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Abstract: The current study is a part of a larger empirical research project aiming to examine
the interaction between human motivation and work outcomes. Based on our work on human
motivation, we acquired data on the interaction between certain work outcomes, namely:
propensity for staying at one’s current company; psychological tension; pride in working for
one’s company; work engagement; work satisfaction; work initiative. The research was
conducted in the form of a survey between April 2020 and June 2020. The group of respondents
represents workers from various sectors of Bulgarian economy (n=145) and employees of a
government-owned railway company (n=451), totaling five hundred and ninety-six
participants. The main aim of the survey was to establish the interdependency and interaction
between work motivation and outcomes in the workplace. The results examined in the study
provide a proof of a strong relationship between psychological tension and three of the
examined outcomes. A relationship was found between propensity for staying at one’s current
company and pride one takes in working there, work satisfaction, work engagement; work
initiative, and psychological tension. Furthermore, we managed to prove a significant link
between company pride and satisfaction from work; initiative; propensity for staying at one’s
company. In addition, proof was established of the interaction between engagement and
satisfaction, company pride, propensity for staying at one’s company, work initiative. A strong
relationship was therefore proven between the examined work outcomes for the selected group
of respondents. We estimated the statistical significance of our model as well as the correlation
between the variables. Consequently, the paper forms a contribution to the science of human
resource management.

Keywords: work outcomes; work conditions; work motivation
JEL Classification: M12; M52; M54

1. Introduction

Work-related outcomes are indisputably the most important aspect of working life.
Therefore, every possible interaction and influence upon them matters. In this section, we will
examine the views of several authors related to work outcomes. Firstly, we will underline the
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possible influences of other work aspects on potential work outcomes. Various aspects from
the environment, such as one’s psychological state, emotional traits, motivational dispositions,
leadership, etc., could influence work outcomes. We will try to examine these influences to
bring more clarity to the topic and to underline the importance of our research.

Feedback can have a strong impact on work outcomes, mostly through interaction of a
worker with their environment. Alternatively, as concluded by Belschak and Hartog (2009),
positive or negative feedback can greatly influence the emotional state of workers, resulting in
a corresponding influence on performance, engagement, turn over intentions, and identification
with the organization. Furthermore, Locke and Latham (2005) defined feedback alongside with
interesting and intriguing tasks, and self-regulation as the basis of their goal setting theory.
Hence, feedback can be seen as one of the most important job characteristics (Oldham and
Hackman, 1981; Gillet et al., 2017). Therefore, this aspect of work has a significant impact on
work outcomes, mostly through its influence on work motivation. Furthermore, we will
examine some examples of influence of workplace motivation on the eventual outcomes.
Although the current paper does not focus primarily on motivation, the two variables (work
outcomes and motivation) are highly dependent upon one another. Hence, we must examine the
theories of motivation, which will contribute to validity of our research.

Motivation is a complex aspect of the human psychology and has a great influence on an
individual’s behavior. It can be defined as a resource-allocation process where time and energy
are allocated to an array of tasks (Latham and Pinder, 2005). Therefore, motivation is the
process of the directing the behavior of individuals in a given direction, with a certain
persistency and energy of execution. Some scholars define motivation as a set of ever-
actualizing needs, which can be hardly fulfilled to their maximum. Such examples are the work
of Maslow (1954), who defined five groups of needs—psychological needs, safety needs, love
and belonging needs, esteem needs, and self-actualization needs. He formulated their hierarchy
in his famous pyramid and the main prerequisite for moving higher up the pyramid of basic
human needs is subjectively sufficient fulfilment of the needs on its preceding lower levels.
This was defined as the satisfaction-progression process. There are many more postulates
formulated by Maslow, which made his theory one of the most popular in work motivation, but
we will not further examine it. Another theory with a significant influence on work motivation
research is that of Alderfer. Building on the work of Maslow, he aimed to contribute to the
latter’s theory and to formulate a more concrete and practically applicable theory of human
motivation. Alderfer (1969) defined three groups of needs—existence, relatedness and growth.
His most important contribution was the formulation of the frustration-regression principle,
which can be explained as the tendency of people to prioritize their more concrete needs at the
expense of the less concrete ones. Alderfer proposed a process wherein people can revert to a
certain level of needs if these are perceived as more concrete at the moment. Other examples
of formulation of needs as a part of human motivation include the works of Hogan and
Waremfelts (2003) who described biological needs, needs for acceptance and approval, status,
power and control over resources, predictability, and order. These authors therefore view
individuals as creatures in state of permanent need which can be hardly ever satisfied fully.
Among other authors with significant contributions to theories of need are Herzberg and
MacClelland. Herzberg (1968) acknowledged two factors influencing human motivation:
motivators and hygiene factors, whereas the latter contribute only in the sense of inspiring
dissatisfaction with work due to their absence. The only true motivational influence on people
was then seen as coming from the motivators. From another perspective, MacCleland (1986)
acknowledged the urge for achievement as the most important aspect of the process of human
motivation.
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Although the theories mentioned above are very important for human resource management,
they cannot be fully accepted in a practical environment. As we stated above, motivation is a
very complexed process, which can be influenced by various aspects of the environment.

Theories based on the view that motivation is an outcome of interaction between humans
and their environment, are called “process” theories of human motivation. Authors who adhere
to this standpoint do not define motivation as propensity for need satisfaction but rather as a
complex interaction between an individual and their environment. We will examine some of
the works on process theories of motivation, some examples of which include the expectancy
theory, in which expected results and outcomes motivate the chosen behavior, as defined by
Lawler and Porter (1967); the goal-setting theory, whose authors define interesting and
challenging tasks as the main prerequisite for high motivation, alongside high performance, and
subsequent feedback, cf. Locke and Latham (2002); Latham and Pinder (2005); and the job
characteristics model, where the characteristics of the job play a vital role in motivation of the
workers, cf. Oldham and Hackman (1981).

There are numerous other views on human motivation, but our main goal was to describe it
as the main factor influencing work outcomes. Consequently, any factors influencing
motivation can indirectly influence work outcomes. We can therefore state that factors such as
personality traits (Bipp, 2010); autonomy support (Gellet et al., 2017); leadership (Keating et
al., 2013); leadership empowerment (Zang, Barton, 2010); age and lifespan (Kanfer and
Ackerman, 2004), social interaction, and cultural dependencies (Wood and Bandura, 1989;
Bandura, 2002; Roe et al., 2000; O'Neill and Davis, 2011), could have significant impact on
work outcomes. Many of the aforementioned factors, alongside the motivational theories
examined, can therefore be expected to influence work outcomes, mostly because human
motivation is strongly connected to many of the outcomes examined in the present paper. Later
in this section, we will examine some direct interactions of the numerous aspects of the working
life and their outcomes in the workplace.

Psychosocial safety can contribute to greater job involvement and commitment of time and
energy in work of the organization. In turn, greater involvement and effort are positively related
to superior performance (Brown and Leigh, 1996; Zhang and Bartol, 2010). Hence,
psychological climate can be very important in the workplace, mostly by influencing the
propensity of the workers to engage more effort in their work. We partly confirm this statement
with our results. Some authors relate other psychological aspects to work performance.
Rosander and Blomberg (2021) conducted a study examining the probability of being bullied
at work, based on one’s origin. The authors found out that the chance of being bullied at work
is greater when you come from a country different than your colleagues. They described a
greater correlation with larger difference in both cultural and geographical aspect between the
country one is working in and originating from. One’s origin can therefore be the reason behind
high psychological strain at work.

Psychological state is even more important in the current age of the COVID-19 pandemic.
People have come under greater psychological stress, some have lost their employment, which
undisputedly increased their psychological tension. The role of HR managers is therefore
likewise becoming more important, in terms of management of the psychological environment
in the workplace. As stated by Collings et al. (2021), HR leaders are uniquely placed to navigate
the paradox emerging from the COVID-19 pandemic and this has placed them front and center
in organizational responses to the crisis, and how they perform is likely to impact organizational
sustainability and lives of workers (p. 11). The pandemic has significantly changed the
circumstances and the role of HR managers has become broader. Most importantly, leaders
must do what they can to protect psychological integrity of the workers, as this will guarantee

ISSN 1337-0839 (print) / 2585-7258 (online) 86



Ekonomicko-manazerske spektrum
2021, Volume 15, Issue 1, pp. 84-96

better overall results of the company. There is empirical proof of the aforementioned
tendencies. Coun et al. (2021) found significant correlations between psychological
empowerment in the workplace and workplace proactivity, workplace flexibility, professional
autonomy, access to knowledge, and empowering leadership. This highlights the importance of
HR managers in formation of proactive and autonomous professionals, which could have the
potential to improve the overall results in almost every sector.

As for another aspect, Gellatly (1996) examined conscientiousness as a factor influencing
performance expectancy and goal choice, concluding that people with higher levels of
conscientiousness show better performance, with another psychologically related dependency
with values and human behavior. Alternatively, as stated by Latham and Pinder (2005), values
influence behavior, as normative standards used to determine and choose alternative, socially
acceptable forms of behavior (p. 488). Therefore, values can influence the chosen behavior in
the workplace, resulting in a corresponding influence on work-related outcomes.

An interesting contribution by Wood (2021) managed to prove various kinds of influence,
originating in the environment, with significant influence on work performance and work
involvement. The author underlined the importance of outcomes and the mediators influencing
them in the field, examining papers from the past thirty years. Similar approach was taken by
Beijer et al. (2021), who reviewed numerous papers, concluding the importance of examining
work-related outcomes along with the factors influencing them, from the employee standpoint.
We completely agree with this, mostly because of the great importance of people in every
workplace. This was the main reason we chose to focus on employees in our study, even though
some scholars suggest a group approach to study of human resources (Herzberg, 1968; Boon et
al., 2019), which is indeed in some cases a completely reliable approach. We nevertheless
believe individualistic approach to be better suited to our research.

Effects of mismatched demands at work can contribute to negative work outcomes. Shaufeli
et al. (2009) found that when job demands (overwork, emotional pressure, and work-home
interference) increase but job resources (control at work, feedback, social support, and learning)
decrease, future negative outcomes in the form of “burnout” also increase (p.908). There is
therefore proof of a positive correlation of the mismatch in motivation of workers and negative
work outcomes. In our opinion, burnout would decrease many of the positive outcomes in the
workplace. In line with our research, psychological tension as a part of the burnout effect, had
a highly negative effect upon the rest of the outcomes we examined. For example, Ahola (2007)
linked burnout with increase in depressive and anxiety disorders, as well as alcohol dependence
(p. 75-78). In addition, Taris et al. (2003) conducted a study among eighty-one organizations,
aiming to examine the dependencies of interaction between reduction in job stress and negative
psychological states. The authors proved a positive relationship between the implementation of
measures for reducing job stress and the actual psychological states at work. Consequently, the
management of the company is the main mediator in influencing psychological state of workers
in the form of burnout at work. In addition, Bakker and de Vries (2020) state that when
employees experience job strain, they show avoidance coping and self-undermining, resulting
in more job demands and more job strain (p. 15). Hence, psychological tension can be the main
reason for lower levels of performance, engagement, and self-regulation at work. Moreover,
Salmela-Aro and Upadyaya (2018) proved a strong relationship between lifespan and burnout
dependencies. The authors found that caregiving demands were related to work burnout
particularly during late career, whereas economic demands were related to burnout during early
career (p. 195). Consequently, career stage can have a strong effect on one’s psychological
state, resulting in turn in the corresponding effect on work outcomes. Although we have not
examined such effects in our study, we agree with these findings. Current stage of one’s life
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can have a severe effect on many work outcomes, mostly due to the different demands based
on the respective social and work life characteristics.

Generally, psychological tension can be expected to have negatively impact on work
behavior. Beehr et al (2000) as cited by O’Neil and Davis (2011) state that customer service
employees reporting chronic stress exhibit particularly poor job performance. Hence, stress in
the workplace can affect performance. Therefore, we can expect it to have strong influence on
other work-related outcomes, too. From another perspective, psychological strain is dependent
on the motivational outcomes, i.e., when people are not optimally motivated, they tend to
increase their psychological tension due to higher job demands and lower job resources in the
form of direct payment or other motivators. Hence, motivation can be accepted as the main
mediator of outcomes. This should be examined in a different study, since our goal in the
present paper is to find dependencies between work-related outcomes.

As we showed in the first section of our paper, work outcomes are of significant interest to
scholars. In our opinion, this is due mostly to their high practical importance. We live in an age
of fierce competition in almost every sector of the economy. Often, competitive advantages are
coming from inside the company, i.e., the employees. Therefore, it is of upmost importance for
the companies to take care and to contribute to wellbeing of their workers. This could provide
better overall results, as was confirmed by numerous authors over the years.

2. Methodology

As examined above, work outcomes could impact the overall results of companies. Hence,
the influences upon them, as well as the interaction and the interdependencies between the
examined outcomes are crucial for understanding and explaining work results. In the present
paper we examine: propensity for staying in the company (PSW); psychological tension among
employees (PSYTENS); pride in working for the current company (PRIDE); engagement
(ENGAGE); work satisfaction (SATISF); work initiative (INIT). Each of the outcomes is
evaluated by first asking the respondents questions and inviting them to assess each using a
scale. The respective questions for each outcome are as follows:

- Propensity for staying in the company: If it were up to you, would you work at your

current company five years from now?

- Psychological tension: Do you feel that you are working in a psychologically tense

environment?

- Pride in working for the company: Do you feel proud to work for your current

company?

- Engagement: To what degree do you feel engaged with the work and overall results of

your company?

- Satisfaction: Please evaluate your overall satisfaction from work.

- Initiative: Please express your readiness for engaging in tasks and your overall initiative.

We examined the variables using a five-point Likert scale in the form of ratings from one to
five, or with progressively scaled responses. Respondents were asked to evaluate each
statement; based on their assessments we were able to identify interesting interactions and
dependencies between the examined work-related outcomes. The results were gathered using
an online-based survey platform, which helped us facilitate a more effective distribution and
analysis of the data. We divided the respondents into two groups. In the first group, the
respondents were part of different organizations from various regions of Bulgaria. The second
group was formed by employees of Bulgaria’s biggest railway company, with branches in six
Bulgarian cities and operating in the whole territory of the country.
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The larger part of the first group were women (69%). The largest part of the respondents was
between thirty-six and forty-five years old (31.7%), 29.7% were between twenty-six and thirty-
five years old, 26.9% were older than forty-five years, and the smallest age group were those
aged between eighteen and twenty-five years (11.7%). The larger part of the respondents
finished higher education (24.5% with a bachelor’s and 45.5% with a master’s degree), leaving
only 27.6% of people with secondary education, with the rest of the respondents with education
either lower than high school or higher than a master’s degree. The first group therefore
consisted mostly of women in active age, with higher education. The number of respondents in
this group was n=145.

The railway employee group had the following demographics: men and women were
relatively equally represented with women at 52.5% and men at 47.5%. The largest part was
those older than forty-five (53%), followed by the group between thirty-six and forty-five years
(32.2%), while younger respondents aged between twenty-six and thirty-five years represented
13.2%, and those between eighteen and twenty-five years only 1.6%. The largest part of the
respondents had a master’s degree (83%), followed by bachelor’s degree (11.4%), while a
relatively small group had education lower than high school or higher than a master’s degree.
The second group therefore consisted mostly of middle-aged men and women with higher
education.

For testing the results, we used regression analysis. We examined the interdependencies
between all the examined variables, meaning that we examined the regression between all the
outcomes, i.e., we examined one variable first as an independent and then as a dependent
variable. By doing so, we were able to establish the statistical significance and correlation
between our outcomes. Our hypotheses were formulated as follows:

Hypothesis 1: There is a significant influence of psychological tension, work pride,
engagement, overall satisfaction, and initiative on propensity for staying with one’s current
company.

Hypothesis 2: Pride is affected by propensity for staying with one’s current company, work
engagement, satisfaction, psychological tension, and work initiative.

Hypothesis 3: Satisfaction is affected by psychological tension, propensity for staying,
engagement, pride, and initiative.

Hypothesis 4: Engagement is significantly affected by work satisfaction, propensity for
staying, psychological tension, and initiative.

Hypothesis 5: Initiative is influenced by engagement, satisfaction, pride, propensity for
staying, and psychological tension.

Hypothesis 6: Psychological tension is affected by initiative, satisfaction, engagement, pride,
and propensity for staying.

Hypothesis 7: The relationship between job satisfaction and propensity for staying with
one’s current company is relatively strong.

Hypothesis 8: Initiative has a relatively strong relationship with engagement, satisfaction,
and pride.

Hypothesis 9: Engagement has a relatively strong positive relationship with work
satisfaction, pride, propensity for staying, and initiative.

Hypothesis 10: Propensity for staying with one’s current company is strongly positively
correlated with engagement, pride, initiative, and work satisfaction.

Hypothesis 11: There is a strong negative effect of psychological tension on all the other
variables.
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For testing the hypotheses, we conducted regression with a dependent variable for each of
the examined outcomes. We also conducted a correlational analysis, using the MS Excel
software for both. By doing so, we managed to respectively prove or reject our formulated
hypotheses.

3. Results

We examined the descriptive statistics for each variable in Table 1: mean, median, mode,
standard deviation, standard error, and sample variance, as well as the measures of normality,
kurtosis, and skewness.

Table 1: Descriptive statistics

PSYTEN ENGAG

PSW s PRIDE E SATISF INIT
3.6 3.1 3.6 3.8 3.75 3.8
Mean 37 Mean 17 Mean 47 Mean 87 Mean 2 Mean 34
Standard 0.0 Standard 0.0 Standard 0.0 Standard 0.0 Standard 0.03 Standard 0.0
Error 40 Error 44 Error 37 Error 37 Error 5 Error 38
Median 4 Median 3 Median 4 Median 4 Median 4 Median 4
Mode 4 Mode 2 Mode 4 Mode 4 Mode 4 Mode 4
Standard 0.9 Standard 1.0 Standard 0.9 Standard 0.8  Standard 0.86 Standard 0.9
Dev. 72 Dev. 72 Dev. 00 Dev. 95 Dev. 3 Dev. 23
Sample 0.9 Sample 1.1 Sample 0.8  Sample 0.8  Sample 0.74 Sample 0.8
Var. 46 Var. 49 Var. 11 Var. 01 Var. 5 Var. 52
. 0.0 . 0.8 . 0.0 . 1.6 . ' i 05
Kurtosis 70 Kurtosis 65 Kurtosis 45 Kurtosis 04 Kurtosis (;.04 Kurtosis 51
Skewness 0.5 Skewness 0.0 Skewness 0.5 Skewness 0.9 Skewness  0.33 Skewness 0.7
16 81 01 13 7 01

Source: Authors

We can observe leptokurtic normality with propensity for staying, meaning there are higher
values for this outcome than for the sample average. The same observation is valid for
psychological tension, pride, engagement, and initiative. We can observe platykurtic results for
the satisfaction outcome, meaning there are lower-than-the-average results for this variable.
The skewness results confirm the normality test of the results.

We examined and calculated the Cronbach 0=0.62, meaning that we can accept the results
of the analysis of our survey, as suggested by George and Mallerey (2003), and our model is
acceptably reliable. Consequently, we proceeded to our regression analysis.

For more clarity, we examined each outcome individually with respect to a variable
dependent on the rest of the outcomes. First, we conducted a regression analysis of the
dependent variable of the propensity for staying with one’s current company. With respect to
significance of the regression model for our dependent variable (propensity for staying), we
found P values close to zero (P<0.01 and P<0.05) for all independent variables. Hence, the
model was found to be statistically significant. For more clarity, we provide the results with
respect to the dependent variable in the form of a table.

We chose to leave the scientific notation for significance, simply because once converted,
the values are equal to zero. As we can see in Table 2, the significance levels are below the
suggested 0.05. We can also see the regression statistics, based on which we can conclude a
strong relationship between the independent and dependent variables. We can also see a
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statistically significant interaction between all the outcomes, which were treated as independent
variables in this model.

Table 2: Overall significance of the dependent variable PSW; regression statistics and P-values for the different
outcomes

Significance F Regression Statistics OUTCOMES P-value
6.0974E-101 Multiple R 0.75 PSYTENS 0.00099
R Square 0.56 PRIDE 3.375E-37
Adjusted R Square 0.55 ENGAGE 0.0369111
Standard Error 0.65 SATISF 5.542E-07
Observations 596 INIT 0.0008303

Source: Authors

When treating psychological tension as a dependent variable, we could not prove a
statistically significant influence of work pride or initiative (P>0.05). We were able to observe
a significant influence of propensity for staying, work engagement, and satisfaction (P<0.001).
We again summarize the results in table, as shown below:

Table 3: Overall significance of the dependent variable PSYCTENS; regression statistics and P-values for the
different outcomes

Significance F Regression Statistics OUTCOMES P-value

6.0974E-101 Multiple R 0.38 PSW 0.000990016
R Square 0.14 PRIDE 0.209731436
Adjusted R Square 0.13 ENGAGE 6.67347E-05
Standard Error 1.00 SATISF 6.28939E-05
Observations 596 INIT 0.720793443

Source: Authors

Pride manifested a statically significant dependency on most of the outcomes. Again, for
more clarity, we provide the significances and regressive statistics in Table 4.

In our examination of the dependent variable pride, we were able to prove significant
influence of the independent variables as examined in Table 4. The overall significance of the
model was high as well, with a P value close to zero. R squared is again high at 0.52, meaning
that 52% of the changes in pride are due to changes in the other outcomes. The correlation
between the independent and the dependent variable is also relatively strong. Consequently, the
model can be accepted as statistically significant.

Table 4: Overall significance of dependent variable PRIDE; regression statistics and P-values for the different
outcomes

Significance F Regression Statistics OUTCOMES P-value

3.51537E-19 Multiple R 0.72 PSYTENS 0.209731436
R Square 0.52 PSW 3.3753E-37
Adjusted R Square 0.52 ENGAGE 0.133588007
Standard Error 0.62 SATISF 0.001870451
Observations 596 INIT 9.01756E-05

Source: Authors
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We chose the same line of analysis for engagement. Our results regarding its significance is
shown in Table 5.

Table 5: Overall significance of dependent variable ENGAGE; regression statistics and P-values for the different
outcomes

Significance F Regression Statistics OUTCOMES P-value

7.57484E-92 Multiple R 0.39 PRIDE 5.44031E-12
R Square 0.15 PSYTENS 0.133588007
Adjusted R Square 0.14 PSW 6.67347E-05
Standard Error 0.83 SATISF 0.036911141
Observations 596 INIT 4.24975E-05

Source: Authors

As we can see in Table 5, the significance level was again high. We could not prove a
significant influence of psychological tension on engagement, but we can see a statistically
significant influence of the rest of the examined outcomes. Surprisingly, R squared is relatively
low, which could mean that the current model is not well formulated.

Work satisfaction was again strongly correlated with the rest of the outcomes. Again, we
show the results in Table 6:

Table 6: Overall significance of dependent variable SATISF; regression statistics and P-values for the different
outcomes

Significance F Regression Statistics OUTCOMES P-value

2.49102E-90 Multiple R 0.72 ENGAGE 4.24975E-05
R Square 0.52 PRIDE 0.001870451
Adjusted R Square 0.51 PSYTENS 6.28939E-05
Standard Error 0.60 PSW 5.54214E-07
Observations 596 INIT 1.78957E-25

Source: Authors

As we can see in Table 6, the significance levels were again high and the correlation between
the independent and dependent variable was strong. R squared was relatively high, hence we
can accept the model as statistically significant.

We show the last model, for the work initiative outcome, in Table 7.

Table 7: Overall significance of dependent variable INIT; regression statistics and P-values for the different
outcomes

Significance F Regression Statistics OUTCOMES P-value

5.86314E-75 Multiple R 0.67 SATISF 1.78957E-25
R Square 0.46 ENGAGE 0.234018651
Adjusted R Square 0.45 PRIDE 9.01756E-05
Standard Error 0.68 PSYTENS 0.720793443
Observations 596 PSW 0.000830311

Source: Authors

As we can see, we could not prove any statistical significance between initiative and
engagement, or for psychological tension, but were able to observe a high significance level for
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the other three outcomes. Regression was again relatively strong, and R squared was once again
high.

Next, we examined the correlation between all the variables analyzed above. By doing so,
we were able to observe the overall influence of the outcomes on one another, and arrive at the
respective conclusions.

Table 8: Correlational analysis between the outcomes

INIT SATISF ENGAGE PRIDE PSYTENS PSW
INIT 1
SATISF 0.63***** 1
ENGAGE 0.27 0.33%F**** 1
PRIDE 0.52%**H** 0.55** 0.28 1
PSYTENS -0.21 -0.30***** 0.02%%**** -0.26 1
PSW 0.53*** 0.58%*HH*** 0.29* 0.69***** -0.31%7** 1

Notes: *p<0.05; **p<0.01; ***p<0.001; ****p<0.0001; *****p<0.00001
Source: Authors

Table 8 shows the correlations between the examined variables, and the related probability,
providing an easier way to analyze the data. As mentioned above, some probability values were
very close to zero, and we therefore opted to examine them to the fifth decimal place. As shown
in the table, there are numerous tendencies, which we can observe based on our analysis. We
will discuss the results in more detail below.

4. Discussion

Work related outcomes are potentially crucial when formulating the overall results of a
company. Many researchers have examined the influence of numerous factors on some of these
work outcomes. Although there is a strong interest in the topic, we could not find any research
papers focused on analyzing the interdependencies among the outcomes themselves. As we
examined above, motivation can be the strongest influencer on work attitudes and outcomes in
a practical environment. Hence, our research was in fact a part of a greater research project
focused on motivation. The formulation of our scientific goal led us to examine the interaction
between the outcomes. This section of the article discusses the results and tests our hypotheses.

In our results section, we examined the significance and probability of our models, and
individually analyzed every outcome as a dependent variable. This helped us to confirm or
reject our first six hypotheses. Based on our results, we can fully prove our first hypothesis. As
shown in Table 2, the probability of regression between all other outcomes was less than 0.05,
in some cases close to zero. Consequently, propensity for staying with one’s current company
could be significantly influenced by the other examined work-related outcomes.

When it comes to our second hypothesis, we can partly confirm a significant influence on
pride by the rest of the outcomes. We observed high probabilities when examining propensity
for staying, work satisfaction, and initiative, although probability levels for psychological
tension and engagement were low. Hence, this hypothesis was partly confirmed, only for certain
variables, as detailed above.

The third hypothesis was fully proved and therefore accepted. The probability levels when
examining satisfaction as a dependent variable were relatively high. When examined for all
outcomes, in most cases, as shown in Table 6, the probability levels were close to zero.
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We partly confirmed our fourth hypothesis. In Table 5, we examined the results of the
regression analysis with engagement as a dependent variable. As we can see in the table, the
probability was high when examining pride, propensity for staying, work satisfaction, and
initiative. Hence, we can accept the hypothesis almost fully.

Initiative had a significant correlation with three of our examined independent variables in
the form of the outcomes. Table 7 shows the results related to our fifth hypothesis. As we can
see, there is proof that leads us to partially accept the hypothesis, because of the relatively strong
probability levels for initiative and some of the remaining outcomes.

Psychological tension showed a significant relationship with propensity for staying, work
engagement, and satisfaction. We could not prove any significance when examining the
relationship with pride and initiative. Consequently, our sixth hypothesis can be partially
accepted.

For the rest of the hypotheses, we will formulate a correlational model, based on the results
in Table 8. This will help us examine the actual correlation between the variables more easily.

In Figure 1, we propose our model for the interactions and interdependencies among the
examined outcomes. We can therefore proceed to evaluate the rest of our hypotheses. The
relationship between job satisfaction and propensity for staying is relatively strong. As we
examined in our probability testing, there was a statistically significant relationship between
the two variables. As we can see in the model above, the correlational coefficient is 0.58.
Consequently, the relationship between these two variables is relatively strong. Hence, we can
completely confirm our seventh hypothesis.

We can observe a relatively strong relationship between initiative, satisfaction, and pride.
Although we could not prove a significant relationship between initiative and engagement, we
can partly confirm our eighth hypothesis. As we can see in the model, shown in Figure 1,
correlation coefficients for initiative with satisfaction and pride, are, respectively, 0.63 and 0.52,
hence, we observe a strong relationship between both initiative and satisfaction and initiative
and pride.

Our ninth hypothesis was partly rejected by the results. As shown in our probability testing,
there was low statistical significance in most of the outcomes with respect to engagement. In
addition, where there was statistical significance, the correlation was weak or moderate.
Hence, we could not prove a strong positive relationship between engagement and the rest of
the outcomes.

Propensity for staying showed a good correlation probability for all the remaining outcomes.
Consequently, every variable examined here can be accepted as a factor influencing the
inclination of people to stay or leave their company. When it comes to the strength of these
influences, we can conclude that job satisfaction (0.58), pride (0.69) and initiative (0.53) have
the strongest relationship with propensity for staying. We also observed a positive relationship
with engagement (0.29). Hence, we can accept our tenth hypothesis.

The negative relationship hypothesized for psychological tension was partially confirmed.
We examined statistical significance for three of the outcomes examined, and for every of them,
psychological tension had either weak or negative effect. As we can see from Figure 1,
psychological tension has a moderately negative relationship with work satisfaction (-0.30) and
propensity for staying (-0.31). Consequently, we can partially accept our last hypothesis, mostly
with respect to the discovered negative correlations.
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Figure 1: Correlation model with statistically significant variables

SATISF P

_.30*****

Note: *p<0.05; **p<0.01; ***p<0.001; ****p<0.0001; *****p<0.00001
Source: Authors

5. Conclusion

We confirmed there was indeed a relationship between most of the variables examined.
There was a strong positive correlation between initiative and work satisfaction; initiative and
pride; initiative and the propensity for staying with one’s company. Consequently, this outcome
is important mostly with respect to increasing work satisfaction, pride, and helping people to
want to stay with the company. We found a firmly positive relationship between work
satisfaction and engagement; work satisfaction and pride; work satisfaction and propensity for
staying. A firmly moderate negative correlation was found between work satisfaction and
psychological tension at work. Consequently, work satisfaction in work was found to be highly
dependent on all the remaining outcomes examined. We managed to prove a significant
correlation between work engagement and propensity for staying with one’s company—the
more engaged workers are with their job, the more likely they are to stay with the company.

A significant and strong positive relationship was found between propensity for staying and
work pride, i.e., as work pride increases, people are more likely to stay with the company.
Psychological tension was found to be a negative influence on the outcomes, with a significant
correlation. As the tension grows, propensity for staying with one’s company and work
satisfaction both decrease.
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