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Abstract: The contribution of highly qualified employees, not only for multinational
companies, is unquestionable. Their eventual departure often has negative economic
consequences, and their replacement is usually difficult and expensive. Therefore, it is
important to pay increased attention to their stabilization. This article aims to find out which
of the work-life balance area benefits are more important for the stabilization of IT employees
in an international automotive company (n=154). With the use of the Friedman test, it was
found out that the most important benefit is flexible working hours. Based on the Kruskal-
Wallis test, the evaluation of the importance of individual benefits was further verified
according to basic socio-economic factors (age, gender, length of employment). The right
setting of benefits will give a competitive advantage in the search for new talent and at the
same time serve as an effective tool against brain drain.

Keywords: Work-life-balance benefits, Retention of employees, IT employees, Brain drain,
Brain gain.

INTRODUCTION

bring high added value and they are a source of innovations that are necessary not only

to keep pace with the competition but also for further development. Therefore, the
attention of human resources within talent management is focused not only on acquiring new,
talented people, but also on their subsequent adaptation, motivation, job satisfaction and overall
stabilization. A lack of talent is faced especially by international corporations, which show a
growing interest in this group of employees (Przytuta, 2018). The positive effects of talent
management have been repeatedly empirically demonstrated (Slavkovi¢, Babi¢, & Stojanovi¢-
Aleksi¢, 2015; Crowley, Benson, & Al Ariss, 2019; Meyer, & Xin, 2018). However, in the area
of talent management in companies, weaknesses that can result in the loss of these highly
qualified employees are often identified. VVetrakova et al. (2020) surveyed HR professionals
and, based on the Delphi method, concluded that if talented employees receive an offer from
another employer, they leave their current employer much more easily than other employees.

I I ighly qualified employees form the basis of a company’s economic success. They

If the brain drain phenomenon occurs in a company and highly qualified employees leave,
damage arises that may create a decline in competitive ability and subsequent negative
economic impacts. Therefore, some studies aim to understand why people leave their jobs.
Wage levels play an important role but it is not the only factor that people consider when
making decisions. Other factors, such as secondary work responsibilities, work investment and
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moonlighting (i.e. the combination of two employments), are also important as well as job
satisfaction (Zimmerman, Swider, & Arthur, 2020). Highly qualified people, also referred to
as inventors, are less geographically limited (Drivas, 2020) which in turn means that there is a
brain drain not only from the company but also from the country.

In order to prevent brain loss, companies find out the level of satisfaction of their employees
and look for such benefits that would increase it and, thus, increase also the probability of their
staying with the current employer. At present, issues in the field of work-life-balance come to
prominence. It has been found out that work-life balance in conjunction with workplace stress
significantly affects the employee’s intention to leave (Kerdpitak & Jermsittiparsert, 2020).
Long-term W-L-B imbalances have also been proven to negatively affect job satisfaction
(Gragnano, Simbula, & Miglioretti, 2020) but they also have negative health consequences
(Mensah & Adjei, 2020). The feeling of W-L-B imbalance is mostly influenced by working
hours, the amount of free time the employee has for himself, subjective assessment of financial
condition and others (Pawlicka et al., 2020 Bjarntoft et al., 2020). Based on detailed research,
various models in the W-L-B field, which have increasing job satisfaction and ensuring talent
retention as its goal, are emerging (Rodriguez-Sanchez et. Al., 2020).

This article aims to find out which of the benefits in the W-L-B area is considered the most
important for employees and whether there are statistically significant differences in the
evaluation of these benefits with respect to basic socio-economic characteristics (gender, age,
and length of employment).

METHODOLOGY

The research took place in a major multinational manufacturing company operating in the
automotive field. In terms of optimal operation of the company, maintaining of competitive
ability as well as development and benefits of future innovations, the brains include employees
working in the IT department. The survey sample included 154 workers with a university
degree. It consisted of 123 men and 31 women.

The W-L-B benefits that were taken into account in this survey include: nursery/kindergarten
allowance, paid leave, extra leave, home office, flexible working hours.

To meet the goal, the following hypotheses were defined:

Hypothesis One: The most important of benefits that belong to the W-L-B area for stabilizing
employees is flexible working hours.

Hypothesis Two: The relationship between age and the assessment of the importance of
stabilization related benefits is statistically significant.

Hypothesis Three: The relationship between gender and the assessment of the importance of
stabilization related benefits is statistically significant.

Hypothesis Four: The relationship between the number of years in a company and the
assessment of the importance of stabilization related benefits is statistically significant.

The method of anonymous electronic inquiry was selected. Most of the questions were closed,
the respondents answered on the Likert 7-point scale (1 = least, 7 = most). The questionnaire
included, for example, the following question: Indicate how important are the following
benefits in relation to your decision to stay in the company.
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The data were processed using Microsoft Office Excel and IBM SPS Statistics. The following
statistical tests were used: Friedman test, Kruskal-Wallis test.

RESULTS

First, it was determined which benefit from the W-L-B area is most important for the
stabilization of IT employees. As clearly shown in Table 1, the most important benefit is the
flexible working hours which on the Likert scale 1 — 7 reached an average value of 6.5. In
second place was the extra leave benefit and the third was home office. The results show that
respondents clearly prefer such benefits that allow them to organize their time, or possibly gain
more free time.

Table 1. Importance of selected benefits

o K-related o
Work-life Benefits . Rank samples

importance (Sig.) area
Nursery/kindergarten allowance 2.4 5.
Paid leave 4.2 4,

Extra leave 6.2 2. 2.7E-85 5.0
Home office 5.7 3.
Flexible working hours 6.5 1.

Note: N=154; K-related samples — Friedman Test; Sig. = Significance
Source: Own calculation

The calculated values in the K-related samples column indicate statistical significance among
the benefits at the 0.01 level. Hypothesis 1, which assumed that for the stabilization of
employees the most important of the benefits that belong to the W-L-B area is flexible working
hours, was confirmed.

The Kruskal-Wallis nonparametric test was used to determine differences in the assessment of
the importance of benefits and socio-economic data.

First, it was examined whether there are differences in the assessment according to the age of
the respondents. As can be seen in Table 2, there were significant differences in the assessment
of the importance of nursery/kindergarten allowance and paid leave, which are more important
for employees under 30. The evaluation of the importance of home office reached significance
only at 0.1 level.

Table 2. Importance of benefits in relation to remaining in company — according to age

. Mean Standard | Kruskal- .
Benefits Age (years) Rank Mean Deviation | Wallis H Sig.
ey |0, BT

klnﬁiergarten 4150 5747 2.4 1.7 15.2 0.002**
allowance > 50 64.30
<30 86.94
. 31-40 83.13
Paid leave 41— 50 £8.09 4.2 1.7 9.6 0.022*
> 50 72.90
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<30 83.16
) 31-40 83.05

Home office 41— 50 71.70 5.7 1.8 6.4 0.092
> 50 58.80

Note: N=154; Correlation is significant at 0.05-*/0.01-** level; Sig. = Significance
Source: Own calculation

Thus, the second hypothesis, which assumed that the relationship between age and the
assessment of the importance of stabilization related benefits is statistically significant, was
partially confirmed. This finding is not surprising as young people who have small children are
statistically significantly more interested and their interest in preschool allowance is, of course,
logical.

There are also differences in the assessment of the importance of benefits in the distribution by
gender, where all the benefits are more important for women. The significant differences (Table
3) can be found in paid leave and extra leave, and the benefit of flexible working hours is on
the borderline of significance.

Table 3. Importance of benefits in relation to remaining in company — according to gender

) Mean Standard | Kruskal- )
Benefits Gender Rank Mean Deviation | Wallis H Sig.
. Man 71.90 o
Paid leave woman 99.71 4.2 1.7 9.9 0.002
Man 73.01 o
Extra leave woman 95.31 6.2 1.2 7.7 0.005
Flexible Man 74.74
working hours woman 88.45 6.5 1.0 3.6 0.059

Note: N=154; Correlation is significant at 0.01-** level; Sig. = Significance
Source: Own calculation

The third hypothesis assumed that the relationship between gender and the assessment of the
importance of stabilization related benefits is statistically significant. This was confirmed for
the two above-mentioned items and one on the borderline of significance.

Finally, a calculation was performed to verify whether there are differences in the assessment
of the importance of benefits depending on the number of years spent in a company (Table 4).
From this point of view, statistical significance was found only at the borderline values with
significance at the 0.05 level. This applies to the benefit of the contribution to the
nursery/kindergarten allowance and home office, which are more important for employees who
have been working for the company for 1-5 years.

Table 4. Importance of benefits in relation to remaining in company — according to number
of years in the company

Benefits Number of | Mean Mean Standard | Kruskal- Sj
years Rank Deviation | Wallis H 9.
Nursery/ 61: 150 g?ig
klnI(IJIergarten 1115 79.18 2.4 1.7 10.6 0.059
aliowance 16 — 20 59.41
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21-25 61.63
> 25 65.57
1-5 87.75
6-10 71.08

] 11-15 86.55

Home office 16 — 20 63.07 5.7 1.8 10.1 0.073

21-25 62.13
> 25 73.93

Note: N=154; Sig. = Significance

Source: Own calculation

These findings are not surprising. It can be assumed that the people belonging to the category
1 — 5 years within this research are the same people as in the young age group, i.e. under 30
years old.

FUTURE RESEARCH DIRECTIONS

The research was focused on talented employees who work in the dynamically developing field
of IT. In future research, it would be appropriate to focus on other professional groups, such as
doctors, scientists, technicians, and others, as their benefit preferences may differ. It is probable
that other professional groups will also be interested in the possibility of flexible working hours
and other benefits that enable independent organization of working hours. This consideration
is also confirmed by studies that already have been done and concentrated on similar issues.
For example, flexible working hours for researchers at universities have been examined in more
detail by Lytovchenko (2018). Other scientists also report on the positive effects of flexible
working hours. Aries et al. (2019) found that if the employer allows flexible working hours, it
significantly strengthens employee engagement. Flexible working hours are considered a
competitive advantage by talented employees, which in turn has an impact on work
performance (Galea, Houkes, & De Rijk, 2014; Bukhari, Gupta, & Taggar, 2018; and others).

This research found that benefits in W-L-B area are more important for women. In future
research it would be appropriate to verify whether this finding is related to other roles that
women take on (motherhood, home care, family care). Some studies have already addressed
this issue not only in the context of W-L-B benefits, but also in the context of part-time work
possibility (Beham, Baierl, & Eckner, 2020). This opens up another interesting area of possible
future research in the field of new forms of employment, such as shared jobs, etc.

CONCLUSION

Given that obtaining talented people is a very difficult and costly process for companies, it is
essential that these employees receive increased attention. It is important to regularly determine
their job satisfaction and respond quickly to the changing situation, needs and requirements of
individual groups of employees. The results of this research show that within the W-L-B
benefits group, IT specialists consider flexible working hours to be the most important benefit.
In the area of W-L-B, the benefits that create more time for their personal lives are preferred
by the employees. If employers want to recruit and further stabilize talented IT employees, they
should create working conditions that allow them to saturate these needs.

The results also showed that other socio-economic factors are important when selecting
benefits, such as the age of employees (for younger age groups, the benefits associated with
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caring for preschool children are important) and gender (women place more emphasis on W-
L-B benefits than men). If employers underestimate the care of talented groups of employees,
the risk of brains leaving their company will increase significantly.
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