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Abstract 
 
When staffing the public administration organizations it is not enough to define the necessary qualifications and 
knowledge to perform the work. One of the prerequisites for work performance and required work behaviour of 
employees is their positive attitude to work and organization. The paper deals with working attitudes and motivation as 
prerequisites for achieving effective work performance for managers in public administration. Job satisfaction is first of 
all understood as emotional response to which extent the employee perceives his organization and his job as satisfying 
his needs. Employee satisfaction represents a subjective process of comparing the expectations and the real conditions 
connected with the aspects of work The aim of the contribution is to identify differences in working attitudes 
(engagement, loyalty, organizational commitment, job satisfaction) and motivation by elected and appointed 
representatives of municipal and local authorities and district offices. It has been found that there are no differences in 
terms of job satisfaction, organizational commitment, loyalty, commitment and motivation among elected and appointed 
representatives of municipal and local authorities and district authorities. 
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Introduction 
 

The aim of public administration organizations is 
to increase efficiency, economy and performance in 
the delivery of public services. One of the pillars for 
increasing organizational performance is people, their 
skills and knowledge. When staffing the public 
administration organizations it is not enough to define 
the necessary qualifications and knowledge to perform 
the work (Župová, 2014). One of the prerequisites for 
work performance and required work behaviour of 
employees is their positive attitude to work and 
organization. It was claimed by Bláha et al. (2016), 
who added engagement to the well-known function of 
employee performance. According to him, the 
performance, except the basic, social and professional 
competence, motivation and the support of 
organization, is also determined by engagement of 
employees understood as work attitude. According to 
Mercer´s Engagement Model (2016), the engagement 
is connected with other work attitudes, such as job 
satisfaction, organizational commitment and, related 
to this, loyalty and motivation. The degree of work 
attitudes and motivation of employees does not differ 
only because of their individual characteristics but 
mainly because of the organizational variables, 
working environment and the nature of the work. 
These determinants of work attitudes in organizations 
are various and may also vary within organizations of 
one sector. The aim of the paper is to identify the 

differences in the degree of work attitudes 
(engagement, loyalty, organizational commitment, job 
satisfaction) and the motivations of managers in state 
administration and local government organisations. 

 

1. Theoretical basis 

 
The first studies explaining work behaviour of 

employees considered the job satisfaction as a basic 
work attitude. Since the job satisfaction, which was 
observed in relation to fluctuation, did not prove the 
expected causal connections, the concepts like 
organizational commitment and loyalty were 
introduced. Job satisfaction is first of all understood as 
emotional response to which extent the employee 
perceives his organization and his job as satisfying his 
needs (Mitchell, Lason 1987). Employee satisfaction 
represents a subjective process of comparing the 
expectations and the real conditions connected with 
the aspects of work (Jung, Moon, Hahm, 2007). It is 
an indicator of psychic adjustment of a man with the 
work he performs (Kollárik, 1983). Employee 
satisfaction represents a subjective process of 
comparing the expectations and the real conditions 
connected with the aspects of work (Jung, Moon, 
Hahm, 2007). It is primarily determined by 
remuneration for the work performed, type of the 
work, style of senior management, possibility of 
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career growth, communication in organization and 
working team (Spector, 1985; Kollárik, 2002).  

Shermerhorn, Hunt and Osborn (1994) in their 
studies tried to find out whether the job satisfaction if 
the result of work performance or the performance is 
the result of job satisfaction. They found out that a 
satisfied employee, e. g. due to the content of the 
work, interpersonal relationships etc. gives the 
performance required by organization. If an employee 
gives the required performance, the extent of his/her 
job satisfaction increases. For the sufficient 
performance the employee gets an adequate 
remuneration, and this again makes the increase in 
his/her job satisfaction and thus he/she will continue 
giving the required performance. 

Within the Mercer´s Employee Engagement Model 
(2016) the job satisfaction is described in connection 
with motivation. The motivation can be understood as 
“an intrapsychic process expressing the reasons of a 
one´s acting and behaviour in a situation, when he 
seeks to reach the goal, satisfy the perceived lack 
resulting from unsatisfied needs, habits, interests, 
values and ideals” (Kravčáková  et al., 2013). 
Through the Public Service Motivation construct 
(PSM), it is possible to diagnose which motives 
motivate employees in the public service. The 
construct is defined as the predisposition of an 
individual to respond to stimuli in public institutions 
or organizations (Perry, Wise, 1990). Vandenabeele 
(2007) defines PSM as “the belief, values and 
attitudes that go beyond self-interest and 
organizational interest, that concern the interest of a 
larger political entity and that motivate individuals to 
act accordingly whenever appropriate (p. 547)”. Perry 
and Wise (1990) divided the motives for work in 
public service into three categories: rational, norm-
based and affective. Rational motives make an 
individual act to maximize his benefit. Norm-based 
motives include the contexts of loyalty to 
governmental entities, duty and justice. Affective 
motives represent the interest in public issues which 
follows from sincere conviction of their social 
meaning (Mesárošová, 2004). 

The study of Ryan and Deci (2000) proved that the 
public service employees have different motives than 
the employees of private sector. The employees of 
public administration ignore external stimuli, such as 
salary and other rewards more, but they are more 
motivated by the values of work position 
characteristics, according to Hackaman and Oldham 
(Ryan, Deci, 2000; Harausová, 2015). Su and 
Bozeman (2009) observed the motives of public 
sector organization managers and they found out that 
highly motivated managers prefer the career and 
development, while the occupational safety, amount 
of salary and appropriate occupational environment 

does not influence their job satisfaction nor their 
motivation. The salary is not a significant determinant 
of motivation for managers in public institutions. 
Determination of motives for working in public 
service is connected with the assumption that the 
degree of motivation determines job search in public 
organizations, and is in a positive relation with the 
performance of an individual and achievement of the 
goals of organization. The goals of organization, 
according to Ademeymo (2000), are not attainable 
without the permanent commitment of members of the 
organization, and so the motivation contributes to the 
degree of commitment of a particular person to the 
organization. This relation was proved also in the 
researches of Altindisova (2011). 

Organizational commitment characterizes the 
relationship between worker and organization, 
expresses the favour, the identification and is 
voluntary. This relationship is given by affective, 
continuance or normative commitment (Meyer, 1997). 
The commitment implies intention, obligation (Kemp, 
1967) and relative strength of identification with a 
particular organization (Mowday, Steers, Porter, 1979; 
Newstorm, Davis, 1993). And so the organizational 
commitment relates to what extent employees belong 
to organization and are connected to it (Meyer et al., 
2013; Van Dick, 2004). 

Organizational commitment is given by the 
prestige of organization in a society and by a good 
reputation, relationship with the representatives of 
organization and their recognition by society. In 
connection with this, the organizational commitment 
is connected with the feeling of the employee's pride 
that he is working in such organization (affective 
commitment). Organizational commitment can also 
refer to so-called continuance commitment (Meyer, 
Allen, 1997) when an employee compares job 
deposits and job benefits as a consequence of potential 
fluctuations. If these deposits and benefits are higher 
in the current organization, the employee decides to 
stay and thus shows a certain amount of 
organizational commitment. 

Employee loyalty is understood as the willingness 
of an employee to make a considerable effort on 
behalf of the organization and says about the 
employee's relationship with the organization 
(O'Reilly, Chatman, 1986; Greenberg, Baron, 2000; 
Allen, Grisaffe, 2001). Turkyilmaz et al. (2011) states 
that this relationship is reflected in the decision to 
leave the organization. Employee loyalty to an 
organization exists when employees believe in goals 
of the company (Mathieu, Zajac, 1990), accept them 
for their own, work for the welfare of the organization 
by investing their time and resources (Reichheld, 
2001; Chow, Holden, 1998), they want to continue in 
the organization (Porter et al., 1974, Robbins 2005) 
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and identify themselves with the mission of the 
organization and its ethics (Varona, 2002; Wu, 
Norman, 2006). According to Rymeš (In Halík, 2008), 
employee loyalty concerns demonstrating a positive 
relationship to organization and labelling by the 
symbols of organization. In this context, employee 
loyalty can be understood as an external expression of 
the employee's organizational commitment. 

According to Andrew and Sofian (2012), employee 
engagement includes emotional and psychological 
relationships and attitudes between employees and the 
organization, the expression of which may be negative 
or positive behaviour of employees at the workplace. 
Jenkins and Delbridge (2013) claim that employee 
engagement implies his/her participation in work 
tasks, procedures and decision-making. Also Kahn 
(1990) defines employee engagement as involvement 
of organization members in work tasks while the 
involvement is physical, cognitive and emotional. The 
cognitive aspect of employee engagement relates to 
his/her views on organization, management and work 
conditions determined by experience and conviction. 
The emotional aspect of engagement refers to the 
feelings of employees, their positive or negative 
attitudes towards organization and its management. 
The physical aspect of employee involvement relates 
to physical energy developed by an individual to 
achieve his/her working role. 

Employee engagement is an increased emotional 
and intellectual involvement the employee expresses 
in his/her work, and it motivates him/her to make 
extra effort and energy at work (Aon Hewit, 2013). 
The basis of the formation of this work attitude is the 
possibility of self-realization as the highest of the 
needs according to Maslow's Hierarchy of Needs 
(Richman, 2006). The basic preconditions for self-
realization in this meaning are participation in 
decision-making in organization, opportunity to 
choose working methods, feedback, development 
support and career development opportunities.  

Employee engagement is beneficial to the 
organization by the fact that employees perform such 
work tasks and in such a way that their work 
performance is excellent, i.e. higher than performance 
expected by the organization within performance 
standards (Halbesleben, Harvwey, Bolino, 2009). 
There is a general belief that there is a connection 
between employee engagement and the economic 
result of an organization, however, the causal 
connection between them has not been directly proved 
(Harter et al., 2002). 

Bláha et al. (2013) mention differences between 
engagement and organizational commitment among 
employees. They state that engagement is connected 
with emotions involved in activities performed at 
work, and the commitment relates to organizations as 

a whole. According to them, these two concepts are 
interconnected. A great sense of commitment to 
organization can mean greater engagement, and a high 
level of engagement can be related to an increased 
sense of commitment to organization. However, 
people can engage in their work even if they are not 
committed to organization. 

The relationship between the individual 
prerequisites for engagement was observed by several 
authors (Botham, Roodt, 2012; Field, Buitendach, 
2011; Mendes, Stander, 2011; Newman, Joseph, 
Hulín, 2010; Salanova, Agut, Peiro, 2005; Schaufeli, 
Bakker, 2004). They claim that job satisfaction, 
motivation and organizational commitment are 
mutually correlated, i.e. that with the increase of one 
construct, the other one either appears or grows within 
their hierarchy. Even the Merecer's Employe 
Engagement Model (2016) says that in case of 
employee, it is not possible to achieve a higher level 
without a lower one, while there is job satisfaction at 
the lowest level and engagement at the highest level. 

Employers should be interested in the work 
attitudes of their employees, especially in 
management positions, and where the relationship to 
work can have a significant impact on the relationship 
to client and on the provision of services. These 
positive work attitudes are the source of competitive 
advantage and they contribute to the achievement of 
organizational goals, especially in public 
administration organizations, where the financial 
means for the resources of transformation process are 
limited. 

The presumption of the difference between the 
degree of job satisfaction, organizational commitment, 
loyalty, engagement and motivation among managers 
of state administration and local government 
organizations is based on fundamental differences in 
the functioning of these public administration pillars 
and the structure of competencies which for managers 
of state administration and local government 
organizations follow from the legal regulations. 

Within the state administration the managers are 
appointed and it is characterized by a system of 
superiority and subordination with a strict assignment 
of competences and working procedures at each level 
of management. The objective of state administration 
is to respect the law and order (Papcunová, Gecíková, 
2011). 

Within the local government, elected managers act 
in relation to the performance of competences and 
appointed managers in relation to employees of the 
office. Local government is characterized by the legal 
assignment of competences with greater decision-
making authority on the way they perform 
(Papcunová, Gecíková, 2011). This means that it is an 
activity with managing character. The managing 
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elements are represented in this case to greater extent 
than in the case of state administration. Consequently, 
Local Government means not only the performance 
but also the creation of self-governing power within 
the limits of law. Local government, and thus its 
representatives, independently and to a large extent set 
the targets to which their work and performance are 
directed (Prucha, 2004). Factors of positive working 
attitudes are also the degree of decision-making power 
of an employee, participation in decision-making or 
job characterization according to Hackaman and 
Oldham (1976), which are different within public 
administration, state administration and local 
government organizations. Working conditions within 
local government organizations are much closer to the 
factors of positive working attitudes. 

Based on these characteristics of working attitudes 
and differences within the functioning of public 
administration pillars, the following research question 
arises: "Are there statistically significant differences 
in the average degree of motivation, job satisfaction, 
loyalty, organizational commitment and engagement 
in case of managers in state administration and local 
government?" 

Hypothesis 1: It is assumed that managers of local 
government organizations have higher average rate of 
motivation, job satisfaction, loyalty, organizational 
commitment and engagement than managers of state 
administration organizations. 

Hypothesis 2: It is assumed that elected managers 
of local government organizations have higher 
average rate of motivation, job satisfaction, loyalty, 
organizational commitment and engagement than 
appointed managers of local government 
organizations. 

 

2. Methodology 
 

Method. The questionnaire was divided into 6 
parts. The first part of the questionnaire contained 17 
questions observing the rate of employee engagement 
– Utrecht Work Engagement Scale (UWES), a 
standardized questionnaire formed by W. B. Schaufeli 
and A. B. Bakker (Schaufeli, Bakker, 2004). 
Respondents answered on a modified six-point 
evaluation likert scale in the range from 1 to 6, while 
1 – strongly disagree to 6 – strongly agree. The 
overall score ranges from 17 to 102. When 
determining the engagement and non-engagement 
rate, the score is divided by median – 51. If the overall 
score is lower than the median value, it is a case of 
low engagement rate – non-engagement. If the score 
is higher than the median value, it is a high 
engagement rate – engagement. 

The second part of the questionnaire consists of 
three questions concerning organizational 
commitment. It is inspired by a three-part model 
observing the rate of employee commitment (TCM; 
Meyer, Allen, 1991, 1997; revised version – Meyer, 
Allen, Smith, 1993). This model measures three forms 
of employee organizational commitment, namely an 
affective commitment – a desire; a normative 
commitment – an obligation; continuance 
commitment – costs. Each of these three forms of 
organizational commitment can be measured 
separately by one question, or overall, as a measure of 
organizational commitment, so called commitment 
profile. Respondents answered individual items using 
the six-point likert response scale, from 1 – strongly 
disagree to 6 – strongly agree. Values for the overall 
commitment profile range from 3 to 18. The low 
commitment rate is characterized by the score 
obtained below the median interval value and the high 
commitment rate is given by values above the median 
interval value. 

The third part of the questionnaire consists of 3 
questions and is focused on the analysis of employee 
loyalty. It is based on a standardized Employee 
Loyalty Scale developed by Chen and Wallace (2011). 
Respondents answered individual items using the six-
point likert response scale, from 1 – strongly disagree 
to 6 – strongly agree. The score of the loyalty rate is 
from 3 to 18. Based on the median value of this score, 
it is possible to identify a loyalty rate, while a low 
loyalty rate is represented by a score below the 
median, and a high loyalty rate is above the median. 

The fourth part of the questionnaire contains 5 
questions. The individual questions concern work 
motivation. Respondents answered to what extent they 
agree with the reason they work for – money, contact 
with people, opportunities for self-realization, interest 
in work, improving their skills. Respondents answered 
individual statements by marking the value on a six-
point likert scale from 1 – strongly disagree to 6 – 
strongly agree. The score of the overall motivation 
rate is from 5 to 30. Based on the median score, it is 
possible to identify a low and a high degree of 
motivation. 

The fifth part of the questionnaire contains 
questions about partial and total job satisfaction. 
Partial work satisfaction was surveyed as satisfaction 
with work tasks, working conditions, superior, career 
growth opportunities, and co-workers. Respondents 
answered on individual statements by marking the 
value on a six-point likert scale from 1 – strongly 
disagree to 6 – strongly agree. The overall job 
satisfaction rate is given through scores of values from 
5 to 30, the higher response score, the higher overall 
job satisfaction of the respondent. Based on the 
median value of the score, job satisfaction rate is 
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categorized into work dissatisfaction (score up to 
17.5) and job satisfaction (scores above 17.5). 

The final part of the questionnaire contains open 
and closed issues regarding socio-demographic 
variables – age, gender, education, practice, job 
classification and work area. 

Research Design. The survey was carried out in 
June, July, August and September 2017. At the 
beginning of the survey, all municipal, local and 
district offices of the Slovak Republic were addressed 
electronically. The mayors and the representatives of 
the city authorities (140 SR; 22 Košice; 17 Bratislava) 
and the representatives of the district offices (72) were 
electronically sent information containing the reasons 
of the research realization, the research procedures, 
the use of the obtained data and the request for 
consent to the realization of the research in the 
organization. Information about the research was sent 
to the managers of the organizations in two rounds, in 
June and in August. 

Consent to the carrying out of the questionnaire 
survey at municipal authorities was expressed by 28 
municipal authorities (15.65%), out of total of 179 
municipal and local authorities. One municipal 
authority disagreed (0.55%). 150 municipal 
authorities (83.80%) did not express their opinion on 
participation in the questionnaire survey. From the 
total number of 72 district offices within the Slovak 
Republic, 36 of them gave the consent to participation 
in the research, which represents 50%. Seven district 
offices (9.8%) showed disapproval and 29 district 

offices (40.2%) did not express their opinion on 
research participation. 

After the expression of approval, online 
questionnaires were electronically sent to the 
managers of municipal, local and district authorities. 
The questionnaires were sent in two rounds. The first 
round of sending questionnaires was realized in July. 
In the first round, 92 questionnaires were sent. The 
second round was realized in September. In the 
second round, 92 questionnaires were sent. 

Statistical processing. The obtained data were 
processed and the hypotheses were verified based on 
descriptive statistics (median, arithmetic mean, 
standard deviation, etc.) and difference statistics for 
testing the variance between three independent 
selections through the non-parametric replacement of 
Kruskal–Wallis one-way analysis of variance and for 
testing the variance between two independent 
selections non-parametric Mann–Whitney U test. 

The research sample. The research sample was 
selected by a group selection from public 
administration organizations. Within the state 
administration organizations, managers of district 
offices from all territory of the Slovak Republic were 
selected, and within the local government 
organizations managers of municipal and local 
authorities from all territory of the Slovak Republic 
were selected. Total return was 39.01%, which 
represented 71 completed and returned questionnaires. 
70 completed questionnaires were included into the 
survey. 

 
Table 1.  The description of the research sample in terms of job classification 

 

 

 

 

 

 
The sample was composed of 70 respondents. 

Respondents were classified into three compared 
groups according to work area and job classification 
within the organization they work in (Table 1). The 
sample from the area of state administration consisted 

of 26 representatives of district authorities, what 
represents 37.14%. There were 21 representatives of 
municipal and local authorities (30.00%) and 23 city 
mayors (32.86%) within the Slovak Republic. 

 
 
 

 
 

 

 

Variable Number % 
State administration Representative 26 37.14% 

Local government Representative  21 30.00% 
Mayor 23 32.86% 

Total 70 100 % 
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Table 2. The description of the socio-demographic variables in case of representatives of district authorities 

 

Variable Number % 

Sex 
men 24 92.30% 
women 2 7.70% 

Age 

up to 30 years old 6 23.07% 
from 31 to 40 years old 8 30.80% 
from 41 to 50 years old 10 46.13% 
from 51 years old 2 7.70% 

Education 
secondary 2 7.70% 
university  24 92.30% 

Practice 
up to 10 years old 19 73.07% 
from 11 to 20 years old 5 19.23% 
from 21 years old 2 7.70% 

Total 26 100 % 

 
 
26 heads of district authorities participated in the 

research, 92% from them were men and less than 8% 
women (Table 2). The average age of the 
representatives is 38.38, while the youngest one is 25 
years old and the oldest one is 58 years old. Only two 

of them have not reached any university degree. The 
average time of the practice of representatives is 8.94 
years. The time of the practice of representatives 
ranges from 1 to 41 years. 

 
Table 3. Description of socio-demographic variables in case of representatives of municipal and local authorities 

 

Variable Number % 

Sex 
men 16 76.20% 
women 5 23.80% 

Age 

up to 30 years old 3 14.28% 
from 31 to 40 years old 5 23.80% 
from 41 to 50 years old 7 33.33% 
from 51 to 60 years old 4 17.39% 
from 61 years old 2 11.20% 

Education 
secondary 3 14.28% 
university  18 85.72% 

Practice 
up to 10 years old 12 57.14% 
from 11 to 20 years old 4 17.39% 
from 21 to 30 years old 5 25.47% 

Total 21 100 % 

 
 
From the area of local government, 21 

representatives of municipal and local authorities 
within the Slovak Republic participated in the survey. 
In the position of the researched representatives of 
municipal and local authorities, there were 76.20% of 
men and 23.8% of women (Table 3). The age of the 
representatives of municipal and local authorities 

ranges from 25 to 63 years old, while the average age 
is 44.52 years. 85% of the representatives have 
completed university education. The average time of 
practice among the representatives is 11.4 years, 
interval of practice time among the representatives of 
municipal and local authorities ranges from 0.5 years 
to 26 years.  
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Table 4. The description of socio-demographic variables in case of city mayors 

 

Variable Number % 

Sex 
men 16 69.56% 
women 7 30.44% 

Age 

up to 30 years old 3 13.04% 
from 31 to 40 years old 2 8.70% 
from 41 to 50 years old 8 34.78% 
from 51 to 60 years old 9 39.13% 
from 61 years old 1 4.35% 

Education 
secondary 2 8.70% 
university  21 91.30% 

Practice 
up to 10 years old 13 56.52% 
from 11 to 20 years old 4 17.40% 
from 21 to 30 years old 6 26.08% 

Total 23 100  

 
23 city mayors of the Slovak Republic belonging 

to the area of local government organizations also 
participated in the survey. Less than a third of mayors 
involved in research were women and 70% men 
(Table 4). The age of Mayors of cities ranged from 25 
to 61 years, the average age was 46.78 years. More 
than 90% of mayors of cities have completed 
university education. The practice of mayors of cities 
ranges from 1 year to 30 years, while the average 
length of practice for mayors of cities is 12.95 years. 

 

3. Results 
 

Quality employees in managerial positions, their 
competencies and work performance are extremely 
important for the success of organization in the 
market. For the development of high-quality and 
efficient employees, it is important that in their work 
they find challenge, interest, satisfaction, fulfilment, 
and a good feeling of work performed (Hart, 
Thompson, 2007). Positive work attitudes and 
sufficient motivation can also contribute to this. The 
aim of the paper is to identify the differences in 
working attitudes (engagement, loyalty, organizational 
commitment, job satisfaction) and motivation of 
elected and appointed managers of municipal and 
local authorities and district authorities. The 
assumptions about the differences in the rate of these 
working attitudes and motivations are based on the 
differences in the functioning of the public 
administration pillars and on the structure of 
competencies which, for the managers of public 
administration organizations, follows from legal 
regulations. 

Work satisfaction is surveyed like a basic job 
attitude that relates to the performance of the 
employee and the show of his work behaviour. 
Satisfied employees like their work, they are satisfied 
with working conditions, they work reliably; however, 
they are not willing to work beyond their job 
responsibilities (Bláha et al., 2016). Earlier studies of 
public administration employees found out that these 
employees showed a lower rate of job satisfaction 
than employees working in private enterprises 
(Baldwin, Farley, 1991; Rainey, 1989). However, 
studies by DeSantis and Durst (1996), Emmert and 
Taher (1992), Gabris and Simo (1995), and Bašistová 
and Ferencová (2014) came to the conclusion that job 
satisfaction among public administration employees 
has a growing trend. Already in 1934 Uhrbrock 
organization found out that employees who are higher 
in the organization hierarchy show a higher degree of 
job satisfaction (Berry, 2009). Kollárik (1983) also 
claims that the highest degree of satisfaction is 
achieved by senior executives. Satisfaction of senior 
employees increases proportionally with their 
position. 

The degree of job satisfaction among managers of 
state administration and local government 
organizations was surveyed (Table 5). Total degree of 
job satisfaction was surveyed as the satisfaction with 
work tasks, working conditions, senior staff, with 
career growth opportunities, with co-workers. On the 
basis of earlier surveys it is assumed that there is a 
high level of job satisfaction in case of managers of 
state administration and local government 
organizations. 
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Table 5. The job satisfaction rate among the respondents 

 

Variable N Average Standard deviation Min. Max. 

Job satisfaction  

Mayor 23 20.43 5.71 5.00 30.00 

Representative LG 21 19.52 4.96 11.00 30.00 

Representative SA  26 19.12 5.37 7.00 30.00 
Total 70 19.67 5.32 5.00 30.00 

 
The average rate of total job satisfaction for all 

respondents is 19.67; it is above the median score and 
represents job satisfaction. Higher rates of job 
satisfaction are shown by city mayors (20.43); 
representatives of district authorities are less satisfied. 

According to Taylor and Westover (2011), Jung 
and Shin (2014), the relationship between high rates 
of job satisfaction and motivation was confirmed. 
High rate of job satisfaction influences the employee 
motivation and motivation prerequisites a high level 
of job satisfaction in fulfilling the work tasks within 
the public service. They stated that higher level of job 
satisfaction in case of the employees in public sector 
is predicted by different internal motives than among 
the employees in private enterprises. 

The level of work motivation in case of managers 
of state administration and local government 
organizations was also surveyed (Table 6). Work 
motivation was surveyed through the potential 
motives for work performance based on the reasons 
why managers perform their work – money, contact 
with people, opportunities for self-realization, interest 
in work, improving their abilities. The assumption of a 
higher degree of work motivation in case of city 
mayors is based on the initiative and candidature 
voluntariness in municipal authorities elections and 
thus in the work performance in the area of municipal 
government. 

 
Table 6. The work motivation rate among the respondents 

 

Variable N Average Standard deviation Min. Max. 

Work motivation 

Mayor 23 21.22 5.06 5 30 
Representative LG 21 22.52 3.68 14 30 
Representative SA 26 22.88 3.93 11 29 
Total 70 22.23 4.27 5 30 

 
The average rate of motivation of all the 

respondents is above the median score, indicating that 
respondents are motivated to perform their work. The 
highest rate of work motivation is shown by the 
representatives of district authorities, despite the fact 
that their opportunities of work performance are 
markedly limited by legal regulations. City mayors 
show slightly lower degree of work motivation. 

Motivated employees should be characterized by 
working energetically and highly focused but 
preferring their individual goals to the goals of the 
organization in which they work (Bláha et al., 2016). 
This is unacceptable for managers in public 
administration organizations. Private interest and 
individual goal should not be preferred to the goals of 
the organization in public administration. However, if 
motivation relates to the organizational commitment 

of employee, it is assumed that such an employee will 
perform the work primarily to achieve the goals of 
organization. 

Porter and Smith (1976) characterized the 
organizationally committed employee as the one who 
considers the problems of the organization to be 
his/her own problems, he/she is emotionally bound to 
the organization and the organization has a meaning 
for him, he feels togetherness. Shepherd and Mathews 
(2000) supplemented the basic characteristics of the 
organizationally committed employees. They state 
that organizationally committed employees are 
convinced of the goals of organization. They are 
willing to be members and part of the organization 
(Korpulu, 2013). 

The level of organizational commitment in case of 
managers of state administration and local 
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government organizations was also observed (Table 
7). The above-mentioned characteristics of an 
organizationally committed employee according to 
Porter and Smith (1976) are more characteristic for 

elected managers working in local government 
organizations. Therefore, there is an assumption for a 
higher degree of organizational commitment in case 
of city mayors. 

 
Table 7 The rate of organizational commitment among the respondents 

 

Variable N Average Standard deviation Min. Max. 

Organizational 
commitment 

Mayor 23 11.09 3.74 3 18 
Representative LG 21 11.48 3.68 6 18 
Representative SA 25 11.60 3.46 6 18 
Total 70 11.39 3.58 3 18 

 
Organizational commitment rate among the 

respondents, based on their work area, does not differ 
considerably; it is above the median score. It can be 
said that the managers of both state and local-
government organizations show the degree of 
organizational commitment which collides at the 
median score. 

According to the findings, the organizational 
commitment of employees is shown through their 
loyalty. And thus the loyalty is an external expression 
of organizational commitment. A loyal employee has 
several characteristics that are reflected in his work 
behaviour. Employee loyalty is reflected in the 
behavioural field by the employee recommending 
working in that organization to known and other 
people, expressing the pride he feels thanks to 
working in the organization. A loyal employee 
remains in the organization despite other job 
opportunities from outside. He often speaks about his 
organization in public or in a circle of friends in a 

positive way, is open to express his favour, has good 
relationships in team, and his attitudes and behaviour 
are in accordance with the values, visions and goals of 
the organization (Meyer Allen, 1997). Employee 
loyalty as well as proclaiming of a positive 
relationship with the organization and labelling with 
the organization symbols (wearing company shirts, 
uniforms, etc.). Fully loyal employees work in an 
organization because they want and they want to work 
in it in the future as well. They spread a lot of 
positivism in the organization (Rao, 2006). 

The level of loyalty in case of managers of state 
administration and local government organizations 
was surveyed (Table 8). The degree of employee 
loyalty is reflected by their organizational 
commitment. Based on a description of behavioural 
manifestations of loyalty, there is the assumption of a 
higher degree of loyalty among city mayors, in 
connection with their pre-election campaign and the 
candidacy to municipalities. 

 
Table 8. The rate of loyalty among the respondents 

 

Variable N Average Standard deviation Min. Max. 

Loyalty 

Mayor 23 14.26 3.49 3 18 
Representative LG 21 15.10 2.95 8 18 
Representative SA 26 14.38 3.49 6 18 
Total 70 14.56 3.31 3 18 

 
The average rate of loyalty among the respondents 

is markedly above the median score. The highest 
degree of loyalty is shown by representatives of 
municipal and local authorities. On the contrary, city 
mayors show the lowest degree of loyalty, even 
though they are representatives of local governments 
and are expected to behave like a loyal employee. 

The Mercer's Employee Engagement Model (2016) 
assumes that high job satisfaction, motivation, 
organizational commitment and loyalty as its 
expression are prerequisites for the employee to be 
engaged in his/her work tasks. Such an engaged 
employee is described by many positive features 
related to his/her activity, thinking about work, set 
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goals, internal motivation, satisfaction (Alfes et al., 
2010). 

The level of engagement among managers of state 
administration and local government organizations 
was surveyed (Table 9). Jenkins and Delbridge (2013) 
claim that employee engagement is given by engaging 

in work tasks, processes, decisions and opportunities 
for self-realization. These work performance 
conditions imply a higher degree of engagement 
among elected managers of local government 
organizations – representatives of towns.  

 
Table 9. The rate of engagement among the respondents 

 

Variable N Average Standard deviation Min. Max. 

Engagement 

Mayor  23 70.61 20.68 17 102 
Representative LG 21 71.90 16.37 38 102 
Representative SA 25 72.76 17.09 37 100 
Total 70 71.78 17.92 17 102 

 
The average engagement rate for respondents is 

71.78, which is markedly above the median score. The 
highest level of engagement can be observed among 
the representatives of district authorities, despite the 
fact that the nature of the work and the statutory 
competencies do not make conditions for a high level 
of engagement. The lowest rate of engagement is 
shown by city mayors. 

The high level of engagement of respondents 
implies that such employees are characterized by high 
levels of energy and psychological resistance at work, 
willing to invest an effort and persistence to work, the 
employee perceives the work as his being, experiences 
the feeling of significance, enthusiasm, inspiration, 
pride and challenge (Schaufeli et al., 2001). 
According to Bláha et al. (2013) engagement means 
that employees are interested in their work, have a 
positive relation with it and are ready to give an 
extraordinary performance to do their job best. This is 
also related to the statement of Jackson, Schuler and 
Werner (2009), who describe engaged employees as 
those who are highly motivated. The engaged 
employee, within the behavioural expressions, is 
characterized by being fully concentrated, working 
time runs fast for him/her, he/she has a problem to 
finish working even after the end of working time 
(Schaufeli et al., 2001), makes extraordinary effort 
and is able to do anything to make the company 
successful (Richman, 2006). This characteristic of an 
engaged employee is in accordance with the 
understanding of engagement as the performance of 
work tasks, supported by emotionality and 
voluntariness, according to, for example, Richman 
(2006) and Shaw (2005). An engaged employee is 
internally devoted to the values and goals of the 
company, is trying to excel and knows that his daily 

contribution to the goals of the company enriches his 
own development and contributes to his self-
confidence. Armstrong (2009) defines engaged 
employees as the ones who keep an overview of the 
latest approaches and practices in their field. Engaged 
employees are willing to work beyond their duties to 
achieve better performance. An engaged manager 
solves the problems of the company while travelling 
home not because he has to, but because he enjoys it 
(Hay Group, 2011). An engaged employee when 
solving problems and tasks takes an initiative on 
him/her, is active and focused, believes he/she can 
achieve a change (Macey et al., 2009). Such 
characteristics of working behaviour and attitudes in 
case of employees are expected primarily among 
representatives of local governments, whose main task 
is to work on bringing the entrusted territory to 
prosperity. 

The assumptions about statistically significant 
differences in the average level of motivation, job 
satisfaction, loyalty, organizational commitment and 
engagement between managers of local government 
organizations and managers of state administration 
organizations (Hypothesis 1) and elected and 
appointed managers of local government 
organizations (Hypothesis 2) were verified on the 
basis of statistical tests. 

In order to compare the level of job satisfaction, 
motivation, organizational commitment, loyalty and 
engagement in three groups of respondents – mayors 
of cities, representatives of municipal and local 
authorities and representatives of district authorities 
(Hypothesis 1), a non-parametric replacement of one-
way analysis of variance – Kruskl – Walis test was 
used (Table 10). 
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Table 10. Kruskal – Walis test 

 

Variable Test Statistics s.v. p 

Engagement 0.003 2 0.999 
Organizational commitment  0.098 2 0.952 
Loyalty 0.098 2 0.952 

Work motivation 0.621 2 0.733 

Job satisfaction 1.817 2 0.403 

   

Based on Kruskal – Walis test, it can be said that 
there are no statistically significant differences in the 
level of job satisfaction, motivation, organizational 
commitment, loyalty and engagement between city 
mayors, representatives of municipal and local 
authorities, and representatives of district authorities. 
Hypothesis 1 has not been confirmed. 

A non-parametric Mann-Whitney U test was used 
to compare the degree of work satisfaction, 
motivation, organizational commitment, loyalty, and 
engagement between two groups of respondents – 
elected mayors of cities and appointed representatives 
of municipal and local authorities (Hypothesis 2). 

 
Table 11. Mann-Whitney U test 

 

Variable U Standardized Test Statistics p 

Engagement 240 -0.035 0.972 
Organizational commitment 232 -0.225 0.822 
Loyalty 232 -0.225 0.822 
Work motivation 208.5 -0.784 0.433 
Job satisfaction 204 -0.889 0.374 

 
Based on the Mann-Whitney U test, it can be said 

that there are no statistically significant differences in 
job satisfaction, motivation, organizational 
commitment, loyalty, and engagement between 

elected mayors of cities and the appointed 
representatives of municipal and local authorities. 
Hypothesis 2 has not been confirmed. 

 

Conclusion 
 
The aim of the paper was to identify differences in 

working attitudes (engagement, loyalty, organizational 
commitment, job satisfaction) and motivations of 
elected and appointed managers of municipal and 
local authorities and district authorities. The 
assumptions about the differences in the extent of 
these working attitudes and motivations were based 
on the differences in the functioning of the public 
administration pillars and the structure of 
competencies which for these managers of public 
administration follows from the statutory regulations. 

It has been found out that rate of job satisfaction, 
motivation, organizational commitment, loyalty, and 
engagement does not differ among respondents based 
on whether they work in state administration or local 

government, or whether they are elected or appointed 
managers in local government. 

The highest rate of engagement has been shown by 
representatives of district authorities, despite the fact 
that the nature of the work and the statutory 
competence do not create the conditions for a high 
level of engagement. According to Bláha et al. (2013) 
engagement means that employees are interested in 
their work, have a positive relation to it and are ready 
to perform extraordinary performance to do their job 
best. Engaged employees are those who like their 
work, willing to give something more to the 
organizations they work for, not because it is required, 
but for their own conviction and joy. 

The research has shown that organizational factors 
manifested in the nature of the work do not contribute 
to the creation of working attitudes and work 
motivation to any significant extent. It can be said that 
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socio-demographic and individual personality 
variables are more important factors in the formation 

of working attitudes and work motivation. 
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