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ABSTRACT:

Hywel Dda University Health Board has joined the NHS Sustainability programme. Every year on 4th June a presentation is held on how the NHS can engage in sustainability. The day highlights projects taking place in the health sector and suggests ideas for action that workers can take on topics ranging from nutrition to energy production. NHS workers use the day to celebrate how they are trying to be kinder for the planet and contribute to improving the well-being of staff, patients and visitors. One of the ecological projects of Hywel Dda in which employees are involved is planting trees and creating meadows. The aim of the research project was to investigate what may limit Hywel Dda employees in motivating them to work with the principles of sustainable development. This was achieved by conducting secondary research to obtain a comprehensive picture of the phenomena before conducting empirical research on Hywel Dda employees. A quantitative approach was used to analyse the factors that motivate Hywel Dda employees. 118 people took part in the study, answering 18 questions, from which appropriate conclusions were drawn.
Most of the respondents expressed their feelings about motivation at Hywel Dda and conclusions were drawn about what may limit employees from working with the principles of sustainable development. The results of empirical research largely correlate with the literature review.
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CHAPTER 1: INTRODUCTION

1.1. Introduction
The World Health Organisation in October 2021 identified climate change as the single greatest health threat facing humanity due to rising global temperatures. In turn, in Wales, from 2021 and throughout the public health system, work is underway to respond to the climate crisis. This has started with the mainstreaming of climate change action into existing programs such as Healthy Working Wales and Improvement Cymru, as well as the development of new action programs such as the Greener Primary Care Wales Scheme. Strategic plans to deliver the decarbonisation of NHS Wales have been published. The key elements of this plan reflect the scope and amount of work that NHS Wales has done on climate change and sustainability. This plan covers effectively developing, understanding and interpreting evidence to support action, providing effective interventions, monitoring and guidance on how to address climate change and sustainable development. The NHS educates colleagues across the health and care system about climate and health risks, ensuring they feel able to act and respond to changing demand and contribute to action. A healthy environment and lifestyle agenda is promoted (1).
In March 2021, the NHS Wales Decarbonisation Strategic Delivery Plan was published, and the decarbonisation of social care in Wales was launched in July 2022, alongside a greener primary care framework (2). Hywel Dda Health Board has received a grant from WRAP Cymru - the Waste and Resources Action Program - to help provide patients and visitors with greater opportunities to recycle away from home. Clearly marked waste bins have been placed at various locations at Bronglais, Glangwili, Prince Philip and Withybush Hospitals to make people in hospital aware that recycling is not just done at home but should be done outside the home if Wales is to achieve its target of recycling 70% of waste by 2025 (3).
A huge problem in hospitals in Hywel Dda is the amount of food wasted. Hospitals in Wales throw away almost £3,000 worth of food every day (4). To combat food waste in hospitals, all health boards in Wales prepare food using the All-Wales menu structure. This includes seven health boards working together to leverage economies of scale to secure more favourable contracts with suppliers (5).
Food cannot be thrown into landfills or incinerated; it should be recycled (6). In Wales, the NHS produces up to 600,000 tonnes of waste per year and around 85 per cent of this waste is classified as non-hazardous. Although a high amount of this waste is recyclable, much of it is still incinerated or sent to landfill. Medical waste must be categorised, segregated and treated according to the appropriate waste management stream. However, waste management practices and the provision of information on appropriate practices can be improved. For example, diverting certain incineration and landfill waste for recycling saves money and reduces carbon emissions (7).

1.2. Purpose of Research
The aim of this research project is to investigate how employee motivation at Hywel Dda limits employee engagement in sustainable development principles. The study will discuss the role of the manager, which is extremely important in motivating employees. A key motif in the study is the quote by Alan Loy McGinnis "The art of motivation: how to bring out the best in people." The research undertaken does not speculate on answers based on preconceived assumptions, but instead formulates conclusions based on preliminary reading and data collection using a quantitative approach, which will then form the basis for new theory and guide the direction of the research itself. "Employee motivation is one of the keys to the success of an organisation. A satisfied employee who identifies with the organisation and likes their job is an effective, committed and productive employee, loyal to the employer. The essence of a person's work efficiency lies in gaining their internal motivation"(Kozlowski, W.). “If you don't set goals for yourself, you're doomed to work to achieve someone else's goals” (Brian Tracy). Research focuses on the issue of motivation. If the NHS has sustainability targets, is this also communicated to staff and are they properly motivated to stop climate change? 

1.3. Research Questions
Employee motivation regarding the topic of this study can be attributed to the answers to the following questions:
1. Are Hywel Dda employees motivated to reduce waste?
2. How important is the manager's role in employee motivation?
3. How important is team motivation to achieve the set goals related to sustainable development at Hywel Dda?
4.Satisfaction and satisfaction with work as a motivation to work more effectively?
All of the above-mentioned research questions will be answered based on evidence gathered from the literature review and quantitative research results.

1.4. An Overview of the Dissertation Structure
The study will conduct a comprehensive literature review, which will be a key element of the research and will form the basis for the direction, approach and analysis of the results. The collected data makes it clear how these pieces of research are related to each other. The literature review will mainly focus on definitions and exploration of the theories behind employee motivation and the many elements and factors associated with it. The research will be conducted randomly, in the form of quantitative research, based on the survey questionnaire method among Hywel Dda employees. This research method makes it simple to reach the required number of people and it will be an easy way to collect data. This type of research is most often used to study a very large population in a short time. The aim of quantitative research is to demonstrate the truth or falsity of the hypotheses formulated therein. The study is a representative random sample, taken in accordance with statistical principles, using knowledge about the structure of the population under study.




















CHAPTER 2: LITERATURE REVIEW

2.1. Introduction
Motivating employees and the benefits that flow from this process for the organisation have become the subject of many theories. In this chapter, well-known theories of motivation will be presented. It will examine what employee motivation is and what it is based on, and what an important role it plays in the organisation, with particular emphasis on employee involvement in sustainable development. Effective employee motivation has a great impact on acting in accordance with the adopted mission and strategic goals in any enterprise. Therefore, implementing the process of motivating an individual in a given organisation, regardless of the size of the activity, is of great importance (8). Motivation in an organisation is a process that takes place between management and subordinates. This process involves influencing people's behaviour so that the established actions are consistent with the intended goals. Good motivation processes in an organisation can bring huge successes in every aspect. Many different factors are needed to motivate employees, not only those related to financial benefits or job satisfaction, but also to the achievements of individual units or the entire organisation. For this reason, all motivational systems should present a wide range of solutions, adapted to the various requirements and needs of employees. The employee motivation process should run smoothly and contribute to proper relations in the organisation as well as the achievement of the goals set by the organisation. To effectively motivate employees, it is necessary to know about the people who are motivated. The better the personality traits, desires, aspirations, tendencies and attitudes of the workers are known by the manager, the easier it is to find a way to influence them (9).
The purpose of this literature review is to establish an element of knowledge and understanding of current available theories on motivation, which will be used to critically analyse and review relevant concepts, contexts, and theories in terms of their relevance to a given research topic. The literature review will provide a framework for research to determine why a thesis is important, and when used in conjunction with primary research, it will enable conclusions to be drawn.

2.2. Concept of Motivation
"Motivation comes from the Latin word "motus" and the English word "move", meaning to move from one place, to set in motion, to encourage, to influence someone and to stimulate action" (Sekuła 2010, Rostkowski 2004). Motivation is considered to be a complicated aspect of human psychology and behaviour that influences how people act and how they choose to spend their time, how much energy they put into a particular activity, how they think and feel about it, and how long they stick to it (Bakar, 2014). According to James A. Stoner, Edward R. Freeman and Daniel R. Gilbert (1999, p. 426): "Motivation is the state of readiness of a rational being to take a specific action, it is a set of psychological and physiological processes aroused by the need, determining the basis of behaviour and their changes, a psychological state contributing to the degree to which a person engages in something; it includes factors that cause, guide and sustain human behaviour in a particular direction.” The essence of motivation was aptly defined by T. Kotarbiński, stating that: "the basic solution to the problem of motivation is for a person to willingly do what he has to do, not to do what he has to do because he has to, and in doing what must, he found a liking and thanks to this he improved his work many times, showing generosity in devoting himself to it” (Mroziewski, 2005, p. 143). W. Szewczuk defines it as "a set of factors that trigger purposeful actions". W. Armstrong describes motivation as behaviour for a specific goal. Therefore, it is nothing more than the desire to do something, but it is largely dependent on the ability of this action to satisfy a need of a given individual (S.P. Robbins,1998). It is a stimulus, a wake-up call or some kind of encouragement to act. It consists of everything that, at the verbal, physical or psychophysical level, prompts someone to respond with action (N. Stevenson, 2002). It is also a psychological mechanism that activates and organises a person's behaviour aimed at achieving a specific goal, which constitutes their internal strength. Force is the drive, instincts, states of tension, which are called the mechanisms of the human body. Its size determines a person's overall psychophysical activity, mobilisation and willingness to undertake more difficult tasks and take risks. Motivation is the willingness to do something to meet an individual's needs (S.P. Robbins). It is also a set of forces that cause people to behave in a certain way (R. Griffin). Motivating is "the process of consciously and purposefully influencing the motives of people's behaviour by creating means and opportunities to implement their systems of values and expectations in order to achieve the motivating goal" (10).

2.3. Theories of Motivation
Existing theories of motivation arouse many disputes among theoreticians and practitioners. To date, no single standard and universal theory of motivation has been developed. There are quite a number of theories in the literature on the subject, on the basis of which the motivation system can be analysed and improved (11).
The most famous theories of motivation include A. Maslow's theory of needs. The assumption of this theory is that” a person in their actions strives to satisfy a set of needs that create a logical hierarchy in the order from basic to complex needs”(A. Maslow), as shown in figure 1 below.


Figure 1. Maslow's Hierarchy of Needs
[image: ]
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The basis of this theory is that “in order for higher-order needs to be met, lower-order needs must be met”. The structural system of specific needs is related to a person's personality. To meet the needs from the top of the pyramid, motivation is increased by personality development (12). If the company does not provide conditions enabling employees to meet lower-level needs, the promise of meeting higher needs will not be motivating. On the contrary, it will become a source of frustration. It may also cause the employee to feel injustice, discouragement and anger. However, the concept of the hierarchy of needs proposed by A. Maslow has some weaknesses and shortcomings, because employees of an organisation do not always have five levels of needs, and their order does not always correspond to the order proposed by Maslow (13). In response to criticism of A. Maslow's hierarchy of needs, C. Alderfer created a new, modified hierarchy of needs, called the ERG theory (14). Alderfer distinguishes only three groups of human needs: existence needs, relatedness needs and growth needs (15).

Figure 2. Alderfer’s ERG Theory of Motivation
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According to C. Alderfer, the fulfilment of lower needs is not a necessary condition for the emergence of higher needs (16), and human action may be triggered by several categories of needs simultaneously. Failure to satisfy certain needs may cause a person to feel frustrated, move to a lower level of needs and start looking for new ways to satisfy lower-level needs (17). Clayton Alderfer perceived human behaviour in a more complex way than A.H. Maslow. This theory is considered a more accurate version of the hierarchy of needs and is to a greater extent supported by scientific research in the context of motivation in professional work (Luthans 1998). David McClelland, also inspired by Maslow's theory of needs, proposed the theory of the "Trichotomy of needs", according to which human motivation can be divided into three categories: achievement, affiliation and power. Achievement motivation refers to the need to achieve success and achieve goals. Affiliation motivation refers to the need to create and maintain social relationships. Power motivation refers to the desire to influence and control others. The contribution of this theory to management experience is the giving of praise by the manager or methods that make employees independent and increase their responsibility (18). By need for achievement, McClelland understands differences in the attention individuals give to planning and the effort they put into achieving goals. He defines achievement motivation itself as "the pursuit of achieving the highest possible result of an activity for which there is a standard of perfection and therefore the performance of this activity may result in success or failure" (Boski, 1980, p. 34).
J.W. Atkinson, a student of McClelland, attempted to place the need for achievement in a broader perspective. His theory of expectation states that values are based on the metaphor of a God-like man, i.e. an impartial, all-knowing, final judge of his own actions. In his theory, Atkinson assumes that people choose rational goals based on their knowledge of the expected value of these goals and the likelihood of achieving them. The basis of expectancy theory is that values are a risk model that assumes that task selection is influenced by the subjective probability of success and the rewarding value of the task itself. The author of the theory assumed that the product of the probability of success and the value of the reward allows one to predict whether a person will undertake a given task. Individuals focused on success, according to the author of the theory, will choose tasks of medium difficulty, while individuals focused on avoiding failure will choose tasks that are either easy or the most difficult. Motivation to achieve goals, according to the author of the theory, also depends on the intensity of the need for achievement, so it is the product of the need, subjective probability and gratification value (Boski, 1980).
Moreover, in each motivation to act, the author distinguishes two opposing tendencies: "the pursuit of avoiding a specific counter-goal" (Boski, 1980, p. 55), i.e. negative motivation, and the pursuit of a chosen goal, i.e. positive motivation. Motivation for work, according to Mc Gregor, is the statement that there are two groups of people in an organisation. One such set of human characteristics constitutes Theory X, which contains the belief that people actually dislike work and do everything to avoid it. Although they want to feel safe, they have little ambition and do not like responsibility. In this case, in order to motivate employees to work, managers must use the employees' inhibitions in their development, they can also be easily manipulated and they are largely dependent on the employer. Motivating such employees is a threat or depriving them of the satisfaction of their basic needs, as well as giving them an additional incentive (A. Gick, M. Tarczynska 1999, p.39).









Figure 3. McGregor’s Theory X and Theory Y
[image: Theory X and Theory Y]
https://media.licdn.com/dms/image/C5612AQHIwhHRmWHo7w/article-cover_image-shrink_600_2000/0/1520058544047?e=2147483647&v=beta&t=Y06YrWZ5PMrGtpXjagTU2jBxEM_j2peDL_mopTXMAwk

A different set of behaviours was called Theory Y. It includes the view that people are creative and responsible, and that energy is spent in the form of work (Katarzyna Michalik). Appropriately selected management tactics will be important for the success of the assumptions of Concept Y. In this concept, it is advisable for the manager to consciously involve employees in the decision-making process on issues directly affecting them. The manager should show interest in employees' opinions, promote good relations in the group, and pose challenges to employees. Such action may cause the atmosphere of fear and inability to reduce, and instead of the fear of punishment, there will be a desire to act and pride in achievements (cf. A. Gick, M. Tarczynska 1999, p. 40).
Another concept of motivation, directly related to issues related to human resources management and motivating employees of an organisation, is the two-factor theory proposed by Frederick Herzberg. F. Herzberg considered the work environment as a source of means to meet people's needs and, consequently, as a source of employee satisfaction or dissatisfaction. He stated that a satisfied person always works better and more efficiently because meeting their needs has a positive impact on their attitudes and behaviour. It should be noted that managers' understanding of job satisfaction and dissatisfaction requires a good understanding of the expectations, needs and aspirations of their employees. Work takes place in specific physical and mental conditions. These conditions may make the employee feel comfortable, safe, or vice versa, make them feel discomfort and threatened. An important role here is played by psychological comfort related to the relations that prevail in a given company, e.g. conflicts, the problem of acceptance, an atmosphere of respect and cooperation (19). It is "a theory of motivation suggesting that people's job satisfaction and dissatisfaction are influenced by two independent sets of factors - motivation factors and social hygiene factors" (Griffin, 1998, p. 466). According to Herzberg's theory, the implementation of factors belonging to the motivation group can provide an employee of the organisation with satisfaction with the work performed, while their lack leads to dissatisfaction. However, factors belonging to the group of occupational hygiene, if they are ensured, do not cause satisfaction in themselves, but only the lack of dissatisfaction with work. The role of the manager in the situation presented by Herzberg is, first of all, to organise the work environment ensuring the implementation of all factors determining mental hygiene, such as ensuring employees feel safe at work, both in the context of the absence of dangers and security in the activities performed, as well as employment stability and fair remuneration. "Employees whose managers try to 'satisfy' only through hygiene factors will usually reduce their work effort to a minimum" (Griffin, 1998, p. 466).
Victor Vroom's expectancy theory outlines some principles for achieving goals. First, the individual starts by setting a goal, then moves on to specific actions. What is important in the expectancy theory is the thesis that the more the positive effect is multiplied, the greater the chance an individual has to achieve goals (20). Expectancy theory suggests that motivation depends on the strength of the desire and the expected probability of its satisfaction. An individual's behaviour is determined by a combination of forces within the individual and the environment. People make choices among different behavioural plans. They take into account the extent to which a given behaviour will lead to the desired results. According to the expectancy theory, motivation is determined mainly by the intensity of desire and expectations regarding the possibility of satisfying it (21).

 2.4 Why Employee Motivation is an Important Element in the Organisation
“Because goods external to the soul are the work of chance and fate, but no one is just or moderate by chance or by the grace of fate”.
Aristotle, Politics 1323b 25-27
Hywel Dda University Health Board has joined the NHS Sustainability programme. Every year on 4th June a presentation is held on how the NHS can engage in sustainability. The day highlights projects taking place in the health sector and suggests ideas for action that workers can take on topics ranging from nutrition to energy production. NHS workers use the day to celebrate how they are trying to be kinder for the planet and contribute to improving the well-being of staff, patients and visitors. One of Hywel Dda's ecological projects in which employees are involved is planting trees and creating meadows (22). A necessary condition for organisational effectiveness is the use of motivational stimuli to stimulate and direct people's behaviour within the employee group. People have internal needs, and motivation aims to satisfy or reduce them (A. Maslov, D. McGregor, F. Herzberg, J. W. Atkinson, D. McClelland).
Due to the effect of globalisation, employees' expectations change significantly in relation to their work in the organisation. Organisations are looking for ways to motivate employees and transform them. The personality of employees has a huge impact on motivating them for a specific purpose. Employee motivation is an essential element for the development of the organisation and the achievement of its goals (23). Effective employee motivation can predict the future and progress of the organisation. Among other things, it can contribute to increasing productivity.
Motivators, such as promotions, motivate employees to perform at the highest level. However, motivating employees in every organisation is a complicated process that applies to every modern organisation (24) and should be shaped after a thorough analysis of all the expectations and needs of people employed in the organisation. For motivation to bring the desired results and make sense for a team of employees and the entire organisation, properly selected and proven motivational tools must be used. In order to effectively motivate others, the motivation process must be skillfully and rationally adjusted to the existing conditions as well as the needs of the organisation. According to the Scarlett Surveys International methodology: Employee commitment and motivation is a measurable level of positive or negative attachment to work, co-workers and the organisation, which influences learning and high achievement at work (25).
Each element of work can certainly have an impact on organisational performance and have a visible impact on employee motivation. Many studies conducted to date have shown the negative impact of late working hours on employee performance and the organisation (Simpson C.L. and Severson R.K, 2000). Motivated employees provide significant engagement rates and overall improvements in organisational performance, productivity and efficiency (Mohamed and Lucy, 2016). An important element in an organisation is the allocation of work based on employees' capabilities, and the appropriate motivation of employees to help achieve maximum productivity (Ali, Abrar and Haider, 2012). Akerlof and Kranton (2010) reported that organisations would be successful in achieving their goals and objectives if they understood their identity. Empowering employees significantly increases the level of motivation among them (Viswanath, Juturu and Chandra Mouli, G.V, 2014). Motivation, which is part of the psychosocial subsystem of the organisation, is considered one of the main functions of management, and also as a management technique (26). "As part of human resources management, motivating people is an important scope of supervising work efficiency and stimulating employees to increase their effectiveness" (Masłyk-Musiał 2000, p. 71).


2.5. The Role of the Manager in the Motivation Process
In the book "Effective manager - model and its empirical verification" a manager is a visionary with endless motivation who is able to engage his team in transforming the mission into real actions (27). In organisations, many employees lack self-confidence and, therefore, lack a person who provides motivation and support. Therefore, faith in the success of another person should be a fundamental premise in the life of every team manager (28). Managers should understand the huge role that motivation plays in determining employee performance. It is one of the most important concepts in psychology and is extremely important for managers who guide the development of their employees towards valuable goals. Managers focus on current problems. They are accountable to their employees for the results (Lubben 1988, p. 19). The role of the management staff is to lead and support the transformation. Its representatives must be convinced of the validity of the actions taken and consider their effects in the long term (Ritchie, Marschall 1993, p. 248). Any change in employee motivation should take place in stages and takes time. Improperly implemented changes result, among other things, from low effectiveness in making employees aware of the changes and ensuring employment security. According to Johnson (2005), employee motivation in an organisation is based on the force that pushes someone to make a specific job choice, stay at work and put effort into it. Motivation in the context of work is a psychological process resulting from the interaction between an employee and the work environment and is characterised by a certain level of willingness. Employees willingly increase their work effort in order to satisfy a specific need or desire that they nurture. If motivation levels increase, employee performance will also increase. In other words, the level of motivation has a direct and positive relationship with employee performance.

 2.6. Motivation and Commitment and Sustainable Development
Self-determination theory (Deci and Ryan, 2000, 2012; Ryan and Deci, 2017) assumes that motivation for important actions varies in quality and source. This theory can help make a clearer distinction between motivation and goals and conceptualises motivations as a much deeper construct than simple self-interest. That is, "Self-determination theory differentiates the content of goals or outcomes and the regulatory processes through which outcomes are sought, making different predictions for different contents and different processes" (Deci and Ryan, 2000, p. 227).
Along with the economic development of countries, society's awareness of sustainable development issues is growing. As a consequence, higher-level needs play an increasingly important role. Satisfying the needs for belonging, recognition and self-actualisation is largely for the benefit of all (28). A higher level of motivation to implement the principles of sustainable development in an organisation may lead to a greater understanding of the topic, as it will motivate not only a sustainable choice, but also the acquisition of information that may be helpful in making sustainable choices. The NHS aims to achieve 80% emissions reductions by 2036 and net zero by 2045. In one of its reports, the NHS shows that a proactive approach would make big savings both financially and environmentally, for example on issues such as air quality and fuel poverty – which would improve people's health, reduce inequality and save the NHS money. Climate change is the responsibility of everyone living it. Together, all workers can play a role in ensuring the well-being of current and future populations. For example, switching to reusable water bottles instead of plastic bottles could save 65kg of CO2 a year, and turning off printers, computers and other equipment at night helps manage heat loss and reduce CO2 emissions (29). The degree of goal understanding may moderate the relationship between motivation and use because a higher degree of understanding makes it easier for the consumer to transform motivation into actual behaviour. Human values are widely viewed as the most abstract level of motivation (Schwartz, 1992) and are associated with sustainable behaviour (Thogersen and Ölander, 2002, Vermeir and Verbeke, 2006).
In many studies on personnel management, motivation is combined with the assessment of the level of employee commitment, and its level is a measure of the employer's effective efforts towards them. This means that when constructing motivational systems, mechanisms that enable employees to increase their attachment to the organisation and create a sense of belonging to the workplace should also be taken into account. The creator of the so-called cycle of improving the technique to achieve the maximum level of E.M. efficiency. Hallowell states that "…engagement results in better results, (…) therefore, creating strong, positive relationships within the company should become a management priority…." (6, p. 135). The benefits of implementing sustainable development elements into a business strategy are difficult to measure in monetary terms (31). R. Meyer and B. de Wit rightly note that acting in the interests of others, even without legal coercion, is the basis for trust in an enterprise. Where trust exists, people are generally more willing to engage in the organisation's activities, both emotionally and physically (32). Sustainability in business process management is a key factor associated with corporate success (33). Employees are considered one of the most important and leading factors in achieving sustainability goals (34), especially employees who push the company forward (35).
To examine the implementation and effects of strategic sustainability (Hart and Dowell, 2011; Waldman and Siegel, 2008), it is necessary to focus on the relationship between motivation, leadership style and sustainability strategy. The link between sustainability strategy and company-level performance does not show any dependencies (Goyal et al., 2013; Hussain et al., 2018). Scientists and researchers who have been dealing with the level of human awareness regarding the ecosystem in which they live and on which they have a significant impact, rightly emphasise that it is necessary to educate societies in this area. "Let no one imagine that to preserve humanity, it is enough to fight pollution, better manage the Earth's resources and stop the proliferation of harmful areas of human activity. When the disease is in the patient's heart, the doctor will not cure him by applying ointments to the wounds, which in this situation would only serve as a placebo" (36). “Modern man adopts a more or less active attitude, adapting to the constant need to improve his qualifications and constantly strive for self-improvement. The development of management science, and especially the emergence of the theory of motivation in the area of content, process and reinforcement, allowed us to understand how important it is to shape a person's attitude, but not only external stimuli are important, the most effective is internal motivation, which is not easy to shape" (37). It should be added that negative motivators, e.g. penalties, fines, orders, bans, have a short-term impact on motivation and when they are withdrawn, motivation quickly decreases (38). In order to properly motivate employees, first it needs to be determined what type of person they are and what role they play in the company. It is important to place it in the right place in the hierarchy of needs. People who perform routine tasks are motivated differently than people whose tasks are related to creative thinking and creating new things (39).

2.7 Literature Review Summary
This chapter discusses in detail what motivation is and why it is important in an organisation. Many researchers consider it a very important element in an organisation. Without employee motivation, organisations are unable to function effectively and achieve their goals. The literature review also shows why the manager's role is so important in motivating employees. Many factors needed for effective motivation in an organisation were also demonstrated. It presents what should be done to make employees feel motivated to work. The goals that Hywel Dda sets for itself in relation to sustainable development and how it intends to motivate employees to do so are described. The literature review also shows demotivators that may limit employees' motivation in the organisation.

CHAPTER 3 METHODOLOGY:

3.1. Introduction
The literature review presents the theory of motivation and explains the important function it plays among the organisation's employees and the important role it plays in engaging employees to achieve the organisation's goals. The manager's functions in the motivation process are also presented. This chapter will present the research methodology, the aim of which will be to develop ways of examining the phenomenon. It will provide oversight and direction of the main processes discussed in the original study, as well as structure in terms of the direction of the study.
To achieve this, the Saunders Research Onion (2016) method was adopted in the methodology chapter. The research onion proposed by Saunders et al. (2016) is a tool that helps organise research and develop a research project step by step through the layers of the research onion. Research Onion is considered the most appropriate framework for this study because it was developed specifically for business and social science studies (Melnikovas, 2018). The coherent structure of the framework enables it to guide research development by selecting appropriate philosophies, approaches, strategies, choices, time horizons, techniques, and procedures (Muranganwa et al. 2014). Ethical issues and limitations will also be discussed.














Figure 4. Saunders Research Onion
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3.2 Philosophies 
Ontology is the study of reality, including realism and the impact of reality on human behaviour. It also includes pragmatism, which uses theories to find a solution to a given problem (Thesismind, 2019). Therefore, realism and pragmatism will be the underlying philosophies of a research project that aims to understand what may prevent Hywel Dda employees from working with the principles of sustainable development.

3.3 Approaches
Deductive research is a form of research that begins with a theory or hypothesis and aims to test its validity through the collection and analysis of data. Research begins with a general theory and then develops specific hypotheses based on that theory. Deductive reasoning, unlike inductive reasoning, is entirely contained within given assumptions, i.e. it does not require the creation of new statements or concepts, but is only a simple drawing of conclusions. If it is carried out correctly and the set of premises does not contain false propositions, the conclusions drawn as a result of deductive reasoning are certainly true and cannot be necessarily questioned (50). In this research project, a deductive approach will be selected regarding existing theories related to motivation and what may prevent Hywel Dda employees from working with the principles of sustainable development, and will be tested in terms of the results of empirical research.

3.4. Strategies
It will be necessary to critically evaluate existing research in relation to the phenomena under study (Bryman et al. 2015). This goal will be achieved through a literature review using a variety of books, journals and websites. Due to the nature of the study, it will be necessary to conduct empirical research, as evidence that is not confirmed and comes solely from a literature review may be unreliable.
A research approach is a procedure chosen by a researcher to collect, analyse, and interpret data. There are many different research approaches that can be taken in terms of understanding the research topic and its desired goals. This research will focus on a quantitative study, the purpose of which is to prove the hypotheses put forward. Quantitative research methods are used in empirical research to collect information through numerical data. They are used to quantify opinions, behaviours or other defined variables. They are predefined and have a structured format. The topic is important in the study because it can help the respondents realise how important motivation is in the work environment and can motivate Hywel Dda employees to engage in work with the principles of sustainable development. The data that is the basis for statistical development and inference is numerical and is obtained through quantitative measurement. In the quantitative approach, the researcher's influence should be minimised because it may be considered a factor disturbing the development of results (cf. Stemplewska-Żakowicz, 2005).

3.5 Choices
A research method is a way of research work that aims to achieve the intended goal. There are many types of research methods. The study used content analysis, which is understood as an analytical and systematic approach to analysing the content of written communication. A researcher using this method works on the material they analyses, focuses on exploring the message contained in the information and wants to understand the reality surrounding them. Content analysis is combined with research on ready-made content from the respondents, and the researcher does not interfere with the respondent's answers, but works on the recording of their statements.
This research will be carried out using a quantitative method using surveys. Survey research is very often used by public opinion research units (40). This type of method enables researchers to reach the required number of people. Most often, they are used to survey a very large population in a short period of time. Survey research is not time-consuming because there is no need to personally arrange interviews with the respondents. The topic covered in this study is very broad and it is impossible to cover the scope or scale of the topic thoroughly in the limited time and in a small publication. The intention of the study is to check and present statistical data on the way employees are motivated at Hywel Dda, which may limit employees' involvement in the principles of sustainable development. In an organisation where legislation does not force employees to work with the principles of sustainability, there should be incentives within teams that make employees aware of the commitment to the NHS plan, which aims to achieve "zero emissions by 2045".

3.6 Time Horizons
The most appropriate method for this study is cross-sectional research, which is a type of quantitative, non-experimental research design. These studies are designed to "collect data from a group of people at only one point in time" (Schmidt and Brown, 2019, p. 206), which allows variables to be observed rather than influenced (Thomas, 2020). It is the opposite of longitudinal research, which requires several months of data collection, which is out of the question in this project due to the limited research time frame.

[bookmark: _Hlk165321328]3.7 Techniques and Procedures
This study is a representative random sample, collected in accordance with statistical principles, using knowledge about the structure of the studied population. The survey was conducted based on ethical data. It is an impersonal questionnaire with standard questions. The order of the questions was arranged in such a way as to facilitate data processing and to appropriately influence the respondent. Respondents chose only from the suggested answers. The answers provided were selected in such a way as to exhaust all possible solutions that could arise in connection with the question asked. The anonymity of the survey facilitates more honest answers than in the case of an individual interview. Microsoft Forms was used to create the survey. Once the survey was created, a link was posted on social media on the Hywel Dda Health Board profile. No participants were identified during the study because they were not looking for a specific type of person. The online survey involved 118 people who were over 18 years old and working in Hywel Dda.
After closing the survey, the data was subjected to computer analysis using statistical methods, which made it possible to draw conclusions about the entire surveyed population of respondents. The analytical data were entered into the SPSS program, which is used for statistical data analysis. IBM SPSS software has revolutionised scientific research by enabling researchers to perform complex statistical analyses (Frey, 2017). The essence of quantitative research is that it focuses on numbers. The results of such research are presented in the form of statistics. This provides the opportunity to precisely compare different phenomena. In the social sciences, quantitative research allows for the analysis of people's behaviour. This means that the factors that influence the decisions of respondents can be better understood and in this case, it is Hywel Dda employees. Quantitative research is useful in today's world. It allows for precise analysis of large amounts of data. This then enables people to make informed decisions and influence the environment more effectively, in this case, the organisation.

3.8 Ethical Considerations
Ethics in scientific research is primarily about taking into account and applying comprehensive moral principles whose aim is to prevent "harm to others, promote good research practice, show respect and be guided by social justice" (Sieber 1993, p. 14). Unethical behaviour in scientific research is sometimes unintentional, as it may result from researchers' insufficient knowledge of ethical standards. Therefore, it is important that researchers are knowledgeable about how they can protect themselves from unethical abuses, which is why it is very important that all study participants are given an ethics form to sign. Such a form will enable the researcher to express consent from the participant in connection with the use of their personal experiences in the conducted research (41). As with any humanistic and interpretivist qualitative research that focuses on experiences known to participants, it was important to ensure that any personally identifiable information that could be associated with the participant was eliminated from the study. All information obtained as a result of the study is confidential, and each participant is guaranteed anonymity. Participant information was recorded and used solely for the purposes of this study, and recordings will be deleted and destroyed upon completion.

3.9 Limitations Of Study
Due to the limited number of words, time frame and the extremely extensive and complex nature of the research topic regarding the motivation of Hywel Dda employees, certain limitations of the study were noted, as the report is only a minimal indication of the problem. A more detailed examination of the topic would require surveying a larger number of NHS employees. A selection from the group Hywel Dda employees may not be entirely reliable when respondents may suppress their feelings and statements. There may also be a lack of sense of anonymity among respondents, which they will be assured. The survey was conducted only for the place and moment of the survey and not beyond it. However, the answers may concern the future feelings of the respondents or their past feelings. Sharing the survey on social media can be easily distributed to people who are not employees of Hywel Dda, which may also contribute to to falsify the results.

3.0 Methodology Overview
To summarise, in the methodology chapter, the Saunders Research Onion was used, which enabled the consideration and selection of appropriate research methods. Saunders Research Onion was developed specifically for the needs of business studies and social sciences. Quantitative research, in the form of a survey, will allow the analysis of a representative sample of the population. This is important because it will enable comparison of different behaviours of Hywel Dda employees, including what may limit their motivation to work with the principles of sustainable development.












CHAPTER 4 FINDINGS:

4.1. Introduction
The following section presents the basic research results. From the distribution of the questionnaire, answers to 18 questions were obtained. This was achieved by using a random sampling method, which received responses from Hywel Dda employees. The research was conducted in all departments of Hywel Dda. The sample of data is reliable and representative of the population, as it exceeded the required minimum number of 100 responses (Pearson et al. 2010).

4.2. Results
Question 1
[image: ]
26% of the surveyed people were aged 45-54. Right after this group, 21% were people aged between 35-44 and 20% were people over 55 years of age.
Question 2
[image: ]
As many as 64% of women took part in the study, which means they will be more representative over men. 8.5% of the surveyed people did not declare their gender.
Question 3
[image: ]
The majority of the surveyed people, as many as 66%, are employees of Prince Philip Hospital, therefore this research relates mainly to this hospital and conclusions can be drawn mainly about the situation in this facility.
Question 4
[image: ]
According to respondents, the most important thing at work is salary (35%) and atmosphere (32%). The third most important factor is development opportunities (28%).
Question 5
[image: ]
Properly assigned tasks and communication skills are the most common features of a team leader according to the respondents. A good conversation partner, solving problems and being fair are other important features a leader should have.
Question 6
[image: ]
The majority of respondents feel job satisfaction, as many as 53% of them, which is undoubtedly a positive feature for the Hywel Dda organisation.
Question 7
[image: ]
68% of the surveyed people said that they were motivated people.
Question 8
[image: ]
In terms of job satisfaction, the most important thing is a good relationship with co-workers. Immediately after that, the amount of salary, flexible working time or a permanent contract. Only 15% of respondents perceived the manager's role as contributing to their job satisfaction.
Question 9
[image: ]
Trust and support from team members are the most important thing in teamwork, followed by fair allocation of responsibilities.
Question 10
[image: ]
According to the respondents, lack of communication, conflicts in the team and inequality in the division of responsibilities are the biggest problems in teamwork.




Question 11
[image: ]
The most motivating thing at work is praise. The possibility of promotion is another situation that contributes to motivating employees, followed by remuneration.
Question 12
[image: ]
The surveyed Hywel Dda employees motivate themselves to work, or through friends or family. 26% of respondents do not need motivation to work. The manager ranks lowest in the motivation of Hywel Dda employees; only 18% of the surveyed people consider their manager to be a motivator.
Question 13
[image: ]
The effectiveness of the motivation system at Hywel Dda is considered to be average by 51% of employees, 27% of respondents believe it is high and only 10% say it is poor.
Question 14
[image: ]
35% of respondents declare that they sometimes ride a bike or walk to work, 24% say never, but as many as 27% do not have such an opportunity due to the distance separating them from their workplace.
Question 15.
[image: ]
46% of respondents believe that they are motivated to recycle at work. Despite this, as many as 25% are not.
Question 16
[image: ]
45% of respondents believe that they are motivated to save water and electricity at work.
Question 17
[image: ]
51% of surveyed people indicated that they were not motivated to reduce food waste.
Question 18
[image: ]
The surveyed Hywel Dda employees stated that 34% of them were not motivated to work with the principles of sustainable development, with the same number of people saying that they sometimes are, and only 29% believed that they were motivated to work with the principles of sustainable development.
4.3. Research Questions
1. Are Hywel Dda employees motivated to reduce waste?
46% of surveyed people stated that they are motivated to recycle and save electricity and water. However, the same number of surveyed people believe that they are not motivated to reduce food waste. Research shows that the greatest motivator for employees is themselves, or their family and friends.
2. How important is the manager's role in employee motivation?
The challenge for every manager is to find a way to create and maintain employee motivation. Managers should focus on reducing job dissatisfaction. They should provide appropriate working conditions, fair remuneration, conduct supervision and have good relationships with co-workers. They should use appropriate motivating factors such as achievement, recognition and responsibility. Employees may have inappropriate or insufficient motivation to work, which results from research. Among Hywel Dda employees, the manager is not emphasised as a person contributing to motivation, which may limit employees to work with the principles of sustainable development. In such a case, it is up to the manager's personal resources and internal motivation to identify the source of the problem and its optimal solution. The manager responds to the employee's needs.
3. How important is team motivation to achieve the set goals related to sustainable development at Hywel Dda?
Employees do not perceive themselves as motivated to work with the principles of sustainable development, or only sometimes, which should undoubtedly be subject to analysis by managers to make employees aware of the NHS's goal regarding sustainable development. Therefore, it can be concluded that the manager limits employees in motivating them to work with the principles of sustainable development.
4. Satisfaction and satisfaction with work as a motivation to work more effectively?
Most employees feel satisfied and satisfied with the work they do, which is undoubtedly a positive asset for the organisation. This is certainly influenced by remuneration and the possibility of promotion, which are important to the respondents. Lack of communication with superiors, unfair assignment of tasks, and conflicts within teams certainly limit employees' motivation. For the surveyed employees from Hywel Dda, recognition, praise and job satisfaction are very important.



CHAPTER 5 DISCUSSION:

5.1. Introduction 
More women than men participated in the study of Hywel Dda employees, and the average age of the respondents can be assumed to be 40 years. Most of the people surveyed are employees of Prince Philip Hospital, which contributes to drawing general conclusions about this facility. According to respondents, the most important thing at work is salary (35%) and atmosphere (32%), with development opportunities being third (28%). Properly assigned tasks and communication skills are the most important features that a good leader should have, according to the respondents. They should be a good conversation partner, participate in solving problems and treat employees fairly. The majority of respondents feel job satisfaction, as many as 53% of them, which is undoubtedly a positive feature for the Hywel Dda organisation. Hywel Dda employees consider themselves motivated people, as over 68% of respondents answered this question positively. Trust, fair remuneration, praise, possibility of promotion, flexible working hours and job satisfaction are the most important factors affecting the motivation of respondents. However, lack of communication in the team, conflicts, unfair assignment of tasks, or the manager's poor involvement in employee problems can certainly be perceived as demotivators among employees and limit them to work with the principles of sustainable development. Employees do not feel motivated to work with the principles of sustainable development, they are not motivated to reduce food waste in facilities, and the manager is not considered to be contributing to motivation in the team. Only sometimes, the majority of Hywel Dda employees feel motivated to recycle. They are motivated to save water and electricity, but the situation is worse when it comes to reducing food waste. Overall, 35% of the surveyed Hywel Dda employees said that they are not motivated to work with the principles of sustainable development, and the same number people said that they are sometimes motivated. In this respect, they may be limited by conflicts in the team, lack of support from their manager, low salaries, bad atmosphere at work or lack of praise from superiors, which are important for employees. Certainly, self-motivation or motivation from family and friends contributes to the motivation of employees to work with the principles of sustainable development. 

5.2. Recommendation
At Hywel Dda, the manager's role should be more prominent as a motivator to work with the principles of sustainable development as, according to many studies, the manager’s role is very important in the motivation process. Research shows that it is not the most important in motivating, therefore it should play a greater role in motivating employees. No motivations on the part of the manager, limit the motivation of employees to work with sustainable development. At Hywel Dda, awareness among employees about sustainable development should increase. They should be encouraged to use the option of cycling or walking to work, which will not only have a positive impact on their health but will also reduce environmental pollution resulting from car exhaust fumes.
In addition, greater commitment and motivation to reduce food waste is important. Hospitals should order smaller amounts of food, which should be adapted to the patient's needs to limit food waste, and unnecessary amounts of food could be given to homeless people.

5.3. Further Study
This research project provided an extensive overview of the benefits that can come from good team motivation. If Hywel Dda employees were more motivated by their managers to work with the principles of sustainable development, they would certainly achieve the intended NHS goal. Further research would be needed to assess the situation in other parts of the NHS. This study collected information on the age of respondents, but analysis of this data was beyond the scope of the project. Future research could compare the behaviours and opinions of staff in other NHS settings.













CHAPTER 6 CONCLUSION:

Summarising the conclusions from the literature review and empirical research as well as recommendations for future research, it can be stated that most of the known theories of motivation refer primarily to meeting the needs of employees. If an employee is satisfied with their job, appreciated, has the opportunity for promotion and is adequately remunerated, they follow the set goals of the organisation. A manager is helpful in this situation. However, research shows that the manager’s role at Hywel Dda does not encourage employees to motivate themselves. There are many common threads in empirical research related to the literature review and it can be safely said that the research results complement the literature review. However, differences can also be noticed, for example how important the manager’s role is in the literature review, which cannot be noticed as a result of empirical research. People usually motivate themselves to work, or through the support of family or friends. The set of motivational factors used in the company creates a system that affects the employee. Selecting appropriate motivational systems is not a simple task, the process is complex. There are many resources that can address employee needs, but they first need to be identified by the individual. The motivation system should take into account not only wage and non-wage measures, but also focus on the material and psychological aspects. Employee needs are constantly changing, and employees increasingly want to meet higher-level needs, not only the basic ones (Mazurkiewicz 2010).
To introduce a motivational system, first the needs of the employees need to be identified. The literature on the subject presents many studies related to the determination of motivational factors (Niemczyk, Niemczyk, Mądry 2009, p. 85). The list of factors that motivate action from the perspective of employees and managers seems particularly interesting (Bombiak 2010, p. 68). Effective motivation of employees in every organisation must be based on the use of various theories related to motivation. A system of employee needs should be tailored to the needs of a given organisation, built from the perspective of a given organisation and from the perspective of the employee. People in an organisation should be motivated by internal motivation, which involves the willingness to work and take great steps to achieve a set goal. There is no one universal recipe for achieving success through the prism of motivating employees. In order for organisations to survive, they must develop a motivation system.
In the approach to motivation in the works of McGregor, Maslow and others, researchers argue that the cooperative relationship model is a sophisticated way of manipulating employees. They indicated that employee motivation consists of several complex factors - not only the desire for satisfaction or financial benefits, but also the need for achievement and the importance of work. They argued that most people are motivated from above to do good work and that they do not automatically treat work as undesirable. They also argued that an employee can derive satisfaction from good work, but must be given appropriate scope of responsibility (18). According to the human resources model, managers should share responsibility for achieving organisational and individual goals, with each contributing to achieving them according to their interests and skills (19). Managers should therefore not induce employees to conform to their goals by bribing them with high wages, as in the traditional model, or by manipulating them with lenient treatment, as in the cooperative relations model. Making employees responsible for their own actions mobilises them and encourages them to act creatively just as much as it discourages them by holding them responsible for something over which they are no able to exert significant influence (20). The conducted research shows many situations that may limit the motivation of employees to work with sustainable development. The achievements of motivation theory can be used to create a system responsible for employee effectiveness. To conclude, the motivation system must be subject to periodic modifications in the organisation under the influence of the internal and external environment.
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What is your age group?

Cumulative
Frequency Percent Valid Percent Percent
Valid  18-24 19 16.1 16.1 16.1
25-34 19 16.1 16.1 322
35-44 25 21.2 21.2 534
45-54 3 26.3 26.3 79.7
55 and over 24 203 203 100.0

Total 118 100.0 100.0
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What is your gender?

Cumulative
Frequency  Percent  Valid Percent Percent
Valid  Female 76 64.4 64.4 64.4
Male 32 271 271 91.5
Prefer not to say 10 8.5 8.5 100.0
Total 118 100.0 100.0
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What is your workplace?

Cumulative
Frequency Percent  Valid Percent Percent

Valid  Ammanvalley 1 8 8 8

Ashgrove clinic 1 8 8 17

Base GGH but cover all 1 8 8 25

sites

Glangwili 22 18.6 18.6 21.2

Prince Philip 78 66.1 66.1 87.3

Withybush 15 127 127 100.0

Total 118 100.0 100.0
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What do you think is most important at work?

Cumulative
Frequency Percent  Valid Percent Percent

Valid 1 8 8 8

Atmosphere 38 322 322 331

being able to provide a 1 8 8 339

good service to our

patients within the

boundaries that are set, to

have a good team ethic that

promotes a good

atmosphere for both

patient, visitors and staffto

the site. ttients

Earnings a 347 347 68.6

Making sure my patients 1 8 8 69.5

getthe best care

Possibility of development 33 28.0 28.0 97.5

Supportive Team 1 8 8 98.3

team culture, team 1 8 8 99.2

motivation, psychological

safety, flexible working,

development opportunities

Wellbeing 1] 8 8 100.0

Total 118 100.0 100.0
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What should a good leader be like in your opinion?

Cumulative
Frequency Percent  Valid Percent Percent

Valid 1 8 8 8

A good conversation 16 13.6 136 144

partner | | |

All above 1 8 8 153

All of the above! 1 8 8 16.1

All of the above. 1 8 8 16.9

all the above 1] 8 8 17.8

Assigns tasks 28 237 237 415

appropriately

Can manage conflicts 14 119 1.9 534

Express their opinions 13 11.0 1.0 64.4

honestly

Is communicative 29 246 246 89.0

Objectively evaluates 9 7.6 7.6 96.6

completed tasks

supportive and encourages 1 8 8 97.5

progression | | |

supportive, empathetic, 1 8 8 98.3

considerate as well as

encompassing the above

Team work 1 8 8 99.2

To manage staff and to 1 8 8 100.0

advise | | |

Total 118 100.0 100.0
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Are you satisfied with your job?

Cumulative
Frequency  Percent  Valid Percent Percent
Valid  No 15 127 127 127
Sometimes 40 339 339 46.6
Yes 63 534 534 100.0
Total 118 100.0 100.0
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Are you a motivated person?

Cumulative
Frequency  Percent  Valid Percent Percent
Valid  No 8 6.8 6.8 6.8
Sometimes 29 246 246 314
Yes 81 68.6 68.6 100.0
Total 118 100.0 100.0
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What do you think has the greatest impact on your job satisfaction?

Cumulative
Frequency Percent  Valid Percent Percent

Valid 2 1.7 1.7 17

fair compensation, positive 1 8 8 25

work environment, sense

of achievement,

meaningful work, and

positive relationships with

colleagues and

management.

All of the above 1 8 8 34

all the above 1 -8 8 42

Flexible working time 19 16.1 16.1 203

Good relations with 29 246 246 449

colleagues

Good relations with 15 127 127 57.6

superiors

Permanent employment 18 153 153 729

contract

Possibility of promotion 1 93 913 822

Salary amount 20 16.9 16.9 99.2

The nature of my job 1 8 8 100.0

Total 118 100.0 100.0
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What is most important to you in teamwork?

Cumulative
Frequency Percent  Valid Percent Percent

Valid  All of the above 1 8 8 8

Clearly defined tasks 15 127 127 136

Co-operation 19 16.1 16.1 29.7

Faimess of the division of 24 203 203 50.0

responsibilities

No competition 10 85 8.5 58.5

Opportunity to learn from 13 1.0 11.0 69.5

others

Trust and support of team 36 305 305 100.0

members

Total 118 100.0 100.0
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What do you think is the biggest disadvantage of working in a team?

Cumulative
Frequency Percent  Valid Percent Percent

Valid  Competition 17 144 144 144

Conflicts within the team 33 28.0 28.0 424

Inequality in the division of 21 178 17.8 60.2

obligations

Lack of communication 1 8 8 61.0

between departments

Lack of communication 34 288 288 89.8

within the team

None 2 1.7 1.7 91.5

None of the above 1 8 8 924

Shared responsibility for 8 6.8 6.8 99.2

poor performance

There are no 1 8 8 100.0

disadvantages - Ateam is

whatyou make itl

Total 118 100.0 100.0
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Who motivates you most to work?

Cumulative
Frequency Percent Valid Percent Percent

Valid 5 42 42 42

Being treated fairly and with 1 8 8 5.1

dignity.

My team and the need to 1 8 8 5.9

provide a service to our

patients visitors and staff

Myself 1 8 8 6.8

Myself and pride in work 1 8 8 76

Patient feed back 1 8 8 8.5

Possibility of promotion 30 254 25.4 339

Praise 53 449 449 788

Remuneration 21 178 17.8 96.6

Seeing patients improve 1 8 8 97.5

and get better

Team work 1 8 8 98.3

The opportunity to achieve 1 8 8 99.2

and grow into greater

responsibility

To feel like i have 1 8 8 100.0

contributed to successful

outcomes for the

organisation

Total 118 100.0 100.0
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Who motivates you most at work?

Cumulative
Frequency Percent  Valid Percent Percent

Valid  Family and friends 27 229 229 229

| do not need motivation to 26 220 220 449

work

| motivate myself 43 36.4 36.4 81.4

My manager 22 18.6 18.6 100.0

Total 118 100.0 100.0
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How do you rate the effectiveness of the motivation
system in your workplace?

Cumulative
Frequency  Percent  Valid Percent Percent
Valid  Average 61 51.7 51.7 51.7
High 32 271 271 788
None 12 10.2 10.2 89.0
Poor 13 11.0 11.0 100.0
Total 118 100.0 100.0
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Are you motivated to walk or cycle to work?

Cumulative
Frequency  Percent  Valid Percent Percent

Valid | do notlive within walking 32 274 271 271

or cycling distance

Never 29 246 246 51.7

Often 16 136 136 65.3

Sometimes 4 347 347 100.0

Total 118 100.0 100.0
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Do you feel motivated to recycle at work?

Cumulative
Frequency Percent  Valid Percent Percent
Valid 2 1.7 1.7 1.7
No 29 246 246 26.3
Sometimes 33 28.0 28.0 542
Yes 54 458 458 100.0
Total 118 100.0 100.0
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Are you motivated to save water and electricity at work?

Cumulative
Frequency  Percent  Valid Percent Percent
Valid  No 42 356 356 356
Sometimes 23 19.5 195 55.1
Yes 53 449 449 100.0
Total 118 100.0 100.0
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Do you think Hywel Dda employees are motivated to
reduce food waste?

Cumulative
Frequency =~ Percent  Valid Percent Percent
Valid  No 60 508 50.8 50.8
Partially 30 254 254 76.3
Yes 28 237 237 100.0
Total 118 100.0 100.0
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Are Hywel Dda employees motivated to work with the
principles of sustainable development?

Cumulative
Frequency ~ Percent  Valid Percent Percent
Valid 2 1.7 1.7 1.7
No 4 347 347 36.4
Sometimes 41 347 347 71.2
Yes 34 2838 28.8 100.0

Total 118 100.0 100.0
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