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Abstract: Sustainable human resource management is one didtinguished approaches for ensuring the orgtairal
performance of an organization in today's turbulaminess environment. Human resource managemsatesnthe
achievement of the organizational goals througletim@s of managing human resources. Sustainablamueasource
management thereby ensures the development antemeaice of the potential of all employees in thganization. The
main goal of this paper is to present the resuli®search in the field of human resource managéemith respect to
different generations of employees in industrideeggrises operating in the Slovakia. The reseaatipte consisted of n
= 1 471 respondents (employees of industrial erig&g). The most important results of the prezengésdarch is the
finding that employees of industrial enterprisessider work performance, which influences their ueeration, to be
important. The research showed that there arestitaty significant relationships between employaemanagerial and
production positions and the perceived importaricgaok performance when determining the income ahagers and
production employees (rs = 0.274 and rs = 0.363).

1 Introduction but also social1]. Sustainability is not just a trend, but a
The first chapter of the paper consists from twdspa topic in management of industrial enterprises, #fiatuld

The first part provides insight to the literaturelarevious be seriously address¢®]. By adopting the principles of

studies in the field of sustainable human resourgustainability, organizations can become more f{aiol

management, partially performance of employeedizeid and maintain their activities in the long run. The

remuneration. The second part is devoted to a brigfistainable approach to management of organizations

description of the individual generations of emjgley with represents a processes in which organizations rateeg

respect to the analysed issues. their economic, environmental and social goals thtr
business strategies and optimize the balance betake

1.1 Sustainable human resource management three interconnected dimensions. Sustainabilitabsut

and performance of employees building a society in which the right balance isimte@ined

Sustainability is a long-term focused approach tgetween economic, env?ron_mental a_md social goathéan
business. It represents the creation of such sgstemd |0Ng term. For organizations, this means not only
processes that are able to endure into long time.woMmaintaining and expanding economic growth and
Given that businesses have their economic natute tsffareholder value, but also adopting and adhesiethical
operate within certain environments and socialesyst Pusiness practices, creating sustainable job pasiti
the study of sustainability is not limited to thecreating value for all stakeholders and caringtierneeds
environmental issues. The three key dimensionshictw ©f insufficiently secured worke(8]. Given the importance

sustainability needs to be studied are economatpgical ©f employees for the success and performance of the
organization, it is necessary for the management of
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organization to implement sustainability into humamwalue system, his attitudes, interests, life situatut also
resource management procespéls Sustainable Human by the life stage or age of the employee.
Resource Management (SHRM) supports the conditions
for the sustainability of organizational workforcét. 1.2 Generational groups of employees
develops the sustainability of the workforce by ioying The post-war generation, sometimes referred to as
the ability of human resource management processes‘Baby boomers”, is considered to be people borhdd6-
continuously attract new employees, regenerate tlO60, the next Generation X, born in 1961-1980,
workforce by caring for its employees, and suppofGeneration Y born in (1981-1995) and Generatiobafn
employees to be motivated and committed. Through 1995- 2009. The youngest generation born sifd® 2
targeted management of human resources processesften referred to as the Generation Alpha. Membgesich
ensures sustainability by, on the one hand, malfleg generation show certain characteristics, diffevahies are
human resources management system itself sustinaklssential for them, they have different approachesork
On the other hand, sustainable human resoure@d motivational preferences. For the post-war geios,
management contributes to the sustainability cframises money is an important motivating factor, along wtitte,
by reconciling economic, environmental, social bathan  recognition and respe¢il5]. Compared to the post-war
sustainability objectivefs]. generation, Generation X, and in particular GeamnaY,
Improving the performance of organizations does nafalue leisure time more strongly and attach moteevto
only depend on the characteristics of employeesh a8 work providing external rewards. Generation Y alalues
their assumptions, abilities or competencies, &t an internal and social rewards less than the post-war
how the management is uses them, and this dependsgeneration. It is also pointed out that Genera¥igrefers
human resource management practices in the ordianiza external rewards (external motivation) more thanpbst-
[6]. From the point of view of the sustainability afdiness war generation, not wanting to work hard but stéinting
performance, it is, among other things, importamt tmore money and a higher positifi6]. Older employees
maintain the employability of employe¢g], as well as could be offended when younger ones demand more
their motivation and retention. In the productiveresponsibility or higher salaries during job infews.
population, many working days are lost due to 8feThis According to them, these requirements are not swhg
represents a huge cost in terms of staff shortapels result of an exaggerated ego, but of a market engnAs
weakened economic performance. As we can see, ti@st of the workforce will be entitled to retirepung
social, economic and environmental aspects ardiimked  workers will become a much in request in the nextade.
and form feedback lood$]. Therefore, it is important to If the organization does not offer higher salagad more
monitor which working conditions affect the health engaging work for young employee, another orgaiuizat
employees, well-being but also social and familg [9].  Will do so. Understanding these types of presssrksy to
Workplace stress also affects if employees fegl ttave a promoting strong intergenerational communicat|Gi].
lot more work than their colleagues or feel thairtefforts Generation X attaches little value to their thinggy do
are not appreciated or adequately rewarddd]. nhot consider them part of their value system. Wtiile
Recognition, trust, fair treatment and support donte to  Materialistic person will stick to the property, isth
motivation and improve not only workplace well-bgiout ~ generation is more willing to get rid of it and kege it with
also work ability{11]. Employees of all ages are shaped b New and improved version. This means, for exajtipe
their own life experiences. Naturally, older emley had they do not stick to their house or home as theiepts and
more opportunities to survive more events thateaffect are more willing to replace it for a better qualifylife or
their attitudes. Age can therefore be one of theors for Work[18]. Generation X employees are looking for a work-
different values or attitudes, also to the wiir®]. Usually,  life balance and are motivated by work that sassthem
more than one generation of employees meet ancecatep Personally and financially. For them, money iswsanel for
at the same workplace. Each generation can manifésiob well done, but they do not accredit valuthed work.
different values, attitudes to work and motivational hey appreciate the remuneration in the form ofeedtays
preferences[13,14. However, there is no absolute®ff, which will allow them to improve their work#
exactness in limiting the years of birth of indval Palance. For Generation Y, friendship is such angtr
generations. In order for remuneration for workke Motivator that Generation Y workers choose a jat fa
motivating for employees, it is important thatdkes into D€ With their friends. They have a sense of ethicd
account their work values and work motivation, vihgan ~ Participate in justified activities. As with Gengem X,
be differentiated individually, which is given byet MONEYy is an important but not separable factortriem
uniqueness of individuality of each person. Howeseme [15]. Generations X and Y prefer work-life balance over
research and studies confirm that the preferrdf€ post-war generation, which saw sacrificing peas
remuneration for work may be different for diffetenlife for work as a price to pay for succegsd. The
generations of employees. Employee preferences aMidllennium Generation Y focuses on finding work tle
individual preferences can be influenced by a pesso stable, preferably resilient to recession, and pamligh to
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pay their bills and save. As soon as they find dhey 2 Methodology
would rather stay in it. Their reluctance to taksks The next part of the paper is devoted to the detsori
influences their decisions in the sense that wdtler work  of the research problem, the definition of the ngoal of
may be more interesting to them, this does not ieedrit the research, the results of which are presentethen
is in their best long-term interd&0]. Generation Z is very submitted paper. Next, there are defined estallishe
responsive to clearly defined and directly caliedat research question and research hypotheses, thednath
rewards for spent time or performed tasks. The moghta collection and the data collection tool, aimalfy,
effective way to maintain existing working relatships there is described the research sample.
with Generation Z and manage their performanceoiis f
managers to clearly discuss performance with thedit@ 21 Reserach problem and research goal
reward transparently on an ongoing b21§. The main research problem is defined in the fidld o
Demographic developments in Slovakia and thRuman resource management in industrial enterpiises
European Union suggest that organizations shoWlé tasjovakia, dealing with the remuneration of emplsyea
into account the age structure of employees whearé'y  the basis of work performance. As already mentipttesl
sustainable human resource management. From the penportance of remuneration and the preferencenfofarm
of view of future development, in addition to ageedsity, of remuneration may vary from employee to emploged,
itis also necessary to take into account the @sigrof the  the degree to which individual needs are met afféoe
population aging[22-25. Demographic trends and anemployee's well-being, mental well-being, or evealth
aging population have become an emerging topiclyna to varying degrees. Remuneration of employeesgeha
due to the impact of their effects. Given this,ittee  dependent on the nature of the work performed (job
important not only from a social and health poihview, position), but it is also significantly affected bdye work
but also because of its economic cont¢®6]. A performance achieved. A common problem can be the
comprehensive analysis of the issue of populat@inga perception of employee remuneration for work
brings more robust results that can be of greabitapce performance, which results from the subjective ggtion
for decision-making processes in several areashef tof an employee from a particular generation. Du¢hto
decisive sphere. These are, in particular, laboarket fact that there are currently four unique generstiof
policies, the relationship between the burden oe tlemployees working on the labour markat,29,30. It is
economically active population and economic grosth important to examine the conditions and used aphes
social cohesion[27]. Several trends affect labourof human resource management in industrial entapiin
shortages. The number of the post-productive ptipulés ~ Slovakia for the purpose of sustainable human resou
increasing, and the prevalence of chronic dise@salso management development.
increasing[28]. In recent years, skilled young people Based on the analysis of the theoretical outcomds a
leaving for work that does not match their quadifions the definition of the research problem, we carestzdt the
have also contributed to labour shortages. Thigsearch in the field of employee performance and
characteristic type of migration has caused aremuneration is defined in two relationships, whaie
accumulation of skills shortages due to the negativshown in Figure 1.
demographic trend in the Slovak Repulp2).

N
Performance of Direct relationship Pertc"lor;mancz? t;)alsed t
rewards (a variable par
employee (RH1, RH2 and RH3) of salary) P
Mediate relationship Performance of
Salary (rewards) employee

Leadership and motivation

Figure 1 Research framework (source: own elaborgt0D20)

As shown in Figure 1 above, the mediated relatipnshemployee performance has been supported by several
between salary (remuneration for work performed) arstudies [31-33, which emphasize the importance of
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leading people and the aim-oriented motivation. ThRH3: There is a statistically significant relationship
relationship is conditioned on reward system based between administrative jobs and the importance afkw
performance. At the same time, it is important tgerformance in determining the income of administea
emphasize that employees may lose the motivation $taff.

perform quality work, because their evaluation thejseon

the quantity of work performed. The research prestby 2.2  Data collection tool, data collection and

the authors of the paper dealt with the directti@iahip description of the research sample

where the relationships between the performance of The collection tool was statistically evaluatedvatd
employees in various job positions and their salarynd reliable, as evidenced by the fact that theBezh
evaluation were proved through established researglpha coefficient = 0.83, which can be considered
hypotheses. sufficient for scientific purposeg34]. The research
. . guestionnaire contained 8 questions, the firsEstijons are
The main goal of the researchwas to examine the gqcio-demographic (self-governing region in whidte t
sustamfable management of human resources in “mUStorganization operates, number of employees, geijuter,
enterprises in the Slovak Republic with regard tgqsition and year of birth), the other 3 questimesised on
employees from different generations. ~ the perceived importance of work performance in
The research_ problemis concretlged through defined determining employee income at various job position
research questions, on the basis of which researghanagerial, production, administrative and otheTée
hypotheses were established. questionnaire was anonymous, the only identifiersvhe
. ) _age and gender of the respondents.
RQ1: How do employees of different generations perceive” pata collection within the research was carriedhyut
the importance of work performance in determinihg t physical distribution of the collection tool, whiolias
income of employees in at different job positions? distributed to employees of different ages andiffernt
) o o ) . job positions. Distribution was carried out in aight self-
RH1: There is a _stansucgl.ly significant reIatlonshlpgo\,eming regions of the Slovak Republic in theiqubr
between managerial positons and the perceivgthm September 2018 to January 2019. The research
importance of work performance in determining manag sample consists of n = 1 471 respondents (employkes

incomes. industrial enterprises). Figure 2 shows the peeggniof

RH2: There is a statistically significant relationshiprespondents according to their affiliation to atiatar
between production jobs and the perceived impoetafic generation.

work performance in determining the income of piciatun
employees.

@ Generation BB

@ Generation X

40% Generation Y

52% @ Generation Z
No answer

Figure 2 Respondents by generational groups ingréages (source: own elaboration, 2020)

Figure 2 shows that most respondents were 770 their current job position. Most respondentsdhol
employees of industrial enterprises from generatfon administrative and specialized jobs, 631 employé290
(52.35 %). The lowest number of respondents was fhe  %). The second largest group in the research sarmaple
generation Z, they are represented by 50 emplogéesrepresented by production workers in the numbep4&f
industrial enterprises (3.39 %). The stated peaggd are (37.32 %). The third group consists of respondenite
approximately in the same percentage as the indilid work at managerial positions, the group consistR&#
generations present on the labour mafR&}. As can be respondents (18.46 %). The last group consists of
seen in Figure 3, respondents were also divideordirg
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respondents who did not state what job positiomecttly
work at, 19 respondents (1.29 %).

1
19% = Production employee

= Administrative employee
Managing employee

@ No answer
43%

Figure 3 Respondents by job position (source: olahaation, 2020)

Figure 3 shows the structure of respondents by jgirogram and in the SPSS 22.0 program (Statistaekdye
position. The structure of respondents accordirthegob for the Social Sciences) from IBM.
position allows to compare the results within indial
groups of respondents. RQ1: How do employees of different generations
perceive the importance of work performance in
3 Results and discussion determining the income of employees at differerit jo
The next part of the paper is devoted to the etialua POSsitions? _ N
of established research questions and researclheges For a better presentation of the results, we dVithe
and a discussion of the most important findingshe results into three tables (Table 1, Table 2 andeTa
research. The evaluation of the research questimh avhich contain the perceived importance of work

research hypotheses was performed in the MS Exd¥§rformance according to individual generations for
particular job position categories. The resultssidering

managerial job positions are shown in Table 1 below

Table 1 Perceived importance of work performanaeding to different generations of employees ireaeining managers'
incomes (source: own elaboration, 2020)

Generation / . N
Evaluation 1 —-not at all 2 - partially | 3 —significantly| No answer Sum
Generation BB 8 20 24 0 52
Generation X 72 283 226 5 586
Generation Y 89 392 280 9 770
Generation Z 4 28 18 0 50
No generatlon 3 6 3 1 13
assigned
Sum 176 729 551 15 1471

As can be seen from Table 1, it can be statedifh&t  effect on the income of managers. Based on theapart
729 respondents (49.56 %) think that work perforrean results, we can say that there is a differencesiogption
has only a partial effect on managers' incomesosling between the Baby boomer's generation and other
to employees of industrial enterprises withoutiatfionto  generations of employees. Managerial positions are
the generation, up to 551 respondents (37.46 %l that generally associated with higher revenues tharofioer
the work performance of managers has a significapact job positions. However, linking managers' perforgen
on their income and only 176 employees of industriand remuneration can be difficult if their performa
enterprises (11.96 %) think that work performanae ho goals are not clearly defined. The significance tho#
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reward may change as the general conditions change, Table 2 shows the analysed results of the perceived
regardless of the pressure on performance. Managirs importance of work performance on income in prouurct
high abilities are characterized by a high knowtedfithe jobs. Individual results are divided according tee t
environment in which they operate. Especially meas of affiliation of respondents to individual generaton

financial crisis, high-capacity managers focus on

maintaining reputation, less risky opportunitiesl émwer

incomeq 35].

Table 2 Perceived importance of work performanameding to different generations of employees iraeining the income of
production employees (source: own elaboration, 2020

Generation / . N
Evaluation 1 —-not at all 2 - partially | 3 —significantly| No answer Sum
Generation BB 7 16 28 1 52
Generation X 42 202 333 9 586
Generation Y 44 308 407 11 770
Generation Z 1 20 28 1 50
No generatlon 1 5 6 1 13
assigned
Sum 95 551 802 23 1471

Based on the results shown in Table 2, it candtedt other hand, performance-based rewards can creaetes st
that up to 802 respondents (54.52 %) think thatwbek responses that can have an impact on employed#i.hea
performance has a significant impact on determitiig Stress is indicated especially for certain typesesfard
wages of production employees. The second largeapg systems based on performance, such as piece saf€hm
of answers is that work performance is partly intgotrin -~ dependence of rewards on performance has an gositiv
determining the income of production employees 55inpact on the quantity of production, but not oa tjuality
(37.46 %) and only 95 respondents (6.46 %) thiak the of the services providd®6]. When comparing the results,
work performance is not important in determining thit was shown that there are no differences in isessment
income of production employees. Based on the abwee, of the impact of the achieved performance on tkerire
can say that the work performance of productioof employees of industrial enterprises from différe
employees is still dominant in determining the amtaf generations. The results of the evaluation of #sé third
their earnings. Performance-based remunerationbean partial part of the established research questorbe seen
motivating for workers by giving the worker a sertde in Table 3, which is shown below.
control over the amount of his or her remunerat{@mthe

Table 3 Perceived importance of work performanameding to different generations of employees ireaeining the income of
administrative and other employees (source: owbataion, 2020)

Generation / . N
Evaluation 1 - not at all 2 - partially | 3 —significantly| No answer Sum
Generation BB 8 26 18 0 52
Generation X 94 289 186 17 586
Generation Y 101 409 242 18 770
Generation Z 10 22 18 0 50
No generation
assigned 3 6 4 0 13
Sum 216 752 468 35 1471
~50 ~
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As can be seen in Table 3 above, according to the 0.05 with the value of the Spearman correlation
respondents, work performance is only partiallyomgnt coefficient rs = 0.094. The significance value testthe
in determining the income of administrative andeoth required level (sig <0.05). The analysed relatigmsh
employees 752 (51.12 %). The second most numerastatistically significant, but with a very low teegligible
answers were that work performance is importan8 4%alue of the correlation coefficient. Based onabeve, we
respondents (31.82 %) marked this answer. Lastlgject the alternative hypothesis H3 and confiren il
respondents indicated the answer that work perfoceés  hypothesis HO. Therefore, we can argue that tremoi
not important at all in determining the income oftatistically significant relationship between adistrative
administrative and other employees 216 (14.68 %®. Wobs and the importance of work performance in
reiterate that there is no difference between ¢ispanses determining the income of administrative staff.
of employees of different generations. Furthermaeecan
state that this answer was most often marked f&& Conclusion
administrative and other JOb pOSitiOﬂS. For exam[ﬂe Research presented in the paper has shown that
negative impact of performance-based remunerat& hemployees of industrial enterprises at variouspjasitions
been demonstrated for university staff. It has b&wwn perceive work performance equa”y important in
that if remuneration was based on experience agtermining the income of production and adminiistea
productivity, this led to a lower level of satisfian in the emp|0yees_ The On|y exception is the perception of
long run and a lower level of cooperation, espscigith  employees of different generations in determinihg t
a large range of remuneration depending on perfatma jncome of employees at managerial positions. Atiifigs
[37]. Research has shown that human resourean be used in application of the sustainable human
management plays an important role in performareseth resource management, because clear, transparefaiand
remuneration by ensuring and emphasizing clarit§l artemuneration is not only a significant motivatirgtor. It
consistency in what employees are expected to d®an also affects the perception of the employer asafigci
the basis of which the remuneration is awarfg#]/39. responsible and fair, which affects not only tHatrenship
When evaluating the research results, we focuseth@n of employees to the employer but also the reputatfahe
perception of differences with respect to differenémployer in society and in the labour market. The
generations or job positions of employees. We ditl nperceived importance of the achieved work perforaan
focus on gender differences in the perceptionféédinces the remuneration of employees from different getima
between the remuneration of employees based on thieas a significant influence on motivating and the
work performance in presented research. Other i&@seaperception of the employer's approach to fair meatt of
has confirmed some gender differences, for exaitipl@s employees at various job positions.
confirmed that the basic wage is more important for Employers should focus on improving human resource
women than for mefQ)]. management processes with an emphasesrgoioyee care

to ensure a sustainable workforce that affectsontyt the

RH1: There is a statistically significant relationshipindividual but also the overall performance of the
between managerial positions and the perceivaatganization. It should be clear from the humamuese
importance of work performance in determining mamsg management priorities, which activities and howythee
incomes. The mentioned variable correlates atahel bf aimed at improving human resource management
sig = 0.05 with the value of the Spearman cormati processes. These should ensure the improvemeieof t
coefficient rs = 0.274. The value of significaneached sustainability of human resources by increasing
the required level (sig <0.05), therefore we doraict the satisfaction and thus the willingness to perforrd egtain
above alternative hypothesis and we can confirinttiesie  in the organization, which, by focusing on securargl
is a weak correlation between the analysed vasable maintaining the employability of employees through

RH2: There is a statistically significant relationshipprevention and health protection.
between production jobs and the perceived impoegaric The authors of the paper will continue in further
work performance in determining the income of paighin ~ research and expand their results by examinindattters
employees. The mentioned variable correlates aetred  influencing the priorities of human resource mamagyet
sig = 0.10 with the value of Spearman's correlatiom industrial enterprises. In their further reseatbey will
coefficient rs = 0.363. The value of significanemaehed focus on the impacts of the introduction of Indugti0 and
the required level (sig <0.10), therefore we dorgpict the pandemic measures on industrial enterprises, orahum
above alternative hypothesis and we can confirmthigsie resource management in industrial enterprises and
is a moderately strong correlation between theyapdl disadvantaged employees. Sustainable human resource
variables. management is focused on human resource management

RH3: There is a statistically significant relationshipthe long run. Given the huge changes that indlistria
between administrative jobs and the importance afkw companies have to deal with, this issue is vericab@nd
performance in determining the income of administea it is desirable to address it in further research.
staff. The mentioned variable correlates at thellef sig
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