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Abstract

In an organisation, high performer need to have potential and motivation to achieve (Popper and
Mayseless, 2007). Talent can be acquired but also it needs to be retained to get the best from employees.
Motivation plays a key role in this aspect, to motivate employees’ various components e.g. salary, rewards,
recognition, relations with peers and seniors are to be managed carefully. For that it is necessary to measure
nature of relation of each factor with motivation. This paper aims to measure the type and degree of
association of different variables with motivation. The paper explored the variables of motivation and their
association with the motivation. Data is collected from seventy-five mid-level professionals working in
hospitals of Jaipur. Mann-Whitney test was carried out to test the hypothesis for difference between male
and female perceptions and level of motivations. To measure association between the factors (recognition,
authority, salary, management support, peer bonding, working environment and peer bonding) and
motivation, spearman rank correlation was performed. Based on the responses from the working
professional’s, strength of relation was measured. Job security was found most lucrative factor to motivate
employee. Authority and recognitions are also important for employee that encourage them to perform
more. Salary exerts positive effect. Bonding with peers seems to be less effective to motivate employee to
put extra efforts in work. Study can be used to develop various strategies including reward, compensation
and develop a profound working culture to get the best from the employees. The study was done to measure
straight relation between the variable and motivation. Further studies can be carried out with more detailed
variable and interrelation of each variable. A qualitative study brings out hidden variables that motivate to
perform.

Keywords: Motivation, job satisfaction, working environment, recognition
JEL Classification: M12

Paper Classification: Research Paper

Introduction

Motivation is very important element of organisation to ensure its success, and to achieve
set goals (Amstrong, 2008). Motivation is the factor or the set of factors that make people move
(Schwartz, 2006). Motivation can be defined as willingness to put efforts to achieve organisational
goal and to satisfy personal needs (Robbins, 2013). Motivation is a kind of incentive to act (Drafke,
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2002) and is like a catalyst for the performance of every individual for achieving the organisational
goals (Panagiotakopoulos, 2013).

Motivation can be achieved by rewards, reward includes two types; extrinsic rewards and
intrinsic; extrinsic rewards are also termed as financial or monetary rewards (salary, bonus,
etc.) and non-financial rewards such as recognition, job-security, appreciation, decision making
involvement, flexible working hours, suitable work environment etc. are intrinsic rewards
(Yang, 2008; Bateman & Snell, 2009). Motives of all these rewards are to align individual efforts
to achieve goals desired by management (Amstrong, 2008). An organisation must integrate
both internal and external factors to achieve the desired level of motivation and performance
(Kuo, 2013). Motivation will decide the direction and strength of efforts put in by individuals
by promoting productive efforts (DeNisi and Griffins, 2008; Jex and Britts, 2008). Motivation is
equally important for groups as for the individuals. To ensure effectiveness, motivational efforts
should be crafted keeping individual and organisational vision, mission and objective aligned in
a direction (Campbell, 2007). In the competitive environment today, it is necessary to retain the
top performers, motivation plays an important role in this regard as well. Monetary benefits play
very important role in motivation and performance (Aguinis et al., 2013). Beretti et al. (2013) stated
that monetary rewards create a positive environment and develop job interest which results in the
organisational performance. Motivation also helps in making a job more worthy and interesting
as highly motivated employees find the meaning, importance and purpose of their work in view
of personal and social development (Ashmos and Duchon, 2000; Den & Verburg, 2004; Vuori and
Okkonen, 2012).

Problem Statement

Work motivation is a challenging and key factor for maintaining the performance and retaining
employee in an organisation. Various studies have been done to find the factors that motivate
employees in corporate sector. Health industry has seen vast development and growth in recent
years. Like the service industry, in health care industry, majority of tasks e.g. medical care
treatment intensively depends upon the employees (Lambrou et.al. 2010). Motivation levels of the
employees significantly affects the performance which determines quality of service and the level
of satisfaction among the patients and their relatives (Bansal & Malhotra, 2018). It is crucial to get
the best talent, retain and nourish them, for that organisations need to identify the most satisfying
factors to develop the strategies (Hondeghem & Wise, 2010)

Objectives of the Study

¢ To analyse the forces of motivation for mid-level professionals in Health Industry.

¢ To compare the level of motivation of male and female employees.

Hypothesis

Recognition at workplace is one of the best tools to motivate & encourage to take initiatives
and to achieve organisational and individual objectives (Mahazril et al. 2012, Achieve Global,
2003). A throughout recognition can motivate the employees to do better work than merely giving
incentive or rewards at the end of year (Bao & Nizam, 2015). How recognition works to motivate
employees, can be understood with the performance at theatre, applauses from audience and
coaches motivating the performers to give their best. In same manner, employees can be motivated
with continuous recognition (Elton, & Gostick, 2006). Recognition at workplace can motivate
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employees even in odd situations like less salary, low promotion rates when job satisfaction counts
low (Daniel & Metcalf, 2005).

Compensation is what one receives in exchange for his or her services (Rao, 2000). In this
paper, emphasis is given on the basic salary i.e. rates of job. Salary can be varied according to
skill required, grading of jobs, company policies, union and government frameworks, and also
market scenario i.e. external and internal equity (Dessler, 2004). Monetary incentives stimulate the
efforts and encourage one to do more work (Park, 2010). Herzberg (1959) suggested basic salary as
hygiene factor that may not motivate the employees but can demotivate them.

Job security is one of most important factors of motivation as it removes the employee’s anxiety
for future (Senol, 2011). When one’s job is secure, it gives confidence to the employee and it
increases the performance (Zhang and Wu, 2004, Yamamoto, 2013). Job security can be flipped as
two sides of a coin, when an employee feels his or her job is secure, he may invest more efforts in
organisation of long-term commitments. On another side, employee may take undue advantage
and perform little work because of their job security (William, 2009). In this paper, only positive
side of job security is evaluated.

Management support plays a constructive role in motivation. Superior — subordinate relation
is very important element to remove the negativity at work place (Senol, 2011). Employee who
gets the attention from the management works more voluntary than others. Management support
can go beyond the workplace to tea breaks, organising events like birthday or anniversary etc.
(Sabuncuoglu & Tuz, 1998)

Good working environment and conditions results in job satisfaction and commitment
(Jung & Kim, 2012). Organisations are required to develop a work environment to enhance the
performance of an employee, productivity and profits of the organisation (Chandrasekar,
2011). Good working conditions are also directly linked to psychological and physical health
(Cheng et.al.,, 2013). When interpersonal relations are harmonised, outcomes are beneficial at
various individual and organisational levels (Patricia, 2015). Studies shows the mix effects of
relationships at work, relations may fulfil the need of belongingness (Baumeister & Leary, 1995)
but due to momentary nature may not develop desired enthusiasm in these relations (Heaphy and
Dutton,2008).

When an employee feels that he is contributing significantly and his skills and efforts are being
utilised meaningfully, there are more chances to put more efforts by employee (Eby et al., 1999).
Roles in which his skills are best fit can boost the interest of the employee and can engage the
employees in work (Mauno et al., 2007; Tracy H, 2015). Employees’ desire to get the authority
and leadership in organisation may lead to increase in level of performance at personal and
organisational level (Miner et al., 1995; Ng et al., 2005). Appreciation is an immaterial incentive,
which motivates as much as the materialistic incentives (Kingira and Mescib, 2010).

HA : There is a significant difference between the job motivation among male and female
employees.

HA : There is positive association between the recognition at work and job motivation.

HA : There is positive association between the salary and job motivation.

HA : There is positive association between the security of job and motivation.
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HA.: There is positive association between the bonding with peers at work and job motivation.

HA_: There is positive association between the management support at work and job
motivation.

HA : There is positive association between the good working environment at work and job
motivation.

HA,: There is positive association between the skill utilisation at work and job motivation.
HA,: There is positive association between the feel good at work and job motivation.

HA, : There is positive association between the authority given at work and job motivation.
Methodology

Sample and Procedure

Data was collected from the employees of administrative departments of mid-sized hospitals
in Jaipur. Total eight hospitals were contacted to participate in the survey, out of which five had
given permission. Typical size of administrative staff was 16-25 in selected hospitals. An online
questionnaire was floated through the emails to 107 administrative staff to get response. Total
75 filled questionnaire were received and administered for analysis. Out of total, 64 per cent of
respondent were male and 36 percent were female; name of the employees were not asked to get
unbiased responses.

Measure

Responses were collected on the five-point Likert scale. Scale containing job related variables
which leads to satisfaction of job was adopted from scale developed by Macdonald & MacIntyre
(1997). For each, construct statement was asked from respondents. To measure the motivation,
statement “I feel motivated to perform & contribute more in my organisation” was put before the
respondent on which they must answer on a five-point Likert scale.

Analysis

Mann-Whitney U test was performed to find out the difference in mean ranks for motivation
level and its variables for male and female employees. Mann-Whitney test is useful when the
samples are not normally distributed and alternate (Nachar, 2008).

Test statistics show that for recognition, salary, authority, work environment, skill utilisation
the difference is not significant. Overall job motivation is also found nearly same as per mean
rank for male (38.39) and female (37.34) which describes that both male and female employees are
equally motivated in hospitals.

Table II shows that significance for the management support is 0.042, which is slightly less than
0.05. (p < 0.05). So it is concluded that there is a significant difference between the management
support for male and female employees. Table I shows that mean rank for management support is
higher (41.74) than female (31.71) and has the significant difference.
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Table I - Ranks

Gender N Mean Rank Sum of Ranks
Recognition Male 47 37.65 1769.5
Female 28 38.59 1080.5
Peer Bonding Male 47 40.14 1886.5
Female 28 34.41 963.5
Feel good Male 47 36.27 1704.5
Female 28 40.91 1145.5
Job Security Male 47 38.52 1810.5
Female 28 37.13 1039.5
Management Support Male 47 41.74 1962
Female 28 31.71 888
Working Environment Male 47 38.96 1831
Female 28 36.39 1019
Salary / Wages Male 47 40.06 1883
Female 28 34.54 967
Skill Utilisation Male 47 40.39 1898.5
Female 28 33.98 951.5
Authority Male 47 40.61 1908.5
Female 28 33.63 941.5
Overall Job Satisfaction Male 47 38.39 1804.5
Female 28 37.34 1045.5
Total 75

Table II - Test Statistics?

Recognition Peer Feel [Security| Manage- | Working | Salary /| Skill |Supervi-|Job Moti-
Bond- | good ment | Environ- | Wages [ Utilaza- | sion vation
ing Support [ ment tion

Mann-Whitney U | 641.5 557.5 576.5 633.5 482 613 561 545.5 535.5 639.5
Wilcoxon W 1769.5 | 963.5 | 17045 | 1039.5 888 1019 967 951.5 941.5 1045.5
V4 -0.197 -1.22 | -0.992 -0.283 -2.035 -0.535 -1.117 -1.336 -1.431 -0.214
Asymp. Sig.| 0.844 [ 0.222 | 0.321 0.777 0.042 0.592 0.264 0.182 0.153 0.831
(2-tailed)

a. Grouping Variable: Gender
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Assessment of Motivational Factors

Association between variables e.g. Recognition, Peer Bonding, feel good at work, Security,
Management Support, Working Environment, Salary / Wages, Skill utilisation, Authority and
motivation level at work measured by the Spearman Rank Correlation was carried out. When one
or both variables are measured on the ordinal scale and data is not normally distributed, spearman
rank correlation is more appropriate then Pearsons correlation.

Table III displays the correlation between job variable and motivation. For the variable
recognition at work, there is a positive correlation (rs =0.665. p < 0.01) which rejects the null
hypothesis. It indicates that when there is more recognition at work, employees are more
motivated. Mutual bonding with peers at the workplace also motivates the employees, correlation
coefficient (rs =0.373. p < 0.01), indicating moderate effect. Association between feel good at
work place and motivation is not strong and not significant (rs =0.096. p > 0.01). Spearman rank
coefficient indicates the strong association between the security and motivation (rs =0.775. p <
0.01) which means employees who feel more secure at workplace are more motivated.

Support from the management also has a positive relation with the motivation. Correlation
coefficient (rs =0.550. p < 0.01) is significant, so, null hypothesis is rejected. Working environment
at work place also has positive association with motivation, (Correlation coefficient being rs
=0.455. p <0.01).

Salary is associated positively with the motivation, correlation coefficient (rs =0.571. p <
0.01). However, the strength of association of salary is less than recognition, security and skill
utilization, which justify the Maslow and Herzberg theories of motivation. There is strong positive
association between the skill utilization and motivation. Correlation coefficient (rs =0.603. p <
0.01) indicates that when employee feel that his or her skills are utilized properly, they are more
motivated. For the association of factor, authority and motivation, correlation coefficient is (rs
=.723. p < 0.01), indicating employees are more motivated when they are given more authority to
take decision.
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Conclusion

One of the important tasks of a manager is to keep his employees moving. Job Security,
authority to take decision, recognition and skill utilization are strongly associated with the
motivation. If an employee perceives that his job is secure, it results in increase in level of
performance spontaneously (Yamamoto, 2013). Data (Table III) reveals the fact that factor of
security of job and authority to take decision at job have correlation (rs =0.775. and rs =0.723) to
motivate a person on the job. Appreciation and recognition are immaterial incentives at work
(Kingira and Mescib, 2010) and are the elements which keep employee motivated beyond material
incentive (Mahazril et al., 2012). The study found recognition has a strong correlation with
motivation (rs =0.665. p < 0.01) that encourages a person to work more. Employee at the right
place and position, where he /she can utilize the skills are more satisfied and motivated. So the
skill utilisation stands at fourth influencing variable.

Monetary incentives create a positive environment (Beretti et al. 2013). Salary, one of the
important parts of employment is not so motivating factor as authority and recognition. Similarly,
management support also has similar effects on motivation, or can be said that it supports the two-
factor theory and produces similar results of study conducted by Panagiotakopoulos (2013), where
financial rewards are considered as least to motivate employees over other factors. Coefficient for
the peer bonding (rs =.373. p < 0.01) at work is positive but not so strong, may be in modern times
employees are to engage in work to build social relation or this factor may be more relevant for
family and friends which are not included in this study.

Every study has its own limitations. The study gives insights of various job motivators, but
the study revolves around a limited factor, intrinsic motivation factors such as personal interests
or hobby is one of the important factor that can motivate an employee to do more (Dysvik and
Kuvaas, 2010). Further studies including in-depth interviews can disclose more motivational factors
for individuals. Studies show that intrinsic motivation plays an important role in performance
creativity, and development (Di Domenico, 2017). An analysis combining both extrinsic and
intrinsic motivation will provide a more realistic picture to develop motivational strategies.
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