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Introduction
This report is based on small-scale research about healthcare assistants’ motivation that was conducted in West Sussex. Since I have always wondered what motivates healthcare assistants (HCAs) to work in this field as this job is hard, tiring and stressful, I decided to carry out this study. 
Aim and Objectives
The aim of the study is to highlight the factors that positively influence the HCAs’ motivation. The objectives of the study are presented below:

[bookmark: _Toc7643485][bookmark: _Toc7723478]Figure 1: Research objectives
Research Questions   
Research Question 1: What factors positively influence HCAs’ motivation?   
Research Question 2: To what extend and how do these factors influence HCAs’ motivation?
Literature Review
The Concept of Motivation
Broadly defined, motivation is the “enthusiasm for doing something” (Cambridge Dictionary, 2019).  Motivation derives from the interrelationship between the internal and external factors that inspire eagerness to do something, be constantly interested in a subject or be dedicated to a job or role (Business Dictionary, 2019). Motivation is a goal-directed behaviour that drives individuals to pursue goals, involving conscious cognitive and unconscious motivational processes (Dornyei & Ushioda, 2011). Motivation refers to the following factors:

[bookmark: _Toc7643486][bookmark: _Toc7723479]Figure 2: Factors affecting motivation (Business Dictionary, 2019)
Intrinsic and Extrinsic Motivation
Various sources of motivation exist and they are likely to influence people in a different way. Internal motivations come from inside the individual whereas external motivations come from outside sources. Thus, considering the sources of motivation, two types of motivation are identified: intrinsic and extrinsic motivation. .
 	Intrinsic motivation arises from the value of the task itself (value of interest). The individual is enjoying doing the task and feels pleased when working on it. Intrinsically motivated people feel great satisfaction when completing a task and the rewords that they obtain are trust, self-esteem and self-determination (Skirpark, 2016). Extrinsic motivation, however, emerge from the willingness to achieve some outcomes (external rewords) like salary raise, promotion, benefits, and bonuses. While the intrinsic motivation is long-lasting and results in high levels of success, extrinsic motivation is short-term and may lead to a dependence on external rewards for long-term performance (Dorneyei and Ushioda, 2011). The figure below provides a list of the intrinsic and extrinsic motivators:

[bookmark: _Toc7643487][bookmark: _Toc7723480]Figure 3: Intrinsic and extrinsic causes (Dorneyei and Ushioda, 2011)
Theories of Motivation
Theoretical background of this study comprises Maslow’s theory of human motivation, Herzberg’s two-factor theory and Atkinson and Raynor’s achievement motivation theory.


Theory of human motivation
The need-hierarchy theory proposed by the psychologist Maslow (1943) is a five-level model of human needs. The model involves five types of needs that can be grouped in deficiency (d-needs) and growth needs (g-needs) (McLeod, 2018). The figures below summarise these human needs:
[image: maslows-hierarchy-of-needs]growth needs
deficiency needs

[bookmark: _Toc7643488][bookmark: _Toc7723481]Figure 4: Maslow’s hierarchy of needs (Research History, 2012)
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[bookmark: _Toc7643489][bookmark: _Toc7723482]Figure 5: Maslow’s hierarchy of needs (Skirpark, 2016)
Maslow (1943) pointed out that individuals must meet lower level d-needs before satisfying higher level g-needs. If the d-needs are not satisfied to some extent, individuals cannot seek to satisfy the g-needs that is they will be stuck at one of the lower stages having no desire to progress upward, to grow as individuals and reach self-actualization.



Herzberg’s two-factor theory 
Herzberg's categorized motivation into two groups of factors: motivators and hygienes (Herzberg, Mausner, and Snzderman, 1996). The former facilitate job satisfaction and the latter hinder job dissatisfaction (Skirpark, 2016). For a summary of the factors see the figure below:
[image: ]
[bookmark: _Toc7643490][bookmark: _Toc7723483]Figure 6: Two-factor Theory (Skirpark, 2016)
To motivate individuals to perform high-quality work, the motivation factors need to be addressed. To prevent job dissatisfaction, the hygiene factors should be present. Excluding dissatisfiers and enhancing internal factors at the workplace may lead to high productivity and job satisfaction.
Atkinson and Raynor’s achievement motivation theory
Achievement motivation theory advocates that motivation emerges from the belief that human beings naturally or instinctively strive to achieve success. Atkinson and Raynor (1974, cited in Dorneyei and Ushioda, 2011) suggested a comprehensive model of achievement motivation (figure 7):

[bookmark: _Toc7643491][bookmark: _Toc7723484]Figure 7: Achievement motivation theory (Dorneyei and Ushioda, 2011)
The model reflects the complexity of motivation and highlights the elements required for successful goal achievement. The tendency to accomplish success and avoid failure makes individuals persistent in pursuing need-satisfying goals. During this journey, they put time and energy in fulfilling various tasks in some standard of excellence. 
Work Motivation 
Work motivation has always been an important issue for managers and it is closely related to employee performance.  Motivated staff demonstrate high job performance, persistence and creativity at work (WHO, 2006). However, unmotivated employees are unwilling to fulfil their duties and responsibilities, and are less productive at work (Daneshkohan et al., 2015). Empirical research shows that work motivation involves intrinsic and extrinsic motivations. Even though they can both motivate employees to perform their job tasks, they may differently affect their emotions about the job, their willingness to do the work, and their productivity and performance at work (Amabile, 1993).
Motivation in Healthcare
Motivation in healthcare is an important issue and considerable research shows that highly-motivated healthcare professionals deliver high-quality care (Alhyas, 2013; WHO, 2006; Daneshkohan et al., 2015). The factors that influence healthcare workers’ are summarised below:

[bookmark: _Toc7643492][bookmark: _Toc7723485]Figure 8: Motivational factors in healthcare (Alhyas, 2013; Daneshkohan et al., 2015; Mori, 2008; Rosak-Szyrocka, 2015)
Research Methodology
Qualitative and Quantitative Research Methods
Quantitative research methods employ empirical tools to quantify the problem. Quantitative collection methods are structured measurable instruments used to gather data from large samples (Allwood, 2011). Some examples are questionnaires, online survey, observation checklists, and tests. However, qualitative research methods use exploratory approach to dive deeper into the problem and understand the human behaviour (Ary et al, 2010). Qualitative collection methods are unstructured or semi-structured tools used to gather subjective data from small samples. Some examples are focus groups, individual interviews and observations.
Measurement Instrument 
 	Quantitative research methods were utilised in the current study.  The data was obtained through a 5-point Likert scale questionnaire that was conducted online (https://tr.surveymonkey.com/r/H2WX57L). The survey was devised to measure five motivational factors.
Population, Sample and Sample Frame
	Population is the large group of people with particular characteristics who are desired to be studied (Ary, et al., 2010).  Sample is a fragment of the population, the group that represents the targeted population and sample frame is the “the group of units or individuals who have a legitimate chance of being selected” (CIRT, 2019).
Study Sample 
The study population were HCAs in West Sussex. The sample consisted of 35 HCAs from four different healthcare institutions. The figure below provides information about respondents’ profile:

[bookmark: _Toc7643493][bookmark: _Toc7723486]Figure 9: Participants’ demographic characteristics
Analysis 
	Quantitative data analysis was applied in the current research. Excel was used as a descriptive statistics tool. After the raw data was gathered, it was processed and analysed using Excel spreadsheets created for each survey section. Graphs and charts were designed for comprehensible display of the demographic information and motivational factors. The average of each survey item was calculated using manually created formulas in excel.
Findings and Discussion
Research Findings 
Demographic characteristics of study sample
  
[bookmark: _Toc7643494][bookmark: _Toc7723487]Figure 10: Participants’’ Gender                    Figure 11: Participants’ Age
 
[bookmark: _Toc7643495][bookmark: _Toc7723488]Figure 12: Participants’ experience             Figure 13: Participants’ workplace
The demographic information in figures 10 and 11 shows that majority of the HCAs were female (n=26) and between the ages 26 and 30 (n=16). Figures 12 and 13 indicate that most HCAs had 3-5 years of experience (n=21) and worked in NHS hospitals (n=14).



Motivating factors
Motivational factor 1: Manager, superiors and co-workers’ support

[bookmark: _Toc7643496][bookmark: _Toc7723489]Figure 14: Support
The findings above reveal that most of the HCAs (n=25) strongly agree that their motivation increases when they are supported by the management staff and colleagues. Only few (n=2) think that managers, superiors and co-workers’ support does not influence their motivation.
Motivational factor 2: Salary, perks and staff facilities

[bookmark: _Toc7643497][bookmark: _Toc7723490]Figure 15: Pay raise, benefits and staff facilities
The data above shows the number of HCAs (n=10) who believe that salary, perks and staff facilities positively influence their motivation is the same with those (n=10) who think that this factor does not have an influence on their motivation. The numbers also indicate that many HCAs (n=15) are doubtful about this external motivating factor.




Motivational factor 3: Reward and evaluation

[bookmark: _Toc7643498][bookmark: _Toc7723491]Figure 16: Reward and evaluation
	The research results above reveal that a great number of HCAs (n=31) believe that they get motivated when they are verbally rewarded and adequately evaluated at the workplace.
Motivational factor 4: Successful goal achievement

[bookmark: _Toc7643499][bookmark: _Toc7723492]Figure 17: Achievement
	Collected data above indicates that almost all HCAs (n=33) think that successful goal achievement highly motivates them. 
Motivational factor 5: Career opportunities and professional growth

[bookmark: _Toc7643500][bookmark: _Toc7723493]Figure 18: Professional growth
	Survey results above display that most HCAs’ motivation (n=19) are positively influenced when they are provided with opportunities to improve professional skills and grow as individuals. Surprisingly, many HCAs (n=10) have doubts about this motivational factor. 
Discussion

[bookmark: _Toc7643501][bookmark: _Toc7723494]Figure 19: Motivational factors 
The study results highlighted that the most important motivating factor for HCAs was achievement (94.29%) and the least motivating was salary and benefits (28.57%). It is clear that the internal factors, especially the achievement factor, considerably contributed to HCAs’ motivation. The reviewed studies provide evidence that healthcare workers got more motivated when they set, pursued and accomplished goals successfully (Mori, 2008; Daneshkohan et al., 2015). The achievement motivation and two-factor theories also support the idea that successful goal achievement enhances motivation, which results in high productivity and job satisfaction (Herzberg, Mausner, & Snyderman, 1996; Atkinson and Raynor, 1974). Maslow’s hierarchy theory also (1943) backs up this claim and emphasizes that satisfaction of the achievement need leads to feelings of self-confidence, self-respect, worth, strength, recognition and appreciation.
Considering the findings for reward and evaluation (88.57%) as well as for managers’ support (85.72), it seems that the external factors influence HCAs’ motivation significantly. WHO (2006) highlights the importance of management support and concludes that supportive supervision may improve performance, job satisfaction and motivation.  Healthcare workers are more motivated when the management s to them and make them feel worthy and appreciated, support them when they have challenges, and treat them fairly and equally (Mori, 2008). According to WHO (2006) and Daneshkohan et al. (2015), healthcare workers’ motivation increases when they are provided with sufficient information, adequate verbal rewards and competent feedback on performance appraisals.
The fourth motivating factor is professional growth (54.29%). The results indicate that more than half of the HCAs want to participate in professional development activities. Evidence suggests that opportunities for advancement, life-long learning and individual growth may foster healthcare professionals’ motivation (WHO, 2006). 
Limitations of the Study
The study has limitations. One of the limitations was that because only quantitative research methods were used, it was not possible to cross-check data and validate the factors. Another limitation was measuring only five motivational factors, which did not allow the researcher to delve into details for more information and more comprehensive research. Other limitations were the time constraints and the word limit of the report, which were the reasons for conducting a small-scale research. Finally, the sample size was limited to 35 HCAs due to time constraints. As a result, this might affect the reliability of the study and less conclusive results might be obtained.
Ethical Considerations
While conducting the study, the legal requirements relating this research were considered. The purpose of the study was explained to the participants. Before data collecting began, verbal consents from the respondents were obtained. To ensure anonymity, the survey was posted on some social media platforms. 
Recommendations for Further Research
A mixed-method research including a larger sample of HCAs can be further carried out over an extended period of time. Longer questionnaire can be devised and focus groups can be conducted for obtaining both objective and subjective information about the motivational factors. Additionally, the relationship between motivation and HCAs’ performance might be studied to understand what impact the motivational factors have on their actual performance in the healthcare field.
Conclusion
This study indicates that HCAs value intrinsic motivation more than extrinsic motivation. To increase HCAs’ motivation, they should be trusted and respected, praised when they achieve professional goals, treated sincerely and equally, supported when needed and evaluated objectively.
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To do desk research and explore the theoretical foundations of motivation


To design the data collection instrument and collect data through  online survey and e-mail 


To identify the limitations of the study and present some recommendations for further research


To discuss research findings and make conclusions


To analyse raw data using excel software and understand what makes healthcare assistants motivated













"intensity of desire or need"


"incentive or reward value of the goal"


"expectations of the individual and of his/her peers"






intrinsic causes/motivators


autonomy


relatedness


extrinsic causes/motivators


monetory benefits


competence


competition


praise


punishment








the theory of achievement motivation


 value of task - enjoying the task (intrinsic values) and being aware of the influence of the task on the goals (extrinsic value)
value of the goal - setting, pursuing and reaching goals


fear for failure - avoiding negative outcomes


need for achievement - performing well by aiming excellence


expectancy of success - abilities benefitted from and efforts put on for successfully carrying out a given task













motivating factors


intrinsci motivators:
 freedom, advancement, challenge, possiblity to use skills, interperonal relationships, recognition and appreciation, social status of job; achievement


extrinsic motivators: 
earnings, security, environment, fringe benefits, managers' and supervisors' support, resorce availability, continueing education, career development, participation in decision making, clarity of rules and guidelines


the healthcare professional














Gender


Male: 9 HCAs


Female: 26 HCAs


Age


18-21: 2 HCAs


Work Experience


1 - 2 years: 1 HCA


22-25: 6 HCAs	


26-30: 16 HCAs


31-40: 5 HCAs	


41-50: 4 HCAs	


over 50: 2 HCAs


Workplace


3 - 5 years: 21 HCAs


6 - 10 years: 9 HCAs


11 - 15 years: 2 HCAs


over 16 years: 2 HCAs


residential care home: 7 HCAs





NHS hospital: 14 HCAs


nursing home: 9 HCAs


private hospital: 5 HCAs







Gender


male	female	9	26	

Age


18-21	22-25	26-30	31-40	41-50	over 50	2	6	16	5	4	2	

Experience


1 - 2 years	3 - 5 years	6 - 10 years	11 - 15 years	over 16 years	1	21	9	2	2	

Workplace


residential care home 	NHS hospital	nursing home 	private hospital	7	14	9	5	
residential care home 	NHS hospital	nursing home 	private hospital	


Question 1 - Support


Strongly Disagree	Disagree	I don't know	Agree	Strongly Agree	2	3	5	25	


Question 2 - Salary, Perks, and Staff Facilities


10	15	10	0	


Question 3 - Reward and Evaluation


2	2	16	15	


Question 4: Achievement


2	26	7	


Chart TitleQuestion 5: Professional Growth and Career Opportunities


1	5	10	15	4	


Motivational Factors - Comparison

Support	Strongly Disagree (%)	Disagree          (%)	I don't know (%)	Agree                            (%)	Strongly Agree (%) 	0	5.7142857142857144	8.5714285714285712	14.285714285714286	71.428571428571431	Pay and perks	Strongly Disagree (%)	Disagree          (%)	I don't know (%)	Agree                            (%)	Strongly Agree (%) 	0	28.571428571428573	42.857142857142854	28.571428571428573	0	Reward and evalution	Strongly Disagree (%)	Disagree          (%)	I don't know (%)	Agree                            (%)	Strongly Agree (%) 	0	5.7142857142857144	5.7142857142857144	45.714285714285715	42.857142857142854	Achievement	Strongly Disagree (%)	Disagree          (%)	I don't know (%)	Agree                            (%)	Strongly Agree (%) 	0	0	5.7142857142857144	74.285714285714292	20	Professional growth	Strongly Disagree (%)	Disagree          (%)	I don't know (%)	Agree                            (%)	Strongly Agree (%) 	2.8571428571428572	14.285714285714286	28.571428571428573	42.857142857142854	11.428571428571429	
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