role  in  companies;  they  drive  profits,  think  of  methods  of 
 expansion,  increase  productivity,  and  innovate.  As  labour  capital  is  one  of  the  key  drivers  of 
 success (Lynn, 2000) it is becoming more crucial for companies to satisfy their employees. Within 
 the  context  of  an  ever-globalizing  world,  the  ways  in  which  employees  become  satisfied  are 
 changing and the environment that they work in along with the nature of their work undoubtedly 
 plays a role in influencing their motivation and satisfaction levels.  


Employee  satisfaction  can  be  defined  in  many  ways,  in  this  paper  the  definition  by  the 
 Cambridge dictionary will be used, they state that the meaning of employee satisfaction is “the 
 happiness that workers feel when they are satisfied with their job and work conditions, used as one 
 way of measuring a company’s success” (Cambridge Business English Dictionary, n.d.). This is 
 not  to  be  confused  with  job  satisfaction,  which  Dugguh  and  Dennis  (2014)  describe  as  “How 
 content  an  individual  is  with  his  job.”  Job  satisfaction  falls  under  the  umbrella  of  employee 
 satisfaction.  


The goal of this thesis is to discover whether there is a difference in how office employees 
 working in multinational corporations (MNCs) feel satisfied with their job and working conditions 
 compared to employees that work in domestic national companies (DNCs) in the Czech Republic. 


The  main  goal  can  be  achieved  by  fulfilling  some  partial  goals.  First,  the  main  factors  which 
employees may deem as important must be identified, this will be done by conducting a literature 
review of the main satisfaction and motivation theories, by evaluating these theories the author can 
then identify which factors fulfil the said needs of employees explained by the theories. The second 
partial goal that shall be answered is: how important do employees find the factors which were 
derived  from  theories.  This  will  confirm  whether  the  most  important  factors  were  chosen.  The 
third partial goal that shall be answered is: how satisfied are employees with the factors at their 
current job. The answer to this partial goal will reveal the areas where there may be differences in 
satisfaction levels. A fourth partial goal was also identified to allow for this paper to provide more 
contemporary and applicable outcomes – how important do employees  find diversity, company 
reputation, and COVID response and support and how satisfied are they with the presence of these 
factors in their workplace.  
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 Reaching  these  goals  will  allow  this  paper  to  provide  valuable  information  to  several 
 parties.  Firstly,  to  companies,  as  it will  identify the key areas  where employees  are dissatisfied 
 with their employment. This insight will allow companies to develop those areas that employees 
 are dissatisfied with, and it can also showcase whether there is a difference in what employees find 
 to be more important between the two groups. This, similarly, to the previous argument, will allow 
 them to redirect their efforts and build a more effective people strategy. The paper can also help 
 future  graduates  or  people  looking  to  enter  the  workforce  decide  on  what  option  may  be  more 
 attractive  to  them  and  what  benefits  or  working  environment  they  find  crucial  to  achieving 
 satisfaction.  


The paper  will be divided into two main parts;  the  first  half of the paper will include  a 
 literature review to summarize existing theoretical theoretic theories on what constitutes employee 
 satisfaction, from here the main factors that will be investigated are identified. In the second half 
 of the paper, quantitative data will be collected and analysed using charts and tables to attempt to 
 answer the partial goals.   


Chapter 1 will include a selection of theories that link feelings of satisfaction to work which 
 will explain what leads to satisfaction in the workplace and enables workers to stay and thrive, the 
 key factors that will be investigated in the practical part will be identified from the theories that 
 have shaped motivation and satisfaction theories today. In Chapter 2, background information and 
 some context will be provided to present the current situation in  the Czech Republic. The main 
 differences between MNCs and domestically owned firms will also be explained. Key factors that 
 influence satisfaction derived from the theories in Chapter 1 will be linked with empirical evidence 
 and an overview of the effects that the pandemic has had on businesses will also be covered to 
 provide a more contemporary view of the topic. Chapter 3 will provide primary data that shows 
 what  the  levels  of  satisfaction  are  and  the  rankings  of  importance,  this  can  then  showcase  the 
 comparison between satisfaction levels of MNC workers and DNC workers. The fourth chapter 
 will discuss the findings and evaluate how the primary research was done and what the limitations 
 of the study may be.  



Chapter 1. Employee Satisfaction 


Employee satisfaction is  an incredibly broad topic that can be  analysed  through various 
perspectives. In this section, some of the original motivation and satisfaction theories will be 
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 analysed and major factors that influence satisfaction, stemming from these theories, will 
 be identified.  


Satisfaction theories can be classified into content and process theories. Content theories 
 are theories that explain what we need to be satisfied, and the role that goals and incentives play 
 in reaching satisfaction, one example of this is Maslow’s theory (Jeanes, 2019). Process theories 
 on the other hand do not explain what people need, but rather the processes that trigger people to 
 seek satisfaction and how it occurs (Sattar et al., 2010). This allows for a better understanding of 
 why people behave the way they do (Oban, 2018).   


The  following  theories  will  be  discussed  starting  with  the  classic  content  theories  and 
 ending with process theories: Maslow’s theory, Two-factor theory, Equity theory, Achievement 
 theory, and lastly, Job-characteristics theory. The reason why these theories were chosen to support 
 this research is their exploration of exact psychological mechanisms involved in attaining the state 
 of satisfaction.  


1.1 Maslow’s Theory 


Maslow’s theory of needs is one of the earliest, well-established theories on the topic of 
 motivation and satisfaction. Maslow (1943) explained that a person’s motivational needs could be 
 organized into a pyramid wherein once the needs of lower levels are satisfied there is no longer a 
 sense of fulfilment until the next level is completed. The list of needs is as follows: physical needs, 
 safety needs, love needs, esteem needs, and finally, self-actualization needs.   


However, before any need has a chance to be met, Maslow describes a set of preconditions 
 for  the  basic  need  satisfactions.  These  include  much  of  what  exists  in  western  society  today: 


freedom of speech, freedom of information, fairness, and justice.  


Physical needs include the necessities needed to live and function, such as food, water, 
 shelter, clothing, etc. If these needs are not fulfilled a person will be too concerned with trying to 
 survive and will not have the capacity to satisfy the other needs, neither will they even feel the 
 need.  


Safety needs are reached when a person feels that they are not in danger. They have a sense 
of stability in their life and there is an absence of fear. Stability can be felt when e.g., there is a 
low crime rate, shelter from wild animals, routine. In a job setting these can be expressed in their 
benefits such as insurance, pension, savings account etc.  
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 Once the physical and safety needs are met a person will then find that they begin to seek 
 feelings of belonging, love, and affection. This can be named the Love needs. If there is no strong 
 social circle or a sense of support from others in one’s life, they will become focused on finding 
 this before they can go on to the next level of needs.  


Next, a person will seek to fulfil their esteem needs. Esteem needs can be broken down 
 into  two  different  desires.  Firstly,  the  desire  for  independence,  strength,  and  a  sense  of 
 achievement. Secondly, there is a want to be seen in a good light by the rest of society, be it through 
 the development of a social reputation or by becoming part of the ‘prestige’.  Without fulfilment 
 of  these  needs,  Maslow  explains  that  a  person  will  feel  unneeded  in  the  world  and  therefore 
 unwanted and inferior.  


Lastly, a person will seek to satisfy their Self-actualization needs. Self-actualization is a 
 term that explains the human desire to want to do what would give them a sense of self-fulfilment. 


Maslow (1943) describes it so: “A musician must make music, an artist must paint, a poet must 
 write, if he is to be ultimately happy. What a man can be, he must be. This need we may call self-
 actualization.” (Maslow, 1943, p. 10) 


 In a business setting all these needs could be satisfied through the combination of different 
 company policies, development programs and benefits.  To fully reach the last level, companies 
 can explore the option of investing in career counselling, mentorship, and coaching programs. This 
 may better help their employees understand their own needs and drivers.  


1.2 Two-Factor Theory 


Herzberg’s (1959) two-factor theory is content theory which attempts to divide satisfaction 
 factors  into  two  different  groups:  motivation  and  hygiene.  Herzberg’s  study  claimed  that  some 
 aspects  of  a  job  can  lead  to  feelings  of  satisfaction  whilst  others  do  not  and  conversely,  cause 
 dissatisfaction. Herzberg’s study explains that motivators are the job satisfiers and hygiene factors 
 can become job dissatisfiers (Sattar et al., 2010).   


Motivation factors are drivers in the person that make them want to reach their goals. These 
include things such as development opportunities, recognition, content of the job etc. (Alshmemri 
et al., 2017). Hygiene factors cover the external working environment, this includes aspects such 
as company policies, benefits, and work conditions (Alshmemri et al., 2017). 
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 It should be noted that there is a significant difference in the way that hygiene factors and 
 motivational  factors  influence  satisfaction.  Hygiene  factors  only  have  the  power  to  reduce 
 dissatisfaction, they cannot motivate and satisfy an employee alone. Satisfaction can come from 
 motivation factors however if they are absent there is no satisfaction, (rather than dissatisfaction 
 as seen in hygiene factors). In a healthy business setting, there would be strong motivation factors 
 that are supported by hygiene factors.  


Nevertheless, when put into practice Herzberg’s theory has its shortcomings. In the paper 
 by Yusoff et al. (2013) several studies that defy and undermine Herzberg’s theory are mentioned. 


A pattern that can be seen throughout all the studies is the difference of values in different cultures; 


some  motivation  factors  influence  some  groups  more  than  others;  different  generations  have 
 different preferences as working conditions and working culture changes over time and this can 
 also be reflected by how people want to be incentivized. Therefore, background, demographics 
 and culture must be considered when assessing the influence of motivational and hygienic factors. 


1.3 Achievement Theory  


Another  notable  content  theory  is  Achievement  theory  which  was  developed  by  David 
 McClelland (McClelland, 1961). He conducted a series of studies to support his theory and found 
 that countries high in achievement also followed a positive trend in economic growth, this further 
 highlights the importance of employee satisfaction.   


He  divided  the  needs  into  3  groups:  Achievement,  Power  and  Affiliation.  Achievement 
 needs  involve the feelings  of wanting to  attain  success  and  striving for greatness. Power needs 
 cover the feelings of wanting to have influence and control over other people. Lastly, Affiliation 
 needs  express  the  desire  to  have  close  relationships  with  people,  approval,  and  a  cooperative 
 environment rather than a competitive one.  


One aspect that McClelland accounts for that Herzberg and Maslow did not is that different 
 people value the needs differently, some have a higher need for Achievement and others may value 
 Power more (Braden, 2000). This signifies that based on the value of the need, a person will want 
 to be rewarded differently and may also be better suited for a different position.   


For example, people who value the need for Affiliation the most, may function better and 
achieve  more  fulfilment  when  working  in  a  people-facing  role.  They  derive  satisfaction  from 
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 interpersonal activities.  People who feel the need for Achievement the strongest are most satisfied 
 when accomplishing their tasks and from getting consistent feedback on their performance. They 
 also enjoy being challenged. People with strong Power needs want to be in charge as they do not 
 trust others as much as they trust themselves, they enjoy organizing people and a certain level of 
 competition.  People with  Power needs derive most satisfaction when working  in  managerial or 
 leadership roles. 


Each position has its strengths and weaknesses, therefore, in a business setting it may be 
 useful to identify what need a person seeks the most to then be able to aid them via tasks, career 
 growth opportunities, and goals so they reach a role where they can attain the most satisfaction. 


1.4 Equity Theory 


Equity  theory  is  a  process  theory  created  by  John  Stacy  Adams  which  illustrates  that 
 people’s satisfaction is influenced by whether they perceive an equal level of effort from both sides 
 of an interaction (Adams, 1963).  


Equity theory can also be broken down into five principles: people hold beliefs about their 
 inputs and outcomes, people compare themselves to a referent other, people form beliefs about 
 others’ inputs and outcomes, people compare their input to outcome ratio to others’ input to output 
 ratio, and lastly, perception of inequity motivates behaviour to restore equity (Baran, 2012). The 
 2 main ideas behind these principles are that people measure whether their amount of contribution 
 is equal to the compensation they receive in exchange and are whether they are being treated the 
 same as their colleagues (Young, 2018).   


Adams  (1963)  illustrates  the  second  point  by  explaining  a  study  conducted  by  Jaques 
(1961) stating that this can often be seen when it comes to pay. A person will feel that inequality 
is present when their effort is low, yet the pay is high, especially when relating to the situation of 
their colleagues. The opposite case may also be possible where their pay is too low and their effort 
too  high.  Overcompensation  and  under-compensation  both  lead  to  feelings  of  unease  and 
dissatisfaction. It is even more troubling when people assume or believe that there is preferential 
treatment within the workplace. People want to be compensated fairly and reasonably and when 
they are not; they will be motivated to resolve this inequity.  
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 Adams  (1963)  claims  that  people  will  try  and  reduce  this  inequity  by  increasing  or 
 decreasing effort or productivity, however, this is only possible to a certain extent as they cannot 
 change their experience and intelligence levels.  


Nevertheless,  Adam’s  theory  cannot  account  for  how  people  value  or  perceive 
 compensation differently, to try and remedy this Huseman and his cohorts came up with the Equity 
 Sensitivity Construct (Huseman et al., 1987). It parallels what Adams said about the way people 
 will react when they see inequity however, this model illustrates different responses to inequity in 
 character form. There are the Benevolents, Equity Sensitives and the Entitleds. Those that are more 
 accepting of being underpaid are known as Benevolents. Those who seek a balance in output and 
 input ratios are called equity sensitives. People who want their output and input ratios to be higher 
 than their peers are named as the Entitleds. In Figure 1 there is the job satisfaction levels in relation 
 to  the  perceived  equity.  Understanding  the  different  ways  in  which  employees  may  perceive 
 inequity will be helpful when allocating compensation.  


Figure 1 


Predicted job satisfaction levels for Equity Sensitivity orientations. 


Note. Source: (Huseman et al., 1987, p.229) 


1.5 Job-Characteristics Theory 


Job-Characteristics theory published by Hackman and Oldham (1980) explains that people 
work best when they feel that their work is meaningful and have a sense of responsibility for the 
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 outcome  of  their  working  activity.  They  identify  5  key  areas  that,  when  fulfilled,  can  lead  to 
 intrinsic  motivation  and  satisfaction,  these  are:  skill  variety,  task  identity,  task  significance, 
 autonomy and feedback (Hackman & Oldham, 1980). They explain that the effectiveness of these 
 different characteristics depends on the individual and individuals that feel the strongest growth 
 needs will benefit the most out of them.  


Skill variety refers to the numerous processes and tasks that are involved in a job which 
 require a skillset with a wider scope. Routine work is said to repetitive and simple; this does not 
 feed into the internal motivation that a worker would need to feel satisfied.  


Task identity underlines the necessity of being able to complete and create a piece of work 
 that reflects the effort and presents to everyone a visible outcome. Overseeing the whole project 
 and seeing it through to the end is arguably more meaningful than being in charge of a small part 
 or task.   


Task  significance  explains  people´s  need  to  have  an  impact  on  others.  A  task  that 
 positively impacts the working environment or colleagues can provide a person with more feelings 
 of meaning.   


Autonomy refers to the degree to which the job allows for independence and power to the 
 worker to control their own procedures when completing their tasks and their timing or planning.   


Lastly, Job  Feedback  is  a  key  motivator  and  satisfier  as  it  provides  the  worker  with  a 
 review of how their performance has been and whether they are working effectively or not. Giving 
 the individual praise and evaluation for the results of their efforts plays a key part in the outcomes.  


Similarly,  to  Achievement  theory,  the  importance  of  feedback  on  performance  is 
highlighted and this also links into the feelings of responsibility the employee has to have over 
their  work  to  feel  valid  and  driven.    In  Figure  2  the  characteristics  are  visible  along  with  their 
outcomes.  Meaningfulness,  responsibility  and  seeing  the  results  of  what  has  been  done  and 
accomplished  are  all  required  to  be  able  to  achieve  the  wanted  outcomes  of  higher  internal 
motivation, satisfaction, and effectiveness.  
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 Figure 2 


Core Job Characteristics and their outcomes 


Note. Source: (Hackman & Oldham, 1980, p.90) 


Pinder (1984) argues that the theory is far too general for any solid conclusions and tests 
to be made. He explains that more research needs to be made into the reinforcing and punishing 
behaviors  that  drive  people  rather  than  the  general  motivating  factors.  Across  jobs  there  are 
differences  in  the  amount  of  information,  personnel  turnover,  organization  culture,  goals,  and 
characteristics of managers, etc. Therefore, he highlights that it is difficult to conclude how these 
characteristics will play out in a real-life business setting. Additionally, several studies have been 
carried  out  using  the  Job  Diagnostic  Survey  which  Hackman  and  Oldham  developed  and  the 
findings  differ from  paper to  paper. For example,  in  a paper on the job performance of public 
servants  by  Johari  &  Yahya,  (2016)  a  strong  correlation  is  found  between  some  of  the 
characteristics and performance whilst the study conducted by  O’brien, (1982) on work attitudes 
found  only  a  weak  correlation.  There  are  many  more  papers  that  refute  or  support  Job-
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 Characteristics theory however, that may tie into the lack of acknowledgment of the complexity 
 of the working environment Pinder referred to as a drawback to the model.  



Chapter 2. Current Trends and Key Factors 


In this chapter introductory information will be revealed in the form of a literature review 
 to serve as context and potential explanations for the outcomes of the primary research in Chapter 
 3. The difference between MNCs and DNC’s will be explained along with what the factors that 
 influence satisfaction are and what effects the pandemic has had on firms and people thus far.  


2.1 Differences between MNCs and Domestic Companies 


Before  we  identify  the  factors  necessary  for  employee  satisfaction,  it  is  useful  to  have 
 general insight into what the existing differences are within MNCs and domestic firms. The topic 
 is  one  worthy  of  exploration  because  in  the  last  several  years  the  number  of  international 
 companies  and  FDI  inflow  coming  to  Czech  Republic  has  increased  exponentially  (European 
 Commission. Directorate General for Economic and Financial Affairs., 2019).  


In  one  of  the  earlier  sources  Bellak  (2004)  investigates  the  difference  between  foreign 
 owned  and  domestic  owned  firms.  One  difference  found  was  that  foreign  owned  firms  tend  to 
 employ more people in skill-intensive work and thus pay higher wages. DNCs employ less people 
 in  skill-intensive  jobs,  however,  even  at  similar  levels  there  is  still  a  wage  gap.  Although  he 
 investigates primarily foreign owned firms, he states that most of the gaps in performance arise 
 from the differences when comparing MNCs and DNCs.  


Bellak  (2004)  also  identified  gaps  in  profitability,  technology,  and  input  intensity  per 
 worker. Growth rate also plays a crucial role because the way in which an MNC enters the market 
 can  impact  how  quickly  the  company  can  grow;  MNC’s  that  enter  the  market  by  a  greenfield 
 strategy have a slower growth rate than ones which entered through acquisition. FDI also plays an 
 important role.  


In her doctoral dissertation Talpova (2012) investigates the different strategies MNC’s and 
domestic  firms  undertake  in  the  Czech  Republic.  She  states  that  domestic  firms  follow  a 
differentiation  strategy  as  they  oftentimes  cannot  keep  up  with  the  price  competitiveness  of 
MNC’s.  MNC’s  on  the  other  hand  are  most  successful  when  they  follow  a  focus  strategy. 
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 Strategies  and  the  way  in  which  they  are  implemented  should  be  considered  because  it  can 
 influence  a  company  in  many  areas,  one  of  which  is  employee  commitment  and  performance 
 (Zaidi et al., 2019).  


In a more recent source, Machek (2016) found that foreign owned family firms in the Czech 
 Republic perform better than domestic firms, one reason for this could be there is a lack of policies 
 to  support  family  entrepreneurship  whilst  there  are  many  policies  aimed  at  attracting  foreign 
 investors.  


For the purpose of this thesis, domestic firms will be considered as firms that are owned 
 by a Czech legal entity listed in the Czech commercial register. Multinational firms will be owned 
 by a foreign legal entity.  


2.2 Factors which Influence Satisfaction 


Going  back  to  the  question  of  why  employee  satisfaction  should  be  investigated,  one 
 should  consider  the  Service-Profit  chain.  It  shows  how  employee  satisfaction  leads  to  higher 
 profitability of a company.  The chain  goes  as follows:  internal  service quality  drives  employee 
 satisfaction  which  in  turn  drives  employee  retention  and  productivity.  These  two  factors  drive 
 external service value which influences customer satisfaction and finally customer loyalty. This 
 then increases profitability and revenue growth further and the cycle repeats (Heskett et al., 2008). 


A visual representation of this process can be seen in Figure 3.  
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 Figure 3  


Service-Profit chain 


Note. Source: (Heskett et al., 2008) 


Now, on to what exactly influences satisfaction. Some factors which were not considered 
 in  the  previous  chapter  are  ones  that  relate  to  the  individual  rather  than  to  their  surroundings. 


People experience life differently depending on their age, race, and gender therefore, it is important 
 to also understand that the way the factors are perceived can also depend on the individual.  For 
 the purpose of this thesis those will be denoted as ‘Internal Influencing Factors,’ the factors that 
 are controlled by the company will be denoted as ‘External Influencing Factors.’  


Furthermore,  as  mentioned  in  the  introduction,  it  is  important  to  discern  the  difference 
 between job  satisfaction  and employee satisfaction.  To  simplify and clarify terminology  in  this 
 paper, job satisfaction will be defined as the fulfillment a person receives from the characteristics 
 of the job itself and the nature of their tasks and work. Employee satisfaction is the fulfillment 
 derived not only from the work but also the working conditions, benefits, relationships, working 
 culture etc. Job satisfaction contributes to employee satisfaction, therefore it will be included and 
 investigated.  


2.2.1 Internal Influencing Factors  


In  the  following  section  the  main  internal  factors  that  can  influence  the  experience  an 
employee  has  in  a  company  will  be  explored.  Age,  experience,  gender,  and  race  will  be 
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 investigated as these are factors that cannot be controlled but can play a major role in how external 
 influencing factors are perceived by employees.  


Age and Experience 


A report in the journal of aging and human development studied the influence of age on 
 the  relationship  between  work  characteristics  and  workers  outcomes  through  the  use  of  a 


‘Motivating Potential Score’ (Boumans et al., 2011). It found that motivation was higher for older 
 employees than for younger ones and older employees were more in need of challenges in the job.  


Another finding of the study was that younger employees found career opportunities a lot more 
 motivating than older employees, this may be due to the decrease in advancement opportunities as 
 they  age.  This  suggests  that  policies  regarding  mentorship  and  growth  within  a  company  can 
 increase satisfaction of younger employees.  


One conclusion that paper came to, was that age can influence workers motivation but not 
 satisfaction with the job itself. In all age groups, external sources were more influential such as the 
 social support and career development opportunities rather than these ‘internal influencing factors’ 


(Boumans et al., 2011).  


In another study conducted by Warr (2011), the values of employees in relation to a variety 
 of 15 different work characteristics were investigated. One interesting result that was found was 
 that  older  employees  endorsed  job  features  less  often  than  younger  employees.  Other 
 characteristics that older people endorsed less frequently were good pay, promotion aspects and 
 social  interaction.  Younger  people  are  also  said  to  find  income  and  promotion  more  important 
 along with opportunities for skill acquisition. One characteristic that stayed consistent was good 
 job security.  


O’brien and Dowling (2011) present justifications as to why there is a positive relationship 
 with ageing and an increase in job satisfaction. As employees age, they can get more jobs that are 
 better aligned with their interests because they have more experience. With an increase in seniority 
 salaries also rise which positively influences job satisfaction. 


Gender 


To  this  day,  gender  remains  an  important  characteristic  defining  one’s  priorities  and 
satisfaction of the job. In a study by Clark (1997) it was found that although females tend to work 
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 in  positions  that  pay  less  and  are  of  lower  stature,  they  report  higher  levels  of  satisfaction.  He 
 argues  that  even  if  a  man  and  woman  have  identical  jobs  the  woman  would  be  more  satisfied 
 because she would have lower expectations. Whether this notion still stands today was investigated 
 in another study by  Perugini and Vladisavljević (2019), their findings supported Clarks gender-
 job satisfaction gap and further explained that the gap can be minimized when there is exposure to 
 gender equality earlier in life and higher employment rates in male-dominated jobs. Senik (2017) 
 also  explains  that  over  the  years  this  gap  has  been  decreasing  as  the  goals  and  expectations  of 
 women and men have been coming into alignment over the  years, she describes that this is the 
 reason for narrowing of the gender-job satisfaction gap.  


In another recent study by Hersch and Xiao (2016) it was found that there is a no difference 
 in overall satisfaction but women did score a little higher in these areas: job location, advancement 
 opportunities,  responsibility  level,  and  intellectual  challenge.  Another  interesting  finding  from 
 their  study  was  that  men  reported  lower  levels  of  satisfaction  in  female-dominated  workplaces 
 whilst this did not affect women. Another study by Haile (2012) found that greater gender diversity 
 lowered satisfaction for women but not for men.  


A key difference between men and women, that must also be mentioned, is that women 
 can give birth to children and run the risk of health issues among other complication. The effect 
 of this can be seen in the findings of an earlier study conducted by Hodson (1989). He finds that 
 women can experience lower levels  of satisfaction once they have  children that are less than 6 
 years old (if they also worked). Despite this they still have higher levels of satisfaction than men 
 which can be linked back to their lower expectations as described by Clark (1997). Hodson (1989) 
 also  provides  2  key  explanations  to  account  for  this;  firstly,  women  could  be  using  different 
 comparison  groups  when  evaluating  their  satisfaction.  Secondly,  men  may  be  more  likely  to 
 express dissatisfaction due to different socialization when growing up.  


Another important, and repeating, piece of information that is also mentioned by Perugini 
and  Vladisavljević  (2019)  is  the  differing  values  among  people.  Women,  due  to  different 
socializations,  social  expectations  and  experienced  gender  inequalities  will  value  job 
characteristics differently to men.   
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 Race and Diversity 


In a study conducted by Hersch and Xiao (2016) the question of whether job satisfaction 
 differs according to race is investigated. They found that compared to white workers, Black women 
 and  Asian  men  and  women  experienced  lower  levels  of  satisfaction.  Unfortunately,  they  were 
 unable  to  distinguish  whether  this  was  due  to  discrimination  or  job  expectations,  nevertheless, 
 diversity in the workplace could be a way of reducing discrimination and meeting expectations.  


In a different study conducted by Campbell (2011) it was found that neither gender, race 
 nor ethnicity are reliable indicators of job satisfaction. He makes a distinction that negative events 
 on the job that come from a result of their race can affect job satisfaction. Another important point 
 is  that  there  are  differing  cultures  and  circumstances  in  different  industries  and  organizations, 
 therefore, each study may have completely different outcomes. In Hesch and Xiao’s (2016) study 
 a group of college graduates in the US were surveyed, in Campbells (2011) study it was managers 
 and supervisors in  the luxury resort industry in  the US.    This  may  explain why there is such  a 
 difference in their findings.  


2.2.2 External Influencing Factors 


In this subsection all the factors that will be investigated in the survey will be listed and 
 their practical application will be explained. There are an endless number of factors that can affect 
 satisfaction but for the purpose of this paper, 10 factors which were present in two or more of the 
 theories will be chosen.  


 The adjustment of these factors by companies can affect motivation and satisfaction and 
therefore  affect  the  profitability  of  the  company and  employee  turnover,  thus  it  is  crucial  for  a 
company to know how to navigate these factors to reach peak efficiency and satisfaction. Table 1 
presents a summary of these factors and the theories that justify their importance.   
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 Table 1. Influencing Factors and their related motivation theories  


Note. Source: authors own research 


Compensation and Pay  


Pay can be derived from four theories; it can be derived from Maslow’s hierarchy in the 
 physical  and  safety  needs,  in  Equity  theory,  as  employees  can  talk  about  and  compare 
 compensation, in Two-Factor theory by falling under hygiene needs and can act as a dissatisfier if 
 not adjusted accordingly, lastly, pay is as a characteristic of Achievement theory as it can be used 
 as a tool for recognition.  


The Harvard Business Review found that performance related pay was the most effective 
 tool to boost satisfaction, trust, and commitment in employees (Ogbonnaya et al., 2017). In Rynes 
 et al. (2004) paper, they further specify that performance related pay is  the most motivating for 
 achievement-oriented employees. It is also worth noting that if in a team, all employees are being 
 paid  the  same  but  give  different  amounts  of  effort,  it  will  be  an  inefficient  motivator.  Another 
 relevant principle mentioned in Rynes paper is that pay will be far more motivating for people in 


Factors 


Maslow’s 
 Hierarchy 


Two-Factor 
 Theory 


Achievement 
 Theory 


Equity Theory  Job- 


Characteristics 
 Theory  


Compensation and Pay   ✓  ✓  ✓  ✓ 


Benefits  ✓  ✓  ✓ 


Job Security  ✓  ✓ 


Work Environment   ✓  ✓ 


Recognition and Feedback  ✓  ✓  ✓  ✓ 


Relationships with 
 Colleagues 


✓  ✓  ✓ 


Training and Development 
 Opportunities 


✓  ✓  ✓  ✓  ✓ 


Degree of Independence 
 (Autonomy) 


✓  ✓  ✓  ✓ 


Level of Responsibility  ✓  ✓  ✓  ✓ 


Contribution to Society/Task 
 Significance 


✓  ✓ 


Diversity 


Company reputation and 
 image 


COVID support  
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 lower  income  levels  than  for  people  that  have  more  options  which  offer  similar  compensation 
 packages.  They  highlight  in  the  paper  that  before  pay  is  administered  one  should  consider 
 situational factors and the individual characteristics of the employee to ensure it incites motivation 
 and satisfaction.   


Benefits   


Benefits  can  be  derived  from  hygiene  factors  in  Two-Factor  theory  and  under  the 
 comparison principle in Equity theory, as employees can compare their benefits and if they do not 
 match, this can lead to feelings of dissatisfaction. If benefits such as life and health insurance are 
 also taken into account, it can be linked to safety and security needs in Maslow’s pyramid.   


Barber et al. (1992) conducted a study to see which benefits employee found to be most 
 important  and  motivating,  those  included:  year-end  bonuses,  dividends,  pensions,  individual 
 annual vacations, national holidays, paid leave  and working disease and damage compensation. 


Least  important  were  barbering/hairdressing  and  laundry  service,  entertainment  equipment  and 
 activities,  foreign  travel  subsidies,  counselling  measures  and  flexible  working  time.  Every 
 employee will have slightly different needs and values therefore, it may be ranked differently from 
 person to person. Barber et al. (1992) also stated that younger employees found benefits programs 
 far more motivating than older employees.  


Job Security  


Job security, as a factor, can be derived from safety needs in Maslow’s hierarchy and can 
 act as a dissatisfier in Two-Factor theory. It is not just the feeling of knowing you will keep your 
 job, but it also embodies emotional security, fairness, predictability, and order (Hosseinzadeh et 
 al., 2013).  Employees that feel more secure in their job report higher feelings of job satisfaction 
 than employees that do not according to a study conducted by Artz and Kaya (2015). However, 
 whether the economy is in a contraction or not can also make a difference to how it is perceived; 


in  a  contraction  the  consequences  are  much  harsher  and  feelings  of  dissatisfaction  increase, 
 especially among less educated employees (Artz & Kaya, 2015).  


Work Environment  
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 Work environment can be derived from safety needs in Maslow’s hierarchy and hygiene 
 factors  in  Two-Factor  theory,  as  bad  working  conditions  lead  to  dissatisfaction.  Proper  and 
 pleasant working conditions can give employees feelings of safety and comfort which both lead to 
 satisfaction.  


The work environment is made up of several elements: good tools and equipment, security 
 guards, parking, good lighting and aesthetics, cleanliness, and access to washrooms. Not only does 
 a  good  working  environment  bring  employees  comfort  and  satisfaction  because  they  reap  the 
 benefits, but it also contributes to feelings of pride, especially among employees that work with 
 clients. Bjerke et al. (2007) confirm that the environment within which one works, can lead to a 
 positive outlook that then translates into better performance and higher motivation, both of which 
 have an influence on satisfaction.  


Recognition and Feedback  


Recognition and feedback should also be mentioned, as it is found in several of the theories: 


love needs in Maslow’s hierarchy, under motivation factors in Two-Factor theory, Achievement 
 needs in Achievement theory, and job feedback in Job Characteristics theory. 


 Dugguh and Dennis (2014) define recognition as the attention that an employee is given 
 for excellent behavior, usually publicly. This can be done through establishing an ‘employee of 
 the month’ program or by sharing a note of praise with the team. Tessema et al. (2013) give an 
 overview of several studies which confirm why it is important to give people recognition at the 
 workplace, it leads to increased productivity, satisfaction, profitability, employee engagement, and 
 it improves communication. They also state that many people gain feelings of self-worth through 
 they  work.  Recognition  also  interlinks  with  esteem  needs  in  Maslow’s  hierarchy  as  it  helps 
 employee acknowledge how their work and behavior makes a different to the organization and its 
 goals (Olurotimi Adebayo Shonubi et al., 2016).   


Feedback, on the other hand, serves a slightly different purpose, and as defined earlier, it 
 is  used  to  provide  employees  with  a  review  of  how  their  performance  has  been  and  its 
 effectiveness. McAfee et al. (1995) conducted a study to measure satisfaction from feedback and 
 clarified that Hackman and Oldham fell short by not categorizing types of feedback unlike Taylor 
 et  al.  (1996)  where  a  division  was  made  between  outcome  feedback  and  process  feedback. 


Outcome feedback is given when a standard is reached whilst process feedback is given to criticize 
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 the work method used. McAfee and his cohorts concluded by their study that outcome feedback 
 alone  does  not  produce  a  statistically  significant  increase  in  satisfaction  but  outcome  feedback 
 along  with  process  feedback  produce  higher  levels  of  satisfaction  which  are  statistically 
 significant.  


Relationships with Colleagues  


The state of a person’s relationships with the people that they work with can be considered 
 a critical factor in satisfaction because these are the people you communicate with almost daily 
 and the people that contribute and shape the workplace culture. We can interpret it to come from 
 Maslow’s theory under love  and esteem  needs, in Equity theory under affiliation  needs and in 
 Two-Factor theory as hygiene factor.  


The relationship that an employee has with their colleagues plays an important role as it 
 can  fulfil  their  need  for  affiliation  and  love.  In  an  article  on  the  National  Business  Research 
 Institute  (NBRI)  website,  it  was  revealed  that  employee  satisfaction  jumps  almost  50%  once  a 
 worker  develops  a  close  relationship  on  the  job  (West,  2017).  NBRI  also  found  that  30%  of 
 workers that had a best friend at work were 56% more engaged, compared to the 8% when they 
 did  not  (West,  2017).  So,  in  essence,  prosocial  involvement  and  behaviour  can  lead  to  a 
 considerably large increase in satisfaction.  


Training and Development Opportunities 


Development opportunities can be derived from all theories; in Maslow’s theory under self-
 actualization needs, under motivation factors in Two-Factor theory, in Equity theory too because 
 differences in accesses to trainings or materials can be a cause for concern in employees. It can 
 also fall under Achievement needs as it can be a way for people to progress and excel at their work. 


Lastly,  depending  on  the  type  of  training  it  can  also  be  categorized  under  Job-Characteristics 
 theory as skill variety is one of the pillars. 


Development  opportunities  and  training  can  be  regarded  as  a  crucial  factor  in  retaining 
employees  and  keeping  them  satisfied.  It  can  take  many  forms  such  as:  coaching,  mentoring, 
individual  development  plans,  cross-training,  stretch  assignments,  job  enlargement  and 
enrichments, job shadowing, job rotations and finally, succession planning (SHRM, 2019).  In a 
study  conducted  by  Schmidt  (2007)  a  significant  relationship  was  found  between  workplace 
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 trainings  and  overall  job  satisfaction,  and  they  also  discovered  that  the  satisfaction  was  even 
 greater  if  the  employees’  preferred  method  of  training  was  adopted.  It  is  important  that  an 
 employee and their manager are aware of their development goals to be able to plan accordingly 
 (Shujaat et al., 2013) and it also allows for higher levels of satisfaction.  


Degree of Independence (Autonomy) 


Autonomy describes the ability to be able to have some say in decision making and control 
 over your schedule and tasks.  It can be found in Achievement theory under Power needs and in 
 Job-Characteristics theory under Task Identity. It can also be a motivating factor in Two-Factor 
 theory and lastly, it can belong under esteem needs in Maslow’s theory.  


A study conducted by Wheatley (2017) supports this claim and provides an insight on how 
 different kinds of autonomy is preferred between men and women. Men value autonomy over job 
 tasks and pace of work whilst  women value control over their schedule, due to  often being  the 
 main caretaker of their children. Work from home is another form of autonomy and has also been 
 shown by Wheatley’s survey to promote employee well-being.  


Level of Responsibility  


Responsibility is being considered because it is the main factor that can be derived from 
 Job-Characteristics theory and is also seen in power needs in Achievement theory. Moreover, it 
 can act as a motivating factor in Two-Factory theory and can be found in esteem needs in Maslow’s 
 pyramid.  


A  lack  of  responsibility  on  the  job  can  cause  employees  to  feel  undervalued  and 
underestimated, which leads to lower satisfaction levels. It also represents a lack of growth when 
an employee is not being given responsibilities in the workplace. Responsibilities can range from 
managing or taking on new tasks and ensuring their completion.  In a study conducted by Apex 
(2018) they found that 94% of their respondents would like to take on bigger projects, be more 
involved and manage larger teams. It should be noted however, that this survey was conducted in 
Japan and sent to healthcare professional so a difference in culture and job in Czech Republic may 
lead to a different outcome. Nevertheless, in  a different study it was discovered though, that in 
Czech  Republic,  managers  scored  higher  in  job  satisfaction  than  employees  that  did  not  have 
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 supervisory power which does suggest that this factor can have influence over ones satisfaction 
 (Franěk & Večeřa, 2008). 


Contribution to Society/Task Significance 


Contribution to society, which can also be described as task significance. It is a one of the 
 five characteristics of Job-Characteristics theory and as mentioned previously, it explains people´s 
 need to have an impact on others which gives their work purpose and meaning. This factor can 
 also be derived from self-actualization needs in Maslow’s hierarchy where a person, once fulfilling 
 all other needs, seeks to gain purpose in their life. In a study conducted by Allan et al. (2018) it 
 was found that task significance and meaningfulness of the work had a significant positive impact 
 on the job performance. Allan and his cohorts further state that when people do work that positively 
 impacts others they perform better because they perceive their tasks as meaningful.  


Contemporary factors 


Nowadays, businesses and work culture have changed, there are other factors in play which 
 were  not  identifiable  in  the  past  when  the  motivation  and  satisfaction  theories  were  published. 


These  factors  that  will  also  be  investigated  are  diversity,  company  reputation  and  image,  and 
 COVID support.  


With the rise of globalization diversity in the workplace has become a topic that is being 
 discussed  more,  at  least  in  the  western  world.  A  paper  published  by  McKinsey  investigated 
 whether there is a relationship between higher ethnic and gender diversity in leadership positions 
 in companies and better financial performance, it was found that there is a statistically significant 
 relationship (Hunt et al., 2015). Companies in the top quartile of racial and ethnic diversity were 
 35% more likely to make more money than the national industry median (Hunt et al., 2015).  


The rise of globalization along with the rise of the internet and social media use has led to 
a market where you cannot be as successful as some competitors if you do not have a branding 
and PR team to control the perception of your company image, brand, and name. The effect of 
reputation  on  satisfaction  is  more  indirect  with  engagement  being  the  main  effect.  In  a  journal 
article  Ilyas  and  his  cohort  write  that  employees  which  can  identify  themselves  with  their 
corporations brand will feel a sense of belonging and pride and will thus be more aligned with the 
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 corporate strategy and method of achieving the corporate goals, they base their idea on the social 
 identity theory (Ilyas et al., 2019).  


Lastly,  COVID  response  will  also  be  covered  as  it  is  something  which  companies  are 
 dealing with, probably for the first time in their history. The way a corporation tries to support an 
 employee  during an unpredictable time such  can greatly impact  how  they  view and trust  them. 


Mental health has also been a big concern, and this will be touched upon in Chapter 2.4. To clarify, 
 COVID support is the way that a company is responding to keep up employee morale and well-
 being.  


2.3 Current Trends in Satisfaction Levels in the Czech Republic 


The  Public  Opinion  Research  Center  has  been  conducting  research  on  employee 
 satisfaction since 2003 and found from a survey of approximately 1000 people in 2020 that the 
 rates of people saying they are mostly satisfied was the highest (47%) since the start of the project 
 and the level of mostly dissatisfied people was at the lowest (26%) (Spurný & AVČR, 2020).  


Figure 4.  


Satisfaction with employment and work 


Note. Source: (Spurný & AVČR, 2020) 
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 When reviewing the world happiness index a rise can also be seen, the Czech Republic was 
 1.47 points above the world average of 5.48 points (Czech Republic Happiness Index, 2021). In 
 2020,  Czech  Republic  ranked  19th  between  Belgium  and  the  US  (Happiness  Index  -  Country 
 Rankings, 2021). The data so far suggests that satisfaction and happiness levels are rising  when 
 we also take into account the data from the opinion research centre, which ran between the 18th to 
 the 29th of July 2020. This may be explained by people having more time to spend with family, 
 due to the work from home order however more research should be conducted to find out the exact 
 reasonings.  


The first lockdowns that occurred in  Czech Republic in response to the pandemic  came 
 into effect in March (General Measures, 2021). Although people were still allowed to go to work 
 many businesses were highly urged to allow work from home.  


Naturally,  the  pandemic  also  has  an  influence  on  wages.  Numbers  from  the  Czech 
 statistical office display strong wage growth over the past 8 years with a dramatic dip in the first 
 quarter of 2020 (CZSO, 2021). Wages have been growing until now by 51% which is higher than 
 that of their neighbours Austria or Germany (Radio Prague International, 2020).  The Ministry of 
 Finance forecast that after a decade of wage growth a decrease in real wages will be seen in 2021 
 and 2022. The number of less qualified and lower paid workers being dismissed is higher and is 
 therefore also slowing down the decline in average age.  The industries that experienced the largest 
 dips were food, hospitality, accommodation and manufacturing (“Real Wages Expected To Fall in 
 2020 and 2021,” 2020).  


2.4 Effects of the COVID-19 Pandemic on Employees and Businesses 


When assessing satisfaction, one must also consider the economic and social state of the 
 world and as mentioned earlier, feeling of security in one’s job change depending on whether the 
 economy in growth or contraction.  


The  COVID-19  pandemic  has  caused  a  drastic  restructuring  in  many  sectors  of  the 
economy and influenced the decision making of both government and companies which inevitably 
has caused drastic changes in the daily lives of people. ManpowerGroup s.r.o. (2020) ran a survey 
in the third quarter of 2020 and found that 57% of Czech companies reduced their business activity, 
10% experienced total shut down, 3% experienced growth, and 35% did not experience any change 
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 in their business activity. The sector that was affected the worst was hotels and restaurants, where 
 92% ran at reduced capacity and over half shut down completely (ManpowerGroup s.r.o., 2020).  


The sector that remained relatively untouched by the pandemic is that of business services. 


With the ability  to  work from  home, employees  can  continue  to  complete their daily  tasks  and 
 complete project; 96% of business centres made the switch to home office immediately after the 
 lockdown regulation and 71% of Czech centres reported an increase of employee performance and 
 motivation  during  that  time.  Additionally,  56%  of  businesses  said  they  identified  new 
 opportunities  arising  from  the  pandemic  (ABSL  &  McKinsey  &  Company,  2020).  ABSL  and 
 McKinsey project that by 2025, business services will be a crucial sector of the Czech economy 
 and will grow from 310 business service centres today, to 500 in less than half a decade.  


Although many business centres decided not to get support from the government during 
 the pandemic (ABSL & McKinsey & Company, 2020), there were some options that would help 
 ease  the  burden  and  uncertainty  caused  in  the  sectors  that  did  experience  trouble.  Support  for 
 employers  included:  compensation  schemes,  training  schemes,  tax  measures  and  support  for 
 parents (KPMG, 2020).  


According to a global study conducted by Lloyd’s Register (2021) employee well-being is 
 declining world-wide, and a large number of employees do not feel comfortable talking about their 
 struggles with mental health - 70% of their participants have reported an increase in work-related 
 stress levels and 48% believe that sharing such information with their employer would impact their 
 career progression. Although the global survey did not include Czech Republic, it is safe to say 
 that this is a global issue and can be applied. People have been reporting higher levels of anxiety 
 and depressions in Czech Republic during lockdown, women more than men (ČTK, 2021). In a 
 small survey conducted on iDNES.cz Czech readers of the newspaper were asked to choose the 
 best  remedies  for  their  pandemic-related  stress;  the  top  remedy  was  contact  with  people 
 (Režňáková, 2021). In the same article it was stated that for seniors, the best remedy for their stress 
 was  work-from-home,  whereas  the  opposite  was  true  for  young  adults,  who  reported  higher 
 feelings of loneliness. 


So, although in the business sector productivity is rising, employees feel less satisfied, and 
their  mental-wellbeing  and  career  progression  is  suffering.  This  does  not  fall  in  line  with  the 
general findings from the Spurny study mentioned earlier, this may be due to the different samples 
used, or due to the general aims of the studies Lloyd’s register and iDNES both were looking to 



(31)25 
 ask people about their stress factors so even if they may feel generally satisfied, these studies may 
 urge them to think more about their difficulties.  



Chapter 3. Research Design 


The aim of the research is to be able to classify which factors are less important and which 
 ones are more important as well as which factors employees are satisfied or and which ones they 
 are dissatisfied with. This will help reach the goal of the thesis, which will be possible after the 
 main research questions are answered, these are:   


1.  Is there a difference in the importance allocated to the factors by employees in MNCs and 
 in DNCs in the Czech Republic?  


2.  Is there a difference in the reported satisfaction by employees in MNCs and in DNCs in 
 the Czech Republic? 


3.1 Research Outline 


To be able to answer the research question a survey encompassing all the internal and external 
 influencing factors was created and aimed to be spread around office employees of MNC´s and 
 DNCs  in  the  Czech  Republic.  First  the  survey  was  and  shared  on  LinkedIn.  Initially  specific 
 companies with over 5000 employees were targeted to keep consistency in the data however, as 
 collection continued it was evident that this method was not efficient; there were a low number of 
 respondents and LinkedIn did not allow more than a certain number invites to be sent. After this 
 friends and family were asked to share the survey and it was open to people from all companies in 
 the Czech Republic. An option was added to allow respondents to add the company for which they 
 work for, so the author was still able to categorize whether the company was an MNC or DNC.  


The data will be presented in the following sections using charts and tables which will highlight 
 the  differences  in  the  responses  given  by  people  in  MNCs  and  DNCs  in  the  Czech  Republic. 


Depending on the outcome of the data either a grid will be created to present factors in a format 
for comparison where factors will be categorized as ‘important and dissatisfied,’ ‘important and 
satisfied,’ ‘unimportant and dissatisfied’ and ‘unimportant and dissatisfied.’ The biggest space for 
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 improvement would be found when a factor is ‘important and dissatisfied.’ If all factors are deemed 
 as  important  and  satisfied  there  will  be  a  ranking  of  the  means  instead  to  see  the  degrees  of 
 satisfaction and importance and how they differ between MNCs and DNCs.   


3.2 Quantitative Research 


To quantify the difference in satisfaction levels a survey was released and targeted towards 
 professionals on LinkedIn, a careers social network site. The survey is devised so that all the main 
 factors derived from the theories will be evaluated based on how satisfied the employees are with 
 them and whether they consider them to be important or not. A 5-point Likert scale will be used 
 to  rank  the  satisfaction  and  importance  levels  of  the  factors  so  that  respondents  can  choose  an 
 option that reflect their feelings.   


Data Collection 


The collection of data was done over a period of three months during the summer of 2021. 


At the time covid restrictions were eased and companies went into a hybrid mode of work with 
 employees working from home and from the office (Tatro, 2020). 80 employees from 12 different 
 DNCs answered the questionnaire and 80 employees from 15 different MNCs.    


A Likert scale was used to rank the satisfaction levels and how important the factors. A 
 middle neutral option was included to see if there are factors where employees are content with 
 but it would show that there is room for improvement. Words were assigned to the numbers as 
 well because a purely numerical 1 to 5 scale may be interpreted differently by different people. 


The numbers will also allow the author to find the measures of central tendency and get a general 
 understanding of the main attitudes.   


Table 2 


Rankings of satisfaction and importance and their numerical values 


1  2  3  4  5 


Importance 
 Scale 


Not important 
 at all 


Not very 
 important  


Moderately 
 important 


Very 
 important 


Extremely 
 important 
 Satisfaction 


Scale 


Very 
 dissatisfied 


Slightly 
 dissatisfied 


Somewhat 
 satisfied 


Very 
 satisfied 


Completely 
 satisfied 


Note. Ranking developed by author but inspired by Analyses and methods for Likert scale data (Aasa, 2016). 
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 Sample Structure 


The survey was answered by 160 respondents after some months of collection. The author 
 managed  to  collect  a  total  of  80  responses  from  domestic  Czech  companies  and  80  from 
 Multinational corporations in the Czech Republic. In the tables below there are different socio-
 demographic breakdowns of the respondents.  


First there is a breakdown of gender, as visible in Table 3, there is almost an even split - 
 53% of the respondents are male and 46% are female. Only 1 person preferred not to answer. Age, 
 as seen in Table 4, was split into four groups to best represent the different working stages that an 
 employee may be in (Dries, 2013). The largest percentage was between 25 and 44 at 58%. The 
 second largest group of respondents fell between the ages of 15 and 24 (29%). The third largest 
 was between 45 and 65 (12%).  


Table 3  


Breakdown of survey respondents by gender 


Note. Sourced from authors own collected data 


Table 4 


Breakdown of survey respondents by age 


Note. Sourced from authors own collected data 


Concerting  the  education,  as  visible  in  Table  5,  the  most  picked  option  was  a  Master’s 
 degree (42%) with an even number in both MNCs and DNCs.The second most picked option was 
 Bachelors degree (34%), with a slightly higher number of DNC employees reaching it (20%) than 
 MNC employees (14%) however, in the third most picked option – high school diploma - more 
 MNC workers had one (13%) comapred to  DNC (6%)  workers.  It  should be aknowledged that 
 many people work alongside their studies and it was not distinguished whether they are part-time 
 or fulltime workers.   


Table 5 


Breakdown of survey respondents by highest education level achieved 
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Note. Sourced from authors own collected data


In  Table  6  there  is  race,  a  large  number  of  respondents  were  White  (81%).  The  second 
 largest group were Asians at 8% with an even split between DNCs and MNCs.  The thirst most 
 respresented group was mixed race at 4%. The least respresented groups were Hispanic (3%) and 
 Black (1%). Only a few people prefered not to answer.  


Table 6 


Breakdown of survey respondents by race 


Note. Sourced from authors own collected data 


3.3 Review of the Results 


Now the results concerning factors will be evaluated individually to see whether there are 
differences between domestic companies and MNCs in the Czech Republic. First, the averages of 
the  factors  will  be  presented,  a  mean  and  the  mode,  so  that  we  have  two  measures  of  central 
tendency. This is because the mean is sensitive to outliers so the mode will also be used so that the 
most popular choice is presented.  However, the mode is not a perfect measure either as there can 
more than one. Due to the inaccuracies that may occur when just using the averages graphs of the 
frequencies of the chosen rankings will be shown, this will also show visually where there may be 
any differences between DNC and MNC attitudes and stop the averages from being misleading.  
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 Pay 


In Table 7 there are the averages of importance and satisfaction in DNCs and MNCs. The 
 mean importance is only slightly higher in the DNC responses however, the satisfaction level is 
 the  same  in  both.  The  mode  also  only  differs  in  satisfaction  where  DNC  employees  chose  the 
 option ‘moderately satisfied’ more often while MNC employees chose ‘very satisfied.’  


Table 7 


Averages of pay importance and pay satisfaction  


DNC  MNC 
 Mean importance  3.88  3.78 
 Mode importance  4  4 
 Mean satisfaction   3.19  3.19 
 Mode satisfaction  3  4 


Note. Sourced from authors own collected data 


In  Figure 5 the side-by-side  comparison  of importance levels  and satisfaction  levels  are 
 shown. It is evident that many people find pay to be a ‘very important’ factor in both groups but 
 the number of DNC employees that picked ‘slightly dissatisfied’ is a little higher than employees 
 from MNCs. Additionally, more MNC workers put that they are ‘moderately satisfied’ and ‘very 
 satisfied’ than DNC employees. Regarding importance both groups had similair attitudes.  


Figure 5 


Importance and satisfaction levels of pay  


  


Note. Sourced from authors own collected data 


Benefits 


In the rating of the benefits factor there were some examples listed to the respondents, those 
were:  insurance,  meals,  vacation.  The  averages  in  Table  9  show  that  DNC  employees  may  be 
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 slightly less satisfied with their benefits, and they may also find benefits to be less of an important 
 factor.   


Table 8 


Averages of benefits importance and satisfaction 


DNC  MNC 
 Mean importance  3.34  3.54 
 Mode importance  3  4 
 Mean satisfaction   3.28  3.62 
 Mode satisfaction  4  4 
 Note. Sourced from authors own collected data 


In  Figure  6,  the  attitudes  seem  similar  regarding  importance,  it  is  mostly  above  a  3, 
 however, the satisfaction graph shows that in total a quarter of DNC employees chose rankings 
 below 3 which explains why the mean is lower. The larger majority from both MNCs and DNCs 
 are satisfied with their benefits.  


Figure 6 


Importance and satisfaction levels of benefits  
   


Note. Sourced from authors own collected data 


Job Security 


The factor of job security had the options ‘very satisfied’ and ‘very important’ chosen the 
 most in both groups. The mean importance is slightly lower in MNCs, and the mean satisfaction 
 is only slightly lower in DNCs. The differences are very small when we see the graph in Figure 7.    


Table 9 


Averages of job security importance and satisfaction.  
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 DNC  MNC 


Mean importance  3.76  3.58 
 Mode importance  4  4 
 Mean satisfaction   3.44  3.51 
 Mode satisfaction   4  4 


Note. Sourced from authors own collected data 


The trend appears to be similar across both groups. This factor is important, and people are 
 mostly satisfied with it. One visible difference though is that there are 15 people in DNCs slightly 
 dissatisfied with their job security and only five in MNCs. This could be due to multiple employees 
 coming from a company in industries that could be struggling due to COVID.  


Figure 7 


Importance and satisfaction levels of job security  


Note. Sourced from authors own collected data 


Work Environment 


Due to covid many companies were urged to allow employees to work from home to help 
 reduce the spread of infection, therefore many people either stayed home completely or adopted 
 a hybrid mode of working where some days were spent in the office and some at home. In Table 
 11 the importance means, and modes are visible.  


The mode from both DNCs and MNCs in importance was high at a 4 but the satisfaction 
 differs slightly, more respondents were satisfied with home office than with work from office. 


MNC employees also have a higher mode in satisfaction of work from office.    


All means are above 3, meaning that employees found it to be mostly important and they 
 were mostly satisfied, however there were some small variations. MNCs have a slightly higher 
 mean in all areas.   


Table 10 
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