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Abstract

More efficient and productive employees enable businesses to achieve better results,
innovate, enhance the quality of products and services and respond to changing market
conditions. The research therefore focuses on an analysis of procrastination at work in Slovak
SMEs. We focus on the prevalence of procrastination and demographic determinants that
were investigated and analysed among 253 administrative employees of various SMEs in
Slovakia. Quantitative research was carried out by online inquiry using the standard
questionnaire Procrastination at Work Scale, which focuses on online and offline employee
procrastination and its total score. Small and medium-sized enterprises (SMEs) play a crucial
role in maintaining economic stability in Slovakia. They generate jobs, stimulate local markets
and contribute to overall GDP growth. They are not only the driving force of innovation but
can be characterised by flexibility and the ability to react quickly to changes on the market.
They also contribute to increasing the country's competitiveness and balanced regional
development. However, the performance of SMEs depends on the productivity of employees.
Motivating employees is essential for businesses as it boosts employee efficiency,
productivity and performance, promotes collaboration and stimulates creativity and
innovation.

Implications for Central European audience: The present study provides answers to many
questions and can help SMEs obtain the necessary recommendations that are applicable in
practice in the field of motivation. Addressing this issue opens up the ground for conducting
similar research dealing with global changes in management of small and medium-sized
enterprises.

Keywords: Procrastination at work; SME employees; cyberslacking; small and medium
enterprises; demographic profiles
JEL Classification: M10, L26, O15
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Introduction

SMEs (small and medium enterprises) are defined by the European Commission as
enterprises with fewer than 250 employees, an annual turnover that does not exceed EUR
50 million or a total balance sheet not exceeding EUR 43 million. These companies are
a fundamental component of the European economy. In 2015, the Eurostat database
reported SME statistics revealing that the European Union's non-financial corporate economy
consisted of 23.4 million small and medium-sized enterprises (SMEs), which collectively
provided employment to 91 million individuals and created an added value of 3934 billion
euros (Matt et al., 2020).

SMEs play a crucial role in the economy (Civelek et al., 2023a; Muthee & Maina, 2023) and
broader business ecosystems, particularly in OECD countries and worldwide. Within the
OECD region, SMEs dominate the business landscape, representing approximately 99% of
all types of businesses. They serve as the primary providers of employment (Civelek &
Kraj¢ik, 2022; Lizbetinova & Hitka, 2016), representing an average of 70% of jobs. They are
the main drivers of value creation (Kljuénikov et al., 2022a), generating around 50-60% of
value added. In developing economies, SMEs account for up to 45% of total employment and
33% of GDP. SMEs contribute to over half of employment and GDP in most countries,
regardless of their income levels (Al-Omoush et al., 2023). Moreover, fostering the
development of SMEs can promote economic diversification and resilience, leading to a more
sustainable economy (Yu et al., 2023; Saleh & Manjunath, 2023; Lazarevi¢ et al., 2020).

However, in the current demanding business environment, companies are constantly looking
for maximum quality of output through human capital. Employee productivity is an important
factor that employers consider in terms of performance (Chang et al., 2022; Oladimeji et al.,
2023) and profits. Companies also implement human resource activities to increase their
workers’ productivity (Civelek et al., 2023b) by workplace design, focusing on employee
engagement or efficient digital transformation introduced in the organisation (Krajcik et al.,
2023; Jafir & Ahmed, 2023). Moreover, the quality of human resources determines the
success of companies (Rozsa et al., 2022).

Employee productivity is the real value that a company's employees provide in exchange for
the costs of retaining them. Therefore, small and medium-sized enterprises must focus on
increasing the productivity of employees and understand what problems procrastination can
cause and how to approach this undesirable behaviour in the workplace from a managerial
aspect. This study offers evidence on procrastination behaviour of SME employees and its
analysis in terms of demographic profiles and specifics of employees in administrative
positions.

The connection between procrastination and reduced productivity among employees has
long been established, creating negative implications for both individuals and businesses.
However, when delving into the psychological aspects, the essence of procrastination
primarily revolves around time management, heavily influenced by motivation and
neurophysiological processes (Chen et al., 2020). Procrastination is a growing phenomenon
that is extensively studied from various theoretical angles, providing diverse explanations and
outcomes. Its presence is evident in our daily lives, with approximately a quarter of the
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general population estimated to exhibit procrastination tendencies (Ferrari et al.,, 2009;
Steinert et al., 2021).

Nevertheless, the prevalence of procrastination and the numbers of individuals prone to
procrastinating can vary based on different types of jobs (Vveinhardt & Sroka, 2022; Wieland
et al., 2021). Generally, procrastination tends to be more common in the context of "office
work" than other types of work. A study presenting a sample of 22,053 individuals discovered
that procrastinators were less inclined to hold positions that demanded high levels of
motivation (Sirois et al., 2023; Godany et al., 2021).

Understanding how procrastination tendencies vary across different demographic groups can
help organisations formulate and tailor their management and leadership strategies.
Demographic variations in procrastination tendencies can serve as abase for the
development of training programmes and contribute to obtaining knowledge on workforce
behaviour. The results obtained might be important for academics and practitioners, leading
to the development of evidence-based management practices. Therefore, the objective of
this study is to identify and establish the relationship between gender, age, education and
procrastination in terms of office workers in Slovak SMEs (Mura et al., 2023).

In addition, we address the key motivation concepts relevant to procrastination in terms of
inherent energetic implications rather than treating them solely as sub-processes of self-
regulation (Prem et al., 2018). Motivation poses a common challenge for all types of
organisations, in both the public and private sectors (Asimakopoulos et al., 2009; Lulewicz-
Sas et al., 2022). It is described as a significant effort that has to be exerted in order to
achieve organisational objectives, influenced by the potential of fulfilling the individual’'s
needs (Smahaj & Cakirpaloglu, 2015; Wang et al., 2021; Mishchuk et al., 2023).

According to Armstrong, a motive is anincentive to do something and consequently,
motivation is a set of external and internal factors that influence human behaviour (Klingsieck,
2013). It means that motivation can be described as a behaviour aimed at achieving a goal
(Armstrong et al., 2015). In the context of work motivation, employees’ self-motivation to
perform the task at a high quality is crucial. While this condition is highly desirable, it is rather
uncommon (Kalirajan, 1993; Goéncu et al., 2018).

1 Literature Review

1.1 Procrastination at work and gender

Procrastination is a widespread issue that many people encounter, but it is a phenomenon
that is difficult to measure. A study concerning procrastination among students and staff
(N =2893) in Germany, Finland, Italy, Poland, Norway and Sweden (Svartdal et al., 2016;
Maier et al., 2022) provided an analysis and comparison of neighbouring countries. The
results of the study showed higher procrastination scores among men compared to women.
This gender difference remained consistent in all the countries except Finland and Poland,
where no significant disparities were observed. However, in Norway, men scored higher than
women on all three subscales of procrastination. Women tend to report higher levels of
procrastination due to their fear of failure, while men justify their procrastination as a form of
risk-taking against control (Zsigmond & Mura, 2023). It was found that women exhibit better
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time management skills. Steel and Ferrari (2013) conducted a meta-analysis examining the
connection between personality traits and procrastination (Steel & Ferrari, 2013). The results
indicated a weak correlation between procrastination and traits such as neuroticism,
rebelliousness and sensation-seeking. However, task aversion, self-efficacy, impulsivity, as
well as conscientiousness and its components such as self-control, distractibility,
organisation and achievement motivation, emerged as strong and consistent predictors of
procrastination (Alblwi et al., 2021; Mullan & Wajcman, 2019). The further research results
demonstrate that men show a slightly greater inclination towards procrastination in contrast
to female respondents, suggesting a subtle negative correlation between the female gender
and procrastination, possibly attributable to women typically possessing stronger self-
discipline (Van Eerde, 2000).

1.2 Procrastination at work and age group

Studies suggest that there is a mild and inverse relationship between age and procrastination
(Matsuo, 2024), a pattern that was similarly observed in the data from the referenced study.
Generally, a negative correlation was detected between age and procrastination. However,
there were exceptions in the case of Norway and Poland (Klju¢nikov et al., 2022b). The six
countries examined in the study displayed variations in individualism, which is associated
with planning behaviour. Finland, Germany, Norway and Sweden were discovered to utilise
planning tools heavily, whereas lItaly and Poland exhibited a lower adoption rate of planning
strategies.

The research findings suggest that Italy had the lowest amount of planning, whereas
Germany had the highest (Reinecke et al., 2013).

Moreover, one of the studies also observed an age-related effect on procrastination, aligning
with previous findings that suggest a decrease in procrastination levels with increasing age.
This is consistent with data indicating that approximately one-fifth of the adult population
experiences issues with procrastination, while at least half of the student population
frequently struggles with meeting their responsibilities. The correlation with age may stem
from the development of advanced cognitive functions during adolescence, which are integral
to self-regulation and goal-setting. This could help explain the higher occurrence of self-
professed procrastinators among students (Rozental & Carlbring, 2014). Several factors
contribute to this phenomenon, including the accumulation of life experience, which tends to
reduce procrastination tendencies. Additionally, the development of executive functions and
changes in time perception, influenced by age, contribute to the reduction of procrastination
tendencies. Aligned with socioemotional selectivity theory, individuals experience a shift in
their perception of time as they age. During childhood, time is perceived as abstract, but as
individuals grow older, it becomes more concrete. As time becomes more limited, there is
less room for postponing important tasks, which ultimately leads to decreased procrastination
(Carstensen et al., 1999).

1.3 Procrastination at work and education

In terms of education, individuals with higher qualification levels tend to report lower levels of
procrastination in several studies. Based on research involving a group of Turkish adults, it
was discovered that people with high qualification levels tend to report lower levels of

with work (Fedor, 2021). Delaying academic work until the very last minute, beyond the point
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you know you should begin, is not a viable approach to achieving academic success (Dryll,
2017). Similarly, "white-collar" employees exhibited greater educational attainment compared
to "blue-collar" workers. They reported notably elevated scores in all three categories of
chronic procrastination in comparison to their "blue-collar" counterparts. This suggests that
individuals in professional roles tend to experience procrastination more frequently than those
in unskilled positions (Hammer & Ferrari, 2002; Lodha et al., 2019). This may occur because
white-collar jobs often come with more significant responsibilities, complex tasks and higher
expectations. Furthermore, these positions frequently involve decision-making and problem-
solving (Grund & Fries, 2018). According to another study, individuals with lower
qualifications tend to have lower average scores in comparison to those with higher
qualifications (Beutel et al., 2011). For instance, undergraduates and similar groups
demonstrate a lower tendency to postpone decision-making compared to individuals holding
professional, graduate or postgraduate degrees. (Mura & Stehlikova, 2023). The analysis
clearly reveals that individuals with graduate degrees exhibit a higher propensity for
procrastination, as evidenced by their highest mean score (Gagné et al., 2022).

2 Methods

Small and medium-sized enterprises are considered a significant driving force of the
economy, mainly due to their contribution to job creation and added value, thus contributing
to economic growth. In 2023, the share of SMEs in employment in the business economy
reached 75.7% and 61.3% in the overall employment in the Slovak economy. The research
conducted in Slovakia targeted administrative “white collar” employees working in small and
medium-sized enterprises. An online data collection approach was used, employing
a computer-assisted web interviewing (CAWI) questionnaire. The primary objective of the
questionnaire survey was to detect aconnection between work motivation and
procrastination. A total of 253 administrative employees from small and medium-sized
enterprises in Slovakia were invited to participate in the study. Among the participants, 49%
were female, while 51% were male respondents. The respondents’ age ranged from 18 to
60. The questionnaire was created and distributed in Google Forms, and the results were
processed using SAS software.

In order to measure the respondents' level of procrastination in the work environment, the
researchers utilised the 12-item standardised Procrastination at Work Scale (PAWS)
developed by Metin et al. (2018). The questionnaire was originally in English and was
translated into Slovak using the back translation method. This process involved translating
the content from the target language back into the source language to ensure accuracy and
comparability with the original version.

In selecting and developing the research instrument, we also focused on assessing the
reliability of the questionnaires. Questionnaire reliability is a key factor in measurement and
collection, and it refers to the reliability and consistency of the results obtained. If the
questionnaire is reliable, it means that it is consistent in measuring one variable and the
results are repeatable and predictable. A reliable questionnaire helps reduce inaccuracies
and enables accurate information gathering, facilitating effective measurement and
examination of relationships between various variables. This reduces our risk of obtaining
misleading results and increases the measurement accuracy (Table 1).
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Table 1 | Statistical indicators of WEIMS

Report
01 02 03 04 05 06 07 08 09 010 011 012
N 265 267 266 265 267 263 266 266 267 267 267 267
Mean 3,3811 3,3970 34361 35321 33820 34297 3,5489 3.6429 35918 3,7790 3,3970 26704
Std. Deviation 1,78642| 1,84342| 186468 174510 1,82612| 177606| 1,70002| 1,97061| 1,96444| 164061 1,78119| 183839
Minimum ,00 .00 00 00 ,00 .00 00 ,00 .00 00 00 .00
Maximum 6,00 6,00 6,00 6,00 6,00 6,00 6,00 6,00 6,00 6,00 6,00 6,00
| Median 4,0000 4,0000 4,0000 4,0000 4,0000 4,0000 4,0000 4,0000 4,0000 4,0000 4,0000 3,0000

Source: Own elaboration in statistical software

The Procrastination at Work Scale (PAWS) consists of two dimensions: soldiering (offline
procrastination) and cyberslacking (online procrastination). The offline procrastination
dimension assesses intentional work slowdowns to avoid completing a full day's work,
including behaviour such as taking prolonged coffee breaks. This dimension is measured
using eight items in the procrastination at work scale, for example, "l take a long coffee break
at work". The dimension of online procrastination, referred to as cyberslacking, is measured
using three items that capture behaviour such as shopping online during working hours,
indicating the use of the internet or mobile devices for personal purposes while at work. We
focused on investigating cyberslacking, specifically online procrastination, and presented
data related to these items in the study (Table 2).

Table 2 | Reliability of PAWS

PAWS N Cronbach’s alpha PAWS
Soldiering 8 0.984 Soldiering
Cyberslacking 4 0.915 Cyberslacking
Procrastination 12 0.980 Procrastination

Source: Own elaboration

The main objective of the research is to analyse procrastination at work among employees
of small and medium-sized enterprises in Slovakia by analysing the demographic profile of
employees and interpreting the results of the questionnaire survey. Three hypotheses were
formulated to support the research objective.

We set the following objectives:

+ Establish dependence between gender and procrastination rate.
+ Establish dependence between age and procrastination rate.
+  Establish dependence between education level and procrastination rate.

A hypothesis that we verify is called the basic (zero) hypothesis and is referred to as Ho.
Against the basic hypothesis, the so-called alternative hypothesis Hi was formulated, which
is an alternative assumption (most often negation). The purpose of statistical testing of
hypotheses is to reject Ho or approve Ho (in favour of Ha).

We recognised the following main tests on parameters:

* Tests on mean values and tests of comparison of two mean values.
*  Share tests and two-ratio tests.
*  Scatter tests and two-scatter tests.
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To evaluate the dependencies between gender, age, education and procrastination, we set
the following hypotheses:

e Hai: Men procrastinate more often than women.

e H2: Employees with lower educational attainment procrastinate more often than
employees with higher education.

e Has: Generation Z procrastinates more often than older generations (Millennials, Gen X
and Boomers).

Correlation analysis focuses on determining the interdependence between two or more
variables or processes, which are focused on the intensity of the relationship of the variables
to be investigated rather than on the direction of causality between them (regression
analysis).

Data analysis works with their estimates, i.e., with sample pair correlation coefficients

M2, N3, M3

The paired correlations are usually given in the form of a correlation matrix:

1 rn, ng
R=|r, 1 71y
R Iy 1

@)

The spot estimation used in practice is the selective partial correlation coefficient. Using the
paired correlation coefficients, we can calculate this partial correlation coefficient according
to Equation (2).

r _ o — L3l
e \/(l - I"123 Xl - I"223 ) )

In addition to employing general logic methods, the secondary input data mentioned above
required processing through suitable statistical techniques. The selection of the most
appropriate method hinged on several factors, including the nature of the problem at hand,
the characteristics of the available data and prior experience with the chosen method in
previous empirical investigations. Our approach encompassed both descriptive and statistics
methods, which provide insights into the data characteristics and inductive statistics methods.

yt=do+aaix1+Q2x2t. .. +Akxk+ & 3)
where

*  yr denotes the dependent variable, which represents the individual performance
indicators,

. ao — ak are the model parameters, also known as regression coefficients,

* n— . signify the independent variables, representing the individual potential
determinants of performance, and
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*  &accounts for the random component within the model.

This regression model framework facilitated the investigation of relationships between the
explanatory variables and the dependent variable, enabling us to gain valuable insights into
the factors influencing performance outcomes.

3 Results

The aim of our extensive research was to examine the relationship between intrinsic
motivation, integrated regulation, identified regulation, introjected regulation, extrinsic
regulation and motivation. We included motivational tendencies based on self-determination
theory and procrastination at work with variables such as cyberslacking (online
procrastination) and soldiering (offline work procrastination) among the main variables. For
a better understanding of the published partial results of our research, we present a summary
of the main findings emerging from the quantitative research (Table 3).

Table 3| Correlation analysis of motivational dimensions and procrastination

Correlations

Internal | Integrated Identified Introjected | External | Aoy ation PROCRASTINATION
motivation | requlation regulation regulation  |regulation
Pearson Correlation 1 ,3347 377 12607 150" -,4347 -644™
Internal motivation Sig. (2-tailed) ,000 ,000 000 015 000 ,000
N 263 263 263 263 263 263 253
Pearson Correlation ,3347 1 3487 3337 156" -376" -.4827
Integrated regulation Sig. (2-tailed) ,000 ,000 000 011 000 000
N 263 263 263 263 263 263 253
Pearson Correlation 37T ,3487 1 3347 1867 -3747 -340™
Identified regulation Sig. (2-tailed) ,000 ,000 000 002 ,000 1000
N 263 263 263 263 263 263 253
Pearson Correlation 2607 3337 3347 1 089 -260" -.206™
Introjected regulation Sig. (2-tailed) ,000 ,000 ,000 149 000 001
N 263 263 263 263 263 263 253
Pearson Correlation 1507 1567 1867 089 1 =133 088
External regulation Sig. (2-tailed) 015 011 002 149 031 162
N 263 263 263 263 263 263 253
Pearson Correlation -4347 - 3767 - 3747 -.260™ -133° 1 .703°
Amotivation Sig. (2-tailed) ,000 ,000 ,000 ,000 031 1000
N 263 263 263 263 263 263 253
Pearson Correlation -.6447 4827 -.340™ -206™ 088 7037 1
PROCRASTINATION Sig. (2-tailed) ,000 ,000 ,000 001 162 000
N 253 253 253 253 253 253 257

**. Correlation is significant at the 0.01 level (2-tailed)
*_ Correlation is significant at the 0.05 level (2-tailed) |

Source: Own elaboration in statistical software

3.1 Procrastination and education level

Based on the survey data analysis (Figure 1), we found that the employees’ education level
affects the level of procrastination at work. According to the average rate of overall
procrastination, the most frequent procrastinators are employees who have completed high
school or grammar school (3.81). They were followed by employees with completed
bachelor's degrees (3.60) and master's degrees (3.14) at the university. The lowest rate of
procrastination was demonstrated among employees who completed their tertiary education
at university (3.05).

Employees with higher education may procrastinate less due to better time management
skills, for example. Higher education often requires students to develop effective time
management skills to meet deadlines, complete assignments and balance multiple
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responsibilities. These skills can also be transferred to a workplace environment, making
individuals more adept at prioritising tasks and avoiding procrastination. Higher education
often also instils in individuals a sense of purpose and goal orientation. They are used to
setting long-term goals, breaking them down into manageable steps and consistently working
towards their completion. This goal-based mindset can help them stay focused and avoid
procrastination in their professional endeavours. However, in general, the level of self-
discipline and self-motivation can also have an impact.

Figure 1 | Procrastination and education

Procrastination considering the respondents' degree of education

Frequency

SO P N W b 00 oo N

High school Bachelor’s degree

B Master's/Engineet’s degree M Doctoral degree

Source: Own elaboration in statistical software

Students often have to follow strict study schedules, complete assignments independently
and engage in self-study. This cultivated discipline can also be reflected in a workplace
setting, reducing the likelihood of procrastination. Students also invest time and energy in
their studies, often taking on challenging assignments and long-term projects. This
experience can foster a stronger work ethic, making them more inclined to tackle tasks
quickly and avoid unnecessary delays. Tendencies to procrastinate may vary between
individuals, regardless of their education. In addition, factors such as work environment,
personal habits and individual differences can also affect an employee’'s propensity to
procrastinate.

3.2 Procrastination and gender

Based on further analysis (Table 4), we can conclude that gender has a minimal effect on the
level of procrastination at work. However, according to the average rate of total
procrastination, men procrastinate slightly less than women. The findings indicate a slight
difference in the average rate of total procrastination between men and women, with men
reporting an average score of 3.31 and women reporting a slightly higher score of 3.56 on
a scale where 0 represents "never" and 6 represents "always" procrastinating.
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Table 4 | Procrastination and gender

Gender Mean N Std. deviation
Men 3.31 127 1.65661
Women 3.56 130 1.65615
Total 3.44 257 1.65777

Source: Own elaboration

Procrastination is a complex behaviour influenced by various factors such as personality
traits, work environment, individual differences and personal habits. Gender alone does not
determine an individual's propensity to procrastinate. Although there may be studies
examining procrastination and gender differences, it is important to approach such research
with caution and consider the limitations and details within each study. Research findings on
gender differences in procrastination are not consistent and may vary depending on the
sample population, methodology and cultural context.

3.3 Procrastination and age group

The findings of statistical analysis evaluating procrastination levels in relation to age
categories of employees (Generation Z, Generation X, Millennials and Boomers) offer
valuable insights into the procrastination tendencies of different generational groups within
the workplace. The findings clearly highlight significant differences in procrastination
tendencies among the generations. Generation Z reports the highest average procrastination
score of 3.74, followed by Generation X at 3.40. Millennials come next with an average score
of 3.32 and Boomers demonstrate the lowest level of procrastination tendencies with a score
of 1.64.

These findings have important implications for workforce management and leadership.
Understanding the procrastination tendencies of different generational groups can help
organisations tailor management strategies, interventions and training programmes to
address the unigue needs and challenges faced by each generation (Figure 2).
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Figure 2 | Procrastination according to generation groups

Procrastination according to the generation of the respondents

.
: |
5

&

S 4

3 X

g 3

LL
2 1
1
0

B Gen z M Millennias Gen X Boomers

Source: Own elaboration in statistical software

Several possible factors may contribute to the explanation that younger generations may
procrastinate more at work compared to older generations. In an era of technological
advancement and constant online presence, the widespread use of smartphones, social
media and other digital distractions can make it easy for young workers to irrationally
postpone their work tasks. The younger generation is enthusiastic about the variety of tasks
and new experiences. If their work tasks become monotonous, they may be more inclined to
procrastinate as they seek more engaging or stimulating activities. Older generations, on the
other hand, thanks to many years of professional experience, can acquire stronger skills in
the field of time management and better understand prioritisation of tasks. However, it is
important to note that individual differences play a significant role, and the research findings
may be limited by the smaller sample of respondents.

4 Discussion

Nevertheless, cyberslacking research should not focus on attempts to eliminate it. Rather,
the focus should be on understanding it so that businesses can strike a balance between
productivity and the needs and concerns of their employees. An overly strict approach to
internet use at work could negatively affect employee satisfaction and perceived fairness, as
well as the retention of talented employees. However, being overly lenient regarding internet
use could have a negative impact on productivity. Researchers have proposed several
different explanations for online procrastination, also called cyberslacking. Research in this
area suggests seeing justice as the main cause. Employees feel that the company or its
members are treating them unfairly and view cyberslacking as a way to restore justice (Askew
et al., 2014).

We summarised the investigated demographic profiles and the obtained results into general
recommendations for managers of small and medium-sized enterprises in Slovakia. On the
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basis of the obtained data, they should take into account the individuality of employees. When
addressing procrastination behaviour, they have to consider an approach to achieve its
elimination.

* Managers should consider employees’ individual characteristics, including age.
Employees of different age groups bring different perspectives, experiences and
knowledge to the workplace. Managers who understand these differences can adapt
their communication styles and motivational strategies to better engage and support
employees of different age groups. It is important that managers approach age-related
considerations fairly, avoid stereotyping or prejudice and view age as just one aspect
of an employee's overall profile when addressing procrastination.

» By considering individual gender-related traits, managers can tailor their strategies to
meet the unique needs of their employees. This can include support, providing
mentoring opportunities or creating a supportive environment for employees to thrive
and avoid procrastination. By considering individual gender-related traits, managers
can contribute to creating a diverse and inclusive organisational culture. It is important
for managers to approach employees sensitively and fairly and understand the
broader context of gender equality.

+ Knowledge of employee skill levels allows managers to identify skill gaps and
development needs within the team. They can tailor training programmes, workshops
or professional development opportunities to address these gaps and increase staff
expertise in relevant areas. After considering individual qualifications, managers can
design targeted training initiatives that support employee growth and increase
employees’ overall effectiveness.

While the findings are informative, it is important to recognise the limitations of the study.
Procrastination is a complex behaviour influenced by numerous factors, including individual
personality traits and work environment. Further research should explore the underlying
reasons for these generational differences to provide a more comprehensive understanding.

Conclusion

Similarly to other developed countries, small and medium-sized enterprises are the most
common form of entrepreneurship in Slovakia. They are the basis for the social and economic
development of regions, contributing to reducing unemployment and increasing the standard
of living. However, when the economy is hit by adverse changes, these enterprises must also
think about survival and maintaining optimal functioning. The nature of work is changing and
employees must also develop new skills to remain competitive. In this context, managing and
supporting employees in a sustainable way is a key task, especially for those employees who
are more prone to negative work habits such as procrastination in completing work tasks.
Based on our research results, in the specific conditions of Slovakia, we have identified the
most effective ways in which managers can learn to communicate effectively, build
relationships and create a team atmosphere that contributes to achieving collaboration and
increasing the efficiency of small and medium-sized enterprises.

Overall, small and medium-sized enterprises in Slovakia need a strategy to increase work
motivation and eliminate employee procrastination because motivated employees are not
only more productive but also more loyal and less prone to fluctuation. When employees feel
that they can contribute to the development and improvement of the business, they will be
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more willing to put forward new ideas and solutions. A strategy to motivate employees is
crucial for businesses since it helps increase employee efficiency, productivity and
performance, encourages teamwork and fosters creativity and innovation. An anti-
procrastination strategy can also help employees improve their organisation and planning,
which can lead to better use of time and higher productivity. It helps employees gain more
control over their work and time, which can lead to greater satisfaction and motivation. SMEs
can thus gain a competitive advantage through more efficient use of employees' time and
resources. When employees are better organised and planned, businesses can perform
better and improve their market position.
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