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Youth satisfaction with the employment: a survey

Abstract

Socialization is unalienable from the economic growth thus precluding management of the social interactions within economic
activities. The purpose of the research is to find out whether social factors prevail among other factors in contemporary
development of the youth-oriented values to create the basis for effective human capital management. With this regard, a survey
was conducted among 253 employees aged 18-29 at the 54 enterprises of different sectors in Chernivtsi region of Ukraine in
December, 2015 aimed at analysing the ways to satisfy the youth in the employment sphere.

Factors behind de-motivation of young employees were studied: the absence of the economic and social interest in outcomes
due to the inadequate pay rate that lowers the work productivity; unemployment; conflicts; unfavourable working conditions
and professional development; formalism of the negotiation of the collective agreement; poor work relationships that levels the
collective and individual responsibility for collective results.

The most powerful leverages that activate the working behaviour of young people towards productivity growth are: employment
stability; financial rewards; comfortable working environment; favourable working conditions and professional development.
Mistakes as to the motivational stimuli were uncovered: exaggeration of the influence of such factors as discipline control,
professional development on the job activity evaluation and the underestimation of such factors as job stability, pay rate increase.
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MeTpawak O. O.

KaHOmnaaT eKOHOMIYHNX HayK, YepHiBeLbKui HauioHaneHUiA yHiBepcuTeT iMeHi FOpis ®egbkoBnya, HYepHisLi, YkpaiHa
KonociHcbkuii €. 0.

KaHanaaT eKOHOMIYHUX HayK, AOLEHT, YepHiBeLbKni TOProBeslbHO-eKOHOMIYHWI iHCTUTYT

KuniBCbKOro HaLioHaNbHOro TOproBenbHO-eKOHOMIYHOMO YHiBepcuTeTy, YepHiBui, YkpaiHa

KonociHcbka M. 1.

KaHanaaT eKOHOMIYHNX HayK, YepHiBeLbKui HauioHaneHUiA yHiBepcuTeT iMeHi FOpis ®degbkoBnya, HYepHisLi, YkpaiHa

Mapwu M. I

KaHanaaT eKOHOMIYHNX HayK, YepHiBeLbKui HauioHanbHUiA yHiBepcuTeT iMeHi FOpist ®egbkoBnya, HYepHisLi, YkpaiHa
[iarHocTuka piBHSI 3a,0BOJIEHHS! OCHOBHUX NOTPE6 MOJIOAO0ro NOKOJiHHSA Y cchepi 3alHATOCTI Ta NpaueBnalTyBaHHS
AHoTaUiA

Y cTatTi foBeaeHo, Lo NpobemMn eKOHOMIYHOro PO3BUTKY TICHO NMOB’A3aHi 3 Npouecamu couianisadii, LWo HeMUHy4e 3060B’a3ye
ynpaenaTtn 6yab-aKuMiy npoLecamm 3 ornsgy Ha coljanbHe CTaHoBuLLE NtoanHn. BusHaveHo, Lo npu couianisauii EKOHOMIYHOro
PO3BWTKY [Aep>XaBHa MofiTMka Mae peani3oByBaTUCb Y [ABOX B3AEMOMOB’A3aHMX Hanpsmax: edeKTUBHE BUKOPUCTaHHSA
NIOACbKOro Kanitany Ta 3abe3nevYeHHs HaneXHoi SKOCTI XUTTS, 3a MNpiopuTeTHOCTI neploro. [MposefeHe couionorivyHe
OOCNIOKEHHS BUSIBUNO, LLO YMHHMKaMK, SIKi NOCnabntoloThb i PyNHYIOTh MOTMBALL0 4O NpaLi MONogoro NoKofiHHSA, € BifCYTHICTb
€KOHOMIYHOI Ta coujianbHOI 3auikaBneHOCTi MOMIOAI y peaynbratax npaudi, HecTabinNbHICTb 3aNHATOCTI, HECMPUATINBI YMOBM
ans NpodecinHOro po3BUTKY, MOLUMPEHICTL opManiaMy B yKNadaHHi KONEKTUBHMX AOroBOpPiB, TiHBOBI TPYAOBi BiOHOCWMHW.
BusHayeHo, o HanbinbL BNAVBOBMMU 32 PEVTUHIOM BaXKENAMMU, LLO aKTUBI3YIOTb TPYyAOBY NOBEAIHKY MONOAOrO NMOKOSIHHA B
HanpsiMi 3pOCTaHHA NPOJYKTUBHOCTI Npadi, €: 3a6e3neyeHHs TICHOrO 3B’A3Ky onnaTh i pesynbTaTiB npadi; rapaHTii cTabinbHoT
3aNHATOCTI; HAasiBHICTb NpemianbHNX BUNAaT; CNPUSTAMBI MiXKOCOOUCTICHI BiGHOCKHK; YMOBM npadi Ta NpodeCinHOro po3BUTKY.
Knio4oBi cnoBa: NpoayKTVBHICTb NpaLi; MOTUBW TPYAOBOI AisNIbHOCTI; coujiani3auis npadi; JIoACbKWI KaniTan; LiHHICHI OpieHTupK
mMonogi.
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MeTpawak O. A.

KaHanaaT 3KOHOMUYECKMX HayK, YepHOBULIKMIA HaUMOHasbHbIA YHUBEpPCUTET nMeHn FOpna deabkoBbiva, YepHOBUbI, YKpanHa
KonocuHckun E. 1O.

KaHaMaaT 3KOHOMUYECKUX HayK, AOLEHT, YepHOBMLUKMNIA TOProBO-9KOHOMUYECKNI NHCTUTYT

KuneBcKoro HaumoHanbHOro TOProBO-3KOHOMUYECKOro yHUBEpcuTeTa, YepHoBLbl, YKpanHa

KonocuHckas M. U.

KaHanaaT 3KOHOMUYECKMX HayK, YepHOBULIKMIA HaUMOHasbHbIN YHUBEpPCHUTET nMeHn FOpusa deabkoBblva, YepHOBLUbI, YkpanHa
Mapbiy M. T

KaHOnaaT 3KOHOMUYECKUX HayK, YepHOBULKNI HAaLMOHaNbHbI YHUBepcuTeT umeHn Kopusa ®egpkoBbiva, YepHoBLbI, YKpanHa
AvarHocTuka ypoBHS1 yAOBNETBOPEHNS OCHOBHbIX MOTPE6GHOCTEN MOJIOAOIO NOKOJNIEHUS! B chepe 3aHATOCTU

M TPyAOYCTPOMUCTBA

AHHOTauus

B cTaTtbe gokasaHo, 4To Npo6s1eMbl 3BKOHOMUYECKOIrO PpasBUTIS TECHO CBsI3aHbl C MPOLLeCCamMm coLmannaanmm, YTo npeqonpenenseT
HeobXxoQUMOCTb yrnpasneHus MobbiMy NpoLeccaMn C y4eTOM COLManbHOro nonoxxeHus 4venoseka. OnpegeneHo, 4To npwu
coumannsaumm 3KOHOMNYECKOro PasBUTUSA rocyAapCTBEHHAA NONUTMKA O0MKHA Peasin30BbliBaTbCA B ABYX B3aUMOCBSA3aHHbIX
HanpasneHusax: adeKTMBHOE WCMONb30BaHME YENOBEYECKOro Kanutana u obecneveHne Hap/iexallero KadecTtBa >XWU3HM,
npv NpuvoOpUTETHOCTM nepBoro. [lpoBegeHHOE COLMONOrMYecKoe WCCeqoBaHNe MoKasano, 4To dakTopamu, KOTopble
oCnabnsalT 1 paspyLlalT MOTUBAUMIO K TpyAy MOJSIOAOrO MOKONEHUs, SBASIKOTCA: OTCYTCTBME SKOHOMUYECKON U coumanbHOM
3anHTEPECOBaHHOCTM MONOAEXN B peayfbratax Tpyaa, HeCTabubHOCTb 3aHATOCTU, KOH(DIMKTLI HA paboTe, HebnaronpusaTHbIe
ycnoBus Ans npoeccrnoHanbHOro pasBuTis, pacnpocTpaHeHHOCTb hopManm3Ma B 3aKJIKOHEHUN KOMNEKTUBHbLIX JOrOBOPOB,
TeHeBble TPyAoBble OTHOLLEHWSA. OnpeneneHo, 4To Hanbosnee [ENCTBEHHbIMY pblHaramn o6ecneyeHns pocta npon3BOaUTENIbHOCTN
Tpyga MoSioAeXn SBNAOTCA: 06ecnevyeHne TECHOW CBS3M OMnaTtbl U Pe3ynsTaTtoB TPyAa; rapaHTuM CTabunbHOW 3aHATOCTU;
Hann4me NpemMuanbHbIX BbinaTt; 6naronpusaTHbIE MEXX/TMYHOCTHbIE OTHOLLEHUST; YCIOBUS TpyAa U NPOogeCCUOHaIbHOMO pasBuTys.

KntoueBbie cnoBa: npon3BoanTenbHOCTb Tpyaa, MOTUBbI prp,OBOVI AeATeENbHOCTH;

Kanutas; LeHHOCTHbIE OPUEHTUPbI MONTOOEXMN.

1. Introduction

To keep pace in the competition with the rest of the world and
the developed countries in particular, it is necessary to push for
various social and economic means to maintain economic viabi-
lity of the Ukrainian enterprises and institutions. These means
of influence on the human behaviour under deficit of financial
and material resources would help to attain the goals of producti-
vity management and management development. The ongoing
modernization of the economy and the society in Ukraine are
causing both positive and negative effects on the human capital
management. The major issue nowadays is to insure compliance
of the employees’ needs with the needs of enterprises and insti-
tutions to attain long-term effectiveness of the economy.

The attention should be paid to the fact that due to the
transformations old job evaluation approaches are no longer
useful while new motivational values are yet to be accepted
by the employees. The problem of the job evaluation develop-
ment is crucial especially for youth as it is aimed to increase
the prestige of the high productivity jobs, to build the pros-
pects of the professional development and to demonstrate so-
cial responsibility for collective and individual achievements.

2. Brief Literature Review

Theoretical grounds of the business relationship trans-
formation, job stimuli and work values are explored by many
scholars. The important issue is to define the role of social-eco-
nomic factors of the behavioural model of the labour market for
youth under contemporary economic conditions. The economic
socialization makes new demands to people-oriented resource
management with consideration of the human capital.

The study by C. Wiley (1997) revealed that the job-related
factors that motivate employees of USA changed over 40 years
since the author’s first survey and vary significantly across sub-
groups [1]. Rahimic et al. (2012) examined the issue of motiva-
tion from the point of view of managers in Bosnia and Herzego-
vina. As this research showed, well established motivational sys-
tems increase employee loyalty, which, in turn, boost work per-
formance [2]. M. Hitka et al. (2015) reviewed differences in the
level of motivation of the service sector employees in two neigh-
bouring countries in the Central Europe, Slovakia and Austria [3].

H. Zameer et al. (2014) researched monetary and non-
monetary motivations as independent variables. In monetary
independent variable three dimensions are reviewed: salaries
and wages, bonus, and special individual incentives. And non-
monetary motivations are investigated within four dimensions:
working conditions, job status, job security, job enrichment
[4]. R. Q. Danish et al. (2010) looked at the major factors that
motivate employees and the relationship between reward, re-
cognition and motivation within organization [5].

counanmsaums Tpyaa; YenoBeqecKuin

Unfortunately, current economic situation in the country is
defined by the absence of strategic human capital manage-
ment and, as a result, the absence of economic growth. Only
some organizations conduct the employee surveys in Ukraine,
among them recruitment portal Head Hunter International and
Deloitte Company.

Thus, Deloitte’s 2015 Global Human Capital Trends Report
is one of the largest longitudinal studies of talent, leadership,
and HR challenges and readiness around the world. The re-
search involved surveys and interviews with more than 3,300
business and HR leaders from 106 countries. The numbers
of the respondents citing culture and engagement as a «very
important» issue almost doubled comparing to the previous
year, from 26% to 50%. A substantial part of the respondents
in the survey (60%) reported that their organizations have
either a poor program to measure and improve engagement or
no program at all. And only 12% believed their organizations
are excelling in effectively driving the desired culture. Only 7%
rate themselves excellent at measuring, driving, and impro-
ving engagement and retention (Deloitte) [6].

The results of HeadHunter Ukraine survey with 1,175 the
respondents from different parts of Ukraine, conducted in July
2014, were alarming. According to the survey, Ukrainians like
their job but they are t satisfied with their salaries. The interes-
ting fact is that the interest for the career growth prevails over
the earning of money. Such attitude is typical for administrative
professionals in big cities - career is their first priority, leading
over financial success. But the respondents pointed out a lack
of career growth and payment. The uninteresting tasks, lack
of career growth, hard work-time etc. were also mentioned in
the survey. The main reasons of the job dissatisfaction are re-
lated to financial considerations. The most unsatisfied with the
salary were employees in the hotel and restaurant business
(78%), transportation sphere (68%) and agribusiness (67 %).
Medical workers (78%) and bank employees (68%) were most
dissatisfied with lack of career growth. Though, the specialists
in the sphere of production and in transportation sphere also
had concerns about mentioned problem [7-8].

3. Purpose

The purpose of this research is to find out whether social
factors prevail among other factors in contemporary develop-
ment of the youth-oriented values to create the basis for effec-
tive human capital management.

4. Results

To analyse the ways to satisfy the youth in the employ-
ment sphere, survey was conducted with 253 employees aged
18-29 at the 54 enterprises of different sectors in Chernivtsi re-
gion (December, 2015). The distribution of the respondents on
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gender is as follows: 46% are male and 54% are female. When
it comes to educational level, most employees have univer-
sity or other degrees (85%). The questionnaires were based
on the methodology developed by A. L. Zhukov (2009) and
T. V. Shevchenko (2010) [9-10] to study the stimuli of improve-
ment of the work attitude behaviour among young employees.
Only 10.5% of employees considered the present employee
behavioural activation system as an effective one (Figure 1).

Fig. 1: The evaluation of the present employee behavioural
activation system at the enterprises, %
Source: Own work

35.5% of youngsters view employee behavioural acti-
vation system rather effective than ineffective, but 37.4% of
young employees consider otherwise. 16.6% of employees
think that such a system is completely ineffective.

The financial incentives are important for all the respon-
dents. Only 30.9% of employees considered financial penalties
as ineffective and demotivating effect because the young em-
ployees do not understand the way they work. 67.9% of em-
ployees believe that individual financial incentives or penalties
should be applied. We support this approach as we also find
collective responsibility unacceptable as it is reducing appre-
ciation of the individual contribution. 16.9% of youngsters sup-
port the idea that the whole collective should be motivated,
14% support the motivation of experienced workers only, and
1.2% of them support the motivation of new employees.

To define the importance of the financial incentives to in-
crease the work quality, a question about satisfaction with the
current payment rate and a type of reward system was asked.
37% of employees think that their pay rates depend on working
performance and as a result not all the respondents understand
the change in pay rates (Figure 2). The existence of effective fi-
nancial reward system is mentioned by 29.1% of the respon-
dents; the sufficient pay rate - by 18.8%; social benefits - by
6.7% of employees. Financial rewards are of great importance
for 35.2% of the respondents, 57.6% of employees consider
them as good stimuli, and 7.3% - consider them inefficient.

Except for financial rewards, there are non-financial incen-
tives at the enterprises. 26% of the respondents view non-fi-
nancial incentives as important stimuli, 61.2% of employees
consider them as good stimuli, and 12.72% consider them as

Fig. 2: Types of financial reward system overview based
on evaluation of employees aged 18-29, %
Source: Own work

insignificant. Financial rewards are the key motivator in em-
ployee performance though non-financial incentives should
also be taken into consideration.

The survey results showed that 74.6% of employees con-
sider praise and commendation from their immediate ma-
nager, attention from top management as non-financial in-
centives (Figure 3).

61.8% of the respondents view the respect of the co-
workers as the element of job stimuli. Comfortable work en-
vironment is important for 25.5% of employees which under-
lines the importance of improvement of the work environment
at the enterprises. The other two stimuli are mentioned: career
growth (by 53.9% of the respondents) and job approval rate
(38.2% of the respondents).

45.5% of the respondents focus their attention on such
non-financial incentive as professional development. 7.27%
of the respondents point out flexible schedule, for 18.8% of
the employees increase of their personal responsibilities is of
great importance, 6.7% of the employees want to participate
in decision-making process, and 66.1% of the employees ap-
preciate the informal corporate celebrations and gatherings as
non-financial incentive.

The analysis of the internal stimuli for the youngsters
showed that 12.5% of the respondents consider that they ful-
fil their full potential, while 39.5% of the respondents point
out that they do not fulfil their full potential, 32.7% are rather
satisfied with their potential realization, and 15.3% of the em-
ployees confess that they do not fulfil their potential at all. The
rate of the questioned youngsters who do not fulfil their po-
tential or are doing so only partially is high - 48%. Thus, the
main task for the managers and top management is to im-
prove the system of employees’ career development.

18.6% of the employees are rather satisfied with their pay
rate, 44.5% are partly satisfied, and 36.9% are not satisfied
with the pay rate. The payment system is clearly understood
by 49.9% of the respondents, 33.6% of the respondents do
not clearly understand this system, and 16.5% do not under-
stand this system at all. Such results are alarming. 15.4% of
the employees consider that they can work harder, 35.8%
think of the possibility to work harder, 27.7% say it is unlikely
that they would work harder, and 21.1% confess they definite-
ly cannot work harder. So, 51.2% of employees aged 18-29
have potential to increase their work output which is the key
asset to increase the overall productivity. That is why it is cru-
cial to define how to motivate employees to work harder.

The employees of Chernivtsi region state that for them six
main incentives to increase the work productivity are in place:
financial motivation (70.1% of the respondents), employ-
ment stability (52.6% of the respondents), financial rewards
(48.9%), flexible schedule (36.2%), respect of the colleagues
(84.7%), and pay rate growth (33.4%).

Besides the respondents consider the following reasons
of considerable importance: career growth (30.3%), comfor-
table working environment (27.6%), reduction of working time
(17.3%). For 10% of the respondents the reasons to increase
the work productivity are improvement of the employee disci-
pline, maintenance of work equipment, improvement of wor-
king conditions and environment, particular key aspects of
manufacturing development.

The factors that negatively influence work productivity of
the young employees are arranged as follows (Figure 4): lack
of interest from outcomes and results (55.8%), fear to increase
the responsibilities without payment rise (40,6%), hard work
and long hours (24,9%), low pay rate (21,8%), and excessive
working (20%). Such reasons as lack of interest from job (17 %)
and the absence of the prospects for the professional deve-
lopment (13.4%) are also in the focus of investigation.

The availability of the collective agreement is pointed out
only by 15.2% of the employees, its absence is mentioned by
13.9% of the respondents, and 70.9% of the employees are not
aware about the availability of the collective agreement. 23.7%
of the employees consider that labour union can present their
argument for a particular issue (e.g. argues), 43.0% of the em-
ployees consider union’s work as ineffective, and 29.7% of the
respondents do not have the distinct answer. 42.8% are positive
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Fig. 3: Types of non-financial incentives overview based on
evaluation of employees aged 18-29, %
Source: Own work

to receive shadow payments, 39% are against this practice, and
18.2% do not have specific attitude to this issue.

The obtained results coincide with the results based on
surveys in other countries: according to C. Wiley (1997, p. 278)
the respondents are motivated by the following factors: good
wages, full appreciation for work done, job security, promo-
tion and growth within the organization, and interesting work.

H. Zameer et al. (2014, p. 297) suggest that if beverage in-
dustry (Coke, Pepsi, Gorment, etc.) motivates their employees by
using such instruments as job enrichment, job security, reaso-
nable salary, and other additional incentives then the employee’s
performance is growing and industry achieve their goals easily.

R. Q. Danish et al. (2010, p. 164) have shown that incre-
ments in pay, allowances, compensations and fringe benefits
on regular basis, as well as on special occasions, should be
provided to the employees to keep them motivated. And HR
managers should make work contents interesting, so that em-
ployees don’t consider their job boring, meaningless and dull.

And finally, M. Hitka et al. (2015, p. 351) proves that the
base salary is the main component of guaranteed pay, and
fringe benefits are the second component of employee’s
compensation. Increase of motivation can also be achieved
by extended benefits offered to employees. Opportunity for
career and personal growth is another essential motivation
factor for employees.

The comparative analysis of the above-mentioned stu-
dies suggests that despite the economic differences between
countries, the level of employees’ motivation is very similar.
Therefore, their results are equally valuable for the develop-
ment of strategies to increase the job activity of the youngsters
at the enterprises regardless of specific country conditions.
However, the implementation of the actions to increase the job

References

Fig. 4: Factors that negatively influence work productivity of the

young employees aged 18-29, %
Source: Own work

activity should be made very carefully as they touch upon the

pay rate against individual achievements as the mean to eva-

luate the job activity and to differentiate the revenues.

The analysis of the youth-oriented values uncovered some
mistakes as to the motivational stimuli: exaggeration of the
importance of discipline control and professional develop-
ment, and undervalue of importance of job stability, pay rate
increase, and flexible schedule.

5. Conclusions
1. The survey discovered the factors responsible for the decline

of employee’s motivation for job activity: absence of the eco-
nomic and social interest of youngsters in outcomes due to
the inadequate pay rate that lowers the work productivity;
unemployment; work conflicts; unfavourable working condi-
tions and professional development; formalism in negotiation
and implementation of the collective agreement; poor work
relationships that levels collective and individual responsibili-
ty for the outcomes. It is defined that the most significant so-
cial-economic factors that increase the work productivity of
the youngsters are: equal pay for work; employment stability;
financial rewards; comfortable work environment; favourable
working conditions and professional development.

2. The survey of the social-economic factors of the job acti-
vity among the young employees in Ukraine is instrumen-
tal for development of effective measures to increase the
work productivity.

3. The success of reforms in Ukraine is depending on the com-
petitiveness in all areas and sectors and on the social deve-
lopment. The need to reconcile employees’ needs and enter-
prises’ interests to maintain the long-term efficiency is in the
focus of the study. The level of employee’s motivation is very
similar in different countries. It is important that under ongoing
transformations the old value system is no longer viable while
the new value system is not yet accepted by the employees,
especially - young ones. The work productivity increase re-
quires the development of the job evaluation scheme capa-
ble to push young employees to higher work activity, to help
them to accept the importance of the professional develop-
ment and the need for the social responsibility of their work.
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