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Abstract

In today's globalized world, organizations aim to optimize their workforce and boost
employee motivation to drive productivity and success. This study aims to determine
how different types of employee remuneration, including financial and non-financial
incentives, influence motivation and productivity levels through a comprehensive
analysis of existing literature and empirical research. Focusing on Kalev Estienne, a
prominent rhythmic gymnastics club, this paper examines organizational structures,
motivational strategies, and the impact of remuneration on retention and
performance. Utilizing both theoretical frameworks and practical investigations, it
sheds light on motivations, job satisfaction, and organizational culture, identifying
key areas for improvement. Proposed actionable recommendations encompass
financial and non-financial incentives to foster satisfaction, recognition, and growth,
with the potential to cultivate a positive work environment and contribute to long-

term success.

Keywords: employee remuneration, motivation, productivity, performance,
organizational culture, job satisfaction, retention, financial incentives, non-financial

incentives.

AHoTAaLisA

VY cydacHoMy M100asli30BaHOMY CBITI OpraHi3auii MparHyTh ONTHUMI3yBaTH CBOIO
poOody cwiy Ta TIIBUIIATA MOTHBAIIIO TMPAIIBHUKIB JJIS  T1IBUIIECHHS
MPOIyKTUBHOCTI Ta ycmixy. Lle mocimipkeHHst Mae Ha MET1 BUBHAYUTH, SIK P13H1 BUIIU
BUHAropoay TMpaliBHUKIB, BKJIOYalO4d (PIHAHCOBI Ta HE(IHAHCOBI CTUMYJIH,
BILJIMBAIOTHh HA MOTHBAIIIIO Ta PIBEHb MPOYKTUBHOCTI, IIIIXOM BCEOIYHOTO aHAII3Y
ICHYI0YO]1 JIITepaTypu Ta €MIIIPUYHUX JOCTIIKeHb. Ha mpukiaai BioMOro Kiryoy
xynoxHbo1 rimHacTuku Kalev Estienne y 1iii ctarti po3misijaloTbCsi OpraHizaiiiiti

CTPYKTYypH, MOTHBAIIIMHI cTpaTerii Ta BIUIMB BUHArOpoOAM HA YTPUMaHHS Ta



MPOAYKTUBHICTh. BHUKOPUCTOBYIOUM SIK TEOPETHYHI 3acaau, Tak 1 MPaKTUYHI
JOCHIPKEHHS, BOHA MPOJIMBAE CBITJIO HA MOTHUBAIIIIO, 33JI0BOJICHICTh pOOOTOIO Ta
OprafizamiifHy KyJabTypy, BH3HAUalOud KIIOYOBI chepu s BIOCKOHAJICHHS.
3anponoHoOBaHi MPaKTUYHI PEKOMEH Iallii OXOIUTIOITh (PiHAHCOBI Ta He(iHAHCOBI
CTUMYJIH, IO CHPHSIOTH 33JI0BOJICHHIO, BU3HAHHIO Ta 3pOCTaHHIO, 3 TIOTEHIIIAJIOM
JUISI  CTBOPEHHS  TO3UTHBHOTO  pOOOYOrO  CEpeloBMINA Ta  CHPHUSHHSA

JIOBTOCTPOKOBOMY YCITIXY.

KiarwuoBi ciaoBa: BuHaropojga ImpalliBHUKIB, MOTHUBAIS, MPOIYKTUBHICTb,
e(eKTUBHICTh, OpraHizaiiiiHa KyJabTypa, 3aJ0BOJIEHICTH POOOTOI, yTpPUMAaHHS,

MaTCpiaJ'IBHC CTUMYJIFOBAHHS, HeMaTepianLHe CTUMYJIIFOBAHHS.
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INTRODUCTION

The human is the core of any enterprise. Regardless of the industry, the size, the
stage of development, any organization requires men and women working together side
by side in unison. Being the most valuable asset of any organization, the human resource
should be given the highest priority.

It is hard to argue the relevance of this research. In the landscape of economic
uncertainty and rising prices, there is a concerning tendency amongst the managers of
enterprises and organizations to undervalue the importance of intangible rewards in the
lives of employees. However, such a bias can only worsen the crisis that already exists in
the labor market.

This research addresses the critical need to reevaluate the approach to employee
remuneration. Even though tangible incentives, as salaries and bonuses, are crucial,
intangible incentives, as recognition, a positive work environment, an pooprtunity for
growth, also play a pivotal role in fostering employee motivation, satisfaction, and
loyalty.

Therefore, this paper aims to respond to the following questions. Might it be time
to reconsider the traditional notion that higher pay equates to higher motivation and
loyalty? What factors contribute to employees feeling satisfied working diligently for
their current employer and choosing to remain with the company? Is it the promise of a
fulfilling career journey or a larger remuneration package that motivates individuals to
pursue a particular career path?

Research in the field of labor remuneration, both tangible and intangible, plays an
important role in various areas of modern society, including coaching. Such research
helps to identify the most effective incentives for motivating employees. It is crucial to
understand the types of rewards that incentivize, motivate employees, and encourage
them to engage in long-term relationships within the enterprise. This study expands the
knowledge of how different types of rewards affect employee motivation and

satisfaction at work.
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The research object is employee motivation at the Rhythmic Gymnastics Club
“Kalev Estienne” (Toronto).

The research subject is Kalev Estienne, the largest and oldest rhythmic gymnastics
club in Canada. This organization was established in 1951, and it has played a crucial role
in the development of rhythmic gymnastics both domestically in Canada and
internationally. Kalev Estienne has mentored thousands of young women over the course
of more than seven decades and made a positive difference in their lives through
gymnastics.

However, despite the rich history of the club the great reputation of the evergrowing
organization, and the highest salary rate on the market, the recent turnover trends have
shown that the company has faced challenges in retaining younger talented employees
and sustaining the motivation and productivity amongst the staff members.

A coach is a special profession. They impart fundamental skills, strategies, and
tactics to children of different ages. He continues to learn and keep up to date throughout
his life. It is the coach who is the source of the athlete's motivation, enthusiasm, and
positive attitude towards sport. However, the coach must also be motivated because his
motivation directly affects the success of his athletes. The passion, dedication to sport and
ambition of a good coach are directly related to the rewards, tangible and intangible, that
the coach receives in his job.

Thereby, the purpose of this study was to develop recommendations to enhance the
balance between tangible and intangible rewards, thereby preventing the loss of valuable
personnel and fostering a productive working environment among the coaching staff at

Kalev Estienne.



CHAPTER 1. THEORETICAL FOUNDATION OF MOTIVATION AT
THE WORKPLACE AND REMUNERATION

1.1 Essence of Remuneration

The current business climate is characterized by increased rivalry and rapid change,
which requires a continuous effort to attract, motivate and retain a talented workforce.
This challenge relies heavily on the human resources management function, in particular
the development of the employee reward system. When we hear the term remuneration,
we automatically think of salary, but in the field of human resource management, it is a
much broader term that refers to all means related to rewarding the performance of work
(Pelago ,2022). It implies a set of incentives and compensations provided to employees
in return for their contribution to the organization. (Investopedia Team, 2022) In the
context of employment, remuneration already becomes an instrument the role of which is
to satisfy the needs of employees, by meeting their their economic well-being and social
satisfaction. Only by understanding the importance of remuneration in addressing both
economic and social needs, organizations can enhance employee engagement and
performance effectively.

The remuneration in the corporate environment is an important aspect of strategic
human resource management. The impact of the remuneration system on employee
motivation extends far beyond financial rewards. Certainly, wages play an important role
in providing the basic needs of employees, giving a sense of stability, security and
certainty. However, intangible incentives also become significant. Recognition,
professional development opportunities, perspectives and benefits create a positive
atmosphere in the organization, consequently strengthening staff commitment and
boosting productivity. In the table below (Table 1.1) you can find examples of financial

and non-financial remuneration.



Table 1.1 - Financial and non financial incentives

Financial Incentives Non-Financial Incentives

Basic and additional salary Encouragement and recognition of
achievements

Vacation pay Career opportunities

Incentive payments Promotions

Non-monetary payments Participation in decision-making

Overtime pay Responsibility

Bonus payments Job flexibility

Performance-related pay Positive work environment

Profit sharing Training and growth opportunities

Stock options Flexible work arrangements

Fringe benefits Job stability

Source: made by the author

Studies emphasize the importance of proper compensation systems in enhancing
employee performance and commitment. Research indicates a significant positive
relationship between reward and compensation management and employee performance
(Williter et al., 2022). Additionally, the provision of valuable training and development
opportunities, along with effective compensation plans, can significantly impact
employee commitment (Nuraishah et al., 2020). A good compensation system based on
actual performance levels can help satisfy employees, motivate them to excel in their
roles, and ultimately contribute to organizational success (UWASE, Patience, 2023).
Employee compensation strategies have been found to positively influence organizational
commitment, leading to improved performance, higher loyalty, and increased customer
satisfaction (Anis et al., 2021).

Sopia et al. (2020) describe rewards as one of the most important factors that
influence how well employees perform their primary duties and functions. As a result of
achieving the organization's objectives, employees are rewarded. As a result of rewards,
employees are expected to continually improve their performance and achieve their goals.
(Qurratul et al., 2022).
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Several studies have also explored the link between financial remuneration and
business financial performance.

A study by Mohamed, Amr, and Ahmed (2019) also discovered a positive and
substantial association between executive income and ROA, implying that greater
executive pay improves business performance.

On the other hand, Junarsin (2011) found a negative and substantial link between
executive salary and ROA, suggesting that higher executive pay significantly impacts
business performance.

In order to have a clear understanding of the issue let us structure the information.

Below you can find a formula for the total reward is the following:

TOTAL REWARD = Total Financial Remuneration + Non-Financial Reward

Offering a competitive total remuneration package is crucial for a firm to draw
in and keep the top workers (Pelago, 2022). Together with the employee's pay, this
package also includes additional benefits like paid time off, retirement savings, and health
insurance. An organization may recruit top talent and maintain their motivation and
output by providing a competitive and all-inclusive complete compensation package.

In the formula provided the total financial remuneration encompasses salaries,
bonuses, incentives and other monetary compensation. These forms of incentives have a
direct impact on the financial situation of employees, providing them with stability and
motivation to continue their labor contribution. (Spielberger, C., 2004)

While, non-financial remuneration such as encouragement, recognition of
achievements and benefits address emotional, social and professional needs, is
contributing to the creation of a positive corporate culture.( Blumenthal et al., 2022).

The financial compensation plays a significant role in attracting and retaining
talent, as well as in driving employee engagement, productivity, and overall job
satisfaction. The following are the most common types of such payments:

- basic and additional salary (13" salary)

- vacation pay (including sick leave to the extent paid by the employer)
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- incentive payments (performance-based bonuses, in other words, payments under

the program of employees' participation in the company's profit)

- non-monetary payments (e.g., provision of various free services to employees,

payment of transportation costs, housing costs, etc.)

Besides, the financial remuneration includes additional payments for overtime
work, labor success and ingenuity, and special working conditions. It includes additional
payments, allowances, guarantees and compensations provided for by applicable law,
bonuses related to the performance of production tasks and functions. (Blumenthal et al.,
2022).

The Table below outlines various types of financial remuneration commonly used
in employment settings, along with their respective advantages and disadvantages. Each
type of payment method is briefly described, highlighting its key benefits and drawbacks.
The Table 1.2 contains explanations for salary, per-project pay, commission bonus
payment, profit sharing, stock options, and fringe benefits, which explain how each kind

of remuneration affects both employees and employers.

Table 1.2 - Advantages and Disadvantages of various types of financial remuneration

Type of Payment | Advantages Disadvantages
Salary - Predictable income - May not directly incentivize
- Offers a sense of security performance
Per Project Pay - Rewards based on - Income may be inconsistent if
completion of specific projects are scarce
tasks/projects
Commission - Directly ties earnings to - Income can be unpredictable
performance/sales based on market fluctuations
- Is often additional to the
salary
Bonus Payment - Rewards for exceptional - Not guaranteed, may create
performance or meeting expectations for future
targets bonuses
- Addition to the Salary - Possible resentment after the
bounce is received




Performance- - Encourages higher - Subjectivity in performance
Related Pay productivity and goal assessment may lead to
achievement disputes

- In case of a small bounce
might discourage

Profit Sharing - Aligns employees' interests - Dependent on company

with company success profitability, which can
fluctuate

Stock Option - Potential for significant - Value of stock can decrease,
financial gain if company resulting in losses
stock rises

Fringe Benefits - Enhances overall - Can be costly for employers to
compensation package with maintain

non-monetary perks

Source: made by the author

We can conclude that the suitability of each type of payment significantly varies,
therefore, understanding the benefits and drawbacks of various forms of financial
compensation can be vital for both companies and employees. Each strategy has
advantages and disadvantages, but there is no one-size-fits-all option. this is why when
establishing pay packages, employers must consider corporate goals, industry norms, and
employee preferences. Similarly, while comparing alternative payment choices,
employees should consider their personal preferences as well as their career goals.

At the same time non-financial remuneration such as encouragement, recognition
of achievements and benefits address emotional, social and professional needs, is
contributing to the creation of a positive corporate culture.

Non-financial remuneration provided by companies to employees includes rewards
and recognition, career opportunities, promotions, participation in decision-making,
responsibility, job flexibility, and acknowledgment (Blumenthal et al., 2022).. These non-
monetary benefits play a crucial role in motivating employees and enhancing their
performance. They contribute to increasing employee motivation, self-esteem, job
satisfaction, and professional growth, ultimately leading to improved performance levels.

Non-financial benefits are considered cost-effective ways to engage with employees,
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build strong relationships, and encourage efficient work behavior. (Kirti Mittal, 2023).
Additionally, non-financial rewards such as training and growth opportunities, a positive
work environment, flexible work arrangements, and job stability are fundamental in
maintaining high motivation levels among employees.

There are many remuneration models in organizational practice, which can be
divided into several main categories.

A unified remuneration structure implies the unification of incentives for all
levels of employees (Joseph | et al., 2013). Meaning, that the enterprise using this
structure equally remunerates regardless of the position held. This approach aims to
maintain fairness and equalize the level of motivation in the organization. However, this
model may not be effective in the case of different needs and motivational factors of
employees at different levels.

Differentiated remuneration structure, on the other hand, focuses on the
individual needs and contributions of employees. It implies a personalized approach to
remuneration and takes into account the professional achievements, responsibility and
personal qualities of employees (Ken Abosch, 2015). This model helps to incentivize
high performance and individual growth but can cause internal conflicts and
dissatisfaction among employees due to perceived inequity.

Hybrid remuneration models are a compromise option that combines elements of
both previous models (Faster Capital team). They seek to combine the benefits of
unification and differentiation, creating a flexible remuneration system capable of

adapting to the changing needs of the organization and its staff.

1.2 Essence of motivation at the workplace and motivation theories

Motivation is an old topic that cannot be ignored in management textbooks. It is a
concept that is very often put forward and widely discussed in the literature. In this
section, we will look at various definitions and theories that can help us better understand

the concept of motivation.
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There are many definitions, and very often we have represented motivation with
simple models borrowed from the school of human relations, emphasizing the obvious
("a person seeks to satisfy needs"...). Lévy-Leboyer (2006) was of the opinion that as
generous as thse models are, they do not explain the complex reality.

The motivation experts agree that motivation is a complex process that includes
both its implementation and completion, i.e. achievement of the goal.

Clark Dorman and Paolo Gaudiano (1999) in their work say that the concept of
motivation is related to, but distinct from other concepts, such as instincts, drives, and
reflexes.

The concept of motivation in the workspace has changed over time. In the 1930s,
organizations sought to encourage teamwork. Since the group motivated the employees,
it was necessary to take care of the group in order to develop individual productivity. In
the 1960s and 1970s, organizations tried to compensate for the difficulties of collective
work by rewarding individual productivity and providing employee welfare through
social benefits. At that time, motivation was identified with job satisfaction. In the 1980s,
motivation was more closely associated with personal involvement in a collective project
developed by the organization (Morin et al., 2007). Today motivation at work is a
continuous process that is managed and constantly reconstructed on the basis of numerous
strategies and includes both individual dimensions and organizational characteristics.

To summarize, we can say that motivation is a process that includes 3 main
components. First is the willingness to make an effort, to direct and sustain energy energy
to achieve goals and perform work. Second is translating this intention into actual
behavior, to the best of one's personal capabilities. Finally, the last essential component
is the presence of internal and/or external motivational forces that stimulate and sustain a

person's motivation.

The correlation of motivation and work efficiency
The role of motivation in work effectiveness is critical in the organizational

context. The relationship between the level of employee motivation and the achievement
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of organizational goals is a key aspect that requires attention when analyzing the issue of
remuneration.

High levels of motivation can encourage employees to work more efficiently and
productively, while low motivation can lead to poorer performance and even loss of
talented employees. Thus, understanding the theoretical foundations of motivation is
necessary to design remuneration systems that help to maintain and increase the level of
motivation among staff.

Companies that succeed at effectively managing and inspiring their employees in
the outcome build a loyal and hardworking team, obtaining a considerable competitive

advantage. In the Figure below (Fig 1.1) it is depicted how motivated employees improve

High
High engagement
priductivity
Increasing

competitiveness of
the business Persuing opportunities and
advancement
Motivated
Emploees
Lower labor
turnover

Mimitigating labor
turnover costs

business efficiency.

Proactiveness Culture of
growth

Fig 1.1 - Benefits for the enterprise of having well motivated workers.

Source: Complied by the auther
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As depicted in Figure 1.1 there are various advantages for the enterprise of having
motivated employees.

Primarily, the motivation is facilitating the higher productivity of the enterprise,
which in turn enhances its competitiveness on the market (Camilleri et al, 2023). Thanks
to the enthusiasm and dedication the employees are eager to work more efficiently and
with greater output.

Moreover, motivated employees have shown to be significantly more proactive in
their roles. They help improve company processes. They generate innovative ideas, and
constructive feedback that can help the company reach its goals. This allows the
enterprise to leverage the grouped engagement of motivated employees, to streamline
operations, innovate products and services, and stay competitive in today's dynamic
business landscape. Additionally, motivated employees are typically eager to grow and
advance in their positions. They are eager to develop their skills to take initiative to take
up new responsibilities, etc. This facilitates a culture where people are aspired to learn
and develop new skills.

Furthermore, employee motivation is a tool to reduce turnover rates within the
company. It has shown that the loyalty and dedication of motivated workers is fostering
the sense of belonging and commitment. Moreover, while it helps to retain the workforce,
it also is cutting costs on hiring and training new personnel. Therefore, this allows the
enterprise to use their resources in a more effective way.

Additionally, motivated employees are typicly eager to grow and advance in their
positions. They are eager to to develop their scills to take initiative to take up new
responsabilities, etc. This facilitates a culture where people are aspired to learn and

develop new skills.

Motivation in Action: The Case of Trader Joe’s (“Organizational Behaviour”, 2024)

Trader Joe's runs 500+ fresh food outlets in the USA. It has received the greatest
customer satisfaction rating of any retail establishment in the country. Senior

management states that this grade is due to their exceptional personnel, which provides



14

clients with an exceptional shopping experience. Trader Joe's employees have named the
company ‘the greatest place to work in the United States’. As of December 2023 on the
rating platform ‘Glassdoor’ Trader Joe's has received a total of 8,948 anonymous ratings
from employees, with an average rating of 4.1 out of 5. 70% of employees express a
favorable opinion of Trader Joe's, and 80% would recommend this workplace to a friend.

When interviewed, employees highlighted the following aspects that are
presumably making working at Trader Joe's unique.

Firstly, they highlighted the value and importance of the managerial support that
they receive. Managers at Trader Joe's are described as listening, and caring, which fosters
a culture of respect and collaboration within the workplace.

Furthermore, employees value the empowerment they receive at Trader Joe's. Crew
members are describing that they are actively involved in decision-making processes, like
stocking decisions, etc. | believe this provides them with a sense of ownership over their
work. This empowerment does not only not only boost motivation but also enhances
employee engagement and commitment to the company's goals.

Another distinguishing feature of working at Trader Joe's is the practice of job
rotation. This means that employees have the opportunity to rotate job roles daily, which
helps prevent monotony and boredom.

Moreover, the employees have highlighted that Trader Joe's places a strong
emphasis on recognition and promotion. Employees are consistently recognized and
rewarded for their excellent work. This serves as a powerful motivator to perform at their
best. This culture of appreciation not only boosts morale but also incentivizes employees
to work to their best and contribute positively to the company's success.

For all the listed reasons, Trader Joe's has one of the lowest staff turnover rates in
the retail business.

Overall, Trader Joe's success can be attributed to its well-motivated employees.
Which in its terms is assured by the corporation's commitment to creating a positive work
culture where employees feel valued, empowered, and supported, ultimately leading to

exceptional customer experiences.
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Key Motivation Theories

The theoretical foundations of motivation represent an integral part of
understanding the reasons and incentives that motivate employees to act. Two of the key
theories of motivation that are directly relevant to the issue of remuneration are A.
Maslow's hierarchy of needs and F. Herzberg's two-factor theory.

Maslow's hierarchy of needs is a conceptual model where needs are divided into
five levels, starting with physiological needs and ending with the need for self-
actualization. (Maslow, A. H., 1943). When applied to remuneration, this approach
suggests that the fulfillment of higher needs, such as recognition and self-development,
can be linked to the intangible aspects of remuneration. This emphasizes the importance
of considering a wide range of needs when designing remuneration systems.

Herzberg's two-factor theory identifies two main factors that influence motivation
and satisfaction: hygiene factors (external working conditions, salary, personal
relationships) and motivational factors (level of responsibility, recognition, opportunity
for career advancement) (Charlotte Nickerson, 2023). When applied to the issue of
remuneration, Herzberg's theory suggests that financial incentives such as salary can only
provide basic satisfaction (hygiene factor), whereas additional motivational factors are

needed to increase motivation.

Maslow's hierarchy of needs and remuneration

American psychologist Abraham Maslow proposed the concept of a hierarchy of
needs (Maslow, A. H., 1943). (Figure 1.2) . According to his theory, human needs can
be represented in the form of a pyramid consisting of five levels, which are arranged in
order of increasing importance:

1. Physiological needs (basic biological needs such as food, water, sleep).

2. Safety needs (protection from danger, stability, order).

3. Need for companionship and belonging (love, social relationships).

4. Need for esteem and self-esteem (striving to achieve goals, recognition,

respect).
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5. Need for self-actualization (development of potential, self-expression,

achievement of higher goals).

Fig 1.2 - Maslow’s hierarchy of needs
Source: Surridge, M., & Gillespie, A. (2021, May 28). Cambridge International

Business Second Edition. Hodder Education.

As we can see in Figure 1.2, there is a clear connection between remuneration in
this hierarchy and the top two levels: the needs for esteem and self-actualisation. When
an employee is remunerated (his/her contribution is recognized, promoted, or given
status), this contributes to the satisfaction of the need for esteem. When an employee
receives remuneration, he/she feels that his/her contribution and efforts are recognized

and this has a positive effect on his/her self-esteem.
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For many people, self-actualisation is also linked to the achievement of personal
and professional goals. Remuneration in the form of opportunities for creativity,
development, training and professional growth becomes a powerful incentive for self-
actualisation.

Thus, through the remuneration system, organizations can support and encourage
employees to meet their needs at the highest levels of Maslow's hierarchy. This
contributes not only to increased motivation and efficiency but also to the creation of a
favorable working environment where people can realize their potential and feel satisfied

with their activities.

Herzberg's two-factor theory and remuneration

Herzberg's two-factor theory, also known as the motivational-hygiene factor
theory, identifies two main components of influence on employee satisfaction and
motivation: motivational factors (motivators) and hygiene factors (hygiene factors)
(Charlotte Nickerson et al., 2023).

Hygiene factors, also called dissatisfiers or maintenance factors (see Figure 1.3) ,
represent the needs that people expect to be met to avoid dissatisfaction. While important
for maintaining a baseline level of contentment, hygiene factors alone cannot be
considered motivators. Instead, they prevent dissatisfaction and create a good work
environment.

On the other hand, motivational factors are part of the nature of the work itself and
lead to positive satisfaction. These factors, also called satisfiers (see Figure 1.3), are
involved in doing the job and are seen as rewarding by employees. Motivational factors
symbolize needs that go beyond basic requirements and contribute to feeling fulfilled and

successful at work.
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MOTIVATORS

Satisfaction MNo Satisfaction

HYGIENE FACTORS

No Dissatisfaction Dissatisfaction

Fig 1.3 - Herzberg's vision of Satisfaction/Dissatisfaction
Source: Extract from “Management Study Guide” Herzbergs Two-Factor Theory of

Motivation. (n.d.).

Specifying Figure 1.3, in the context of remuneration, these factors can be
reinterpreted as follows:

Motivational factors : (1)development and growth (remuneration in the form of
opportunities for professional development and career advancement); (2) achievement
(remunerating achievements and successful results can stimulate employee motivation);
(3)working on interesting projects (providing opportunities to work on exciting and
challenging tasks can be a form of motivation through interest in work)

Hygiene factors (hygiene factors): (1)financial remuneration (salary, bonuses,
incentives and other forms of financial remuneration are important as a major hygiene
factor); (2) working conditions (decent working conditions provide the basis for
satisfaction); (3) relationships with colleagues and management (excellent relationships
with colleagues and support from management can influence employee satisfaction); (4)
job recognition (remuneration in the form of recognition, praise and awards can be an
important factor in boosting morale)

It is important to understand how these factors interact and how they affect

employee motivation and satisfaction. For example:
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- fairness and transparency in remuneration (organisations should ensure that
remuneration is distributed fairly and transparently to avoid dissatisfaction
among employees)

- personalised approach to remuneration (taking into account individual needs and
preferences of employees when setting remuneration systems)

- linking remuneration to achievement (linking financial remuneration to
achievements and performance can increase motivation)

- feedback and evaluation (providing regular performance evaluation feedback and
remuneration for successful endeavors)

- use of a variety of forms of remuneration (remuneration is not limited to financial
rewards, it is also important to use intangible forms (recognition, appreciation)

It is important to consider both aspects of Herzberg's theory (motivational and

hygiene factors). This will provide a balanced and comprehensive approach to motivating

employees that fulfills their basic needs and encourages high performance.

1.3 Factors influencing employee motivation

The role of recognition and other intangible incentives in the work environment

One factor that is often discussed as a source of difficulty for company management
is the lack of motivation related to salary. This lack of motivation is often related to a
number of factors, such as a lack of recognition of the work, skills (implicit or explicit)
or social role played by employees (Diez, R. & Carton, P., 2013)

Recognition and intangible incentives play an important role in the successful
development of any business. They increase motivation, improve employee satisfaction,
strengthen corporate culture and contribute to a positive working environment.

Recognition at work is not simply related to salary or status in the company. It is
connected in a more personal way to the person and their desire to develop self-esteem,

which is an important element of motivation.
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Robert Diez (2013) defines self-esteem as "the value we place on being reflected
in the mirror of the groups to which we belong"”. The groups to which we belong can be
primary (family, friends, relatives) or secondary (colleagues, companies, etc.).

Diez and Carton (2013) state that recognition can be broken down into 4 main

dimensions that are vital to take into account.

Table 1.3 - 4 dimensions of recognition of Diez and Carton

1. | Recognition of the | It is important to focus recognition on the person
individual as an individual rather than the person as an
employee. This recognition will be expressed in
relationships and will give the person a sense of

being valued.

2. | Recognition of results This implies that the person is acting purposefully
to achieve results. Results are the real driving

force behind an employee's performance.

3. | Recognition of effort The results obtained are not necessarily
proportional to the effort put in by the employee.
Depending on the environment employees may
put in a lot of effort but not achieve the same
results. Therefore, recognition of results is not

dependent on recognition of effort.

4. | Recognition of skills This involves not only emphasizing the
quality of a job well done but also valuing certain

less obvious aspects.

Sourse: made by the author
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“The results are not always commensurate with the efforts made and this
must be taken into account.”
Robert Diez
It is not about emphasizing the quality of a job well done, but about valuing certain
less obvious aspects, such as creativity, innovation, or independence(Lang et al., 2024).
You should pay attention to the so-called tacit skills. They depend on personal experience
and, in particular, on the practices that an employee has to develop in a work situation or
in social life. They are difficult to describe because they are implicit.
The diagram below (Fig 1. 4) shows that the recognition of these four dimensions
by the company has a real impact on the employee and on the self-esteem that he or she
can develop in the company.
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Fig 1. 4 - The impact of recognition on the employee
Source: Diez, R. & Carton, P. (2013). De la reconnaissance a la motivation au travail.

L'Expansion Management Review

The next chart below ( Figl.5) allows us to establish a connection with the previous
figure, in which we found the effect of recognition on self-esteem. According to Diez and
Carton (2013), self-esteem is also associated with motivation, which is exactly the topic

of my thesis.
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Self esteem

Fig 1.5 . - The impact of recognition on the employee motivation
Source: Diez, R. & Carton, P. (2013). De la reconnaissance a la motivation au travail.

L'Expansion Management Review

Therefore, Figures 1.4 and 1.5 depict that recognizing employees' individual
achievements and contributions greatly increases their motivation. When employees see
that their labor is appreciated, they tend to put more effort into their work. This promotes
better communication and cooperation within the team, reduces turnover and helps in
retaining experienced employees. Recognition creates a positive corporate culture where
hard work, innovation and professional growth are valued. All of this leads to the
formation of a strong brand and the attraction of talented professionals.

Another non-material incentive can be a flexible schedule, the ability to work from
home and corporate events (Surridge, M., 2021). All this helps to reduce the stress level
of employees and create a more favorable working environment. Satisfied and motivated
employees are more likely to be willing to offer new ideas, more likely to go beyond their
duties. The feeling that the company cares about them strengthens employee loyalty.
And as we know, they are more likely to stay with the company on a long-term basis.

Apart from that, 1 would like to emphasize such a significant intangible incentive
as training support. Providing employees with training and development opportunities
raises their professional competence and opens up new horizons. Employees feel that the

company is investing in their development, which of course affects their job satisfaction
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and commitment to the company. Companies that provide training support help their
employees to successfully adapt to changes in the industry, rapidly changing technologies
and business requirements. Employees equipped with new knowledge bring fresh ideas,
which helps the company grow. In addition, companies that provide training usually have
a better reputation as employers, which attracts motivated talent and contributes to a

positive image of the company in the labor market.

Social and cultural aspects of remuneration

At the same time, it is essential is to remember that different cultures may have
different ideas about what is appropriate remuneration. In one culture recognition and
status are important, in another culture financial remuneration is prioritised. Some
cultures value loyalty to the organisation and collectivism, which means that
remuneration should be designed to highlight the collective achievements and
contributions of each team member (UWASE, Patience, 2023). Also, cultural
expectations of remuneration may include not only the forms of remuneration but also
how feedback is provided, support for learning and the level of flexibility in the work
environment.

The main social aspect of remuneration is fairness in the distribution of
remuneration. Employees expect the remuneration system to be fair and equitable. Such
a system has a positive impact on the corporate culture and helps to create a long-term
relationship between the organisation and its employees. When employees feel that their
efforts are fairly valued, they are more likely to stay with the company. Equality and
fairness in remuneration also support the principles of diversification (improving the
performance of the company, and enterprise by spreading risk) and inclusiveness
(inclusion and full immersion of employees in the work process) in an organisation. This
IS important to recognize differences in the experience, qualifications and contributions

of employees.

Challenges and critique
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One of the main problems is inequality in remuneration and unfairness in its
distribution. Often employees think that their colleagues are rewarded more for similar
or even less labor-intensive work. Lack of transparency can undermine trust in the reward
system. If remuneration determination processes are not transparent, employees feel
dissatisfied (and often anxious) about how their pay decisions are made (UWASE,
Patience, 2023). Also, if pay levels are inadequate, this can be a source of demotivation
and dissatisfaction. Moreover, performance appraisal systems can be unfair or not
objective enough, leading to an unfair distribution of rewards.

A focus on financial remuneration can often lead to the exclusion of intangible
incentives (such as recognition, development, and work environment). This can be a
missed opportunity to better meet the needs of employees. The balance between financial
rewards and intangible incentives for employees is a key aspect for a successful
motivation strategy in an organisation.

People have different needs and motivators. Some employees are more motivated
by financial incentives (salary increases, bonuses) while intangible incentives
(recognition, opportunities for professional growth, flexible working hours and others)
are important for others. A balance between financial and material remuneration also
creates a corporate culture that values diversity and cares about the all-round development
of employees (Virgolino et al., 2017).. Companies that provide a balanced set of
remuneration are more attractive to talented professionals. Keep in mind that the business
environment is constantly changing and companies need to be flexible. A combined
approach to remuneration allows you to better adapt to changes internally and externally,
responding to employee needs and the needs of the labor market.

To create a remuneration system that is fair, transparent and motivating, the
implementation of some strategies will help, namely:

1. creating clear evaluation criteria (this will help prevent arbitrary decisions and
subjective preferences in reward distribution); use objective metrics to evaluate employee

performance and contribution
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2. introduce a career development program (such a program will help employees
to develop and enhance their skills, which in turn will reduce the pay gap by improving
performance)

3. include employees in the remuneration decision-making process (discussing
career goals, getting feedback on performance)

4. conduct a remuneration audit (this will help identify differences in pay between
groups of employees, and may also identify differences in remuneration by gender, age,
race or other characteristics)

5. review the labor market (to ensure that the organisation's salary levels are up to
standard and competitive in the labor market)

Successfully addressing remuneration challenges requires constant monitoring,
analysis and a willingness to change. It is important to create a balanced and fair approach

that reflects the values and objectives of the organisation.
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CHAPTER 2. STUDY OF “KALEV ESTIENNE” AND ITS PRESENCE
ON THE MARKET

2.1 Kalev’s organizational structure and economic activities

Kalev Estienne is the oldest and the largest rhythmic gymnastics club in Canada.

It was founded in Toronto in 1951 by Evelyn Koop, who is to this day a member of its
Board of Directors. Evelyn is recognized as being the one who brought the sport to North
America and fostered its growth nationwide. Kalev has made some great contributions to
the sport of rhythmic gymnastics both nationally and internationally. For Over 70 years,
Kalev has provided classes for thousands of young women and has changed their lives in
a positive way.

Kalev Estienne is a non-profit sports organization. Its activities are centered around
fulfilling its mission of training and nurturing gymnasts.

Here’s what indicates that Kalev Estienne is a non-profit organization:

- The motive of the organization is not profit but service to benefit the public.

Its mission is to promote and develop the sport of gymnastics and provide
opportunities to every student who wishes to engage in this sport and ensure their
well-being.

-Kalev Estienne is raising funds from government grants, donations,
sponsorships, membership fees, special events

- The profit earned is reinvested back in the organization to continue working
on its mission.

Accordingly, lets discuss the regulation and control over the activity of the
enterprise. Kalev Estienne operates within the framework of state regulations related to
sports organizations and non-profit entities.

Not-for-profit corporations incorporated in Ontario are governed under the Not-for-
Profit Corporations Act, 2010 (ONCA) and the Regulations made under it.

The Not-for-Profit Corporations Act, 2010 (ONCA):

https://www.ontario.ca/laws/statute/10n15
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ONCA provides Ontario not-for-profit corporations, including charitable
corporations, with a modern legal framework to meet the needs of today’s not-for-profit
sector. It sets out how not-for-profit corporations are created, governed, and dissolved
(Guide to the Not-for-Profit Corporations Act, 2010, n.d.). Naturally, Kalev Estienne is
subject to periodic inspections and audits to ensure compliance with state regulations.
Kalev Estienne is working alongside the following state entities:

- Ministry of Government and Consumer Services

- ServiceOntario

- Canada Revenue Agency

- The Office of the Public Guardian and Trustee for Ontario

- Charitable Property Program of the Ministry of the Attorney General
- The Ministry of Provincial sport/multi-sport

- National Sport Organization (NSO)

At the same time, Kalev Estienne is a recognized Provincial Sport Organization
(PSO). PSOs are not-for-profit organizations formally recognized by the government as
the governing body of a particular amateur sport in Ontario. The primary function of
PSOs/MSOs is the development of athletes, coaches and officials. This recognition status
Is a prerequisite to apply for funding under applicable ministry funding programs (Sport
Recognition Policy for Provincial and Multi-sport Organizations, n.d.).

This status requires Kalev to continue to fulfill all of the criteria and obligations for
recognition. The requirements include the numerous policies for ensuring a safe sport
environment, but our concern for this paper are policies for the administration of the
organization. Therefore, let us take a look at some of the main:

e A National Sport Organization (NSO) letter of endorsement is required for
PSOs/MSQOs each year. The letter must state that the Kalev PSO is recognized by
the NSO as the official organization that oversees the sport in Ontario.

e To protect the organization's financial integrity, a thorough financial
management policy defining the steps and requirements must be implemented must

be in place.The organization's democratic governing structure and operational
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procedures must be outlined in policies and procedures that are adopted and
followed.

e To steer operations and match resources with the established priorities, the
organization must have annual operational plans that are authorized by the board and
a minimum of a three-year strategic plan.

e Companies are required to provide a thorough budget for both their most
recent and prior fiscal years. A financial review engagement report or audit for their
most recent fiscal year, completed by a chartered accountant, is also required to be
submitted. (Sport Recognition Policy for Provincial and Multi-sport Organizations,
n.d.).

As mentioned earlier Kalev Estienne is operating within the National Sport
Organization (NSO) rules. It is a member of the following entities (Fig 2.1)
- The International Gymnastics Federation (FIG is the governing body for
Gymnastics worldwide)
- Gymnastics Canada (governing body for gymnastics in Canada)
- Gymnastics Ontario (governing body in the province of Ontario)
- International Federation Of Aesthetic Group Gymnastics

- Canadian Aesthetic Group Gymnastics Federation

PROUD MEMBER OF

Gymnastics
Ontario

Fig 2.1 - Governing organizations in sports where Kalev Estienne is an affiliated
member

Source: Extract from website of Kalev Estienne
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These memberships allow Kalev Estienne to have access to resources, coaching
certifications, competition opportunities, and adherence to standardized rules and
regulations. They also contribute to the organization's ability to represent its gymnasts at
various levels, from local and national competitions to international events.

In accordance with the requirements (of the mentioned federations, that Kalev is a
member of) Kalev Estienne must employ a variety of normative, methodical, and
instructional resources. These resources contain competition regulations, safety
procedures, choreographic manuals, routines, and training manuals. Since these resources
directly affect gymnast safety and training quality, their completeness and quality are
crucial. The organization makes sure that all of its members receive the greatest teaching
and are safe by routinely updating its materials to reflect changing standards and best
practices in gymnastics.

Being the largest Rhythmic Gymnastics club in Canada Kalev Estienne has 5
training locations around the Greater Toronto Area (GTA).

At the moment, let’s move to describing the projects and the services provided by
Kalev Estienne, as there are many of them.

The main business activity, as of any sports organization, is offering gymnastics
lessons, training plans, and planning gymnastics competitions and events. Kalev has a
large number of programs aiming to provide access to sport for ladies of all ages and
levels of fitness (Fig 2.2). Participants develop and master body techniques and skills
with rhythmic movements, and learn how to handle the apparatus (ball, hoop, ribbon,
rope, and clubs).

Donations, sponsorships, membership fees, and class fees are the main sourses of

income for the organization.
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Figure 2. 2.- Kalev Estienne’s buiness activity: training programs.

Source: Extract from Kalev Estienne website

Moving to the next activity — Kalev’s Summer Camps (Fig 2.3). The financial goal
of this project is to raise money for the yearly renovations of the training facilities and
equipment. While the raise of finances is important, the camp’s focus is on providing safe
and fun activities for the children, whose parents are occupied during the summer. What
makes this Day camp different from the others is that it does not only provide
entertainment and education to the young participants but also focuses on improving the
overall physical shape developing core skills such as balance, strength, flexibility, and

coordination.
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KALEV ESTIENNE 2022

SUMMER CAMP

APPLICATIONS NOW OPEN

HAVE FUN | MAKE FRIENDS
GET FIT | LEARN NEW SKILLS 3

Learn more at www.kalevestienne.com
™~

Figure 2.3 - Kalev’s business activity: Summer Camps

Source: Extract from Kalev Estienne’s website

Now let’s discuss the major project of the year — Koop Cup. This is the biggest
International rhythmic Gymnastics event in Canada, organized every year by Kalev
Estienne (Fig 2.4). It is named after the founder of Kalev, Evelyn Koop. This is an
Important economic activity that serves multiple purposes.

Firstly, hosting such a big international event elevates Kalev Estienne's standing,
both locally and internationally, boosting its reputation in rhythmic gymnastics. This
event's success can draw global interest from gymnasts, coaches, sponsors leading to
potential collaborations and opportunities. In this way, after the participation in the Koop
Cup the RG club from Estonia has decided to collaborate with Kalev for the summer
training camp. Consequently, in the Summer of 2022 the high-performance athletes of
Canada and Estonia and their coaches have organized the joint training camp in Bulgaria,
sharing their knowledge and experience.

Secondly, the organizing of the Koop Cup is a crucial source of income for Kalev
Estienne. It generates income through admission fees, merchandise sales, sponsorships,

and participation fees. All of these help fund the organization's everyday operations and
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help pursue the core mission of promoting and developing the sport of rhythmic
gymnastics.

Thirdly, organizing global competitions such as the Koop Cup (Fig 2.4) is essential
to the development of rhythmic gymnastics. These competitions play a major role in
promoting participation and advancing rhythmic gymnastics both nationally and

internationally.

k_(’)op‘ 1 ‘ Y/\

CUQ Koop Cup

1.1K likes « 1.2K followers

Posts About Photos Videos

Intro Kgop Koop Cup is at Markham Pan Am Centre.
Cup  August 4 - Markham - Q
Ir‘tsmgtlonal "‘h‘fThm'C Cymnastics (RG)and Markham Pan Am Centre - Home of 2024 Koop Cupéz Save the date!
Aesthetic Group Gymnastics (AGG) Competrtion April 18-21, 2024. Annabel from s checked the gym already
#koopcup2024 #torontolife #canada #gymnastics #ontario #markham
@ Page- Sports Event #best

. +1905-889-7839
B4 koopcup.info@gmail.com
& kalevestienne.com/koop-cup-2018

# Rating - 4.8 (13 Reviews) )

Phntnc See all photos

Figure 2. 4. Kalev Estiennens business activity: Koop Cup

Source: Extract from Kalev Estienne’s Facebook page

Last but not least, as a part of the financial agreement with the municipality, Kalev
Is engaged in important social projects. At the Markham Community Center (Markham,
Ontario) Kalev’s coaches provide free-of-charge recreational classes for the unfavorable
and special needs children. The organization is committed to making a positive impact
on the lives of people in their community. Kalev is willing to expand its social role beyond

gymnastics training.
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2.2 Analysis of the state and results in particular spheres of the company
activities
Below (Table 2.2) you can find my comparison table of the results in particular

spheres of the company activities. In the first column, | described the state of affairs at of

time when | just joined Kalev, and in the second, the results in them at the moment of my

leave.

Table 2.2 - comparison table of the results in particular spheres of the company

activities

Subject of analysis

Results as of September 2022

Results as of February 2023

Programs

- Kalev Estienne offers a
variety of programs for
women of all ages and
fitness levels, which
suggests inclusivity and
a commitment to
gymnastics
development

- Started a new recreational
program for girls 14-17, as
a result of a successful
marketing campaign in
one of the High schools of
Toronto

- Started a free program for
underprivileged and
special needs children

Memberships

- 230+ memberships at 5

- Attracted 48+ new

gymnastics as a sport

facilities around gymnasts
Toronto
Koop Cup - Koop Cup 2022 consists - Koop Cup 2023 first time
of 2 parts: in-person, fully in person after
online. covidl9
- ~200 participants - 670+ participants
Community - Participates in local - Started a free program for
involvement community events, underprivileged and
festivals and fairs to special needs children
promote rhythmic

- Continues to participate in
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local community events

Source: made by the author, based on Kalev’s 2022- 2023 data

Moving forward, lets discuss the competitive advantages of Kalev Estienne:

- Kalev has diverse sources of income, which provides financial stability

- Kalev Estienne has a 70-year history and a successful Koop Cup

organization, which contributes to its reputation and show stability and

competency

- Kalev's offers ones of the best training programs available. The fact that

they are able to draw in and keep new members is evidence to the quality

of their gymnastics programs.

- Kalev actively participates in community service by engaging in social

projects. This highlights their commitment to leaving an impact in the

community and sets them apart from competitors.

At the same time, the gymnastics market is very competitive as this is a very fast-

growing sport that catches the eye with its complexity, power and graciousness. Below

(Table2.3) | have prepared a comparative table of the 2 major competitors of Kalev

Estienne — Olympium and Jusco.

Table 2.3 - comparative table of the 2 major competitors of Kalev Estienne

Organization

organization

organization

Aspect Kalev Estienne Jusco Olympium

Size and 5 training locations in | 2 training locations 1 training location
Facilities GTA

Type of Non-profit sports Non-profit sports For-profit sports

center

Mission

Promote gymnastics,

serve the public

Promote gymnastics,
community

engagement

Profit-driven sports

services
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Diversity of | Offers programs for Offers various Provides programs for
Programs women of all ages and | programs for all ages | different age groups
fitness levels
Community | Actively involved in Active participant in | No community
Involvement | community events and | local events involvement
social initiatives
Marketing - Regular online - Active community | - Limited social media
Strategies content involvement presence
- Email marketing - Regular online - Impressive
- Word-of-mouth content website,in comparison
advertising - Participation in with their
- Active community international events | competitors
involvement, -Participation in
participation in local international events
events
- Organization and
participation in
international
gymnastics events
Social Regular posts but Regular engagement | Limited social media
Media lacking active growth | and active growth presence
Presence
Website - Is reqularly updated | - Is regularly updated | -Improved SEO —

- Includes all
necessary information

- Interface is outdated

- Interface is outdated

appears first in the
search line
-Modern, easy-to-use

interface
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Competative | - Strong history and - Strong community | - Profit-oriented
advantages | reputation engagement business model
- Active community -Active growth on - Varied sports
involvement social medi programs
- Inclusive approach to - SEO
gymnastics programs

Source: made by the author, based on the Kalev Estienne, Jusco, and Olympium 2023
data

In comparison to its competitors, Kalev Estienne possesses several notable
advantages that have contributed to its strong presence in the world of gymnastics.
However, there is room for improvement. Kalev's competitors, especially Jusco, exhibit
ra strong social media engagement and growth. In contrast, even though Kalev's social
media presence is consistent, it lacks the same degree of active expansion. This represents
an opportunity for Kalev to enhance its outreach, connect with a wider audience, and
attract new memberships. Then, while Kalev's website is comprehensive, its interface
appears outdated in comparison to Jusco's modern and user-friendly website. Upgrading
the website's interface and optimizing search engine visibility could help Kalev further

promote its offerings.

Economic planning and activity of the business entity

In this part of the report, I will cover the main aspects of economic planning at Kalev
Estienne.

At Kalev Estienne the director/founder is responsible for planning and economic
activity of the enterprize.

The primary sphere of focus is financial planning. As a nonprofit organization,
Kalev’s financial decisions are focused on the goal of providing gymnastics programs at
affordable prices and guaranteeing that everyone who is interested in the sport has
opportunity to participate.

Every year Kalev sets the annual budget to make sure to meet all the needs of the

organization. It is planned based on the income sources (government grants, donations,



37

membership fees, sponsorships, special events) and the expenses (coaching staff salaries,
facility maintenance, event costs).

At this point, the resources are distributed optimally between the 5 training
locations of Kalev, different training programs and events. Throughout the year, Kalev
makes adjustments to align with the needs.

And finally , strategic planning is another essential component for the effective
performance of Kalev. They regularly analyze the demand for their gymnastics programs
and the programs in the Greater Toronto Area. They are monitoring the membership
growth. They are monitoring the activities of other gymnastics clubs, to make sure to keep
up with the developments in the sport. This kind of assessment help to build up the

strategy for the future actions.

HR management

Human resource management within sports organization like Kalev Estienne
highly differs from its traditional concept. There is no dedicated HR department, and
Kalev’s personnel mostly consists of coaches. Therefore, Kalev’s management of HR
functions is more decentralized, and HR-related responsibilities are distributed between
director and coaches. This multifaceted involvement is very common in non-profit
sports organizations where the administrative and operational side of the business is

often managed by a small team.

The following are the key responsibilities of the HR management at Kalev
Estienne:

- Searching for and recruiting qualified and talented coaches

- Familiarizing new staff with the values, and missions of Kalev, with the
way of conducting the business, managing operations

- Evaluation of performances and providing constructive feedback

- Encouragement of professional development, providing chances to
receive certifications, to participate in various trainings, courses,

workshops
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- Managing conflicts within Kalev and in relations including coaches and

gymnasts and their parents.

Management of accounting and finance at the enterprise and employee
remuneration

Since the very beginning and to this day the major accounting and finance matters
are managed by the founder herself (92 y.o.). It involves careful budgeting, record-
keeping, financial planning and compliance with financial regulations. All the operations
and bookkeeping is done manually, therefore the organization regularly undergoes
financial reviews or audits conducted by a certified public accountant (CPA).

I do not possess much information on the general accounting and financial
management of Kalev Estienne. However, | can describe it at the level of each training
location.

Each training location collects and keeps account of membership and class fees,
and keeps account of monthly expenses on supplies and maintenance of the facility.

Using checks is in common practice in many organizations in Canada. As in
Ukraine we do not use this mean of payment, let me Explain it. A check is a written,
signed and dated order that guarantees a specific amount of money. This order directs
the bank to pay this money to the bearer. The payor writes and provides a check to the
payee, who then deposits it to their bank account. In case the check gets into the hands of
a third party, they will not be able to retrieve the money, because the payee is the only
one who can do it. Checks can not be deposited before the due date written on it.

Coaches receive their salaries in the form of physical paychecks. They are
compensated based on their hourly rate. Coaches are required to provide timesheets at the
end of every month. (Timesheets are documents with the record the number of hours they
have worked during that month. This information is then used to calculate their pay based
on the hourly rate.)

For collecting membership and class fees, Kalev is using checks as the main mean
of payment. The coaching team maintains accurate financial records, including income

and expense statements. The benefits of using checks are the following:
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First of all, the efficiency! Parents issue the checks once a year, which are
then stored by Kalev and deposited at the beginning of every month. (For example,
Lucy is attending the Interclub group 2 times per week, which costs 225 $CAN per
month. Her parent issues 10 checks for 225 dollars each, one for every month of the
RG year (September — July). At the begining of every month Kalev deposits the
check.) This creates financial predictability, reduces administrative burden, and
reduces late payments.

Furthermore, checks provide a paper trail of payments, a tangible record of
financial transactions. This simplifies accounting and provides documentation in
case of disputes or discrepancies.

Additionally, using checks can help avoid transaction fees associated with
electronic payments or credit card processing

Last but not least, many people are familiar with using checks and have a high
level of trust in this payment method. Canada has a diverse population, and some

families within the community prefer or exclusively use checks for payments

2.3 Strategic management of the business entity

In this chapter of the report, I will conduct the SWOT analysis of Kalev Estienne.
The infographic presented below ( Fig. 2.5) provides visual representation of the club's

strengths, weaknesses, opportunities, and threats.
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Helpful Harmful
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. Financial
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Management
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Lack of

administratine

. Membershi innovation
Non- Profit Status Growth P _ innovatior

Oppbnunilies

Expansion Sponsorship
opportunities

Internal

Competition

External

Economic

Modernisation of Flactuations

Financial
Management

Fig 2.5. SWOT analysis of Kalev Estienne
Source : made by the author 2023

In Figure 13 you can see my SWOT analysis of the organization. Now let me
explain it.
Strengths:

1. Kalev has a strong reputation and recognition in Canada and
internationally. It has a history of over 70 years of successful
performance, it is the oldest and the largest rhythmic gymnastics club
in Canada.

2. The diverse income sources ensure financial stability and predictability

3. Non-profit status shows a commitment to the community and makes



Kalev eligible for government grants

4. 48+ of new gymnasts joined in 6month period proves Kalev’s appeal
and good marketing management.

5. Active participation in local events and providing of free programs
reflects Kalev’s strong commitment to community engagement.

Weaknesses:

1. Manual financial management complicates administrative work, is
time-consuming, and requires often audits from a third party in order to
avoid errors.

2. The lack of innovation in administration, and non-optimized processes
are making it very difficult to maintain operational efficiency.

3. High turnover of emploees

Opportunities :
1. There are opportunities for the expansion of Kalev to new locations

2. The success of the events like Koop Cup can attract new sponsors and
partners, which will give additional financial support

3. Implementation of modern software for financial management will
increase the efficiency and accuracy of financial processes

Threats:
1. Economic fluctuations lead to cuttings in government funding. This has

already affected the organization's financial stability and is still a
potential threat
2. Other gymnastics clubs in the region pose competition for memberships

and resources

To summarize the key facts about Kalev Estienne. It is a sports organization
with a remarkable history and numerous achievements. It's a non-profit entity driven
by a mission to make gymnastics accessible to all students, fostering the sport's
growth rather than seeking profits. Therefore, its mission is to provide everybody

willing to participate in gymnastics with such an opportunity. At the same time also
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promotes the sport's growth. Kalev Estienne offers a wide range of services and is
actively involved in numerous projects that help work towards their goal. Here is a
brief overview:

e Rhythmic Gymnastics Training Programs.

Diverse gymnastics programs for women of all ages and fitness levels,
promoting inclusivity and development

e Social projects.

For Example, free recreational classes for disadvantaged and special needs
children, that show dedication to serving the community

e Summer Camps.

Entertainment and Educational camps that focus on improving participants'
physical fitness and developing core skills

e Community Involvement.

Participation in local community events, and festivals, to promote the sport.

e Koop Cup.

The biggest international rhythmic gymnastics event in Canada, organized by
Kalev Estienne annually. Acts as a significant source of income and promotes

rhythmic gymnastics development

As Kalev’s personnel consists primarily of the coaches, they take on additional

responsibilities beyond their primary coaching roles. This versatile involvement is

common in non-profit sports organizations where the administrative and operational
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side of the business is often managed by a small team. In this way throughout the period

of my work there, | had the opportunity to engage in event planning, competition
management, HR-related operations, administrative operations, fundraising, content
creation, and many other activities that are essential for the successful operation of

Kalev Estienne.



43

CHAPTER 3. ANALYSIS OF THE ROLE OF REMUNERATION IN THE
EMPLOYEE'S MOTIVATION AT “KALEV ESTIENNE”

3.1 Methodology, conduction and analysis of the research on the
motivational environment at Kalev Estienne

During the work on this part of the paper, a comprehensive survey was conducted
amongst the ex-employees of Kalev Estienne in order to understand the environment and
evaluate the employee motivation methods of the enterprise.

The subjects of the research were 4 ex-employees of Kalev, who left the club at
some point in the course of the last 16 months.

The survey was conducted in the form of online interviews, collecting the
testimonies of each respondent separately. I have ensured anonymity in order to
encourage honest responses. They were encouraged to provide detailed responses to each
question, reflecting on their personal experiences and perspectives. The interviews were
conducted over a ~45-minute period to allow participants sufficient time to respond
thoughtfully.

To ensure the comprehensiveness of the research I have developed an interview
guide that reflected the research objective and was used in each of the 4 interviews. The
guide can be found in Annex A. It was specifically designed to gain insight into various
aspects of the work environment at the organization, such as motivation, relationship with
the founder, organizational culture, prospects, and the role of remuneration in their
decision-making.

Below you can find the the overview of responses gathered from the interviews that

were compiled and analyzed to identify recurring themes, patterns, and trends.

General questions
1. What is your age?
16-21 years old

2. How long did you work at Kalev Estienne?
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2-9 month
What was your position at the club?

All 4 respondents were recruited for the positions of an Assistant Coach

Motivation and Job Satisfaction

1.

What initially motivated you to choose to work at Kalev Estienne over the other
clubs of Toronto?

3 out of 4 participants responded that the major component of their decision-making
was the salary rate. Kalev proposed the highest rate on the market, which was on
average 25% higher than in any other Rhythmic Gymnastics club in the Greater
Toronto Area.

One respondent, being a newcomer to the city, made their final decision based on
the possibility, proposed by the owner of the club, to have affordable
accommodation.

Everyone also outlined that the reputation of a big club with a history of over 70
years was very attractive. The perspective of working alongside the creator of the
club, who was the first one to introduce the sport of Rhythmic gymnastics in Canada
and has greatly contributed to the promotion and development of this sport, seemed
aspiring.

The great condition of the sports facility and equipment was also mentioned in one

of the testimonies

How satisfied were you with your job overall during your time at the club? (Scale:
1-5, 1 being very dissatisfied and 5 being very satisfied)

The satisfaction rate varied between 2 and 4. Overall all participants enjoyed
working with athletes and seeing their progress. However, the significant challenges
within the club's management, lack of support and acknowledgment from their

supervisors negatively impacted the overall job satisfaction.

Did you feel recognized and appreciated for your contributions at the club?
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The participants testified that received little to no recognition from the owner of the
club. “Despite putting in long hours and going above and beyond to support the
athletes, there was little acknowledgment or appreciation for my efforts.”

At the same time, they received gratitude and acknowledgment from the parents of

the athletes, which helped to stay motivated and inspired in coaching.

Are you willing to use your day off to work if necessary?
2 respondents would not be willing to come in to work on their day off.

2 would agree, motivated by the prospect of additional income.

Organizational Culture

1.

How would you describe the organizational culture at the Rhythmic Gymnastics
Club?

Overall the organizational culture at the club had its challenges. Communication
could have been more transparent, and decision-making processes clearer.
Additionally, there were instances where certain individuals seemed to receive

preferential treatment, which led to tensions among staff members.

Did you feel there was favoritism within the club? If yes, please provide examples.

All 4 interviewed replied Yes. There were clear instances where certain staff
members received preferential treatment, such as being assigned higher-profile
athletes or given more opportunities for advancement. This created resentment and

a sense of unfairness among those who felt overlooked or marginalized.

Relationship with the Founder

1.

Describe your relationship with the founder of the club.

All participants testified that their relationship with the founder was somewhat
strained due to occasional miscommunications, and micromanagement. While there
were moments of collaboration and shared goals, there were also instances where

the contributions were undervalued or overlooked.
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Additionally, all of the participants outlined a culture of favoritism within the club.
All 4 at some point of their work at the club found themselves in one or another side
of the ‘Favorite rating’ of the founder of the club. All 4 have found it to be extremely

disturbing and discouraging.

Did the founder's attitude towards you influence your decision to leave the club? If
yes, how?

The answer of all interviewed was Yes. While the participants of the survey
recognized the outstanding merits of the founder and had huge respect for her, her
attitude did play a role in their decision to leave the club. The interpersonal dynamics
was complex, the perceived favoritism towards certain individuals, coupled with a
lack of recognition for the efforts, contributed to a sense of disillusionment. “It
became increasingly challenging to reconcile the dedication to the club's mission

with the feeling of being sidelined or undervalued.”

Prospects and Remuneration

1.

Were there opportunities for professional growth and development within the club?
2 participants of the survey noted that despite expressing interest in expanding their
skills and taking on additional responsibilities, there was little support from
management.

Even though all the members of the team are encouraged to take the professional
development courses, the average price of which is 100 CAD, they are never

reimbursed by the enterprise.

Did you see long-term prospects for your career within Kalev?

The testimonies of those interrogated coincided. Initially, they saw long-term
prospects for my career within Kalev. The club had a strong reputation and offered
opportunities for growth and advancement. However, as time went on and issues
within the organization became obvious and even concerning, confidence in long-

term prospects diminished.
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3. How important was remuneration (salary, benefits, etc.) in your decision to leave
the club?
The salary was definitely an important consideration for all participants of the
survey. They were aware that Kalev was the highest-paying Rhythmic Gymnastics
club in the Greater Toronto Area. Therefore, in case they would like to proceed with
the coaching career in a different club in the area their hourly rate would be lower. ,
whereas not the sole determining factor. “While the salary was decent, it did not
adequately compensate for my emotional toll of working in such a dysfunctional

environment.”

4. Were there any other factors besides those mentioned above that influenced your
decision to leave the club? If yes, please specify.
Overall, issues related to organizational culture, job satisfaction, and growth
opportunities also played significant roles in making the final decision.
Additionally, 2 of those interrogated highlighted the lack of recognition for their
contributions, a feeling of being undervalued, and concerns about the overall

direction and management of the club.

3.2 Summary and conclusion of the research

Interviews with former employees of the company showed that the only financial
reward present at the club was the contractually agreed salary. It was the high salary, as
well as the reputation of a large club with several branches and a long history of existence
that attracted coaches to the club. However, the existing motivation system that was in
the club, without additional financial motivation, as well as a complete lack of non-
material motivation, could not retain employees with high qualifications and a huge desire

for self-development.
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The first important aspect identified by the survey is the lack of communication
and recognition from the higher management, and sometimes even neglect of the staff.
Lack of communication, feedback and disrespectful treatment can significantly
undermine motivation and work enthusiasm (which is exactly what is observed, as these
employees have already become ex-employees). The complete lack of intangible
motivation such as recognition, support, and the opportunity to influence club processes
added to the problem. Without a sense of belonging and significance of their work,
employees lost their motivation to seek long-term cooperation and invest their efforts in
the development of the club.

The second major finding of the survey is that the coaches did not feel that they
could fulfill their full potential. Despite their education and experience, there was no
opportunity to realize their potential in the club. This indicates an ineffective personnel
management system and insufficient attention to the needs of employees. After all,
working with children requires not only professional skills but also considerable
dedication. This type of activity cannot be done mechanically, as each child is unique and
requires an individual approach. It is in this context that the importance of motivation and
enthusiasm on the part of the coach becomes obvious.

The third important finding is that all suggestions to improve the coaching process
were ignored. This shows the conservatism of the head coach and the lack of openness to
new ideas and desires of the employees. In light of the rapidly changing environment of
the sport and training methods, ignoring suggestions for improvement could lead to the
club becoming obsolete and losing competitiveness.

The results of the survey of the club's former employees clearly indicate the need
for changes in personnel management, improved communication and the creation of
opportunities for employee suggestions and initiatives. Only in this way will the club be
able to maintain its reputation and successfully cope with the challenges of the modern

sports world.
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3.3 Limitations of the research. Initiation of further research on the

relationship between age and remuneration (as a motivating factor)

After conducting a thorough survey and analyzing the data, it became clear that the
primary reason for employee turnover at Kalev Estienne was the lack of non-financial
incentives. A clear pattern emerged, particularly among individuals between the ages of
16 and 22, who make up a significant portion of the turnover. However, it's important to
acknowledge a potential limiting factor observed in the survey - the age of the
participants. While the survey included former employees between the ages of 16 and 22,
Kalev Estienne also employs older employees who have been part of the team for 5+
years. This raises the question: are non-financial incentives less important to them? To
explore this further, I decided to look at the relationship between age and the importance
of compensation as a motivator.

To explore this further, I conducted a follow-up survey with two different groups.
The first group consisted of 10 individuals between the ages of 16 and 21, while the
second group consisted of 10 individuals over the age of 25, all residing in Toronto,
Canada. The survey was designed in the form of short questionnaires to generate statistics
that would illustrate the difference in the role of compensation as a motivator between the
"younger" and "older" groups.

Below, I present an overview of the responses and statistics collected and analyzed
from the questionnaires to identify recurring patterns and trends. This analysis is intended
to provide further insight into the interplay between age and the importance of
compensation in motivating employees in the context of Kalev Estienne.

1. How much are your average monthly expenses?
e 7/10 of subjects from the “young” group reported spending less than $1000 a
month
3/10 reported spending between $1000-1500 a month
e 6/10 subjects from the “older” group reported their monthly expenses varying
from $3,500-4000 a month
3/10 reported $4,000-6,000
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1/10 - over $6,000 a month
This difference in expenses likely reflects different life stages and financial
responsibilities between the two age groups. Younger individuals may have fewer
financial obligations, such as mortgages or family support, compared to older

employees.

2. Do you have a family member, friend, or significant other who would be able to
fully cover all of your necessary expenses in case your employment was terminated?

e Among the "young" group, all 10 participants answered "yes".
e Among the "older" group, 20% (2 out of 10) answered "yes", while 80% (8 out

of 10) answered "no".

This indicates that younger employees may be more reliant on external support,
such as family or friends, while older employees may have greater financial

independence at the same time face greater financial obligations.

3. In what ratio do non-financial incentives and financial compensation contribute to
your overall job satisfaction and morale?

e The final poll of the "young" group established a ratio of 56% to 44%, non-

financial incentives to financial compensation accordingly

e The "older" group established a ratio of 17% to 83%, non-financial incentives
to financial compensation accordingly

This difference suggests that younger employees need non-financial incentives,

such as recognition and praise, in addition to financial rewards. Older employees,

on the other hand, find financial stability and compensation to be the primary

motivators.

4. Do you believe that a lack of verbal appreciation, praise, and encouragement
affects your confidence and sense of competence in your job?

e In the "young" group 9/10 answered "yes", 1 answered "no"
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e In the "older" group 4/10 answered "yes", 6 answered "no"

This difference may be due to different expectations and experiences in the
workplace. Younger employees may be seeking more validation and
encouragement as they establish themselves in their careers, while older employees

may have developed greater self-confidence over time.

5. Would you be willing to accept a lower salary if it meant receiving more frequent
verbal praise and recognition and feedback from your superiors?
e Among the "young" group, 6 participants answered "yes", and 4 answered "no".

e Among the "older" group, 1 participant answered "yes", 9 answered "no".

This suggests that younger employees have a greater need for intangible rewards,
such as recognition and feedback, while older employees may prioritize financial

stability and compensation.
Conclusions

The results of this survey demonstrate the importance of recognizing and
addressing the different needs and preferences of employees, taking into account their age
and stage in life. It is clear that younger employees are seeking a combination of financial
and non-financial incentives to feel motivated and engaged in their work, while older
employees are more likely to prioritize financial stability and compensation. Two main

factors contribute to this disparity.

First, as individuals age, they undergo significant personal and professional
development, leading to the cultivation of stronger social-emotional coping skills and
increased self-awareness. Older workers show less reliance on external validation and
feedback and have a more robust sense of self-worth and confidence in their abilities.
This increased resilience allows them to navigate workplace challenges with greater ease

and effectiveness.

Second, with age comes increased financial responsibilities, such as mortgages,

family support obligations, and retirement planning. As a result, older workers prioritize
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financial stability and compensation to meet these obligations and ensure their long-term
financial security. This shift in priorities reflects the changing circumstances and priorities

that accompany different stages of adulthood.

These findings open the door for the further research into the interplay between
age, motivation and workplace preferences, offering valuable insights for organizational

management and HR practices.

3.4 Developing recommendations to eliminate the weaknesses of and form
effective motivating strategy at Kalev Estienne

The most effective means of enhancing the motivation of coaches is to rethink the
role of the coach and delegate responsibility. It is useful to recall the etymology of the
word "trainer". TRAINER derives from the Latin "traho", which means "to pull" or
"drag". This implies that the role of a coach is to guide a person from their initial state
to their goals. However, since a thythmic gymnastics coach works with children, it is
of the utmost importance to shift the focus of training from the result to the process.
Just as athletes must be able to cope with excessive stress, fatigue, and emotions,
coaches must also be able to do so. A coach must find satisfaction in the training process.
I propose the following steps for the increase the motivation of coaches at the Kalev
Sports Club:

1. Financial Motivation

The salary at this sports club is slightly above the market rate, which is certainly a
significant advantage. However, it is crucial to implement additional financial
incentives to retain coaches. One potential strategy is to offer annual bonuses based on
the length of time a coach has worked at the club. Additionally, providing personal
training opportunities for athletes who are willing to invest additional time in improving
their performance could be beneficial. This could involve addressing individual
mistakes or elements that are not working as intended.

2. Non-Financial Motivation
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It is of the utmost importance to provide coaches with the opportunity for
professional growth and development. Participating in training and seminars on a
regular basis is an invaluable experience for coaches themselves and for the success of
the performance of the club. These events provide coaches with the opportunity to learn
the latest trends in gymnastics, new training techniques, changes and additions to the
rules of judging (which in rhythmic Gymnastics are yearly), the introduction of new
rules in rhythmic gymnastics, and new strategies for choreographing competition
programs. It is close to impossible to locate comprehensive information on the Internet
on your own as only a small part of it is in the open access. Moreover, gymnastics is a
rapidly evolving and developing sport. The specialized Training conducted by coaches
of the Olympic national team level can provide valuable coaching insights and
techniques, which will are enabling coaches to enhance their students' programs and
elevate their gymnasts' training to a new level. By financing the participation of coaches
in such training programs, the Kalev will not only invest in the professional
development of its coaches but also in the club's overall growth and advancement.
Aditionally, the Certificates of the seminar attendances or diplomas of participation in
training programs, displayed on the club's website and in the club's gym, can serve as a
valuable means of demonstrating the club's commitment to professional development
and competence in the field of rhythmic gymnastics.

Furthermore, it is recommended that the coaches be included in the decision-
making process of the club. Currently, all decisions are made by one individual, the club
owner. Madame Evelyn is of an advanced age, is not regularly present at training
sessions, is often late, and, unfortunately, due to her age, has absolutely no knowledge
of modern technology (computers, programs on her phone). All of this significantly
slows down the decision-making process in the club, communication is done the old-
fashioned way—by phone or SMS. It would be reasonable to delegate authority over
training programs, training schedules, equipment, and the distribution of female athletes
by groups. It would also be beneficial to divide the work area between coaches based

on their skills, experience, or preferences. For example, one coach could be responsible
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for overseeing safety, another for coordinating events and competitions, and another for
communicating with parents of female athletes.

I also believe that a well-designed job description can also assist in the organization
of work. This is of significant importance for several reasons:

1. Responsibilities are clearly defined. This enables the trainer to comprehend the
expectations placed upon them and the responsibilities they are expected to fulfill in
their role.

2. Organization of work. By understanding the responsibilities, the coach is able to
plan their work more effectively and allocate time between different tasks.

3. Dispute and conflict resolution. In the event of disputes or conflicts, the job
description can serve as a basis for resolving such conflicts, as it describes the coach's
area of responsibility and their rights to perform certain actions.

Another important recommendation would be to have business meetings of all
coaches several times a year. At these meetings, current issues can be discussed
collectively, plans and strategies for the near future can be developed, work with
different age categories of female athletes can be prioritized, team spirit and a sense of
belonging to a common goal can be strengthened, and the hierarchy in the coaching
team and the sphere of responsibility of each coach can be clarified.

Another non-material motivation for coaches can be the organization of internal
events to strengthen team spirit. The Kalev club holds twice-yearly celebrations for
female athletes (before Christmas and before summer vacation). These festivities
include a small concert and a banquet for the female athletes. However, for the coaches,
these events represent an extension of their work. It would be beneficial to organize
additional activities, such as a brunch, a trip to the theater, or a picnic outing. These
meetings foster a sense of trust, openness, and mutual understanding. The informal

atmosphere facilitates the observation of colleagues from a novel perspective.
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CONCLUSIONS

This research proves what a significant role does the employee remuneration,
encompassing both financial and nonfinancial incentives, plays in employy motivation,
job satisfaction, and retention.

Chapter 1, "Theoretical foundation of motivation at the workplace and
remuneration," laid the groundwork by examining the fundamental principles of work
motivation. It begins by defining remuneration beyond financial rewards, encompassing
both tangible and intangible incentives. Motivation is explored as a multifaceted process
influenced by various theories such as Maslow's Hierarchy of Needs and Herzberg's
Two-Factor Theory. The importance of recognition and intangible incentives in
fostering motivation and creating a positive work environment is emphasized,
supported by theories and practical examples. Cultural and social aspects of
remuneration are examined, highlighting the need for fairness and inclusivity to ensure
employee satisfaction and retention. Challenges such as inequality in remuneration and
lack of transparency are acknowledged, along with strategies to address them
effectively. Overall, the chapter advocates for a balanced approach to remuneration,
integrating both financial and non-financial incentives while considering individual
needs, to cultivate a motivated and engaged workforce.

Chapter 2 "Study of Kalev Estienne and its presence on the market," delves into
the organizational structure and economic activities of Kalev Estienne, the oldest and
largest rhythmic gymnastics club in Canada. Founded in 1951 Kalev has been
instrumental in promoting and nurturing gymnasts for over 70 years. The chapter also
analyzes Kalev's competitive advantages, economic planning, HR management, and
strategic management, including a SWOT analysis highlighting its strengths,
weaknesses, opportunities, and threats. Therefore it provides a comprehensive overview
of the enterprise which is the essential base for the next chapter of this paper wich
includesthe empirical research.

Finally, chapter 3, "Analysis of the role of remuneration in the employee's

motivation at Kalev Estienne," delved deeper into the specific challenges faced by
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coaches within the club. A comprehensive survey was conducted among former
employees of Kalev Estienne to evaluate the motivational environment and understand
the role of remuneration in employee motivation. The interviews were designed to
gather detailed insights into various aspects of the work environment, including
motivation, job satisfaction, organizational culture, and the relationship with the
founder. Based on the results of the recearch it became evident that while the
competitive salaries initially attracted coaches to Kalev Estienne (the highest rate on the
market), the lack of non-material incentives, such as recognition and professional
development opportunities, hindered long-term retention. This indicates a need for
changes in personnel management and communication processes.

While the research provided valuable insights, it was limited by the age range of
participants. To explore the relationship between age and motivation further, a follow-
up survey was conducted with different age groups. Findings indicated differences in
the importance of financial and non-financial incentives based on age, suggesting the
need for tailored motivational strategies.

To address the weaknesses identified, recommendations were proposed. They
emphasize redefining the role of coaches to focus on the training process and finding
satisfaction in their work. The chapter proposes additional performance-based financial
incentives, along with non-financial incentives like professional development
opportunities. Delegating decision-making authority from higher management to
coaches and involving them in the club's decision-making process are suggested to
empower them and streamline communication. Furthermore, clear job descriptions and
regular business meetings among coaches are recommended to define roles, resolve
disputes, and strengthen team cohesion. Additionally, organizing internal events to
foster a sense of community among coaches is proposed. Overall, the chapter offers a
comprehensive strategy to enhance motivation and address weaknesses at Kalev
Estienne.

The overarching conclusion drawn from this thesis is that a holistic approach to
employee motivation is essential for creating a positive work environment and

maximizing organizational performance.
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It is imperative for Kalev Estienne to implement the recommendations outlined in
this thesis. By revisiting the remuneration structure, investing in professional
development opportunities, and fostering a culture of open communication and
recognition, Kalev Estienne can cultivate a supportive and rewarding work environment
where coaches feel valued, empowered, and motivated to excel.

In conclusion, this thesis serves as a roadmap for Kalev Estienne to navigate the
complexities of employee motivation and drive organizational success. By embracing
the principles outlined herein, Kalev Estienne can position itself as a leader in the realm
of rhythmic gymnastics, attracting top talent and nurturing a thriving community of

coaches dedicated to excellence.
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ANNEXES

Annex A

The Guide for the Survey Interviews

General questions
1. How long did you work at the Rhythmic Gymnastics Club?
Less than 6 months
6 months to 1 year
1-2 years
More than 2 years

2. What was your position at the club?

Motivation and Job Satisfaction
1. What initially motivated you to work at the Kalev Estienne?
2. How satisfied were you with your job overall during your time at the club?
(Scale: 1-5, 1 being very dissatisfied and 5 being very satisfied)
3. Did you feel recognized and appreciated for your contributions at the club?

4. Are you willing to use your day off to work if necessary?

Organizational Culture
1. How would you describe the organizational culture at the Rhythmic Gymnastics
Club?
2. Did you feel there was a culture of favoritism within the club? If yes, please
provide examples.

3. Were there opportunities for professional growth and development within the

club?



67

Relationship with the Founder

l.
2.
3.

Describe your relationship with the founder of the club.
Have there been any cases of disrespectful attitude on the part of the manager?
Did the founder's attitude towards you influence your decision to leave the club?

If yes, how?

Prospects and Remuneration

1.
2.

Did you see long-term prospects for your career within Kalev?
Do you think that you can apply all your qualifying skills to this club during

training?

. How many times have you made suggestions to improve the training process?

How many of them were used?

How important was remuneration (salary, benefits, etc.) in your decision to leave
the club?

Were there any other factors besides those mentioned above that influenced your

decision to leave the club? If yes, please specify.

Improvement

Please provide any additional comments or suggestions for improving the work
environment at the Kalev.



