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Millennials constitute the majority of today’s workforce in global market as well as in Serbia. One of 
the main challenges of contemporary Human resource management is how to create environment 
where their abilities can be empowered and their potentials used. In that sense the purpose of this 
paper is to depict the motivational goals among Serbian millennials, to understand what motivates 
them, what are their most important needs that have to be satisfied in work environment. We 
questioned 363 employees from five different companies in Serbia using three questionnaires 
adapted according to the self-determination theory, considering goal orientations, level of motiva-
tion and need satisfaction in the working environment. It is shown that Serbian millennials are 
relatively similar to their peers in other countries. They mostly strive toward intrinsic goals, but 
include monetary aspect as well. Their type of motivation gravitate toward more autonomous 
extrinsic motivation, respectively toward motivation through identification. Regarding their need 
satisfaction, they are more satisfied with affiliative needs and needs for competency and least satis-
fied with existential needs. Also, results show that the main differences were not always defined by 
the opposition between intrinsic and extrinsic goals but rather, by the contrast formed between 
those who, almost unselectively strive toward goals, and those who did not expressed strong orien-
tation toward either of goals. It is emphasized that Serbian millennials are not quite integrated 
category regarding their motivating profile; they differ according to the factor of their goal orienta-
tion, but most important is the level of strength of their goal orientation. 
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Work motivation is one of the most intriguing issues in organizational psy-

chology. Drive that leads employees toward fulfilling their professional goals fluctu-

ates and depends on different factors. Those motivational factors form functional 

links between personal goals and needs of employees on one, and possible incentive, 

on the other side. So, it is important to take into a consideration what really matters 

to employee, does his requirements might be put somehow in line with organization-

al goals.  

The situation becomes more complicated with the question of individual dif-

ferences considering motivational structure based on personal characteristics, some-

times demographics, economics situation or even on period of life. As a matter of fact, 

studies often show that employees with different level of income or education mani-

fest diverse needs. Also, people in different life phases put different needs as a priori-

ty.  

It is fascinating that human resources could be clustered by specific goals and 

needs unique for one generation (Twenge, et. al., 2010). In our research we wanted 

to describe the motivation of employees popularly called millennials. That category 

consists from the work force that born between 1980`s and 2000, and due to that 

fact, in this moment, they constitute more than 34% of all working population, with 

the trend of raising in number (Pew Research Center, 2015). 

As studies often explain there are particular characteristics commonly shared 

among the population, so called millennials` or y generation. It reflects motivational 

issues as well. Having in mind that Serbia in many social and economical domains 

were specific in that particular period, we found interesting to see does our millenni-

als` do behave similar as those in the “rest of the world” considering motivation.  

The goal of this study is to describe the level of motivation and motive satisfac-

tion among millennials working in Serbian companies, with comparing their motiva-

tional profile with millennials all over the world. Not neglecting the potential indi-

vidual differences in the domain of value system, we try to see is there any difference 

between millennial employees` strongly emphasizing intrinsic and those leaded by 

extrinsic goals. Considering the other factors that might influence motivation, we 

unify our sample by educational level, years` income and number of employees in 

company where they work.  

So, the main objective of the study was to describe millennials` motivational 

profile and to see is there any difference between intrinsically and extrinsically moti-

vated millennials` with high school education working in domestic companies with 

more than 100 employees, in respect to their motivational level and motive satisfac-

tion in Serbian companies.  

Of course, it might seem plausible to hypotheses that those who have intrinsic goals 

as their guideline would have higher level of autonomous motivation and those who 

share that values might satisfy their higher motive, and vice versa. Nevertheless, it 

depends on the context of their work.  

Accordingly, this article consists of introduction into a topic and research 

problem, theoretical approach that provides academic background to the topic, fol-

lowed by methodological approach that explains how empirical data, presented in 
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fourth part of the study, were collected. Finally, results were considered in the con-

text of relevant theory, previous researches, potentials for implementation of ideas, 

as well as in the context of future studies that might overcome the limitations of this 

particular study.      

 

The importance of work motivation is probably the best defined through idea 

of Deci and Ryan, that motivation actually produces something, i.e. have some impact 

on reality (Ryan & Deci, 2000, p. 69). Among other factors, values are significant 

moderator of motivational processes (Tremblay, et al., 2009). Work orientation val-

ues are proved to be in relation with motivational outcomes, being in the same time 

related with personal goals and needs (Vansteenkiste, et. Al. 2007). So, in this study 

we analyze levels of motivation, satisfaction of personal needs and motives in con-

crete organizational context and individual goals.  

Work motivation is perceived and measured in the framework of Deci and 

Ryan`s Theory of Self-Determination (SDT) (Deci, Ryan, 2008). It was rather known 

fact that it is possible to ably their conception in the domain of work motivation 

(Majstorović, 2008; Gagne, Deci, 2005). Their theoretical explanation sees motivation 

from a multidimensional perspective, considering personality, context (life domain) 

and situational states (Vallerand, 2000), and that provide space for taking genera-

tional factors into account. Authors said that people are “being more self-motivated, 

energized, and integrated in some situations, domains, and cultures than in others” 

(Ryan & Deci, 2000, p. 68). We add that people are differently motivated regarding 

the context in which they grow up.  

Govering by SDT, we defined quantity of motivation as a level of autonomy 

versus externally controlled, admiting the fact that there are mild transitions from 

extrinsic toward intrinsic via introjected motivation and motivation through identifi-

cation, going toward integrated motivational state. Those types of motivation are also 

empirically confirmed as different due to the fact that they have different anteced-

ents and they produce different outcomes (Gagne, et al., 2015). 

Theory and empirical studies claim that intrinsic motivation, as well as the internali-

zation processes, are the results of the basic need satisfaction occurred in the con-

text. So, the important aspects of analysis, the level and quality of motivation, are 

seen in defining the concepts of needs. 

 

The role of needs` and motives` satisfaction. SDT make a difference compared to 

“traditional” theories of motivation, abandoning the tendency to measure strengths 

of needs with the idea that the motivation stops when the need is satisfied (Maslow, 

1943). Quite the opposite, it is believed that people are boost to work when they 

realize that the environment support their needs and offer possibility to satisfy them, 

so need satisfaction is seen as motivating (Marescaux, De Winne, & Sels, 2013). 

Although SDT theory sees needs as basic and nutritive factors for personal survive 

and development, the content of their needs are rather close to the concepts of mo-

tives in the context of theories of some other authors. In the repertoire of SDT theory 



 

there is only those three needs. Nevertheless, we believed that it is important to take 

into a consideration the expression of satisfaction of existential needs, needs for se-

curity (Maslow, 1943), and need for power (McClleland, 1985). Needs are considered 

to be the underlying motivational mechanisms that energies and directs people`s 

behavior (Van den Broeck, et. al., 2010) and they intervene between environmental 

factors and level of autonomy in motivation (Deci & Ryan, 2008).   

 

Individual differences in aspirations and goals. They are explanatory concepts of, 

as Grouset says (Grouset, et al., 2005, p. 801) that goals are explanatory concepts of: 

how people organize their lives and the types of aims for which individual strive. As a 

matter of fact, aspirations are considered to be the specific contents of people`s tar-

gets (Ryan & Deci, 2000) and they are used to guide activities of persons toward the 

goals. Nevertheless, in some situations they might fail to predict the concrete deci-

sion, as Milinkovic and colleagues (Milinkovic, Kovacevic, & Mihailovic, 2017)  found 

in the research of career path preferences of college students. Sheldon and colleagues 

(Sheldon, Ryan, Deci, & Kasser, 2004) found that it matters if the process of attaining 

goal is autonomous or controlled. Further, it is believed that there are two different 

categories of goals that varies according to the consequences for those who pursuit 

them. In fact, there are intrinsic goals that are congruent with the psychological 

needs for relatedness, competence and autonomy, and there are extrinsic goals, ori-

ented toward obtaining reward, social recognition. The important thing is that goals 

are often culturally shaped and they are frequently in line with the prevalent values 

in the environment where possessors dwell (Vansteenkiste, et. al., 2007).  

 

 

Who are millennials. In the majority of the similar researches (mostly done in 

U.S.A.) Millennials or Generation Y are identified as individuals born in or after 1980 

(Ng, Schweitzer, & Lyons, 2010) or between 1980 and 2000 (Ivancević & Ratković, 

2016). It is said that they are shaped by technology (The Council of Economic 

Advisers, 2014) so they are often called Net Generation, the Digital generation Nex-

ters, N-Gens, Generation E and Echo Boomers as well (Tolbize, 2008).  Ng et al (2010) 

described millennials as individuals that ‘‘want it all’’ and ‘‘want it now’’, regarding 

good compensations, fast carrier progression, work/life balance, interesting and 

challenging work (meaningful work experience), nurturing work environment and 

possibilities to make a contribution to society. It is very interesting what Tolbize 

(2008) have noticed that often millennials refer to themselves as the Non-Nuclear 

Family generation, the Nothing-Is-Sacred Generation, the Wannabees, the Feel-Good 

Generation, Cyberkids, the Do-or-Die Generation, and the Searching-for-an-Identity 

Generation. Generally, they have great expectations regarding their career. It is inter-

esting that they expectation for promotion is within first 18 months on the job, mean-

ing that they want fast career advancement as well as large pay increases (Ng, 

Schweitzer, & Lyons, 2010). 

Millennials and work motivation. In the Survey Employee motivation by 

generation factor (2009) that was done across the generations on a question regard-

ing their motivation Generation Y/millennials have identified that the most im-
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portant goal in their job is Advancement in their career/profession/company and on 

a second place is Self-fulfillment/feeling good about what I do. 59% of the millennials 

said that their strategy for a goal fulfillment is in advancing skills and knowledge. 

Also, as a net generation it is no surprise that they use self-taught learning methods 

using different online resources especially wikis, blogs and social networking sites. In 

order to create motivating environment for a Millennial a company should create an 

atmosphere for: Jointly develop personalized learning paths with their leaders, Hone 

leadership skills by chairing community service projects, Use technology platforms to 

share knowledge gained in self-study exercises, Lead “after action reviews” at the 

completion of key projects to formalize on-the-job learning (Lunsford, 2009). Millen-

nials value community, family and creativity in their work (The Council of Economic 

Advisers, 2014) 

In the Deloiites’ millennial Survey (2016) it is emphasized that one of the main 

challenges in work environment is loyalty. It is shown that 66% millennials would 

leave their employer in max 5 years. Why? Is this the consequence of their work mo-

tivation or something else? They perceive that their leadership skills are not being 

fully developed, but if the company supports leadership development loyalty will 

increase. Regarding their personal goals it could be said that they are mostly tradi-

tional, meaning that they strive to a good work/life balance, they wish to have their 

own home, life partner and of course financial security for a comfortable retirement. 

Also, they have a very high aspiration in making a constructive contribution to their 

organization (Deloitte., 2016).  

As Millennials constitute most of the today’s workforce we found interesting to 

investigate what motivates them, in general. Also it is important to know what are 

the needs that they perceive as most important to be fulfilled in work environment.  

 

 

As it was said in the introduction, the main objective of the research was to 

identify Serbian millennials regarding the motivational goals, satisfaction of needs at 

the workplace and type of their motivation. Comparing our millennials with motiva-

tional characteristics of millennials from different countries, we wanted to define the 

specificities of our millennial generation in the motivational domain. There is an 

objective to see if there are any differences between intrinsically and extrinsically 

motivated millennials, respect to their motivational level and motive satisfaction in 

Serbian companies.   

The main research questions considered: (1) What are the specificities of mil-

lennials in Serbia regarding their goals, type of motivation and need satisfaction at 

the workplace, as well as the  

(2) Differences in need satisfaction and type of motivation between millennials 

with highly emphasized goal of both categories, those with intrinsic and extrinsic 

goals, and those with low goal expression.  

The main hypothesis (hyp1.) was that millennials in our sample would have in-

trinsic goals more emphasized than extrinsic, particularly considering the personal 

development then extrinsic. In that domain we believe that our millennials are simi-



 

lar to the members of their generation in other countries. Also, there was a hypothe-

sis (hyp.2) that their motivation and need satisfaction would be different regarding 

the goal orientation. 

 

 

Measures and instruments  

In order to answer to the questions of level and nature of millennials motiva-

tion in Serbia, we conducted research by applying three types of scale inspired by 

previously explained concepts of SDT theory.  

Personal values and aspirations (life goals) were measured by the instru-

ment inspired with Kasser and Ryan`s (Kasser & Ryan, 1996) scale. The original scale 

is developed in the frame of SDT theory, postulating that life goals could be catego-

rized in two domains: intrinsic and extrinsic. Our version has 12 questions of im-

portance of 6 life goals (2 items per each): personal growth, relationships and com-

munity (intrinsic), and wealth, fame and image (extrinsic).  

The example of items were following: Personal development: To grow and 

learn new things, Sense of belonging (relations): To have good friends that I can count 

on, Society (altruism): To help others live better, Wealth: To have enough money to buy 

everything I want, Self-image: To continue looking young), Admiration and fame: To be 

a celebrity.  

Respondents agreed with the statements on the scale from 1 to 5. The strength 

of goal was defined by calculating average for each goal and then categorizing them 

into an intrinsic or extrinsic group, also determining its value by calculating average 

for three goals per category.  Scale for intrinsic and extrinsic goal with internal relia-

bility alpha=.73, for intrinsic and Crombach Alpha=.76 for extrinsic goals. 

Similarly, Scale of need satisfaction at work was five degree Likert type, 

measuring by 12 questions, the satisfaction of six basic needs at work: existential 

needs (example: Some assignments I perform at work may be dangerous to health), 

need for security (example: I often fear I could lose my job because of the economic 

situation), need for power (example: Other people and their work often depend on me), 

relatedness (example: I consider the persons I work with as my friends), competence 

(example: I have acquired a lot of new skills at work) and autonomy (example: I do not 

get many opportunities to decide about the manner in which the work will be per-

formed). Satisfaction for each need is based on calculating average of two items refer-

ring to a particular need. Internal reliability for different scales were about al-

pha=0.71.  

Scale structure was developed on the base of three theoretical models: McClel-

land’s concept of motivation (McClelland, 1985) and types of basic motives, Maslow`s 

conception of motivation and hierarchy of needs (Maslow, 1943) and Deci and Ryan`s 

self-determination theory (Deci & Ryan, 2008). 

Finally, we assessed level and the type of motivation, based on 7 situations 

with 10 given explanations: 2 items for every type of motivation: external, externally 

introjected, motivation through identification and internal motivation. The Multidi-

mensional Work Motivation Scale (Gagne et.al., 2010) was the model for measuring 
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motivation in our research. This scale explains typical intrinsic, integrated, identified, 

introjected, externally regulated motivation, for each and every (7) seven situations. 

Consequently, The Likert type scale measuring the level and the type of motivation 

(the level of self-determination and integration of the goal) had 56 items, with 7 

questions representing the descriptions of the potential situation, with given reasons 

why someone does something. For every question 10 answers are offered with five 

degree scale for assessing the level of agreement with reason. Among 10 statements 

given for each question, 2 of them referred to one of 4 motivational states:  

extrinsic motivation (2x7=14 items): externally regulated behavior to satisfy 

some external demand, reward of contingency, with some kind of compensation or 

for the sake of same praise and reputation (example: I stay at work until the end of 

working hours: because I do not want to have problems with my superiors; I love my 

job: because I get my salary; I chose this job: because it provides a certain standard of 

living for me). The internal reliability of constructed scale was shown to be alpha=.80; 

N=14.  

motivation regulated by introjection (2x7=14 items): behavior is initiated to 

avoid guilt or anxiety or to attain ego enhancements such as pride, regulation by 

contingent self-esteem, to demonstrate ability (avoid failure); taking in regulation 

but not fully accepting it as it is one`s own (example: I try to achieve good results: 

because I feel bad when I am not doing well; I stay at work until the end of working 

hours: because I would feel ashamed for leaving work earlier; I come to work every 

morning: because I want my colleagues to see I am a good). The internal reliability of 

constructed scale was shown to be alpha=.77; N=14.  

Motivation regulated by identification (2x7=14 items): behavior based on con-

sciously valuing goal and with action being personally accepted and feeling personal-

ly important and personally accounted for it. It could be ego-syntonic action but nev-

ertheless extrinsic because of doing it with the separate outcome (example: I try to do 

my job properly: because it is very important for me personally; I try to achieve good 

results: because it is important for me to be good at something; When I have problems 

at work, I try to overcome them: because this organization means a lot to me). The 

internal reliability of constructed scale was shown to be alpha=.88; N=14.  

intrinsic motivation (2x7=14 items): engaging in activity for inherent satisfac-

tion, for the enjoyment in process of doing it, or for the challenge it represents (ex-

ample: I come to work every morning: because I enjoy the work itself; I chose this job: 

because of the moments of pleasure it gives me; When I have problems at work, I try to 

overcome them: because it enables me to learn something new). The internal reliability 

of constructed scale was shown to be alpha=.89; N=14.  

 

We excluded all respondents born before 1980. and those who have higher or 

lower level of education then high school. At the end, in our sample, 363 respondents 

left. They satisfied the proposition imposed to the relevant characteristics of the 

population. They all work in domestic companies with more than 100 employees. 

They are all in the age category we called previously millennials`. In order to control 

one more important factor, we decide to take into a consideration only employees 



 

with high school level of education. Professionals, faculty or college educated were 

not included in our sample due to the fear that they might have some particularities 

that are not shared with others when motivational goals and motives come into the 

question. Also, according to Serbian Census from 2011 there are round 48.9% indi-

viduals with secondary education and 20.8% with just primary education. Also there 

is 10.6% population with University Education (Statistical office of the Republic of 

Serbia, 2016). 

In our sample of 363 respondents, more than 81% were male (295) and only 

19% were female. Years of service are between 2 and 16 years, with the average of 4 

years of working.  

 

The study was conducted on employees from 3 manufacturing companies in 

Serbia with more than 100 employees. The questionnaire had four parts. Beside the 

formal introduction and questions considering demographics gender, age, years of 

working, educational level) and the size of the company, there was a section with 

questions considering the importance of live goals. It was followed by the section 

that explains the nature and the level of motivation based on scaling the level of au-

tonomy attributed to the work behavior.  At the end, there was a scale with items 

considering the level of satisfaction of motives and needs in the particular working 

context.  

After gathering the filled questionnaires we excluded respondents that did not 

satisfy the criteria for sample and those that did not answer the whole questionnaire. 

The rate of rejection was less than 2%.   

Finally, we categorized our respondents in four categories regarding their life 

goals, in those who strongly emphasized the intrinsic, as well as the extrinsic goals, 

those who have only extrinsic goals emphasized, those who have intrinsic goals 

strongly emphasized, and those that emphasized neither intrinsic nor extrinsic goals. 

They were categorized according to the median for two scales.    

 

 

According to descriptive statistical indicators, relations (M=9.21; SD=1.19; 

N=363), society (M=8.98; SD=1.32; N=363) and personal development (M=8.96; 

SD=1.46; N=363), are the most value goals for our respondents. Those three catego-

ries of goals are considered to be intrinsic goals. Nevertheless, they also value wealth 

(M=8.19; SD=1.73; N=363), that is the main extrinsic goal. Comparing that goal with 

other extrinsic goals of being famous (M=4.85; SD=2.15; N=363), and admired 

(M=6.67; SD=2.07; N=363), with having a good public image is shown to be not par-

ticularly important in the list of goals for millennials in our sample.  

 

 



Work motivation among millennial employees with different life goals: Case of Serbian companies 
 

 

 

type of goals Mean SD Mdn Min Max N t df Sig. 

intrinsic  27.15 2.95 28 15 30 363 
30.61 362 .000 

extrinsic   19.71 4.57 20 8 30 363 

Source: the authors (2017) 

 

As we can see from the Table 1., there were a significant differences between 

intrinsic and extrinsic goals among respondents in favour of intrinsic ones. According 

to the median and range of answers, we defined criteria for categorization respond-

ents into a four categories regarding goals: high intrinsic (21.7<∑<30), low intrinsic 

(15<∑<27), high extrinsic (20<∑<30) and low extrinsic (6<∑<19.6). Combining 

those categories we formed four different categories: ambigoal oriented (highly ex-

pressing both extrinsic and intrinsic goals, non goal oriented (low pronounced both 

categories of goals), intrinsically oriented (low entrinsic and high extrinsic goals) and 

extrinsically oriented (low intrinsic and high extrinsic goals).  

 

 
Table 2 - Number of differently goal oriented Serbian millennials  

Goal orientation Frequency Percent 

Ambigoal oriented  125 34.4 

Intrinsically oriented 84 23.1 

Extrinsically oriented 70 19.3 

Non-goal oriented 84 23.1 

Total 363 100 

Source: the authors (2017) 

 

On the level of descriptive data, our respondents are mostly ambigoal, they do 

not make much difference between intrinsic and extrinsic goals, both categories are 

valued and matter for them. In the context of individual goal, we might explain that 

fact by highly valued intrinsic factors and wealth as extrinsic one.   

 

 

On the whole sample external motivation through identification is found to be 

the prevalent type of motivation (M=52.42; SD=10.61; N=363). Nevertheless, other 

motivational types were also present, with external motivation being M=48.58 

(SD=9.85; N363), internal motivation of M=47.91 (SD=10.76; N=363) and finally, 



 

introjected motivation (M=47.07; SD=9.8; N=363). So, the motivation style of res-

pondents varies. They have tendencies toward all four categories, or levels of auto-

nomy in motivation domain.  

 

 

Table 3 - Descriptive measures for need satisfaction at workplace 

need satis-

faction 
existential security power afiliative autonomy competency 

Mean 4.93 5.08 6.63 7.79 5.42 7.45 

SD 2.02 2.25 2.16 1.98 2.12 2.17 

N 363 363 363 363 363 363 

Source: the authors (2017) 

 

Level of need satisfaction at workplace is given in the Table 3, with our res-

pondents experiencing that affiliative needs, and needs for competency are the most 

satisfying at their workplace. On the other hand, workplace does not give them op-

portunity to satisfy existential needs in the same amount. 

 

 

From the Table 4. we could conclude that differences in goal orientation exists 

in the domain of external motivation, motivation through identification and internal 

orientation, at the level of significance of p<.01, and on the lower level of significance 

for introjected motivation. Considering the need satisfaction, the differences for po-

wer, affiliative and competency needs, are significant.  

 

 

Table 4 - Descriptive statistics and analysis of variance of type motivation and need 

satisfaction for differently goal oriented millennials 
 

 Ambigoals intrinsic extrinsic non-goal 

oriented 

F Si

g. 

d

f 

M SD N M SD N M SD N M S

D 

N 

                
                

Exter-

nal 

motiva-

tion 

51.

50 

9.4

6 

1

2

5 

48.

21 

10.

44 

8

4 

47.

79 

9.3

6 

7

0 

45.

27 

9.

13 

8

4 

7.

38 

0 3 

Intro-

jected 

48.

74 

9.8

4 

1

2

48.

00 

10.

29 

8

4 

45.

46 

9.6

2 

7

0 

45.

00 

8.

94 

8

4 

3.

42 

.0

2 

3 
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motiva-

tion 

5 

Motiva-

tion by 

identi-

fication 

55.

22 

10.

81 

1

2

5 

53.

20 

10.

91 

8

4 

49.

96 

9.8

4 

7

0 

49.

50 

9.

53 

8

4 

6.

74 

0 3 

Internal 

motiva-

tion  

50.

28 

10.

80 

1

2

4 

49.

35 

10.

39 

8

4 

45.

26 

11.

03 

7

0 

45.

20 

9.

90 

8

4 

5.

93 

0 3 

Existen-

tial 

needs 

4.9

2 

2.0

2 

1

2

5 

4.9

3 

2.1

5 

8

4 

5.3

1 

1.8

7 

7

0 

4.6

2 

1.

97 

8

4 

1.

52 

.2

1 

3 

Security 

needs 

5.2

3 

2.2

7 

1

2

5 

4.8

1 

2.2

6 

8

4 

5.4

5 

2.3

1 

7

0 

4.8

2 

2.

12 

8

4 

1.

63 

.1

8 

3 

Power 

needs 

7.2

2 

2.0

7 

1

2

5 

6.5

6 

2.1

3 

8

4 

6.3

3 

2.2

0 

7

0 

6.0

8 

2.

14 

8

4 

5.

53 

0 3 

Afflia-

tive 

needs 

7.8

8 

2.0

1 

1

2

5 

8.3

9 

1.7

7 

8

4 

7.1

9 

2.0

4 

7

0 

7.5

4 

1.

91 

8

4 

5.

54 

0 3 

Auton-

omy 

needs 

5.5

3 

2.1

2 

1

2

5 

5.7

0 

2.2

9 

8

4 

5.3

4 

2.0

9 

7

0 

5.0

5 

1.

97 

8

4 

1.

5 

.2

1 

3 

Compe-

tence 

needs 

7.7

9 

2.1

0 

1

2

5 

7.8

2 

1.9

9 

8

4 

6.8

6 

2.3

5 

7

0 

7.0

8 

2.

17 

8

4 

4.

51 

0 3 

Source: the authors (2017). 

 

According to post hoc analysis (Scheffe), for external motivation the differen-

ces are between millennials who have highly expressed both categories of goals, and 

those who does not express either goals much (Mean difference=6.23; p<.01; 

SE=1.4).  

Post hoc analysis for external motivation through identification showed diffe-

rences between ambigoal oriented and extrinsic (Mean difference=5.27; p<.05; 

SE=1.5) as well as intrinsic motivation (Mean difference=5.72; p<.01; SE=1.5).   

For intrinsic motivation there is a difference between highly evaluated both ca-

tegories of motivation and those with extrinsic goals (Mean difference=5.03; p<.05; 



 

SE=1.6) and those with both categories low profiled (Mean difference=5.08; p<.05; 

SE=1.5).  

In the domain of need satisfaction that workplace offers to participants, the 

difference is found for affiliative needs between intrinsically and extrinsically moti-

vated (Mean difference=1.21; p<.01; SE=.3) and for intrinsic and non goal oriented 

ones (Mean difference=0.86; p<.01; SE=.3). In the context of satisfying need for po-

wer the difference s found between goal oriented in both directions and non goal 

oriented (Mean difference=.1.13; p<.01; SE=.3). For other needs there were no statis-

tically significant differences. 

 

 

Our results indicate that Serbian millennials are relatively similar to their pe-

ers in other countries. According to other studies of millennials goal orientations they 

mainly strive toward intrinsic goals, as personal development are. Similarly, our 

respondents strive toward establishing good interpersonal relationship, personal 

development, society, but they also include monetary aspect as well. It is also similar 

with previous research. For example, Kultalahti and Viitala (2014) also found that 

millennials have more intrinsic than extrinsic motivators. According to Borges and 

colleagues (Borges, et. al., 2010) they strive toward achievement and affiliation. So, in 

the domain of goals our millennials are “typical”.  

Accordingly, the type of motivation gravitate toward more autonomous extrin-

sic motivation, respectively toward motivation through identification that implies 

someone`s being motivated by the fact that they see their work as personally impor-

tant but not bringing inherent enjoyment in activity (as in internal motivation) (Gag-

ne, Deci, 2005). So, work is still business and drive by external factors. Nevertheless, 

all other types of motivation were also present.   

In the domain of need satisfaction, it might be concluded that the effect of wor-

king context was influential. In our research millennials were least satisfied with 

existential needs. On the other side, they were more satisfied with affiliative needs 

and needs for competency compared with other needs offered. It might look that the 

ambience of their work were perceived relatively satisfying in the domain of basic 

needs. It is important in the context of researches that showed that need satisfaction 

in organization represents the motivational base for work (Gagne & Deci, 2005). 

Consequentially, it influenced the level of motivation. Also, it is significant in the 

perspective of their higher scores on motives for achievement and affiliation (Borges, 

et. al., 2010).   

Regarding the goal orientation in the context of other motivational variables, 

our results indicated that the main differences were not always defined by the oppo-

sition between intrinsic and extrinsic goals, but rather, by the contrast formed 

between those who, almost unselectively strive toward goals, and those who did not 

expressed strong orientation toward either of goals. Differences were strong 

between them in the domain of external motivation, which is more characteristic 

form of regulating behavior among those with lower emphasizing goals.  

For motivation driven by identification, emphasizing both goals was found mo-

re between those who insist on both categories of goals comparing to extrinsic and 
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intrinsic goal oriented millennials. As it might be expected, emphasizing both goals 

more frequently leaded toward internal motivation, compared with extrinsically 

orienting and lack of goals, but not with intrinsic goals.  

Further, only satisfaction with affiliative and need for power were influenced 

by the difference in goal orientation. Satisfaction in the domain of affiliation at the 

workplace was characteristic for intrinsically motivated, while the main difference 

for need for power was between none selectively goal oriented and those with no 

goals, who had lower satisfaction.  

These results indicate some characteristics of Serbian millennials working in 

local companies with more than 100 employees and with secondary level of educa-

tion. They are relatively similar with worldwide millennials but they are not quite 

unified category when it comes to the question of their motivating profile. As a mat-

ter of fact, they differ according to the factor of their goal orientation. In the context 

of this research, the main factor on which we should pay attention is the level of 

strength of goal orientation. It is more important than the direction in which goal 

strives (intrinsic or extrinsic), as great body of research insist on (Vansteenkistee, et. 

al., 2007).   

Nevertheless, our results give relatively restrictive picture of the generation Y 

due to the fact that lot of different factors that were not considered might make an 

impact on motivation.  For example, there may be differences between employees 

from different companies. Also, leadership relation was proven to be of importance 

for motivation (Kuvaas, 2009). So, the question of different impact on the particular 

generation in the context of their relation with authority might influence (Thomson, 

Gregory, 2012). They are often labeled with stereotypes that they need constant 

feedback and less formal work environment, with being disloyal to organization mo-

re than other generations.  

Finally, the question if millennials in Serbia are really millennials, or they are 

somehow different, goes beyond this research. Also, there is an important question of 

difference of the structure of motivation between employees according to the diffe-

rences in educational level? Maybe. Do young employees with high school have less 

intrinsic aspirations then those with faculty? Not necessarily. This is something that 

should be also analyzed in some of the following studies. 

 

Concluding the previously said, we believe that Serbian millennials` motivatio-

nal profile might be important factor for determining the characteristics of work 

environment. Suppose the goals are provided and that they are consistent with iden-

tified individual goals, organization might provide mechanisms for more autonomous 

motivation. Similarly, by satisfying needs, with improvement especially in the do-

main of existential, we could achieve more motivating setting.  On the other side, for 

those having lack of goal orientation, there should be further activities conducted 

with the aim to develop individual goals among them. As Amabile (1993) said for 

supporting competence, autonomy and relatedness, organization must provide an 

optimal challenge, informational feedback, interpersonal involvement and feeling 

recognition. For millennials in particularly, Kultalahti and Viitala (2014) suggest that 



 

HRM practices include flexibility, work-life balance, convenient social relationships, 

need for coaching-based leadership and developing opportunity. 

As our millennials have similar characteristics than those mentioned in diffe-

rent researches, we might advocate the more personalized approach respecting the 

diversities in their level of goal expressiveness. 
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