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The purpose of this report is to explain, describe and analyze motivation in the workplace. For the researches, I will use quantitative methods and ask five closed-ended questions
In this report, I will discuss what motivation is and why it is important in the workplace. For the literature review, I will use secondary sources and the specialist's opinion about motivation. Based on that I will do also a survey in a Tesco superstore to analyze deeply and from inside the effect of the motivation on the employee's satisfaction, retention and results. 
I have chosen this motivation as a topic because of my previous and personal experience. I can say that motivation is very important for every employee's output in the company.


[bookmark: _Toc534925319]Literature review 

Motivation in the workplace can be defined as a willingness to execute a big effort towards organizational goals conditioned by the effort’s ability to satisfy some individual needs (Mobbs, 2010).
First, you must understand people and then you can inspire them. It took a long time, scientists and even to the most influential leaders to discover what motivates human behavior. It is a big challenge to get yourself and other people to do their best work in a dynamic environment. 
Organizations might believe that the primary motivator is compensation but scientific researches showing that the link between motivation, money, and performance is more complicated. Numerous motivation studies have concluded that people tend to be more motivated by intrinsic rather than extrinsic rewards. In certain circumstances, money is not just a motivator but also can serve as a demotivator (Chamorro-Premuzic, 2013).
A good motivation at work means better organizational performance. A well-motivated employee can increase the organization's productivity. They can better handle the unease that comes with uncertainty, are more engaged, are more creative and innovative, better problem solvers and customer focused.
A proliferation of motivation theories has been introduced over the years because researches had shown that organizations with highly motivated people are more profitable and have a high level of employee retention and customer satisfaction. Management professionals and human resources are aware of this and through the years they are applying many of them: Locke’s goal-setting theory, Skinner’s reinforcement theory, Maslow’s hierarchy of needs, Vroom’s expectancy theory, and Adam’s equity theory are just a few examples. Researches have shown that the human brain can be trained to increase a person’s motivation for rewards—and therefore employee productivity, engagement and retention.
In Driven: How Human Nature Shapes Our Choices (Lawrence, 2002), Harvard Professors Paul Lawrence and Nitin Nohria blended motivation theory with neuroscience to arrive at what they believe are four fundamental patterns of human behavior: drive to acquire, drive to defend, drive to bond, drive to learn.
The drive to acquire is the need to take control and to retain personal experience and objects in pursuit of immediate satisfaction.
The drive to defend is triggered when a person feels threatened as they want to protect themselves, beliefs, accomplishments and resources. In case these occur, leaders should focus on how to eliminate the cause.
The drive to bond allows people with the same perspectives to cooperate and develop new skills.
The drive to learn - a group of people working as a team should learn from each other and share their knowledge with the rest of the group.
It is important that human resources and managers think carefully when actioning to address each type of worker. Scientists in this field found that to most effective employee motivation, all four drives should be meet simultaneously, rather than focusing just on one or two of them.
To cultivate the drive to bond, leaders should work and build a culture with a high level of collaboration and friendship among coworkers.
Motivated employees can increase the organization's productivity, creativity, engagement, customer service, innovation, and retention - which is an advantage for today's business environment. They can outperform unmotivated employees. Human resources and managers should their employees motivated all the times, this can transform their business and bring them a big profit and customer confidence. To retain employees with high- potential, a good leader should give them more than money as a reward. Instead, they can offer more responsibility in the company to appeal to their need for autonomy or more equity to appeal their desire for fairness (Schaufenbuel, 2015)
Based on Rock’s model and neuroscience, the work should not be seen as an economic transaction, where people in exchange for money are doing a specific job. If leaders understand this fact, they can more effectively use the talents of their employees and create an environment which will increase productivity. When a person feels important for the organization, can better communicate their expectations, ideas, build new relationships among coworkers and become more efficient for the organization (Batista, 2010).
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Research refers to a search for knowledge and can be defined as a scientific and systematic investigation for specific information on a specific topic in order to gain more knowledge. The purpose of this survey is to discover the employee’s opinion about motivation in their workplace. This will be a quantitative survey based on staff motivation in the work place. There will be 5 closed ended questions asked to a sample size of 20 employees working at Tesco in the Woodford Branch, the total population is not specified. The findings will be presented in graph form with a brief explanation of the results below the graphs. All staff questioned are from diverse backgrounds, ages and beliefs and will remain anonymous.
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Q1. Are you satisfied and motivated at work?

	MAXIMUM: 7
	MINIMUM: 2
	MEAN: 4.5
	MEDIAN: 4



Over 50% of employees questioned felt they were motivated at work. About a quarter of employees felt they lacked motivation.


Q2. The main factor that motivates you at work is financial gain?

	MAXIMUM: 12
	MINIMUM: 0
	MEAN: 6
	MEDIAN: 4



More than 60% of the employees agreed that money is what motivated them the most, over 25% disagreed.

Q3. Good management is the biggest factor that motivates you at work?

	MAXIMUM: 7
	MINIMUM: 2
	MEAN: 4.5
	MEDIAN: 4



Over 60% of those that were questioned claimed they felt managers were one of the biggest factors in motivating employees. 30% of the employees answered that managers were not the biggest motivating factor at work. 

Q4. Do you feel being motivated affects your productivity and performance at work?


	MAXIMUM: 7
	MINIMUM: 2
	MEAN: 4.5
	MEDIAN: 4



Around 70% of staff believed that motivation had a big impact on their productivity and performance at work with just under 20% claiming that it had no effect on their productivity and output and 15% answering that they did not know.









Q5. Do you think motivation has an impact on employee retention?


	MAXIMUM: 6
	MINIMUM: 1
	MEAN: 3,5
	MEDIAN: 4



55% of the employees believed that being motivated had an effect on staff retention while 20% thought it was not an important factor. 25% of staff surveyed did not know if it had an effect or not.
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This quantitative survey on staff motivation at work highlighted that staff felt it was a very important factor in working efficiently and productively. A high percentage of staff surveyed felt that they were highly motivated at work with financial reward coming high on the list of motivating factors, although it was not the only factor that motivated the participants of this survey. 
Most of the employees from the survey claimed that they are happy and satisfied with their jobs and felt they performed optimally. Over half of them were motivated by monetary reward. The survey highlighted that staff felt the level of motivation directly affected the productivity of employees. The findings suggest that the more motivated staff were the more responsibility they take on and the more productive they become.
The survey also found that good management was ranked as highly as financial rewards. The survey showed that more than 50% were motivated by good management. Meanwhile, a quarter of the employees are not stimulated to produce quality work. Employees from the survey are coming from different backgrounds, having different ages and beliefs and having different purposes. Some employee mention that for them is quite important to have recognition in order to produce better results. Admitting and acknowledging that their job was done well can encourage employees and make them feel useful for their workplace. Some of them saying that they want and expect public feedback.
Analyzing the survey, motivation has a huge impact on employees’ retention. More than half agreed with that fact. They commented if they do not have enough motivation, they are feeling useless, they are losing the purpose and they are not feeling proud of themselves. In this case, they do not feel effective for the business and do not want to continue their jobs. Firstly, they are losing their happiness to come to work and then their interest. That is why motivation at work can directly influence the retention of people at work.
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Motivation could be considered as an engine for every business. Motivation means power for every employee to do their best for the company. Staff may have different reasons to remain motivated at work. However, for each person, motivation signifies and encompasses different forms. A motivated staff is stronger, improving and increasing workplace productivity and employee satisfaction. This can be beneficial for both sides: employer and employee; the employee is happier, and the employer increases the profit.
Literature, research and polls have highlighted that the best motivation is money, most employees do their job because they are satisfied with their salaries. At the same time, we consider that public feedback and recognition from managers is the best motivation. It is the task of the manager to find out which is the best incentive for staff: bonuses, cash paid time or any other benefits. Another important question is that managers are the best motivated, able to motivate their staff? It is more about reciprocity, what an employer can offer as motivation in exchange for a good job and good results obtained from employees. Not all managers are born to be good leaders and good motivators, so it is very important for a business to employ the right people.
The results of research and study have shown that motivation has a direct impact on employees' productivity and on keeping them in the workplace. For each business, it is very important to keep talented and productive staff in their companies. The motivation at work can be improved if to look deeply and to give more freedom to the staff. Also, this can be improved by employing good leaders, with good communication skills who can easily discover what is the best motivating thing for every employee. A good leader should listen to his staff and give them what they desire. That will definitely increase productivity and the employer will never leave his job.
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