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Abstract

The work at hand is a research study that aims to investigate the factors that influence
employees' motivation and performance at work as well as in their home lives. The research is
divided into two chapters. The first section of the work explains concepts related to motivation
and performance at work, while the second section is devoted to methodology and an
explanation of the obtained results. The ultimate output of the work will consist of conclusions
and recommendations based on the obtained data.

The aim of the work is to compare employee motivation and performance, starting with the
hypothesis that there should be a correlation between the two.We hope that this research will
provide a comprehensive understanding of employee motivation, performance, and the impact
that these factors have on their personal lives. In order to further explore this idea, research on
the other hand hopes to contribute to the creation of new employee welfare strategies and
possibly even enhance workplace performance.

Keywords: motivation, performance, organizational psychology, personal and professional life
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1. Motivation and performance at work

1.1. Motivation in work psychology

Motivation in work is one of the topical topics of human resources managers. People
are an important factor for the company, because only successful employees make the
difference between a strong organization and a weak one.This research examines the impact
of motivation and performance both at work and in personal life.

Since the workplace can influence the motivation and performance of employees in

both a positive and a negative way, and can have effects on personal life, both in the positive
and in the negative sense, through this work we wanted to explore these aspects more
thoroughly and the impact that personal life has on the work place and vice versa.
Motivation in work is the influence that certain factors exert on employees and that drives
them to positive or negative actions for the performance of work tasks. Unlike the material
and financial means necessary for productive activity, people are more than a source of costs
or consumption. Their system of needs, values, motivation and satisfaction will determine
individual and organizational performance. This is why managers have the task of reconciling
and correlating the economic performance of the organization with the capacity and
capabilities of employees.

Motivation is the sum of the forces, internal and external energies that initiate and
direct human behavior towards a certain goal, which once achieved determines your concern
for the satisfaction of another need. There is a conditioning relationship between motivation
and performance. The individual alone is able to motivate himself because all the processes
are coordinated from within the human being. The manager is put in a position to show in
what context the achievement of the company’s objectives ensures the satisfaction of personal
needs. The motivation for work of an individual means the certainty that he gets you,
performing a work under the established conditions, elements that will satisfy his own needs.

The question “why are people motivated to do something?” is the question that

fascinates psychologists and managers at the same time.
Building a list of reasons why people engage in different actions is difficult, but we can try to
list a few: the intrinsic desire to something, social comparison, social pressure, personal
aspirations, probability of achieving success, habit, increased self-esteem, etc. (Warr apud
Furnham, 1997).

People can have different reasons to approach a particular type of behavior. For
example, one manager prefers the company's club because he thinks it's a good place for
business meetings; another prefers it for the social atmosphere; while, another preferred it
because they're interesting programs. These different reasons can explain the same behavior,
instead, it complicates the process of deducing motivation from behaviour. Personality, social
conditions, experience, group influences or other factors can affect motivation.In addition, the
same reason can be the result of different behaviors. For example, if an employee wants
promotion, you aim to excellent performance in his work. Another employee who also wants
promotion may try to “spy” his boss to his goal, and another employee is held back in all
actions that might discredit him. These three managers have the same reason, but different
behaviors to realize their desire.

The manager who really cares about the company’s prosperity constantly evaluates the people
he works with.

From the perspective of work psychology, motivation is defined as the sum of internal
and external energies that initiate, direct and support an effort oriented towards an objective of
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the organization, which will simultaneously satisfy individual needs. (Robbins, 1998). This
definition leads to three key elements: effort, organizational objectives and needs.

Effort is a quantitative measure of intensity. Thus, a highly motivated employee
submits sustained activity in the workplace. However, not every intense effort leads to
performance in work. The employee must channel these efforts towards achieving the
organizational objectives, which form the qualitative component of the effort, which gives
value to the effort. The closer the personal goals are to the organizational ones, the more
effort will contribute to the results expected by the organization, as non-alignment of these
goals will result in poor performance in the workplace.

1.2. Alignment of personal and organizational goals

Motivation must also be considered as a process of satisfying needs. Necessity is an
internal state of necessity that makes certain purposes attractive. As long as it is unsatisfied, it
creates an internal tension that stimulates the individual, training him into a behavior by
which he seeks to satisfy the need and reduce the tension (Zlate, 1981).

In order for an individual to be motivated at work, he must have the certainty that by
performing a particular activity, it will also satisfy his own needs.

The motivation for work of an individual is determined by a number of motivational

factors: intrinsic (individual) and extrinsic(organizational). In the general model of motivation
(Rotaru, Prodan, 1998) we see how the combination of these factors will determine an
individual behavior motivated (or not) to the expected performance.
Clayton Alderfer, a psychologist and theorist in the field of organizational behavior, is known
primarily for his contributions to the development of the ERG Theory (Existence, Relation,
Growth) and the concept of motivation within organizations. Alderfer originally worked
under the guidance of Abraham Maslow, known for his hierarchy of human needs. Inspired
by Maslow's theory, Alderfer developed his own theory known as the ERG Theory, which
seeks to simplify and clarify the hierarchy of human needs.

According to the ERG Theory, Alderfer proposed that human needs can be grouped
into three main categories:

e Existence: This refers to material and physical needs such as food, water, financial
security and basic physical conditions.

e Relatedness: This category covers social and relational needs, such as desire for
belonging, relationship, and social interaction.

e Growth: This category involves personal development and individual growth needs,
such as skills development, personal potential and satisfaction from achieving goals.

An important aspect of the ERG Theory is the idea of frustration-regression, according
to which, when a higher need cannot be met, people return to lower needs that can be met. For
example, if a person cannot satisfy growth needs at a certain time, he may return to
relationship or existence needs to compensate.

Alderfer's work made a significant contribution to understanding human motivation
and organizational behavior. His theory provided a simplified alternative to Maslow's
hierarchy of needs, which can be more easily understood and applied in practical contexts,
such as human resource management or in organizational development. Although his
contributions are significant, Alderfer has not become as well known as other theorists in the
field of human motivation and behavior. However, ERG Theory remains an important part of
studies in the field of organizational psychology and motivation within organizations.

325



BLACKSEA JOURNAL The "Black Sea" Journal of Psychology
Vol. 14, Special Issue, 323-336, Fall, 2023

OF PSYCHOLOGY |SSN: 2068-4649

eISSN: 2068-4649; Print ISSN: 2068-1186 VWAWW. bSpS}/Ch ol 0gy.ro

Motivation is one of the most important responsibilities of managers, who must find
the best ways to get their subordinates to performance in work. One important thing in the
organizational environment - often insufficiently stressed - is that the employee alone is able
to motivate himself because the motivational processes are triggered and coordinated within
the human being. The role of the manager is to identify and specify how the achievement of
the objectives of the organization ensures the satisfaction of the own needs of the employees.

1.1. Employee performance from the perspective of work psychology

Performance is a fundamental requirement in a competition that is becoming harsher
day by day. Performance assessment is a important part of the management system in general
and of the human resources management system, in particular.

There is the possibility to characterize workplace performance through another
approach, such as evaluating an employee's ability to effectively perform their tasks and
responsibilities, showing professional and responsible behaviour, achieving quality results
without making significant mistakes, andining a high level of satisfaction with the way they
perform their duties. (Murphy, K. R. & Cleveland, J. N., 1995). Therefore, job performance is
not limited to completing tasks, but also affects how tasks are performed and employee
satisfaction at work.

There are several perspectives for assessing workplace performance, which involves
analysing more factors than just professional efficiency. It can be defined as the extent to
which employees carry out their tasks with professionalism and responsibility, contributing to
the success of the organization (Borman, W. C. & Motowidlo, S. J., 1997), (Campbell, J. P.,
McCloy, R. A., Oppler,S. H., & Sager, C. E, 1993), (European Parliament, 2020))

In general, defining and measuring workplace performance is a critical aspect of talent
management and organizational success. By understanding the factors that affect performance
and using effective methods to measure and improve performance, organizations can improve
productivity and efficiency and generate employee satisfaction and engagement.

Performance Assessment is the basic work of human resources management, carried
out to determine the extent to which employees of an organization effectively perform their
tasks or responsibilities. In a broader sense, performance evaluation is considered an action, a
process or a certain type of cognitive activity, by which an evaluator evaluates or estimates a
person's performance in relation to established standards, as well as his mental representation,
his own system of values or his own conception of achieved performance.

Stanciu defines performance assessment as “an action, process or cognitive activity”
by which a person’s performance is related to a pre-established standard as well as “with his
mental representation, his own system of values or his own conception of achieved
performance”. Recently, in the work “Human Resources Management — Practical Guide”
published in 2005, Professor Panisoara presents the evaluation of performance in the
organization as an important aspect of human resources management, because evaluation
must be understood the dynamic nature of professional development and at the same time to
perceive professional development as a continuous process, and not “as a mere event”
produced in the employee’s life.

The concept of performance is controversial because there is no universal definition
accepted by all authors. To capture the complexity of this term, the term will be analyzed
from different points of view.
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Work performance relates to a number of factors that influence the employee's course.
These variables refer to skills, performance characteristics, physical qualities, motivations,
interests, as well as a number of variables that depend on the organizational culture (rewards,
leadership style, team, participatory management, work factors). “Today, it is increasingly
accredited the idea that important for the employee are not only the individual skills that
correlate with the work tasks, the first ensuring the success in the profession, but also a wide
range of individual attributes adjacent to the job tasks owned, behaviors such as teamwork,
interaction with clients, social integration in the organization, mentoring, setting in the
discipline of the organization.” (Pitariu, Horia, 2000, p.14). Skills, personality, orientation and
affective attitudes influence an employee’s organizational behavior, as well as performance at
work, social relationships with the working group, and acceptance of the values that the
organization promotes in the workplace.

David C. McClelland is another American psychologist known for his significant
contributions to the field of human motivation. One of his famous theories is the Achievement
Motivation Theory, which was developed to understand human motivation in terms of
personal achievement and performance in various fields.

The theory of learned needs focuses on three main needs:

» Need for Achievement: This need refers to the individual's desire to excel, results and
perform difficult or challenging tasks. People with a high need for achievement tend to set
clear goals, seek feedback, and feel motivated by the challenges that help them develop their
skills and competences.

* Need for Power: This need refers to the desire to influence or control situations, people
and the environment. Individuals with a high need for power can be motivated to their goals
by influencing and guiding others.

* Need for Affiliation: The third need in McClelland's theory is the need to be accepted,
appreciated, and connected emotionally with others. People with this strong need tend to seek
stable social relationships, avoid conflict and maintain harmony in their interactions.

McClelland suggested that these needs are learned throughout the life of the
individual, being influenced by past experiences, social interactions, and the environment.
Furthermore, he argued that these strong needs can influence a person's behavior and choice
of activities. For example, a person with a high need for accomplishment may constantly look
for challenging tasks to demonstrate their abilities, while someone with a strong need for
power may look for a leadership position or influence opportunities.

The theory of learned needs has had a significant impact in the areas of management
and education, helping to understand individual motivation and adapt strategies to maximize
performance and personal or organizational success.

These studies and researches highlight the importance of motivation in the workplace
and how various theories and factors can influence employee performance. A deep
understanding of motivation can enable organizations to develop effective strategies to
increase employee performance and engagement.

Performance assessment highlights the employee’s potential based on a wide variety
of criteria. The most commonly used criteria are based on: quality of work performed, amount
of work done, understanding of job requirements, presence/motivation/attachment, initiative,
cooperation, degree of trust and need for supervision. The process of performance evaluation
must also be presented in the sense of:

(1 learning from the past, as a help for the future;
(1 recognition of skills and potential;
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(1 development of knowledge, skills and attitudes;
[J construction based on successes and defeated difficulties;
(1 increase of motivation and job satisfaction.

1.2. The relationship between motivation and performance

Staff motivation is a difficult task for HR managers. Every individual is different and
therefore there is no general rule to meet the needs of each employee. However, this task of
employers must not be neglected.

People are an inexhaustible resource for organizations. Human resources make the
difference between a competent company or not. Therefore, managers have a responsibility to
hire the right people for the position. They must analyze the employee both from the point of
view of intellectual and competitive abilities, as well as from his emotional characteristics. M.
Zlate (2008) mentions the existence of the phenomena of supra-motivation (when the excess
of energy disturbs him, stresses him) and sub-motion (the lack of energy to perform tasks)
that affect the organizational behavior of the employee, causing a low performance. Thus, the
manager must hire an individual with an “optimal intensity of motivation” (M. Zlate, 2008).
The factors that influence the employee’s optimum motivational performance depend on the
type of task, which can be complex or simplistic, as well as on the individual’s personality
and how he perceives the work activity.

Any aspect of motivation is closely related to performance. The balance of the two
concepts is provided by the factors self-confidence, legitimacy and identification, which form
the “Golden Triangle of Motivation” (Bellenger, Lionel, 1981, apud M. Zlate, 2008). If one of
these elements is missing, then imbalances are formed and thus the employee's behavior
becomes unproductive. “The weakening of self-confidence due to the lack of positive
feedback from the hierarchical superior, the undermining of the legitimacy created by the
dissonance between apparent and real legitimacy, the blocking of identification as a result of
the decline in interest in work, the devaluation of work and its meaning — are the symptoms of
demotivation, mild at first, increasingly stronger as time passes.” (M. Zlate, 2007).

It is also important for organizations to engage in conflict management and provide
resources and support for employees. This may include facilitating conflict mediation,
providing advisory services and emotional support, and promoting the balance between work
and personal life (Hershcovis, M. S., Reich, T. C., Parker, S. K., & Bozeman, J., 2007).

2. Research methodology

2.1. Purpose of research

The aim of this research is to observe whether there is a correlation between employee
motivation and performance, as well as if there is an impact on their personal and professional
life. Since the workplace can influence employee motivation and performance in both a
positive and a negative way, and can have an impact on personal life, both in the positive and
in the negative sense, we wanted to contribute with this research to a better understanding and
a more in-depth analysis of the influence that motivation has on performance, both within the
professional framework and in personal life.

2.2. The objectives of the research

a) Evaluation of the level of motivation at the workplace
Investigating the factors that influence employee motivation and identifying the link between
the degree of Motivation and performance at work.
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b) Analysis of the impact of motivation on professional performance
The study of how the level of motivation of employees is reflected in their performance at
work, with the aim of identifying relationships and mutual influences.

¢) Unification of motivational factors in personal context
Analyze the factors that motivate people outside the work environment and assess how they
contribute to overall well-being and the achievement of personal goals.

2.3. Research hypotheses

Hypothesis 1. It is assumed that there is a correlation between employee motivation
and work interaction in personal life.

Hypothesis 2. It is assumed that there is a correlation between performance at work
and employee motivation.

Hypothesis 3. It is assumed that there is a correlation between the interaction between
work and personal life and performance at work.

Hypothesis 4. It is assumed that there is a difference in motivation at work between
employees with children and those without children.

Hypothesis 5. It is assumed that there is a difference between people with children and
those without children in terms of the interaction between work and personal life.

Hypothesis 6. It is assumed that there is a difference in performance at work between
employees with children and those without children.

2.4. Sample presentation and research stages

The research was conducted between November 2023 - January 2024, the
administration of the questionnaire being done online, in the form of a questionnary in google
forms, and the lot of subjects being one of convenience.

Participants in the study were 93 people, all employed at the time of the evaluation.

As for the gender of the respondents, they were 84% female, and only 16% male. As
can be seen from the figure above, the batch is heterogeneous, with respondents
predominantly women.

The environment of origin of the participants is the same, predominantly from the
urban environment, with a percentage of 85%.

2.5. Methods used in research

The Multidimensional Workplace Motivation Scale — a scale of 19 items that
measures both self-motivation and extensive, intrinsic motivation and that adjusted by
introception and identification.

The Interaction of Work and Personal Life questionnaire Nijmegen — comprises
27 items and includes questions about work that influences both positive and negative
personal life, but also personal life that negatively and negatively influences work.

The Williams and Anderson Workplace Performance Scale — is a scale that
includes 21 items about workplace performance.

2.5.1. Design of the research

We applied the 3 questionnaires to a lot of 93 participants, using a questionnaire
created in Google forms, the whole procedure taking place online. Following the data
obtained and the replies received, we went on to verify the hypotheses launched. For this and
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in order to be able to make a psychological interpretation of the data, we used the SPSS
program with which we did the necessary calculations.

The research was completed by issuing conclusions and recommendations based on
the results we obtained.

2.5.2. Ethics

All 93 participants gave their consent to participate in the study, being assured of the
confidentiality of the data by using an identification code consisting of numbers and letters of
their choice. They were informed about the nature and purpose of this research, having the
possibility to give up at any time, without the existence of any risk or coercion.

Since this study was based on the questionnaire-type test method, there were no
psychological or physical risks to participants.

3. Analysis and interpretation of results

3.1. It is assumed that there is a correlation between employee motivation and
work interaction in personal life.

In order to be able to test this hypothesis, we first checked the normality of the
distribution using the Kolmogorov-Smirnov normality test.

Tabel 1. The normality test Kolmogorov-Smirnov
Tests of Normality

Kolmogorov-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
Workplace Motivation Scale .050 93 .200" .980 93 169
The interaction between work 075 93 200" 976 93 079
and personal life

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

As seen in the table above, we have a symmetrical distribution, and so we used a
parametric test method to be able to verify the hypothesis launched.

Tabel 2. Correlations

Workplace The interaction
Motivation Scale | between work
and personal life
Pearson Correlation 1 372
Workplace Motivation Scale Sig. (2-tailed) .000
N 93 93
) ) Pearson Correlation 3727 1
The interaction between work Sig. (2-tailed) 000
and personal life
N 93 93

**_Correlation is significant at the 0.01 level (2-tailed).

According to the results obtained from the Pearson parametric correlation test, as you
can see in the table above, we obtain a moderately correlated one. The Pearson correlation
coefficient between the Workplace Motivation Scale and the Work-Life Interaction is 0.372.
It indicates a moderate positive correlation between employee motivation and work
interaction in personal life. So we can conclude that the correlation is statistically significant.
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The positive correlation suggests that employees with higher motivation at work tend
to experience a more balanced and positive interaction between work and personal life. This
result may be relevant for organizations that want to encourage a healthy balance between
work and personal life, given that employee motivation seems to influence this interaction.

In conclusion, the results suggest that there is a significant association between
employees' motivation and how they manage the work-life balance.

3.2. Itis assumed that there is a correlation between performance at work and
employee motivation.

In order to test this hypothesis, we first checked the normality of the distribution using
the Kolmogorov-Smirnov normality test.

Tabel 3. Test of Normality Kolmogorov-Smirnov

Kolmogorov-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
Workplace Motivation Scale 050 93 200" 980 93 169
The performance scale at the 100 93 024 984 93 295
workplace

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

As we can see in the table above, we have a symmetrical distribution on the
motivation scale, and an asymmetric distribution in the workplace performance scale.

Tabel 5. Correlations Spearman

Workplace The performance
Motivation Scale scale at the
workplace
o Correlation Coefficient 1.000 .210"
Workplace Motivation Scale Sig. (2-tailed) . 043
S St N 93 93
pearman's o h ; | h Correlation Coefficient 210" 1.000
Loikppei;ggmance scale at the Sig. (2-tailed) .043 .
N 93 93

*. Correlation is significant at the 0.05 level (2-tailed).

As can be seen from the table above, the Spearman correlation coefficient is 0.210. It
indicates a weak positive correlation between motivation at work and performance at work.
The p value associated with the correlation coefficient is 0,043, thus greater than 0,05, which
indicates that there is no correlation, so the hypothesis has not been confirmed.

The weak positive correlation indicates that there is a positive association between the
level of motivation at work and performance at work. In other words, more motivated
employees tend to better performance in the workplace.

This result shows an association, but it does not indicate that increased motivation
leads directly to improved performance or vice versa.
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3.3. Itis assumed that there is a correlation between the interaction between
work and personal life and performance at work.

In order to test this hypothesis, we tested the normality of the distribution using the
Kolmogorov-Smirnov normality test.

Tests of Normality

Kolmogorov-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
The performance scale at the 100 93 024 984 93 295
workplace
The interaction between work 075 93 200" 976 93 079
and personal life

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

As can be seen in the table above, we have a symmetrical distribution on the Work-
Private-Life Interaction Scale and an asymmetric distribution in the Performance Scale at the
locus, so we used a non-parametric correlation coefficient as a test method to be able to verify
the hypothesis launched.

Correlations

The performance | The interaction
scale at the between work
workplace and personal life

TH ; | H Correlation Coefficient 1.000 071
e performance scale at the Sig. (2-tailed) . 501
workplace
Spearman's rho N 9 %3
P The interaction betw Correlation Coefficient 071 1.000
e interaction between . .
work and personal life Sig. (2-tailed) 501 ’
N 93 93

For the Workplace Performance Scale and Work-Life Interaction, Spearman'’s
correlation coefficient is 0.071. It indicates a very weak correlation between the interaction
between work and personal life and performance at work.

With a correlation coefficient of 0.501, higher than the usual threshold of significance
of 0.05, which indicates a statistically insignificant correlations.

The very weak correlation indicates that there is no significant association between the
level of interaction between work and personal life and performance at work. In this context,
the results suggest that the way employees manage their work-life balance does not seem to
significantly influence their performance at work.

In conclusion, the data do not provide significant support for the assumption that there
is a correlation between the interaction between work and personal life and performance at
work, so the hypothesis has not been confirmed.

3.4. There is a presumption that there is a difference in motivation at work
between employees with children and those without children.

We started analyzing the data with the application of the Kolmogorov-Smirnov
normality test to evaluate the distribution of the data.
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Tests of Normality
Copii Kolmogorov-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
- cu copii .075 51 .200" .984 51 .696
Workplace Motivation Scal . .
orkplace Motivation Seale ¢ 2 copii 099 2| 200 957 2| 117

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

For both groups we have a normal distribution, as can be seen from the table presented
above, so we used the T test to be able to verify the hypothesis launched.

Independent Samples Test

Levene's Test for t-test for Equality of Means
Equality of
Variances
F Sig. t df | Sig. (2- Mean Std. Error | 95% Confidence
tailed) | Difference | Difference | Interval of the
Difference
Lower | Upper
Equal )
Workplace Zg;ljamnggs 211 6471 .231 91 .818 .76471| 3.31057 581133 7.34074
Motivation
Scale Equal -
variances not .231|87.459 .818 76471 3.31206 7.34730
5.81788
assumed

As the results in the table above show, t-test shows that there is no significant
difference in motivation at work between employees with children and those without children
(t=0.231,p=0.818)

Statistically, there is no significant evidence to support the assumption that there is a
significant difference in motivation at work between employees with children and those
without children. This suggests that, at least in terms of motivation at work, the presence or
absence of children does not significantly influence employees.

It is important to note that this analysis focuses exclusively on motivation at work, and
other factors can play a role in employees’ experience and performance at work. The presence
or absence of children may not be the only determining factor of motivation at work.

In conclusion, from a statistical perspective, there are no significant differences in
motivation at work between employees with children and those without children, according to
the data provided. From a psychological point of view, this result indicates that, at least in this
specific context, parental status does not seem to have a significant impact on the level of
motivation at work.

3.5. There is a presumption that there is a difference between persons with
children and those without children in terms of the interaction between work and
personal life.

We started analyzing the data with the application of the Kolmogorov-Smirnov normality
test to evaluate the distribution of the data.
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Tests of Normality
kids Kolmogorov-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
The interaction between work  with kids .067 51 .200" .984 51 .704
and personal life without kids .103 42 200" 962 42 171

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

For both groups we obtained a normal distribution, as can be seen from the table
presented above, so we used the T test to be able to verify our hypothesis.

Independent Samples Test

Levene's Test for t-test for Equality of Means
Equality of
Variances
F Sig. t df | Sig. (2- Mean Std. Error | 95% Confidence
tailed) | Difference | Difference | Interval of the
Difference
Lower | Upper
Equal ) )
The interaction Vvariances .051 .821 197 91 .844 -.37395 1.89938 414684 3.39894
between work ~ assumed
and personal  Equal
life variances not 197 88.491 844 -37395( 1.89413 413784 3.38994
assumed

The results obtained in the t-test show that there is no significant difference in the
interaction between work and personal life between employees with children and those
without children (t = -0,197, p = 0,844). This result suggests that the presence or absence of
children does not significantly influence the interaction between work and personal life.

From a statistical perspective, there is no significant evidence to support the
assumption that there is a significant difference in the interaction between work and personal
life between employees with and without children. It suggests that, at least in terms of the
interaction between work and personal life, the presence or absence of children does not seem
to have a significant impact on employees.

As mentioned earlier, this analysis focuses on one dimension (the interaction between
work and personal life). Other factors can influence how employees perceive and manage this
aspect of their professional and personal life.

In conclusion, from a statistical perspective, there are no significant differences in the
interaction between work and personal life between employees with and without children, on
our sample. From a psychological point of view, this result indicates that, at least in this
specific context, parental status does not seem to have a significant impact on the interaction
between work and personal life.

3.6. There is a presumption that there is a difference in performance in the
workplace between employees with children and those without children.

We started analyzing the data with the application of the Kolmogorov-Smirnov
normality test to evaluate the distribution of the data.
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Tests of Normality
Kids Kolmogorov-Smirnov? Shapiro-Wilk
Statistic df Sig. Statistic df Sig.
with kids 122 51 .056 979 51 492
Workplace Performance Scale | i igs 085 42 200" 969 42 317

*. This is a lower bound of the true significance.
a. Lilliefors Significance Correction

As seen in the table above, we have an asymmetrical distribution, so we used a non-
parametric test method to be able to verify the hypothesis launched.

Ranks
[ Kids N Mean Rank | Sum of Ranks
with kids 51 47.66 2430.50
without
Workplace Performance Scale  jgs 42 46.20 1940.50
Total 93
Test Statistics®
Workplace Performance
Scale

Mann-Whitney U 1037.500
Wilcoxon W 1940.500
z -.259
Asymp. Sig. (2-tailed) .796

a. Grouping Variable: Copii

As can be seen from the data obtained above, with a threshold of significance of 0.796,
much higher than 0.05, the hypothesis was not confirmed, and there are no significant
differences in performance at work between employees with children and those without
children.

In conclusion, from a statistical point of view, there are no significant differences in
performance in the workplace between employees with and without children, according to the
results of the Mann-Whitney U test. From a psychological point of view, this result indicates
that, at least in this specific context, parental status does not appear to have a significant
impact on work performance.

Conclusions

The findings show that there is a significant link between workers' motivation and how
they balance their personal and professional lives. Those who are more motivated at work
tend to have a more balanced and positive interaction between their personal and professional
lives. This result may be relevant for companies that want to promote a healthy balance
between work and personal life, because the motivation of workers seems to affect this
interaction.

Although the performance of employees who are more motivated is better, we cannot
say that an increase in motivation will directly lead to improved performance. In this context,
we can see, but we cannot predict, a change in the way they perform in the workplace.
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Finally, the hypothesis that there is a correlation between the interaction between
personal life and work and performance at work has not been confirmed, as the data do not
provide a meaningful basis for this.

Statistically, there is insufficient evidence to support the idea that there is a significant
difference in motivation to work in the workplace between employees who have or do not
have children. This shows that the presence or absence of children does not have a significant
impact on employees, at least in terms of motivation at work.

It is important to remember that this analysis focuses exclusively on motivation in the
workplace. However, other elements can affect employee experience and performance in the
workplace.
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