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Abstract  

The applied forms of motivation within the enterprise can significantly affect the overall 

results of the organization. Often, namely motivated staff is the difference between the good and 

great companies. In our study we evaluated the applied motivators on the examined company, 

based on the evaluation of the workers. Therefore, if a certain motivator is not effectively applied, 

we assume that it is not present within the work place. Secondly, we conducted a correlation 

analysis between the assessment of the motivators used within the company at hand and some 

influences on employees’ behavior – Engagement, Turnover intentions and Psychological tension. 

The study was conducted among 451 workers from the company, which operates in the railway 

industry, within 10 days in June 2020. We concluded, that the most applied forms of motivation in 

the company is with a social direction. We managed to prove a strong relationship between the 

applied forms of motivation with engagement, propensity of staying in the company and 

psychological tension. There were significant interactions between the three outcomes as well.  

Keywords: motivation, types of motivation, workplace motivation, work outcomes  

JEL Codes: М52, M54 

 

Introduction  

The motivation process is aimed namely at humans, within the complexity of their 

behavior, managers must apply such forms of motivation resulting into the highest possible results 

of workers. Moreover, knowing the factors that have a significant impact on the relationships and 

motivation could contribute to the formation of a correct view on the innovation culture in 

organizations (Kyurova & Koyundzhiyska-Davidkova, 2018, p. 130). Human resources are one of 

the main factors for achieving and maintaining a sustainable high level of competitiveness, and 

hence for the prosperity of the enterprise (Dimitrova & Vladov, 2014, p. 23). An experienced 

management body of an enterprise is aware of the fact that the key force in the achievement of the 

goals is formed by the qualities of people and their contribution to the common work (Dimitrova 

& Sotirova, 2020, p. 162). In the current study we choose to ask the workers about the forms 
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applied within their workplace, mostly because they are the object of implication in work 

environment. Therefore, if a worker can evaluate a certain motivator, used in his work, it is logical 

to accept this form of motivation as applied in the workplace. Alternatively, if a person cannot 

sense the presence of a given form of motivation, we can estimate that the motivator is not 

effectively applied, even if it is part of the strategy of motivation of the staff. Hence, the only 

possible approach within the human resource management is the behavioral. Furthermore, as 

explained by Martin (2004) the main argument for a behavioral approach to HRM is as simple as 

it is convincing: it is that human labor cannot be detached from the person who is working (p. 

203). Consequently, managers who are occupied with human resources must know what is 

valuable for the people, hence apply the most favorable forms of motivation, as this will be the 

only way for achieving organizational success.  

The chosen method of assessment of the applied motivators within the workplace, enabled 

us to examine various influences of motivation in work environment. As we will examine further, 

motivation is a very complex phenomenon, part of peoples’ behavior, which has an enormous 

influence on their work. The different forms of motivation can be favorable, or can cause a negative 

effect upon the workers. Our main hypothesis in the study was that the degree in which the different 

motivators are applied can have big influence on the degrees of engagement, turnover intentions 

and psychological stress. Firstly, we will examine some aspects of motivation in the work place. 

Secondly, we will provide examples for various influences of motivation in different aspects of 

work. Lastly, we will examine the results from the conducted study.  

 

Defining motivation 

The wide interest in motivation since the beginning of the 20th century has led to its 

formulation as a separate science. Work place motivation, on the other hand, is a part of the study 

about organizational behavior. Ever since the dawn of the management studies, scholars and 

practitioners have understood that understanding what drives people into a certain behavior is 

crucial for the company. Firstly, Taylor (1911) described the tendency of the average worker to 

work at a slow pace. Only after the realization of a possible good deal for the worker will he be 

driven to work better and faster (p. 17). Hence, at the beginning of the formulation of the views 

about motivation in work, practitioners and many scholars acknowledged the material stimulation 

as the only possible motivator in the workplace. Later researches understood better the work 

behavior and concluded that material stimulation is not the only possible influencer on motivation. 

Ever since the studies in the city of Hotorn, scholars have understood that people work better not 

only because they expect to acquire more material benefits from their work. Consequently, 

scholars came to the formulation of various kinds of motivational theories, based on numerous 

empirical studies within workplace, social and school environment.  

Motivation can be defined as the process that determines how energy is used to satisfy 

needs. It is the basis of employee's behavior and performance. (Filipova, 2016, p. 80). Furthermore, 

workplace motivation is the main resource of directing the behavior of workers, identification with 

organizational goals, engaging with the companies’ success and many more.  Motivation is a 

resource-allocation process where time and energy are allocated to an array of tasks (Latham & 

Pinder, 2005, p. 502). Hence, motivation is the directed behavior to acquiring benefits, which have 

to satisfy needs. Of course, motivation is not only the process of directing behavior to need 

satisfaction. The basis for the motives of employee's behavior is the need for both psychological 

and physiological sense of lack of something in the individual. (Filipova, 2015, p. 73) 

Alternatively, Herzberg (1968) found material stimulation only as the source of the lack of 



 

40 
 

satisfaction, which he described differently from satisfaction in the work place (p. 56-58). 

Therefore, material stimulation cannot be the only present motivator in the workplace. Maslow 

(1954), defined material resources mainly as the cause for fulfilment of the lower level needs, 

mostly in the physiological level (p. 77-97). Oldham and Hackman (1981) described the 

motivational process, mostly within the characteristics of the job. They described five 

characteristics, which can have great influence on motivation to work and none of them is linked 

to material stimulation (pp. 71-72). At the same time, Yaneva (2006) considers motivation from 

an economic point of view, as an activity that includes the development, implementation, control, 

review and adjustment of models, methods and tools that stimulate efficiency, creativity and even 

innovation in the employee's work to achieve the company’s goals (p. 57). Consequently, we can 

define motivation as the process of goal directed behavior, influenced by various kinds of aspects 

within the environment. The direction, intensity and persistency are not only the cause of the 

expectations for higher levels of material stimulation. This process is with great complexity and 

can be determined by many different kinds of influences. 

 Alternatively Dimitrova and Sotirova (2020) define motivation as process of taking a 

voluntary decision to undertake a particular purposeful action or inaction under given 

circumstances. It is of a subjective nature, runs within an individual’s mind, and is reduced to the 

personal appraisal of all the impacts on him/her, of the signals sent by the economic, organizational 

and social environment of the enterprise (p. 168). Therefore, the authors define the motivation as 

a subjective process of allocation of psychological resources with the main goal for gaining the 

valued aspects from the workplace, acknowledging the environmental and social influences. 

Some scholars define motivation as a set of ever actualizing needs, which can hardly be 

fulfilled. Maslow (1954), describes 5 – psychological, safety, social, respect and self-actualization 

(p. 77-97). On the other hand, based on his work, Alderfer (1969) proposes only three – existence, 

relentlessness, and growth (p. 144). Hogan and Waremfeltz (2003), described – biological, needs 

for acceptance and approval, status, power and control over resources, predictability and order (p. 

77). From another perspective, Herzberg (1968) describe two kinds of factors, which in his theory 

represent namely the needs of workers. These authors represent the so called “Need theories” of 

motivation, which we described as a continuum of ever actualizing necessity for something. 

Despite the undisputed value of these views, some authors view motivation in a fundamentally 

different perspective.  

The researchers, occupied with “Process” theories of motivation, describe the wholly 

process of directed behavior as the interaction of the individual with the environment. In this line 

of thinking, the work of Vroom (1995) and later of Lawler and Porter (1967) is an excellent 

example. They state that motivation is not only a process of fulfilling needs, but also the hope of 

acquiring the certain gain, in other words, the expectancy of success in a given task (p.23). Another 

example is equity theory formulated of Adams (1965), he states that all individuals tend to reach 

for equity in their jobs, he formulates this in a simple equation where inputs of the persons, has to 

equal their outcomes (p. 280). Another process theory of motivation lays in the work of Locke and 

Latham (2002) who state that the human is based on the goal setting. The properties of the theory 

are: specificity and difficulty level; goal effects at the individual, group and organization; the 

proper use of learning versus performance goals; mediators of goal effects; the role of goals as 

mediators of other incentives; and the effect of goal source (p. 714). Therefore, goal-setting theory 

does not view human motivation as the ever actualizing of the needs, but as a process of chasing 

the goal. This process is highly complex and can greatly influence the motivation of the employees. 

The authors acknowledge the great influence of the fact if the goals are imposed or are coming 
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within the self-interest and self-efficacy of the person. Hence, imposed goals are not as motivating 

as the ones coming within the persons’ self. Some authors describe the great influence of the job 

characteristics on the whole process of motivating of the staff. The most popular job characteristics 

model is the one compiled by Oldham and Hackman (1981), they describe the influence of - skill 

variety; task identity; task significance; autonomy; feedback (p. 71-72). Again, the focus is not 

within the necessities, but more upon the job itself. It is normal and logical for the job to have great 

influence on the motivation; some characteristics are favorable for some, but unfavorable for 

others.  

Consequently, the process of motivation can be of high complexity, when applied in the 

work place. Indisputably, people need numerous resources in order to maintain their homeostasis 

and psychological wellbeing. Of course, motivation cannot be effective and favorable for both the 

individual and organization, only by applying material stimulation aimed at the fulfilment of 

different needs. As we understood from the above stated views on motivation, it can be highly 

influenced by the interaction of the individual with the environment. Many scholars gave 

empirically tested suggestions about the high meaning of this interaction, when it comes to 

motivating the staff. Hence, motivation should be accepted as a process with high complexity, 

which is both influenced by the needs of the employees, but also by their interaction with the 

environment in the work place.  

 

Influence of motivation on work outcomes 

Motivation could be influenced by numerous aspects originating from the interaction 

between the human and the environment. Examples for such influences are – personality traits 

(Bipp, 2010, p. 29); autonomy support (Gillet, Fouquereau, Vallerand, Abraham, & Colombat, 

2017, p. 1167); leadership (Keating, Harper & Glew, 2013, p. 34-35); leadership empowerment 

(Zhang & Barton, 2010, p. 17); age and lifespan (Kanfer & Ackerman, 2004, p. 455-56), social 

interaction and cultural dependencies (Wood & Bandura, 1989, p. 378-380), (Bandura, 2002, p. 

280-282), (Roe, Zinovieva, Dienes, Horn, 2000, p. 675-677). And as we examined the different 

motivation theories, motivation can be influenced by the job characteristics, goal setting, equity, 

need satisfaction and many more. Furthermore, Yaneva (2021) states that it is essential for the 

strengthening of the corporate culture and the creation of an overall positive image of the 

organization (p. 107).  As we have mentioned, motivation is one of the most complex processes 

within the human psychology, which has a great significance within human resource management. 

In turn, motivation can influence many of the outcomes in an organization. In the current 

paragraph, we namely aim on examining such influences within the work environment. Moreover, 

socially based influences can be observed in the motional process of brand choice. Kliestikova, 

Durana & Kovacova (2019) rated “modernity” of the product brand as the most influential factor 

when choosing a product. In addition, Valaskova, Kramarova & Bartosova (2015) stated, that 

every change of the social or economic situation can change the way the consumer purchases, but 

especially what do they buy and why (p.180). Hence, the wholly process of motivation can be 

applied within the product realization, not only within the product creation. 

In line with our research, Schaufeli, Bakker and Van Rhenen, (2009) found a significant 

dependents of job demands and job resources and burnout, seek absenteeism and engagement. The 

authors empirically proved that increase in job demands without a corresponded increase in 

resources could increase absenteeism and burnout possibilities, controversially to decrease 

engagement with work task significantly (p. 907). Therefore, motivational aspects can have a 

significant influence on various work outcomes. As quoted by Olafsen, Niemiec, Deci, Halvari, 
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Nilsen, & Williams (2021) the cost of sickness absenteeism in business is between $1.41 and $1.64 

billion per year in Norway and $43.70 billion per year in the United States (p. 1). Therefore, if 

people feel bad in their workplace, they tend to search for a way to escape the unfavorable 

environment, which often comes from sick absenteeism or even turnover intentions. Another 

possibility is the actual physical influence of the psychological stress and frustration on the 

workers. Consequently, the applied motivational forms can influence greatly the company 

outcomes, mostly with its interaction with workers. In addition, as we understood, this can cost a 

lot for the companies in financial aspect. Angelova (2019, p. 150) views the feelings of employees’ 

satisfaction, value and security as the strongest motives for them to continue working for the 

company. Organizations must focus on such an internal working environment that stimulates these 

particular emotions in their employees to limit the staff turnover rate and to enhance the quality of 

the offered products and services. Hence, managers must acknowledge the emotional state of the 

employees, when they apply the motivational schemes in practice. In turn, this could lead to higher 

levels of absenteeism, turnover intentions and many other negative outcomes for the organization. 

Oldham and Fried (2016) report studies examining relations between the motivational 

characteristics of employees’ jobs and their creativity. In general, the reported results show that 

individuals exhibit high creativity when they work on jobs that include high levels of 

characteristics such as autonomy skill variety and job based feedback (p. 25). Consequently, in the 

definition of the job characteristics model, motivation can affect certain work outcomes in a 

significant way. Moreover, the authors report studies which conclude the significant correlation of 

job characteristics, which in fact represent the motivation of workers, and collective behavior at 

work, overall health and wellbeing etc. (Oldham & Fried, 2016, p. 25-26). Hence, a job designed 

with its influence on motivation can have an enormous effect on several job outcomes. Although 

our study is not in line with the research reported by Oldham and Fried, we examined motivational 

aspects as an influencer on work outcomes. Alternatively, other authors state that it is essential to 

keep in mind that the creativity is a prerequisite for stimulating innovative behavior (Kyurova, 

2020, p. 363). From another perspective, creativity can be influenced by various aspects of 

management of human resources, but mostly by the applied motivation.  

In addition, some scholars state that external forms of motivating employees have different 

influence on work outcomes rather than the intrinsic work motivation. For instance, Kuvaas, Buch, 

Weibel, Dysvik and Nerstad (2017) proved a significant difference of several work outcomes in 

the application of intrinsic and extrinsic motivational forms. By conducting three studies, the 

authors empirically proved the positive association of intrinsic motivation and several positive 

outcomes, such as – work performance and affective commitment, and a negative association with 

negative outcomes, such as – continuance commitment, turnover intention, burnout and work-

family conflict. By contrast, extrinsic motivation was negatively related or unrelated to positive 

outcomes and was consistently positively associated with negative outcomes. (p. 251). Hence, not 

only motivation in general has a serious influence on work related outcomes, but the core 

differentiation in motivation influences work outcomes in a significant way. Such possible 

influence on performance and other work-related outcomes can be found from the development of 

Self-determination theory of human motivation.  

As we mentioned above, personality traits can significantly influence the motivation of the 

individual. Hence, it is logical to think that different levels of certain traits of personality can 

influence work-related outcomes, mostly in an indirect path within its influence on human 

motivation. For example, Gellatly (1996) proved a significant influence of conscientiousness (one 

of the personality traits) and several outcomes in work, such as – performance, goal setting, 
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achievement, endurance, aim for order etc. (p. 479). Therefore, we can expect also an indirect 

influence on work-related outcomes, within the factors, influencing motivation. This describes the 

whole process of motivating and managing the behavior of workers as even more complex. We 

can trace such indirect influence from every possible factor, as previously examined. Another 

interesting study suggested that the persons’ emotional state can significantly influence the 

spontaneity in work, which in turn can significantly influence work-related outcomes (George &  

Brief, 1992, p. 324). Although, emotional state is not directly described as a motivational state, the 

two variables are highly depended on each other. Consequently, the emotions of workers can affect 

in a significant way also factors, which influence work outcomes. Hence, we can conclude that 

emotions can affect work-related outcomes also through the channels of influence of the factors, 

which are directly linked to the outcomes themselves.  

Feedback can significantly affect workers’ motivation. Belschak and Den Hartog (2009) 

found out that positive feedback, given publicly or privately, positively influences the emotional 

state of the individuals. Respectively, once the feedback is negative, the effects are negative and 

stronger if the feedback is given publicly (p. 286). Consequently, we can expect the feedback to 

affect work outcomes, mostly through the channels of influencing motivation. Kuvaas (2006) 

described an indirect link between performance appraisal satisfaction and some work outcomes 

like work performance, affective commitment and turnover intentions. Although, the author 

proved a significant relationship of the feedback only when there is a presence of intrinsic 

motivation, we can accept his results as proving a relationship of feedback on outcomes, 

consequently of motivation on work outcomes (p. 513-514). Dimitrova (2021) argues, that 

positions with higher quality which provide feedback, opportunities for self-control and learning 

are a good opportunity to strengthen the internal motivation of employees (p. 159). Dimitrova, 

well emphasize the influences, examined above. Commonly job characteristics with the proper 

and well deserved feedback can greatly influence the intrinsic motivation of the workers. Hence, 

this interaction can play a vital role in work outcomes. 

 Motivation is a very complex process operating within humans’ psychology. As we 

examined in the above section, it can greatly influence work outcomes. Therefore, the price for 

unfavorable motivation in the work place can be very high. As we examined, bad motivational 

dispositions can lead to many negative outcomes at work like sick absenteeism, low engagement, 

low task commitment and many more. Every single outcome can be the reason for enormous losses 

in the organization from various kinds of industries. Hence, motivating the employees can be 

described as one of the most important aspects of human resource management. Unfortunately, 

many practitioners do not understand this postulate. For many years work motivation has been 

applied mostly with material stimuli, which can cause dependence, low satisfaction, low creativity 

and many more negative outcomes. Some authors go even further and state that material 

stimulation can demine human motivation in a significant way (Deci & Rayan, 2000, p. 234). 

Therefore, the use only of material stimuli could lead to a negative influence on outcomes in work.  

 

Methodology  

The research was conducted within 10 days in June 2020. We examined workers in a 

railway company located in Bulgaria. For the purposes of the study we formulated a survey, which 

was spread electronically using an internet platform for gathering the results. After sending the 

survey, in total (n=448) respondents sent us back the survey filled. The number of respondents 

was enough in order to make conclusions on the examined variables.  
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In order to examine the workplace motivators, we gathered 38 examples from different 

theoretical authors and practice examples. The motivators were formulated into corresponding 

questions, using a 5-point Likert scale in order to examine the strength for each motivator, 

subjectively for each respondent. Then we divided the motivators into 6 modules as follows: 1. 

Work Environment (WE); 2. Remuneration (R); 3. Safety (S); 4. Personal development (PD); 

5. Affiliation and social aspects (ASP); 6. Respect and self-respect. Interest and challenge, 

autonomy and leadership (RS; IC; AL).  

The first module had the goal to describe motivators linked with the environment to work, 

such as good working time, confirmable workplace, interior, ergonomics etc. The second module 

was linked to every material compensation, which people can gain in their workplace. The third 

module had the goal to describe aspects of motivation, linked to the safety at work and safety, 

which work provides in the life of individuals. The fourth module was designed to describe the 

necessity for people to improve and develop themselves. This module described the higher set of 

needs and intrinsic motivation to work. Affiliation and social aspects described the necessity of 

human contact in work. The last module was the most complex one. Our main goal was to describe 

intrinsic motivation and higher level needs. Therefore, the higher the personal attestation of the 

module, the higher the application of the motivators within it. For the attestation of modules, we 

calculated the mean of the rating for each motivator and for each respondent. We divided the group 

of respondents for attestation of the applied motivators in work respectively on the sign of the 

examined outcome variables. Therefore, we examined the applied motivators in the perspective of 

workers and the influence on the outcomes examined. 

We suggested that with the increase of the application of the modules, there will be 

significant increase in engagement and propensity for staying in the current company. In contrast, 

a highly negative dependency between the application of the modules and the psychological 

tension at work. Despite the evaluation of the applied forms of motivation and its influence on 

work outcomes, we were able to evaluate also the interaction between the examined work 

outcomes. Consequently, we formulate the following hypotheses:  

 

Hypothesis 1: There will be a significant positive relationship with the degree of 

application of the examined motivators and the engagement in work.  

Hypothesis 2: There will be a significant positive relationship with the degree of 

application of the examined motivators and the propensity of staying in the company. 

Hypothesis 3: There will be a significant negative relationship with the degree of 

application of the examined motivators and the degree of psychological tension at work.  

Hypothesis 4: Psychological tension will be negatively correlated with work engagement 

and propensity of staying in the company.  

Hypothesis 5: There will be a positive relationship with work engagement and the 

propensity of staying in the company.  

 

In the section below, we will examine and discuss the results, which we gathered from our 

respondents. In the later part of the following section, we will evaluate our Hypotheses and 

respectively reject or accept them.  

 

Results and discussion 

Our group respondents are occupied in a railway company and are with the following 

demographics. Man and women are relatively equally divided – Women 52.5% and Men 47.5%. 
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In the current group the largest part are above 45 years old (53%), followed by the group between 

36 and 45 years (32.2%), the younger respondents are the smallest part with 13.2% between 26 

and 35 years, and only 1.6% between 18 and 25 years. The largest part of the respondents is with 

Master Degree (83%), followed by Bachelor (11.4%), again a relatively small group is with lower 

than high school and higher than Masters. Hence, the group in our study is composed mostly from 

middle-aged men and women with high education 

Firstly, we will examine the overall attestation of the different modules in the examined 

company as a whole. As we mentioned, we assessed the mean values of workers’ evaluation of the 

applied motivators in their work. Hence, we show the results in Table 1.  

 
Table no. 1 – Most used motivators overall                

WE R S PD ASP RS; IC; AL 

3,251 2,719 3,206 3,091 3,638 3,296 

Source: Own research 

As we can see in the table, the most applied forms of motivation are the ones linked with 

the social aspects in work. The least applied are remuneration and linked to material stimulation. 

The form of organization in the company could cause the low application of remuneration. We 

examined a government-owned Railway Company. Hence, the salaries of workers along with the 

material and financial bonuses are firmly and strongly regulated by the government. Consequently, 

the possibilities of material stimulations are limited. Another module, which is not so well applied 

in the examined company, is the personal development module. Therefore, we can state that the 

company does not implement enough strategies to improve the workers’ abilities.  

Next we will examine the influence of the applied forms of motivation on the engagement 

of the workers in the examined company. We represent the results in Table 2, as follows:  

 
Table no. 2– Application of the modules and its influence on engagement                                       

Reported 

engagement 
WE R S PD ASP RS; IC; AL 

Definite no  
2,587 1,714 2,363 2,229 2,829 2,442 

Little engaged 
2,500 1,807 2,463 2,096 3,163 2,244 

Partly engaged  
3,051 2,482 2,987 2,672 3,459 2,958 

Senior 

management 
3,378 2,831 3,310 3,193 3,716 3,397 

Much engaged 
3,240 2,903 3,322 3,475 3,718 3,652 

Correlation 
0,88* 0,96** 0,96* 0,95* 0,96** 0,94* 

Source: Own research  

Notes: *p<0.05; **p<0.01 

The results shown in Table 2 proves a significant influence within the application of every 

module and the levels of engagement in work. We can witness a very high correlation in the 

remuneration, safety and affiliation and social aspect modules. This tendency can be traced within 

the application of the modules describing the inner motivation and higher level needs of the 

workers and personal development. Hence, we can conclude that with the greater application of 
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the motivators, which we examined, the work engagement will raise. We tested the significands 

levels using a regression analysis. This helped us prove the dependencies described above. The 

levels of significands are directly marked in the table above. 

The second variable which we will examine is turnover intentions. We evaluated this by 

asking the respondents if they would stay in the organization in the next 5 years, if it they could 

choose. Therefore, we evaluated the turnover intentions of workers, based on their propensity of 

staying in the company. The results for this variable we represent in Table 3, as follows:  

 
Table no. 3– Application of the modules and its influence on propensity of staying in the company                                       

Reported 

propensity for 

staying in the 

company 

WE R S PD ASP RS; IC; AL 

Definite no / No 
2,509 1,781 2,441 2,144 2,673 2,362 

Maybe  
2,748 2,325 2,825 2,676 3,265 2,905 

Yes   
3,521 2,956 3,395 3,344 3,867 3,540 

Definite yes  
3,673 3,138 3,622 3,520 4,036 3,684 

Correlation 
0,96* 0,98* 0,99* 0,98* 0,98* 0,97* 

Source: Own research 

Notes: *p<0.05; **p<0.01                                            

We could not gather enough representatives from the 2 groups with answers “No” and 

“Definite no”, therefore we united them into one group. As we can see in the table, the tendency 

again is strongly dependent and positive. Hence, as the application of the modules raises, the 

propensity of staying in the company raise as well. The correlation coefficients are close to one 

for every module, consequently the link between the applying of the modules and the propensity 

of staying in the company is very strong and positive. Again we test the significands leves using a 

regressional analysis. Hence, we can accept the module as a statistically significants. 

The last variable, which we examine, is the psychological tension at work. For the evaluation 

of the psychological tension, we asked the respondents if they feel such in their work place. We 

provide the results in Table 4, as follows bellow.   

We can observe a highly negative dependency of the used motivators and the degree of 

psychological tension at work. All of the correlation coefficients are close to one and with a 

negative value. Hence, the relationship between the two variables is strongly negative. 

Consequently, with the increase of application of the various kinds of motivators, the 

psychological tension at work diminishes. 

We can observe a highly negative dependency of the used motivators and the degree of 

psychological tension at work. All of the correlation coefficients are close to one and with a 

negative value. Hence, the relationship between the two variables is strongly negative. 

Consequently, with the increase of application of the various kinds of motivators, the 

psychological tension at work diminishes. We show the significand in the table as well. As we can 

see the levels of significands are very high in some cases the p-value is well under the suggested 

0.05. Hence, we can state, that the interaction between the applied forms of motivation and 

psychological tension is statistically significant.  
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Table no. 4– Application of the modules and its influence on psychological tension at work                                 

Reported 

propensity for 

staying in the 

company 

WE R S PD ASP RS; IC; AL 

Definite no  
4,022 3,565 3,961 3,653 4,313 4,058 

No 
3,593 3,048 3,590 3,337 3,969 3,616 

Maybe  
3,283 2,723 3,145 2,984 3,615 3,221 

Yes   
2,866 2,305 2,852 2,887 3,313 2,978 

Definite yes  
2,608 2,232 2,642 2,843 3,086 2,897 

Correlation 
-0,997** -0,977* -0,991** -0,946* -0,997** -0,970* 

Source: Own research 

Notes: *p<0.05; **p<0.01   

                                

From the provided results in Tables 2- 4, we can fully confirm and accept our Hypothesis 1-

3. We proved the hypothesized positive relationship between the degree of the applying of the 

motivators and work engagement and propensity of staying in the company. In Table 4, we proved 

the highly negative relationship with the degree of applied motivators in work and the 

psychological tension workers feel when they carry out their work. 

For testing Hypothesis 4 and 5, we carried out a correlation analysis between the examined 

work outcomes. The results of the analysis proved a significant negative relationship between 

psychological tension and propensity of staying in the current company (-0.31), with very high 

significands level (P<0.00001). We could not find any strong significant relationship between the 

psychological tension and work engagement, although the significands was high (P<0.00001), the 

overall correlation was low (0.02). Therefore, we can only partly confirm Hypothesis 4. 

Furthermore, we managed to prove the positive relationship between work engagement and 

propensity of staying in the current company (.29) with significands (P<0.05). Hence we can 

confirm our last Hypothesis.  

 

Conclusion 

Application of certain forms of motivation can be the cause for numerous negative influences 

in work outcomes, which can provide enormous economic losses for the companies. The current 

paper aimed at providing an empirical proof for the importance of applied motivators in the work 

place. We tried to give examples from other authors examining namely the influence of motivation 

on work outcomes, and concluded that the two variables are highly dependent on one another. 

Hence, in line with our research, we examined numerous empirical studies in order to build on 

past research work. We will divide our concluding remarks in order to provide more clarity for the 

reader.  

Firstly, the most applied motivator within the government-owned Bulgarian railway 

company is the affiliation and social aspect module. Respectively, the least applied is the 

remuneration module.  
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Secondly, we proved the highly positive relationship between the various kinds of used 

motivational modules in the workplace and work engagement. 

Thirdly, we proved the highly positive relationship between the propensity of staying in the 

current company and the application of the modules in the workplace. 

Fourthly, we proved a highly negative relationship between psychological tension and the 

various kinds of applied motivational modules in the work place.  

Fifthly, we proved the negative relationship between psychological tension and propensity 

of staying in the company. Furthermore, we could not prove a significant relationship between 

psychological tension and work engagement.  

Lastly, we proved a positive relationship between work engagement and the propensity of 

staying in the current company.  

Consequently, we can conclude that there is a significant dependency between the forms of 

motivation, applied in work and the outcomes for workers.  

We can recommend for future research examining more work-related outcomes and 

examining different kinds of organizations, not only government-owned, which we can describe 

as the main limitation in the current research.  
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