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[bookmark: _Toc481690778]Abstract

Purpose of research – The main purpose of this study is to understand how Government austerity measures are impacting public sector employees work motivation. There is a very limited knowledge and literature specific to how the cuts are affecting behavior and which motivational methods are considered most valuable and essential, to maintain employees meeting this motivational needs during uncertain times.
Design/methodology/approach – The purpose has been followed by developing a research strategy that adopts the philosophy of interpretivism, exploring the assumptions using a qualitative paradigm. A total of 113 online questionnaires were answered and collected by public sector employees and 6 interviews were conducted by public sector managers who are experiencing the motivation al impacts. These two multi methods are chosen in order to enrich the quality and the fullness of the information collected from the research. The data collected were analysed using colour coding content analysis to strengthen the validity and consistency of the study. 
Findings – The results of the findings indicate public sector employees do not currently feel as though their organisations understand their motivational needs. Due to making cuts in certain methods which are impacting their health, security, self-esteem and commitment. Thus motivational levels are mixed ranged depending on individual employee characteristics. The main outcome is employees desire to be involved in the decision making of where and why cuts are being made and want their opinions to be acknowledged. Currently the findings are prevailing organisations are recognizing employees inputs are important but really listen, causing more de-motivation within the workplace.
Practical implications – The study provides a good foundation to public sector organizations within Swansea and Port Talbot to over overcoming future government austerity measure, while maintaining good employee motivation. It is done in-order to prevent organisations pushing employees further away from meeting their motivational needs, by not understanding their impacts. Thus creating damaging de-motivation and lose of irreplaceable knowledge and skills.
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Public sector – ps
Office of National Statistics- ONS
Swansea City Council- SCC
Neath Port Talbot Council- NPTC
Other Civil Service- OCS
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1. Chapter 1- Introduction 

1.1 [bookmark: _Toc481690782]Background of the Study

Government expenditure also known as spending is all government consumption, investment and transfer payments (Barro & Grilli, 2007). Although Lusinyan & Thornton (2012) agrees with this definition, they add Government final consumption expenditure in terms of national income accounting, classes it as acquisitions by Government of services and goods for current use to directly satisfy individual or collective needs of the community.
 In 1978, Friedman (1978), suggested that tax cuts would generate politically intolerable fiscal deficits, which would eventually cause spending cuts and later on even with strategies of rising taxes to reduce the fiscal deficits is likely to fail, due to additional revenues resulting in increases of Government expenditure. However, Romer & Romer (2009) argue that long term tax cuts are compensation of legislated and non-legislated tax increases, which occur over the next 7 years at a period of time. This imposes there is more underlying, to reasons of current Government expenditure cuts, than just tax cuts. Although this was once predicted, the problems that were to follow justify this may have been ignored and is now being proved right. For instance in 2009-10, the Government spent far more than earned in taxes, meaning it hit a budget deficit of £155b, which the UK has still not overcome (Lane, 2010). Adding to this, Theresa May in the 2016-2017 Autumn statement has vowed to cut corporation tax to a record low, putting Britain top place within the 20 biggest economies for having lowest corporation tax (Dominiczak & Hughes, 2016). Therefore, if Romer & Romer are correct ps cuts, could become worse by 2023-2024 due to further tax changes. Despite tax cuts, the biggest downfall for the beginning of harsh expenditure cuts, is the ‘Great Recession’ between, 2008-2013. This economic downfall occurred after 2007-2008 global credit crunch (Pettinger, 2016), Caused by U.S debts from housing and financial markets failure, which bankrupted the U.S., consequently forming knock on effects across the world (Thomas, 2011). This led to the UK having prolonged low/ negative growth and rising unemployment, contributing to even less money for government expenditure, as those unemployed, had less income to spend, leading to less tax being consumed by the Government (Pettinger, 2016). During this time the Government challenged ps to start demonstrating how they would start coping with 25-40% reductions, in-order to starting paying back its debts from borrowed money to cover their assets, although the National Health Service was told it would be protected (Lane, 2010). This provides reasons to confirm, why the UK’s public finances are in poor state, as of the knock on effects from America’s banks and combination of UK’s previous and future tax cuts over the years. Therefore, since the UK recession started in 2008 public spending has had big cuts made especially since 2010. George Osborne cited in McCann (2016), implies since 2010 ps spends have already been cut by 8.3% with a further 1% expected between 2016- 2020. The Treasury (2016), also stated UK current debt peaks at over 90% going into 2017-18, because of lower asset sales, higher borrowing and impacts from the Bank of England’s monetary policy operations. Meaning the Government has had to start making rational cut backs on ps organisations if this is to decrease, causing heavy impacts upon employee motivation through impacting ps resources.
1.2 [bookmark: _Toc481690783]Rational for the study

Since the UK recession started in 2008 public spending has had big cuts made especially since 2010. George Osborne cited in McCann (2016), implies that since 2010 ps spends have already been cut by 8.3% with a further 1% expected between 2016- 2020. Adding more chaos to the spending cuts, on the 23rd June 2016 UK publics decided to vote to leave the EU referendum leading to Brexit, this was a decision made by over half of 30 million people who voted (Jay et al, 2016). The UK is expected to be completely removed from the European Union by summer 2019, although depending upon if negotiations between the UK and Europe are met (Wheeler & Hunt, 2016). This has staggering impact on the ps not only financially but in employability terms. This has been indicated through a recent survey by CIPD, that 61% of people who took part, are now very pessimistic about their futures in the public sector and 33% admit brexit has made them feel very insecure about their job safety, while only 44% in the private sector feel like this (Scullin, 2016). Due to this latest research, it is important to see how the public sector are currently motivating their employees and is it enough for employees to feel involved by the organisation enough to overcome employees pessimistic future thoughts within organisations. Although these results are broad across the whole of the UK, this research is going to focus on a smaller scale of Swansea and Port Talbot Public Sectors to produce more accurate findings.
1.3 [bookmark: _Toc481690784]Research Question

The Study hopes to answer the following question:
Are public sector organisations able to motivate employees in Swansea and Port Talbot with turbulent Government austerity measures?
1.4 [bookmark: _Toc481690785]Aims and Objectives

The aim of this study is to find out what the public sector organisations are doing to motivate their employees in Swansea and Port Talbot since the austerity measures and are there possible realistic future improvements that can be made. To achieve this aim the following objectives will be conducted:
I. Critically analyse reasons for why Government spending cuts are affecting motivation within the public sector.

II. Assess and analyse the current levels of motivation within the public sector in Swansea and Port Talbot after austerity measures, through theoretical motivational methods.

III. Interpret public sector management opinions in terms of currently used motivation methods.

IV. Recommendations of how motivation could be improved within the public sector, reflecting further future Government spending cuts occurring.

These objectives set by the researcher contribute to the existing literature about motivation within the public sector being affected by Government austerity measures.

In order to create a more organized approach to the study, the researcher has divided this paper into chapters chronologically. The researcher has started with researching and writing the literature review in chapter 2. Chapter 2 consists of a summary of the theories and concepts relating to the research study. It provides a better understanding of where and how Government austerity measures are impacting motivational methods causing knock on effects onto public sector employees and at the same time gives the researcher a perspective on how to tackle the questions and the main objectives of this study. Chapter 3, which is the methodology, describes the research design as well as how the research is undertaken using a chosen philosophy, techniques and procedures appropriate for the study. Chapter 4 discusses themes and ideas identified by the results collected from using the chosen methods. Chapter 5 first reviews findings from analyses of data collected, in connection with the current literature. Second concludes the whole study and talks about the study’s implications, future research and recommendations.























2. [bookmark: _Toc481690786]Chapter 2- Literature Review
 In this chapter the researcher will critically analyse secondary evidence, using as up to date resources as possible. It will define definitions and explore explanatory literature provided for the topic in question and working through the first objective; to critically analyse reasons for why Government spending cuts are affecting motivation within the ps. It will be done via breakdown of examining vital components, such as why the Government cuts began, what motivation is, who the ps are, whilst identifying where areas of the cuts are affecting employee’s behaviour towards work, ending with exploring methods of Intrinsic and Extrinsic motivational factors the ps can use or are possibly using. This will help to create a consensus of questions for future research methodologies for the project and ensure the researcher, develops sources that are similar in terms of the philosophies and interpretation of these definitions to source reliability. 

2.1 [bookmark: _Toc465880494][bookmark: _Toc481690787]Motivation
Motivation can be defined as the strength and direction of behaviour, along with the factors that influence a person to act in a certain way (Armstrong, 2012). It can also be referred to, the effort or energy an individual employee puts into an activity (Locke & Latham, 2004). However, Hutchinson (2013) argues it is not that simple and that motivation comes from inside a person, as it is the action and force that influences a person’s choice of action. Thus, it is important to recognise it is not just down to managers and organisations to motivate people but a combination that people must drive themselves as well. In 2010 it was identified organisations are now required to perform more sophisticated task’s, meaning employee’s need to be more innovative and technologically updated to survive through global changes (Guha, 2010). It is the motivated employees who embrace these maximum benefits to organisations. Therefore, ps organisations should be providing environments which provide maximum motivation to its workforce. Especially now, whilst ps employees who are already prevailing signs of feeling insecure about their jobs and their uncertainty of what the consequences of Brexit, are going to have on their organisation and future prospects for the younger generations (Scullin, 2016). It now seems as though motivation of employee’s could be key for ps organisations overcoming Government expenditure.

2.1.1 [bookmark: _Toc481690788]How can motivation be measured
Measuring motivation of employees is a very complex process for all organisations as it is dealing with motivational levels and behavioural changes. This cannot be done through inputting figures into online calculations or using statistics (Wallis, 2006). It is a quantitative method which needs tools such as surveys and questionnaires directed to the employees. However, these can only estimate employees’ motivation (Green, 2017). Although, these could be done through face-to-face interviews, people are not confident to admit the truth on how they feel, thus, it is better to conduct them through the post or online, with making sure the employer is informing the employees exactly why it is being done. By knowing their employer cares about their health and wellbeing in the organisation would make them more likely to be satisfied, loyal and motivated at work (Lowe, 2016). In-order to measure motivation effectively the following steps adapted from Toure-Tillery & Fishbach (2014) in table1 should be followed:





[bookmark: _Toc481690455]Table 1-Method of measuring motivation
[image: ]
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Source: - Authors own creation
During step 1 ps organisation should have considered and selected one or more of the following measurement tools of motivation, depending on which best suits the aim of data collection and analysis they are looking for.

[bookmark: _Toc481690456]Table 2-Motivation measurement tools
[image: ]

[image: ]
Source: - Authors own creation
Overall, it is important to remember throughout this dissertation there is no actual scale of specific high or low motivation for individual employees, but rather based on estimates and comparisons of previous data, due to employees having so many individual needs which affect their behaviours. 
This leads onto an important tool of motivation being Maslow’s hierarchy of needs, which provides bases for organisations to help individuals and understand their behaviours within the workplace.
2.1.2 [bookmark: _Toc481690789]Maslow’s Hierarchy of Needs
Maslow’s hierarchy of needs is a five step pyramid model illustrated in Figure 1 below. Designed in 1943 by Maslow, with the understanding influence that people always want more then what they already have. Due to this he suggests human needs are arranged in a series of levels of hierarchy of importance (Mullins, 2010). 
[bookmark: _Toc481690450]Figure 1-Maslows Hierarchy of Needs model

[image: ]
Source: (Kremer & Hammond, 2013)
Whilst modern research has developed other motivational tools such as Two factor theory, Alderfer’s ERG, Self-determination theory or Temporal motivation theory, they have only ever lasted short-term, while Maslow 70 years later is still classed as the best and easiest motivational tool for managers within business to use, for understanding why employees may not be highly motivated or are lacking motivation (Tanner, 2017). However, following the model organisations within the ps cannot meet all the demands of needs for each individual employee on all levels, people need to accomplish many themselves and for some people, this order of levels does not always work (Kremer & Hammond, 2013). So it does need to be kept flexible and agile in the way it is used within any of the businesses. It is proven when employee’s needs are met, motivation develops along the process. Below is an adapted table, explaining how ps employee’s needs should adequately be satisfied or supported based on theory from Mullins (2010) and Tanner (2017) within the workplace. 
[bookmark: _Toc481690457]Table 3-Examples of how employees needs should be satisfied or supported
[image: ]
Source: - Authors own creation
Although psychologists in the past have tried to find methods of measuring the Maslow’s pyramid they have not been successful (Lester, 2013). This has caused negative impacts upon the model. However it has been found through a number of studies, the low-order needs are just as important as the higher-order needs (Allen, 2016). This is likely due to the fact each individuals needs are different and the model adapts to an order which suits them to become truly motivated.
2.2 [bookmark: _Toc481690790]Public sector  
A ps organisation is created by the Government and deemed as a not for profit business, as they do not have profit as their main aim (Mutiganda et al, 2013). The main aim of these organisations is to provide a service to and the wellbeing of the community (Mullins, 2010). Therefore, organisations within the ps include NHS, local councils, education, emergency services, law enforcements, social services, armed forces and waste management, which all provide essential services (Leatherbarrow et al, 2010). Around a decade ago a job in the ps was highly sort over as it was a job for life with good pension, great maternity leave, opportunities to progress and an incremental pay rise every year (Creasey, 2015). But now due to these organisations relying heavily upon government money and decision making it is these who are affected most by Government cuts and changes meaning employees are not so fortunate anymore. Brambini (2016) confirms that the biggest risk to the public sector is the security of Government and EU funding and with the current public spending cuts enforced previously and now post Brexit, has put local authorities and Government departments under pressure further, with public spending fallen by 4% since 2010. With a further saving of 3.5 billion wanted from public spending by 2019-2020 (Foster, 2016). 
Over time ps has been spending far more than what has been earned meaning they have had to borrow significant amounts (Munro, 2016).  Figure 3 below, indicates the current budget cuts are making a difference to balancing out their debt. However the latest debt figures reported to the European Commission stands at £1,651.9 billion, which is £49.9 billion more than in 2015 (Pennington, 2016). This is an indication to why cuts are being pushed further in the public sector.
[bookmark: _Toc481690451]Figure 2- Public Sector borrowing
[image: ]
Source: - (Munro, 2016)
Having debt still climbing means further catastrophic cuts in ps. This is going to have further impacts across people’s lives working in the public sector. General Secretary Mark Serwotka of the Public and Commercial Services cited in (Foster, 2016) spoke out recently that further cut to ps departments will be devastating due to there already being tens of thousands of jobs under threat and hundreds of offices earmarked for closure, which will hit vital services from tax collection to our justice system. This will lead Britain closer to another Great Recession. 
All of the above mentioned, is affecting the individual employee, and especially knocking their motivation to come to work and to work to their best. The DVLA’s chief executive Oliver Morley cited in CSW (2016) truly believes the hardest challenge of 2017 will be keeping employees motivated, after speaking to people on the ground about competitive pay and learning how continued 1% pay rises are affecting them. This is just 1 reason to why motivation is lacking within ps, further reasons are to be explored in detail, starting with employability rates and how it is affecting motivation.  As a reminder motivation is the strength and direction of behaviour and the factors that influence a person to act in a certain way (Armstrong, 2012).

2.2.1 [bookmark: _Toc481690791]Employment Rates

Employment rates indicate the number of people in employment as a quantity of the population (Clegg, 2016). While employment means an agreement between an employer and employee that the employee will conduct certain services on the job, the agreement can be in the form of a formal official contract, email, verbal or letter  (Heathfield, 2017).
It is the employee’s attitudes which influence their behaviour towards work; these are most recognised as job satisfaction and organisational commitment (Hutchinson, 2013). These are deemed as traits of motivation. However Scullin (2016), suggests that people in the public and voluntary sectors currently showing signs of less security within their roles, it is clear motivation of employees is being affected as the safety and psychological needs are not being met because of this factor.
According to Leaker (2016), budget cuts have already impacted employability with the Current Office for National Statistics announcing, since March 2016 ps employability rates over the UK has decreased by 13,000 taking the level to lowest point since 1999, the adapted figure 3 below illustrates.
[bookmark: _Toc481690452]Figure 3-Public Sector employment 

[image: ]
Source: (Leaker, 2016)
From 2008 above, the austerity measures have caused impacts on employment in the ps, such as redundancies. The levels are still continuing to fall and are mostly likely to fall more, when the 1% extra cut takes place. Therefore, this information justifies possible reasons why ps employees feel so pessimistic about their futures and de-motivated. Referring to Maslow, level 2 is not even being met. Hence employees are not committed to work to their best abilities. 
This chart also clarifies a prediction made in 2011 by the OBR that by 2017, there would be around 700,000 public sector jobs lost due to further budget cuts between 2015/16-2016/17 (Holehouse, 2011).  The prediction became true with higher damaging figures of approximately 900,000. Following these employment figures there are serious concerns whether the UK could hit another recession, following Brexit being activated. Due to further unemployment dropped by 5% since June and the fall of the GDP, however it is not yet known if these drops will be enough to dip the economy (McRae, 2016). Thus, good motivation of employees could contribute to stabilising unemployment, as many will not feel the need to leave their jobs or jump ship to the private sector. The current rate of people turning to self-employed accelerated rapidly since 2008 and in the last 8 years has grown the same amount it did during 30 years, with it now being 16% of employment (Lynn, 2016). There are predictions with the decreasing size of the ps, self-employed may eventually overtake it, if the cuts stay in place (Wales & Amankwah, 2016).  As a chance to avoid people leaving the ps and this prediction happening, the Government have introduced the taper rate that applies in universal credit from 65% to 63%, which means working families are able to keep more of the money they earn (Treasury H. , 2016). This is classed as a method of motivation for working families; due to them being able to keep more money each month and an incentive towards people feeling happier about being more financially comfortable and working is worthwhile, making it a psychological need.

2.2.2 [bookmark: _Toc481690792]Absenteeism’s/ Sick levels in the Public Sector

Absenteeism levels are a problem in private and public sector. However, it has been proven by the ONS, employees in the ps are 24% more likely to take sick days  (Toma, 2015). On average a ps employees takes 8.3 days sick per year (Faragher, 2016). David Smith cited in Gray (2012), a HR director suggests absence is a key indicator of employee’s engagement and wellbeing which is linked to peoples behaviours towards motivation. For instance the current levels of absence across the whole of the UK are broken down into sectors below in figure4. 
[bookmark: _Toc481690453]Figure 4-Average number of days lost per employee per year, by sector
[image: ]
Source: (CIPD, 2016)
Between 2014-15 on figure4 both private and public sectors spiked back to their highest amount of average days taken sick since 2011, triggered by the recession. However, the private sector has managed to significantly improve, while Public has hardly changed. Likeliness is further staff shortages, from people leaving/ redundancies and posts unfilled. Therefore, ps employees have to cover work for more than one post, causing workers to reach breaking points/ increased stress/ feeling demoralised and no life balance because of endless rationing, cuts, performance indicators and inspections (Prentis, 2016). A current example pointed out by Dr Robin Roop vice president of Royal College of Emergency Medicine in Wales cited in Crichton-Smith (2017), suggests NHS staff are struggling to cope with these intense demands stimulated by being overstretched and under-resourced, and stating they cannot provide their best care and treatment due to these reasons. This example portrays frustration and de-motivation and contributes to increased absence in the public sector and indicates now, employee’s social needs are no longer being met, causing further impacts upon psychological needs. To support this outcome CIPD recently done a survey with ps organisations and their statistics suggested stress, musculoskeletal injuries and ill mental health are the highest reasons for long-term sick, while minor illnesses are the causes of short-term sickness  (CIPD, 2016). Evans (2016), agrees with CIPD outcomes but through another survey, a further finding is that Winter is the worst for absence, especially the January- February. Being the busiest time for ps workers with higher demands through infrastructure and care and health services, it causes stress which affects people’s immune systems leaving them susceptible to picking up seasonal illnesses. This has become more of an issue following six years of austerity driven cuts. Alternatively, compared to 10 years ago the ps has made some progression of improvement, as the median of working time lost was back then 4.4% but in 2016, 3.7%. This indicates organisations are starting to manage their sickness rates more proactively (Faragher, 2016). Implying, the employee’s psychological needs and work environments are possibly being re-looked at by organisations.
2.2.3 [bookmark: _Toc481690793]Overtime

In 2014, it was stated overtime in the UK has become a fact of life for one in four employees, who are clocking up to 7 hours extra on top of their contracted work hours (Tovey, 2014). However, not all organisations pay overtime, leading to job dissatisfaction. For example, in a survey of United Members of the NHS during 2015, 43% of members stated they frequently/ always work overtime and admit all the hours are unpaid (McClusky, 2015). 
Overtime is now to the point employees feel as though they cannot take their annual leave, which each employee is entitled to 28 days including bank holidays per year, due to fear of redundancy, financial necessity or job insecurity (Stacy, 2016). Although, this is happening across the work sectors, ps workers are more likely to work unpaid overtime compared to the private sector, with one in four averaging an extra working day, in 2014 the ps unpaid overtime totalled £11.6 billion (McClusky, 2015). The table4 below is built using information from Telegraph (2016), indicates just how bad overtime in specific jobs is in the ps.
[bookmark: _Toc481690458]Table 4-Average un-paid overtime in public sector job roles
[image: ]
Source: - Authors own creation

 Although, recently the Government are querying the gender pay gap as it is believed men work more overtime then women  (Watson & Bonino, 2016). However Karp (2016), argues women working full-time still on average earn £22,000 less than men, apart from in education or public administration, where pay is far more equal. Again table4 justifies these two areas have the most overtime. Meaning women are contributing just as much as men, especially now as average of employment women is 70% and men79.3% proving the gender gap in now getting smaller (Clegg, 2017). Suggesting when organisations offer the same gender pay and rewards, motivation within both are greater, making them more committed to their roles, leading to esteems needs being met. 
Conversely, a recent survey by Roper (2016), 63% of 18-26 years have admitted to faking the amount of their workloads by staying late at work, as they believe it can improve career progression and bosses favour determined people. This reason is due to the Government performing so poorly, fear of job uncertainty and the efforts being made to help people work flexibly. Having these people being generation z (Table5 explains) and the future knowledge pools of organisation in the ps, it is important these mind sets of fear are changed before millennial follow suit. Therefore, the Government have picked up on this and are concerned it could have future significant effects on recruitment practices, remuneration policies, employee relations, talent retention and brand reputations (Waterfield, 2016). Within making these changes, thoughts upon how to help employees meet the Hierarchy of Needs should be considered and adapted, in-order to reach the highest competencies and commitment of employees.
[bookmark: _Toc481690459]Table 5- Explanation of who the different work generations are
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2.2.4 [bookmark: _Toc481690794]Training and Development

Investment into training and development during recession has been proven in the past as an important retention and reward mechanism, which increases employee’s commitment to the future (Rao, 2009). This is due to reasons behind fear; people know that they need to learn new skills, in order to adapt and remain competitive in the workplace (Scullin, 2016). However, also during harsh cuts many organisations in the ps take measures to bring down budget allocation for training and development, perceiving they are nonessential during challenging times (Lieber, 2009 A). Meaning many employees are missing out on meeting their basic needs, leaving them de-motivated. This is already starting to happen in England. For example, the National Health board have now cut midwifery development/ training significantly across the West and South of England, due to workforce development funding from the national level of HEE’s board being reduced by 49.1%. At the moment there are no concerns about the cuts by HEE board (Greatbatch, 2016). However, just because there are no concerns from them does not mean employees are feeling the same. Midwives are not able to reach their highest competencies, when so many are left with less training, thus the more senior midwives are going to have to teach the less competent, producing more work and stress therefore, less motivation. 
Thus, Welsh ps need to recognise employees are engaged with their training and development needs and it is needed to future-proof the workforce. Therefore, it is vital with uncertainty around Brexit not to cut back on training and development, for the benefit of employees and the organisation itself (Scullin, 2016). Although this area is common to cut back to save costs in the short run, it cannot be justified in the long run (Lieber, 2009 A) (Rao, 2009). Conversely, there is evidence that desperate businesses of the ps are acknowledging the importance of training to their staff. For example Russell (2016) states NHS Wales, DVLA, Welsh Government, ONS and police have come together to develop a Welsh training scheme, in-order to develop the next generation of employees. Only once implemented will the ps know if it benefits the workforce and if it will be enough to meet the needs of employees, which substantially contributes to motivation.

2.3 [bookmark: _Toc481690795]Intrinsic Motivation vs. Extrinsic Motivation

Having identified so many affects from the Government expenditure upon motivation of employees, it is now important to look at methods to how stronger motivation could be met, on the organisations behalf to help employees achieve their motivational needs. There are two main types of motivation within the work place being extrinsic and intrinsic motivation (Hutchinson, 2013). Extrinsic motivation communicates the drive to perform behaviour to achieve specific external goals/rewards, whilst intrinsic relates to employees partaking in an activity for some sort of internal satisfaction for example pride, challenge or enjoyment (Deci & Ryan, 1985). Thus, both channels of motivation are important for employees but it is believed ps employees are motivated more by intrinsic factors rather than extrinsic motivators (Sung Min & Word, 2012). With statistical figures of employment decreasing and already 8.3% in pc cuts, this is going to have big influential impacts upon how both extrinsic and intrinsic motivation is delivered and developed. Zhao et al, (2016) advices many studies have proven in the past extrinsic and intrinsic motivators can affect knowledge sharing depending on different frameworks and circumstances. Therefore, they could impact situation currently occurring or occurred in the pc since Government expenditure cuts began. Table6 below summarises advantages and disadvantages of both.

[bookmark: _Toc481690460]Table 6-Advantages/Disadvantages of Intrinsic/Extrinsic Motivation

[image: ][image: ]Source:  Authors own creation
From the identification of advantages and disadvantages, justifies they both have a big impact on employees within the ps. Therefore, below are more in-depth sections on their particular methods and how they work within the ps organisations.   
2.3.1 [bookmark: _Toc481690796]Intrinsic Motivation

Intrinsic motivation comes from the expectations of intrinsic or psychological rewards seen as benefits which come from within the individual, such as feeling of self-esteem, respect, achievement and recognition and often come from the nature of work itself (Hutchinson, 2013). Engagement and Communication are the intrinsic tools looked at next.
2.3.1.1 [bookmark: _Toc465880495][bookmark: _Toc481690797]Engagement 

Following the issue of employees feeling negative about employment in the public sector, it is believed people live better and work better when they are engaged (Robbinson & Gifford, 2014). Therefore, employee engagement is commonly defined as the emotional and intellectual commitment to an organisation, although there are many other definitions often used (Ünal & Turgut, 2015). Gray (2015, p. 1), elaborates that employee engagement  ‘is about having motivated staff who understand and are committed to their organisation’s goals and, importantly, work in an environment that allows them to flourish and perform at their best’. However, it is important to keep clear measurements of employee engagement and cross compare it against previous years or other organisations in-order to keep aware of how the employees are performing, feeling and clear understanding of communication (Byrne et al, 2016). This is essential for pc organisations now during Brexit as they have been asked by Government to be open in decisions being made, where cuts are needed and how changes are going to happen (Elliott, 2016). 
Before, engagement was simple for the ps of providing low to middle range salaries backed up with good incentives and benefits (Pritchard, 2008). However, now generations of employees have changed and are looking for more. 
Now engagement is when employees are committed to their work, the organization and motivated to achieve high levels of performance (Armstrong, 2012).  Meaning ps employees feeling valued are going the extra mile and having passion for their work (CIPD, 2015). However ps also need to reflect employee ‘Involvement’ as well, which is creating an environment where people have an input on decisions and actions affecting their jobs (Heathfield, 2015). It increases engagement and higher performance at work through direct employee and management communication and information sharing (Henderson, 2010). Ps consider the advantages and disadvantages of both and how they contribute to adding value to motivation. These are summarised in table7 below. 
[bookmark: _Toc481690461][image: ]Table 7- Summaries of Engagement and Motivation
[image: ][image: ]
Source: Authors own creation
Although as identified by the table engagement and involvement are very different but both contribute to the overall social, human and intellectual capital which creates value for both employees and organisation. However, ps organisations need to be careful when using involvement to support engagement to prevent knock on effects and make sure their methods for both are continuously meeting the organisations set values and goals throughout, which will then lead to high performance, high commitment of employees and then motivation (Sime, 2009). 

2.3.1.2 [bookmark: _Toc481690798]Communication strategies

Communication is concerned with exchanging of information and ideas within an organisation before and after decision-making (ACAS, 2005). Communication has been proven to be an effective component, when a major crisis impacts an organisation, since before 1988 (Pincus & Acharya, 1988). For example, now during uncertain times of Brexit and how it is going to affect the ps with further future Government cuts and employment laws. Organisations in the public and voluntary sectors have been advised they must keep communication channels open, to reassure employees (Scullin, 2016). Bidya (2009) explains through having open communication channels it emphasises honesty and trust between organisations and employees. The ps individual businesses should communicate with employee’s direction, uncertainties, restructures and proposed changes clearly as it will reduce stress and anxiety for employees  (Robertson, 2017). Possibilities of these channels can be seen in the adapted table8 from Armstrong & Taylor (2017):-
[bookmark: _Toc481690462]Table 8- Communication channels
[image: ]
Source: -Authors own creation
 
As identified face-to-face is the best way to reach employees, rather than indirect online sources, combined with bottom up voiced opinions in-order to ensure the information being distributed is meaningful and relevant to what employees want and need to know (Kataria et al, 2013). Thus, this links back to the Maslow’s needs for meeting employee’s social needs. By keeping employees engaged and involved with operational matters, it stops employees feeling outsiders and as though they do not belong within the business, exposing stress and anxiety of their future presence of work (Tanner, 2017). Therefore, by enabling employees to have a voice within the organisation becomes an intrinsic motivator, as they are then feeling the organisation values their contribution, gone are the day where employees want unions and others to voice their opinions and ideas (Ganjali & Rezaee, 2016). Letting employees have a ‘voice’ should be a core element of planning communication strategy’s within the ps, this in itself will push intrinsic motivation and creativity within individuals.
2.3.2 [bookmark: _Toc481690799]Extrinsic Motivation 

Extrinsic motivation occurs when things are done to or for people to motivate them, these include incentives, pay rises, praise or promotion and punishments such as disciplinary action (Armstrong, 2012). According to Berumen et al, (2016), extrinsic rewards improve the performance of an activity in the absence of intrinsic motivation. Types of rewards and job security are extrinsic tools looked at next.
2.3.2.1 [bookmark: _Toc481690800]Rewards

Rewards are important factors in the process of attracting, retaining and engaging employees (CIPD, 2016). Herzberg (1962) implies rewards are the subject out comes of lower level needs and without them employees naturally become de-motivated. Rewards are also central to employment relationships, as many employees work because it is their own source of money, which is what they need to keep a family and home, thus their essential needs of motivation (Torrington et al, 2009). Rewards were once thought of as pay cheques but now compass the overall value proposition which an employer can offer an employee (Gross & Friedman, 2004). CIPD (2016) states rewards cover all financial provisions made to employees, while the term total reward covers all non-paid benefits. Research now recognises ps organisations need to look past paid rewards as they only last short-term, and look for long-term non-paid rewards especially with future further cut backs (Galetic et al, 2016). Examples and explanations of how common rewards and non-rewards can work within public sector organisations are identified in the two tables9 and 10 below.
[bookmark: _Toc481690463]Table 9- Paid Rewards
[image: ]
Source: - Authors own creation


[bookmark: _Toc481690464]Table 10- Non-paid Rewards
[image: ]
Source: - Authors own creation
Thus, given if the ps are looking at long-term reward systems identified above, whilst looking after their short-term rewards, this should see medium-high motivation and commitment from employees, even during current and future hard business challenges. However, Torrington et al (2009), explain if reward management is unattractive, ps will find it harder to recruit, retain valuable people and easily demotivate current employees.

2.3.2.2 [bookmark: _Toc481690801]Job Security 

Job security is a crucial element for all workers regardless of which sector they work in. This occurs when employees have a job they like. It is good to know it offers stability and security in addition to a decent wage (Strauss, 2017). However in the ps, job security has not been its strength since 2013, when announcements of 1 million jobs were to be lost by early 2018 (Lynch, 2013). Being so close to 2018 now and so many jobs already lost, this is likely a big cause for de-motivation. A previous study has shown generation Z and X (P.21) would prefer to have job security over high salaries (Fino, 2017). This is due to starting work were salaries were less or already cut, therefore they are used to living on enough to cover their needs. Thus, this reflects back to Maslow, were employees who are on the lower levels needs are very concerned with physiological needs, of security being a secure job, steady income and safe work environment (Tanner, 2017). Employee’s confidence is severely hit in uncertain times and lack of job security; it is here that things begin to veer off track. Such as they stretch themselves and take on to much responsibility, leading to previously mentioned high overtime, which leads to stress then absenteeism (Cohen, 2016) . Therefore, people who take on too much in hope of job security end up burning themselves out and it becomes harmful and professionally destabilising. Given that generation Z are the new talent pool of human capital for the ps, they should be concentrating on getting the best motivation out of them and since they value most job security and training and development, these should be heavily incorporated into their motivation frameworks (Evans, 2016). 


Through producing an extensive literature review, it is clear to see Government expenditure is having knock on effects on employees and their levels of motivation through studying employment rates, absenteeism, overtime and training and development. There is also a clear gap ravelled through employees’ characteristics such as age/ generation, home lifestyle and job roles, which impact certain employees motivational needs in the ps across Britain. Thus, they are not able to be motivated to their full potential. Through in-depth research of engagement, involvement, communication, rewards and job security it is evident these are core methods to help employees regardless of their characteristics to meet their basic and psychological motivational needs. All these identified factors will be carried forward and form the structure basis of the remaining dissertation. Therefore this leads onto chapter 3. 






















Chapter 3 
3. [bookmark: _Toc481690802]Methodology
This chapter reviews the incentive to undertake this research. The reasons for selecting the interpretative research paradigm are explained along with the approach, methods and design to collect data with use of the Research Onion. The investigative tools of public sector organisation management interviews and employees questionnaires to form the findings of austerity government impacts on motivation are also discussed. 

3.1 [bookmark: _Toc481690803]Research Purpose
Throughout the secondary research, it was clear to identify most previous research by CIPD, ONS and other various researchers have used online surveys across the whole of Britain. To target either Government austerity measures impacting the public sectors employment, absence, overtime or further development as individual categories, however, not specifically linked to motivation. Thus, the inspiration of this primary research is to provide data, which reflects up-to date measures of current Government austerity measures impacting public sector motivation. Drawing the four categories previously mentioned together in the overall findings, deeply illustrating how together they critically impact motivation upon employees, across public sectors within Swansea and Port Talbot. Swansea and Port Talbot have been chosen as the core geographical areas, as the researcher is currently working within the public sector and studying an MBA at UWTSD. Therefore, personal experiences are known to have occurred within topics and issues highlighted within the paper around the geographical areas and this provides easier access for data collection.

3.1 [bookmark: _Toc481690804]Aim and objectives
The aim of this study is to find out what the public sector organisations are doing to motivate their employees, in Swansea and Port Talbot. Since the austerity measures and are there possible realistic future improvements that can be made. To achieve this aim the following objectives will be conducted:
I. Critically analyse reasons for why government spending cuts are affecting motivation within the public sector.

II. Assess and analyse the current levels of motivation within the public sector in Swansea and Port Talbot after austerity measures, through theoretical motivational methods.

III. Interpret public sector management opinions in terms of currently used motivation methods.

IV. Recommendations of how motivation could be improved within the public sector, reflecting further future Government spending cuts occurring

3.2 [bookmark: _Toc481690805]Research Philosophy
Before the research is constructed, a research philosophy needed to be decided. The method adopted contains the important assumptions about the way the researcher sees the world (Saunders & Lewis, 2012). For the purpose of this study, the researcher firstly used the summarised comparison of research viewpoints in social sciences research by (Paulinus & Eaton, 2013), identified in table 11 below, to analyse which suits best.

[bookmark: _Toc481690465][image: ] Table 11-Analysis of philosophies

Source: (Paulinus & Eaton, 2013)
Through reflecting which methods suit the purpse of the rational, aim and objective it is clear the interperative method along side qualitative data complies best. The reasons why are detailed in the next framwork. 

3.2.1 [bookmark: _Toc481690806]Research Onion
The researcher has chosen the research onion by Saunders & Tosey (2013), as the primarily tool to follow for this particular research. By working outside in, a research design framework has been produced, to make sure the data collected relates to the research aim and objectives being the prime focus (Matthews & Ross, 2010). The following path highlighted by circles in Figure 5, has been chosen for the following reasons. 

[bookmark: _Toc481690454]Figure 5
[image: ]
Source: (Saunders & Tosey, 2013)
Interpretivism will be used, as it enables the business approach to be incorporated, via the researcher conducting research among public sector employees and managers rather than objects with understanding on personal levels, being from the public sector environment (Brand, 2009). To use the approach the researcher must adopt an empathetic stance, in-order to relate to how the employees and managers in the questionnaire and interviews are being affected by the current Government austerity measures, as in their level of positions/ job roles and point of views will all be different depending on, if they are having to deliver motivational tools or use the motivational tools (Saunders et al, 2016). This is critically important as different levels of authority have different drives, needs, stress and therefore, different motivational assets. Through, choosing Interpretivism, the researcher now has the freedom of a philosophical approach, where the collection of data, reflects the researchers’ personal objectives and values of the study. 
An inductive approach will also be used within Interpretivism. The reason being it allows findings to emerge from frequent and dominant themes inherited in the raw data (Plessis & Gulwa, 2016). This takes away restraints from structured methodologies, allowing the findings to take into account, all the employees or managers different thoughts, lifestyles and motivational requirements. It is these ranges of opinions on current motivational methods, which will be matched to already exciting theories or statistic facts of the public sector identified by the literature review, but remembering these overall findings of categories mentioned in the beginning have not previously been done overall together (Saunders et al, 2007).
The multi- methods approach has been selected, due to it will provide deeper evidence of qualitative data though the forms of two survey methods (Saunders et al, 2016). However, a methodology triangulation will be used to overcome bias and sterility of not using a single-method approach. (Mayers, 2009). Thus, it is people’s opinions that are needed rather than figures but the percentages will be used to build, overall pictures and arguments during the analysis of findings. Through multi-methods and triangulation, the research can be compared and contracted for relevant information from the questionnaires and interviews data to produce more convincing findings wanted for this research (Gill & Johnson, 2010). 
Survey is the selected framework for research, as these are the most commonly known methods for qualitative data resources (Housden, 2008). Qualitative data is needed for this research. As the researcher seeks to gain data on employees and manager’s opinions, feelings and work environment behaviours, which all relate back to motivation and the impact austerity measures are having on the individuals. Survey will be distributed through online questionnaires to public sector employees and face-to-face interviews to the managers. Further detail is provided later in the chapter.
This research will use a cross sectional approach of gathering data, as the researcher only requires opinions of employees and managers at a current period of time being winter 2017. Thus this provides a snapshot of time, which is more suitable to the aims and objectives, as they want to know, how the implications of Government austerity measures are currently employee’s motivation are being affected (Saunders et al, 2007). This could be seen as a limitation, as it is only one particular time snapshot, however it is a current snapshot which is what the researcher is looking for. Through using this method a relationship between more than one case can also be done. Which is important for this research, as it seeks to find out employees feelings of their current motivational levels and managers opinions of currently used motivation tools, to see if they contribute to employees overall motivation, which involves a lot of variations to be looked at. This method will allow finer distinctions, between the variables but allows sampling measures of larger numbers, which is needed to reduce bias opinions (Bryman & Bell, 2011).

Data collection will undergo a subjective methodology approach, to which the writing will be based on interpretations of employees and managers personal opinions and experiences and judgements of whether data collected critically evaluates theory and previously tested hypothesis in the literature review (Askew & Theodore-Shusta, 2013). Further detail of data collection is explained in the next chapter of data analysis.

3.3 [bookmark: _Toc481690807]Surveys
A survey is commonly defined as “a positivistic methodology whereby a sample of subjects is drawn from a population and studied to make inferences about the population” (Collis & Hussey, 2003, p. 66). They can be in the forms of Questionnaires or Interviews. Table 12 illustrates the type of questionnaire and interview preferred for the research, with the consideration of advantages and disadvantages. It was essential to understand the limitations of methods to make sure they had no impacts on the collection of data.
[bookmark: _Toc481690466]Table 12-Summaries of survey methods used
[image: ]
Source: Authors own creation
Problems occurring with surveys are that now some are becoming too long causing low quality of responses and accuracy is declining (Thomas, 2014). Therefore the surveys created have to be convenient in length, making sure it covers all aspects of research aim and objectives. All the questions within the two surveys will convey with emerging gaps from the literature review. How each method was conducted will be evaluated in detail in the next section.
3.3.1 [bookmark: _Toc481690808]Sampling overview
The foundations of the sampling are non-probability methods. Reasons being, all target audience share the same main characteristic of working in the public sector within the demographics of Swansea and Port Talbot. These are the requirements determined within the aim and objectives (Easterby-Smith, 2013).  Thus, the researcher cannot predict the possibility outcomes of population sampled. Although this can be seen as a limitation, it reduces any gaps for the researcher to influence answers and allows the data to reveal findings. Sample sizes are in table 13. All specific sampling techniques and reasons are discussed under each survey method below.
[bookmark: _Toc481690467]Table 13-Sample sizes 
[image: ]
Source: Authors own creation

3.3.2 [bookmark: _Toc481690809]Online Questionnaires
An online method using a design package on Surveymonkey has been chosen for quicker distribution and response rates, also statistical software to help analyse the findings (Surveymonkey, 2017).  
The majority of the questions are closed-end as the research is looking for specific categories to compare and contrast against the literature review during the analysis stage. However, there are a couple of optional open-ended, where the research would like own thoughts from the employees. It was done as optional, as all participants are of different academic levels so some are more confident at surveys than others and did not want the less capable to give up on the survey (Bryman & Bell, 2011).
A scale rating question has been used to gather understanding of what motivational tools are most important and least important to employees during these Government austerity cuts (Thomas J. W., 2015).
Matrix questions were used with a forced choice of 4 options, in the how strongly do you agree questions, due to wanting peoples true feelings on situations by getting them to really think of their choice instead of quickly thinking and choosing a neutral feeling. Although this is risky as participants do not like to be forced, which can result in fewer responses, the responses back will be more accurate and reduce perceptual biasness (Jogan & Stocker, 2014).
Once the survey was complete two hyperlinks were created and left open for 1 month, this particular time frame was chosen, as it is during February employees are most busy in ps and Brexit decisions had begun, with higher demands through infrastructure, care and health services have lower immune systems and stress (Evans, 2016). This will allow the theory to be tested for Absence.
While producing the online survey, a questionnaire focus was used to intend all questions asked, covered the various aspects of the research problems identified from the literature review adequately and in sufficient detail. This will allow analysis between the relationship of independent and dependant variables, to allow the theory of the literature review to be tested (Gill & Johnson, 2010).

3.3.3 [bookmark: _Toc481690810]Sampling
The Volunteering/ snowball method is selected, as it can be difficult to target particular public sector employees, when asking about feelings and possible criticism of work-environments. Especially, when the researcher works in the public sector and knows many of the participants (Saunders et al, 2016). 
The prospect of using this method was due to knowing individuals in the targeted organisations, by sending them hyperlink access which they then shared around. The internet hyperlink was distributed through emails and whatsapp to employees, whilst the social media was distributed though Facebook, LinkedIn and Twitter, as they abled further random reach of public sector workers within Swansea and Port Talbot. A source of advertisement was attached to the survey links, asking for only public sector employees as this was the only essential criteria to participate in the research. It was then down to people wanting to voluntarily participated within the survey. 
By doing it this way, a variety of employees on all levels of job roles/ background and academics data are captured. This was important as all characteristics have different contributions to the needs and importance of training and development, employment, absence and overtime connecting to their motivational needs.

3.3.4 [bookmark: _Toc481690811]Face-to-Face Interviews
Semi- structured interviews are going to be designed for 8 managers in the public sector. The purpose is to see if there are similarities, to whether their thoughts are the same about how current motivational tools are used within the organisation and if there are possibilities of improvement. The semi-structured interviews will also be designed to gain further information, to later in the findings argue for and against generated data, from the online surveys of employee’s answers and provide insight from higher levels perspective with true observational opinions motivation within the work environment and methods used (Belk, 2017). 
The interviews were designed using Microsoft word to produce questions in script form for the interviewer. It was important to do it this way, as then all interviewees were asking the same questions, avoiding biasness and inaccurate data.   A trusting relationship between the interviewee’s and researcher was built prior to the interview by explaining what the research was for, that it is anonymous and how it will be presented, all interviews were verbally consented before conducted (Singh, 2014). This was crucial as all participants did not want to participate unless these practices were in place, due to the nature of questions relating to opinions regarding work processes and working relations.
 The interviews were recorded using a recording app on a mobile phone, at the manager’s offices, where they felt safe and familiar with their surroundings with no interference. Having a quiet area was needed to make sure all answers were clearly recorded, avoiding unnecessary sounds. The interviews approximately lasted 8-10 minutes each, this was enough time to gather all the data needed, without using up too much of the managers time. They were done in March as managers are then able to reflect over absence of the winter season and stressful times. The recordings were then transcribed word for word, hand typed into Microsoft office. It was done this way as it is quicker and more flowing to record conversation then typing, but it is far more difficult to analyse through listening to the recordings back. Therefore by transcribing into text, the author is not missing out words and is interpreting the sentences correctly and non-bias (Lange et al, 2011).
 However, before the interviews took place it was important to get a second opinion of the supervisor first, to make sure the questions collaborate with the third objective. Therefore, again a focused approach was used to make sure the questions asked met the aim and objectives of the research (Housden, 2008). 

3.3.5 [bookmark: _Toc481690812]Sampling 
Quota Sampling has been used for the interviews, as it allows quick data collection compared to probability sampling and relates to the format of the semi-structured interviews, as it does not rely on a sampling framework. The small sample of managers will represent the target population as the variability meets the quota variability’s in the target population (Saunders et al, 2016). Although it was intended to get 8 interviews, due to restrictions on time limits only 6 interviews were able to be carried out. However, the samples of 6 interviews are all managers from different organisations, which match the questionnaire responses. There are 2 representing Swansea Council, 1 DVLA, 1 Police and 2 NHS. It was crucial to sample a manager from each organisation, as it is their overview opinions on motivational tools used in the organisations which strengthen the data analysis provided from the questionnaires. Also it is their opinions on how motivational tools can be improved during Government austerity measures, which will be analysed and reflected upon during the recommendations in Chapter 5. 
Although, the researcher was not able to get a manager from the Neath Port Talbot council and Education, opinions from the questionnaires will still be acknowledged but without observational evidence. Therefore, overall there will be enough detailed information, to cross reference themes and trending occurrences between the interviews, to link back to the questionnaire data and literature data previously collected, to conduct the end findings.

3.3.6 [bookmark: _Toc481690813]Pilot Study
A pilot study is the testing adequacy of research instruments that assess the feasibility of a survey or study, highlighting logistical problems which may occur using the proposed methods (Teijlingen & Hundley, 2001). To conduct the pilot study the author asked 2 graduates to test the online survey using the protocol method.  The participants testing the questionnaire were able to talk to the author, during through the process of completing the survey, pointing out where problems were occurring at the current time (Housden, 2008). Through conducting the pilot study this way, the author established problems with questions 3, 12, 13, 15 and 20 which needed spelling corrections and rewording, to make sure all target audience would understand clearly what the questions were asking them. There was also a problem picked up with question 16, which is a matrix/ rating scale design as it was only allowing choices to only be made once. For example if someone wanted to answer agree for two questions, it would force an alternative of disagree or strongly agree the second time. By going back to the design stage on survey monkey and unselecting forced choice, the problem was resolved. If this had not been picked up though the piloting, it would have had significant impact on false results gathered jeopardising the whole dissertation findings (Brooks et al, 2016).

3.4 [bookmark: _Toc481690814]Validity of Data
In-order to ensure the validation of the data, the researcher ensured at the beginning of the research, that aim and objectives were clearly defined, understood and workable for a consistent balance. Throughout the whole dissertation the researcher has worked closely under guidance of a supervisor, this is in order to make every effort to eliminate biasness of the results, as the evaluation methods will heavily rely upon the honest, non-bias information sourced (Darawsheh, 2014).
Due to the nature of a qualitative research, a construct validity approach has been taken. This is essential as it establishes correct operational measures for the concepts being studied (Wilson, 2014). 
Therefore, as mentioned previously the first protocol  used, was a pilot study to pre-test questions to make sure the questions asked, measure what the aim and objectives are set out to achieve and so that they are based on relevant literature from the secondary research in chapter 2 (Corkins, 2009). Hence, the data obtained is now reliable and coherent with the purpose of the study.
Second procedure used to strengthen the accuracy and validation of the data from using two methods of surveys was to support it with triangulation. Triangulation abled the researcher to address potential problems of construct validity, as the multi-methods of evidence essentially provided multiple measures of the same phenomenon within the research (Yin, 2003). 

3.5 [bookmark: _Toc481690815]Limitations and Ethical Considerations 
While conducting the surveys and interviews the Data Protection Act 1998 must be followed, in order to comply with the law and avoid criminal offences (Goverment, 2005). Therefore, before the survey and interview is conducted, informed consent must be given by the respondent and that the respondent must be fully aware of what information will be taken and why the information is being taken for. There must also be option of any follow-up activities or option to withdraw their information at any time (France, 2013). Thus, this was considered when designing the surveys and the option is provided at the introduction on both survey methods in clear writing for participants to read before they begin. 
The age of respondent must be over 18 to avoid the necessary need for CRB checks and other laws that must be followed to work with children, although the author has got an enhanced CRB it will not be necessary to use it. This will greatly be taken into consideration when approaching potential interviewees. 
The AoM Code of Ethical conduct states it is the responsibility of the researcher to carefully assess possibilities of harm that could be minimized for participants. This means identities and records of individuals and organisations should be maintained as confidential (Bryman & Bell, 2011) . Therefore, the both surveys are designed not to ask any confidential identity questions to make it impossible for anyone to be identified or discriminated on their participating answers. For example no names, addresses, web addresses or dates of birth are asked for. 
Due to the nature of the research aim and objectives, the research needing to be collected incorporates participants feeling of job security. Thus, with some being co-workers, organisational power structures may limit researchers’ capacity to act in response to ethical issues if they are to arise (Greenwood, 2016). To overcome this possibility an E2 form, which is an Application for Ethical Approval, has been completed by the researcher to avoid any legal problem occurring throughout this study. This has been done through UWTSD and is their ethics framework, which acts as a gatekeeper controlling access to data for public sector organisations. Thus, this form had to be over seen by the university firstly before any research was began to determine the procedures, organisations and methods proposed were suitable to go ahead, under their ethical regulations (Hammersley, 2015).






Chapter 4
The main purpose of this chapter is to explain the data analyzing process used and present the data that forms the basis of the researcher’s investigation, through interpreting the patterns and associations found in the results. It enables the researcher to explore comprehensively, what impacts the Government austerity measures are having on the public sector employee’s motivation, in Swansea and Port Talbot. These results have come from two different methods and are collated and analyzed in order to achieve the objectives of this study.
During the one-month period of data collection conducted in the public sector, last two weeks of February and first 2 weeks of March 2017, the study gathered 113 employee respondents who answered the online survey and 6 managers who participated in the face-to-face interviews. The questions from the online survey and the interviews hope to provide this study with a clear, current and in-depth picture of the impacts Government austerity measures are having on the public sector employees work motivation.  
4. [bookmark: _Toc481690816]Data Analysis
The researcher is the prime data collector for this dissertation. First, the literature review was critically analysed, to pin point key theories and themes that impacted employee’s motivation. These were then used to follow, observe and code both surveys. 
Through thorough thought of time restraints, the researcher has chosen an analysing multi-methods framework by (Creswel & Clark, 2007, p. 129). The in-depth adapted table is in appendix 1. 
Using the advantages of the large snowball sampling, high ranges of relevant characteristics relationships can be identified. For instance, establishments of meaningful variations at the same time determine the diversity and characteristics of the sample population (Jansen, 2010). However, the researcher has had to be mindful, the weakness to the surveys is there is no way to tell how truthful the respondents are being; therefore no surveys were looked at individually (Saunders et al, 2016).
The interviews use a cataloguing technique was implemented during the analysis process using a method defined by (Knight, 2016). Being when the researcher identified a theme or trend, either relating to the literature review or fresh information a colour code was applied and recorded within the produced index. Due to the nature of questions and organisation policies some answers were quite short and not explained by interviewees thoroughly, although there is enough data gathered to overcome this weakness.
Themes identified from the literature review are a large portion of what the researcher has to identify within the data analysis process of both surveys methods. To highlight similarities presented within the relevant theory, the researcher has had to read and analyze the online statistical software categorizing of the data and the interview transcripts many times. Comparisons and differences to the related theory are of obvious importance, however the researcher remained vigilant to identify any fresh perspectives that may be identified (Cottrell, 2011). The summaries of the data are to follow. Discussion of the data linked to the literature review will be in the next chapter.

4.1 [bookmark: _Toc481690817]Employees Questionnaires 
This section explains the employee’s online questionnaire data which has been processed and summarised. A Copy of the original online survey can be seen in appendix 2.
% formula used throughout is: amount / total x 100=%
4.1.1 [bookmark: _Toc481690818]Profile of respondents
Through analysing the literature review it was established that factors like age, home lifestyles, organisations and job roles have an impact on the why; in which people are motivated. This was identified on p.34.  Therefore, these characteristics have been focused on, to have a stronger comparable discussion in chapter5. 
Of the 113 employees’ participated 68.8% are female and 31.3% are male.

Home situations
Home situations have many impacts upon people’s needs of motivation and how specific motivational methods are more important to them. However, this combined with different generations (table5 P.21) of employees makes a catastrophic difference when reading the data, as difference generations have come into the workforce at different periods of times, where internal and external environments have changed. Thus Table14 shows 63% of 57 people with families are 35-54, so their motivational needs are to provide for their children. Whilst 43% of 14 people living with their parents are 16-24 year olds are, so do not have pressured priorities. It was noted one person is still working past retirement.
The relationship from table14 corresponds with table15 as it identifies further where some of generations with certain home situations work. It is clear to see the most occurring home situation at organisations are family with 80% of police, 50% education,  59% DVLA and 57%Swansea City Council (SCC) . Whilst OCS has 83% people living with their other significant half, thus the motivational needs are going to vary different throughout the data. Tables 14 and 15 together also identifies there good sample sizes of mixed ages and home situations working within each organisation, apart from NPTC and OCS, which will form strong evidence in the findings.
[bookmark: _Toc481690468]Table 14- Age compared with Home Situations[image: ]
[bookmark: _Toc481690469]Table 15-Workplace compared with Home Situations
[image: ]
# It was noted nobody works in the Fire Service
Generation of motivational differences within the organisations
From comparing the relationships in tables16, 17 and back to 14, it is clear generation x and y with families working in education SCC and DVLA are the most often motivated. What is interesting from the data although there is less generation z with only 10% of the sample group participating. 54% state they are sometimes to never motivated and since 54% also live at home with their parents, this is quiet an interesting find, as this  generation across all the public sector who are least motivated compared to all other generation and home situations. Is it that work/ organisations are no longer motivating generation z or is it people of this age are no longer motivated to do the traditions the older generations did, such as move out, start families or make good careers.  
[bookmark: _Toc481690470]Table 16- Age compared with how often are you motivated
[image: ]
[bookmark: _Toc481690471]Table 17- Work place compared with how often are you motivated
[image: ]

Relationships between qualifications, job roles and work motivation
Table18 provides indication of the highest academic skills employees within job roles have. From just looking at 7 line managers and 1 team leader they only have GCSE’s but managed to progress from ground staff, indicates they would have/ had motivational needs of training and development to achieve this role. A further 10 ground staff only have GCSE’s also which implies if not now but in the future they will also undergo this motivational need in-order to achieve job promotions or role change. Alternatively there is 14 ground staff with degrees, 3 masters and 1 doctorate, these people are going to have different motivational needs, possibly job security, job promotions, self-esteem needs in-order to reach their full potential.  
[bookmark: _Toc481690472]Table 18-Job role compared to highest qualification
[image: ]
#Noted none has an Internship or HMC Degree
#1 team leader has not answered

Comparing job roles from table18 to motivation in table19, the data portrays the 1 director is always motivated and has a masters. Whilst the 2 employees ‘never’ motivated are apprentiship and ground staff, these could be people with graduate qualifications not reaching full potential of skill, thus lacking motivational needs. 100% of line/higher mangers are at least sometimes motivated, which is positive considering it is these people supporting and helping businesses to meet lower employees work needs. Together both tables build pictures to why employees may need different motivational methods to meet their motivational needs.
[bookmark: _Toc481690473]Table 19-Job role compared with how often are you motivated
[image: ]

4.1.2 [bookmark: _Toc481690819]Analysis of data mapped to motivational theory
The analysis is chosen to relate back to motivational theory, which is employment, absence, overtime and training and development, as previously identified in the literature review are good indicators to identify the motivation of employees in workforces. These also indicate areas of motivational methods that are working well and not so well within organisations. Therefore, the data collected and analysed has been captured purposely to fit into the theory categories. To develop the second objectives assessments of the current levels of motivation within the public sector, in Swansea and Port Talbot after austerity measures, through the theoretical motivational methods.
4.1.2.1 [bookmark: _Toc481690820]Employment 
Job security 
Job security is deemed as a crucial element of the Maslow hierarchy of needs model and good indicator to whether employees are feeling safe and stable within their working environment (refer toP11). Graph1 below, identifies the highest amounts of employees who agree to feeling unsecure at their workplace, (percentages are worked out by adding strongly agree and agree together),   66.6%SCC, 66.6%NPTC and 66.6%OCS. whilst employees who disagree to feeling insecure work at DVLA with 80.4%, Police83.3 and NHS 88.8%, (percentages are the totals of disagree and strongly disagree).
Graph 1- Workplace compared with feeling of job security
[image: ]
Linking graph1 with Maslows theory in graph2 , job security fits within level 2 of saftey needs. It was expected there would have been high levels of employees within levels 1 and 2 needs which would be feeling insecure of their job safety. However, this was disproven as 50% of level 1 and 70% of level 2 disagree that they are not fearing their jobs. Thus, it seems within Swansea and Neath Port Talbot lack of job secutity due to austerity measures are not severly impacting employees motivation. 
Graph 2- Job insecurity compared with Maslow’s levels of needs
[image: ]


Communication 
Communication is an important motivational tool within in the intrinsic motivation method. This tests whether people are engaged and involved, which leads to stronger motivation within their roles, regardless of position. Therefore, the results collected are shown in graph3 below. 
Graph 3-Maslow’s needs compared with impacts of being involved in discussions during uncertain times 
[image: ]

Graph3, identifies being involved in discussions does have significant impacts of people’s commitment and motivation to organisations all levels of the Maslow hierarchy. For example graph3 shows employees at motivational needs level 3, 18 employees feel less stressed and anxious, 17 feels they belong at the organisation. However, involvement in discussions is a crucial element of level 4 esteem needs, which 19 employees state they are engaged more to the company and 26 feel valued as an employee, it is here communication proves to be a critical element over improving motivation. 
However, looking at relationships between graphs4 and 5 below, it seems the DVLA with 68% selecting good is the most transparent organisation on communicating/ answering specific questions employees want to know and OCS is the lowest with 83.3% voting bad.  Although, 40% line managers and 35% higher managers state their organisations are bad at answering specific questions they want to know from directors, it  seems once managers have the information, the communication to lower members is effective and justified by 64% ground staff stating good.  Overall it is clear no organisation is perfect at listening to what the employees want to know during uncertain times.

Graph 4-Answering questions to different job roles  
[image: ]

Graph 5-How good are organisations at answering employees’ questions
[image: ]

4.1.2.2 [bookmark: _Toc481690821]Absence 
Tables20 and 21 below together, show mental health absence (Depression/ Anxiety) 100% are within the current and new generation pool of talent being generation z and y, with 43%in education and 25% NHS. However, stress is more connected to SCC with 60%, It is these people who are the future of organisations and will make the difference between success or failure of services depending on their commitment and motivation. Thus it appears NHS, SCC and Education need to do more for the upcoming generations y and z to improve motivation and reduce stress.
Considering the time of year the expected reasonably high response for cold/flu was justified with 49% of the 86 participants of this question suffered and required time off in the last year alone. Table 22 highlights how many employee were absent per organisation.

[bookmark: _Toc481690474]Table 20- Illnesses of absence compared with age
[image: ]

[bookmark: _Toc481690475]Table 21-Illness of absence compared with workplace
[image: ]


The Budget cuts are causing affects in organisations 
Table22 below, illustrates the budget cuts are not only impacting organisations meeting employees work needs but 100% police, 56% NHS, 80%SCC and 67% OCS state, the cuts are making it more difficult for them to meet their own needs. Since it takes a combination of work incentive motivation and own motivation to meet full capacity motivation (Hutchinson, 2013). There is no wonder 37% of the participants are sometimes never motivated in work, previously identified in table 16. 
Table22 has introduced new information that 100% police, 88%NHS 100%SCC and 100% OCS strongly/agree communities are suffering from the shortages of less staff from absence. Justifying it more 100% police and SCC state the organisations as a whole, are becoming less able to meet their overall purpose of services. Concerning data considering there are further predictions of more austerity cuts (identified on P.2). This information is crucial as it is these people who are frontline organisations on the ground communicating with public people, but if these employees are lacking motivation, confidence and commitment to the organisation then how can the public rely on the services.
[bookmark: _Toc481690476]Table 22-workplace compared with impacts from government budget cuts
[image: ]

4.1.2.3 [bookmark: _Toc481690822]Overtime 
According to the data collected in table23 participating there are more females, conversely breaking down the categories individually there are 46% female and 38% men, who agree overtime is the normality of their working life, proving women in Swansea and Port Talbot work just as much overtime as men. Nevertheless, looking at table24, 65% education requires the highest amounts of overtime whilst the NHS 56% and SCC 47% are not far behind. These are indications of employees being overstretched.
[bookmark: _Toc481690477]Table 23- Age linked to agreement of overtime has become a part of their normal working week
[image: ]

[bookmark: _Toc481690478]Table 24- Workplace linked to agreement of overtime has become a part of their normal working week
[image: ]

Table25 compliments tables23&24 findings. 62.5% of employees who agrees overtime are normal each week, state they would not be able to complete all their work expected without it. Thus, 92 strongly/agreed they would like paid overtime but when next asked are happy to claim their hours back instead of receiving pay 85 strongly/agreed, justifying this a good intrinsic motivational tool of employee working flexibility. But 93 participants are not happy the Government are able to make saving on overtime, as 78 participants strongly/agree it is causing unstable work-life balance, thus decreasing motivation and adding pressure to outside work needs.
[bookmark: _Toc481690479]Table 25-Overtime being a part of normal working week compared to overtime motivational needs
[image: ]
Annual leave
Through analysing the generations it was apparent, all felt as though they could take annual leave. However, it is generation’s z and x that worry about work they have to do once back (This information is not in the tables). Although, looking at graph6 it is transparent there are employees with similar feeling across all ps organisations.  
Graph 6-When you take annual leave your worrying about the work have to do when back compared to workplace
[image: ]

Table26 below, shows 100% of absence for depression and anxiety are from employees who strongly/agree to overtime being in their normal work life over the last year. Justifying the more overtime people are doing in education, NHS and SCC to complete their expected work (a relationship formed from tables24&25) are more likely to suffer mental health absence, stress or become run down from working too much. 
[bookmark: _Toc481690480]Table 26
[image: ]

4.1.2.4 [bookmark: _Toc481690823]Training and Development 
First understanding participant’s motivational traits (P.22) are done before discussing training and development, to assert how and why the data reflects employees’ opinions. Thus, graph7 clarifies 1 NHS employee prefers extrinsic methods, whilst 44 intrinsic and 68 prefer a mixture of methods. This implies praise of good work, building confidence training and development and recognition is more long-term beneficial than hard outcome extrinsic rewards. 
Graph 7-Intrinsically or Extrinsically Motivated
[image: ]

Importance of training and development for employees’
Following the motivational traits, the data collected in graph8 justifies what recognitions are deemed most important, through voting for on a scale of 1-8. Only the 3 highest voted is acknowledged. First is good salary with 19 employees’ choosing this as no1, being an extrinsic reward which is of high importance to most as this money pays for all their additional needs. Joint second with 14 is job security joint and training and development, these are both intrinsic rewards. Training and development is a good motivational tool to reduce de-motivating fears. Third is recognition of good work, as another intrinsic trait of building a person confidence and self-esteem it is clear organisations needs to be focusing on physiological self-esteem rewards backed with extrinsic hard rewards.

Graph 8- Order of importance, rewards/incentives

[image: ]

Supporting the identified importance of training and development for employees’ graph9 below shows how well organisations are doing to provide the opportunities during these uncertain times. It appears the organisations failing to sustain viable training and development opportunities are SCC with 67% and OCS 83% strongly/disagreeing these organisations are doing their best to provide the services. Alternatively it appears NPTC with 100% agreement are doing their best, this is a big difference between the two councils, suggesting possibly cuts are being made in different places.
Graph 9-Comparisons of employees’ opinions on whether their workplace is doing their best to provide training and development

[image: ]

Do organisations understand employee’s needs?
Although all the information gathered explains implications on employees’ motivation, it is crucial to understand, which employees feel as though their organisations understand their motivational needs. Here it is important to remember there are more and fewer participants from the organisations, thus the number of employees is counted rather than the percentage. 
Graph 10-Comparison of how well do the workplaces understand its employees motivational needs
[image: ]
Graph10 identified there is not one employee of the 17 SCC, 5 Police, 6 OSC or 8 NHS, who took part, feels their needs are understood very well by their organisation, this is a worrying factor since there is so much money being spent on incentives and motivational tools. Oppositely with only 14% stating their not understood, it seems the DVLA have the most knowledge of employee’s needs. 


4.2 [bookmark: _Toc481690824]Management Interviews 
This section summarises the management interview data which has been processed. A copy of interview script can be seen in appendix3.
4.2.2 [bookmark: _Toc481690825] Profile of respondents
Due to agreements before the interviews no names of the interviewees or organisations are to be mentioned within this part of the data collected. Thus, each interview has been named and numbered manager 1-6. The original 6 transcripts are located in appendix4.
4.1.3 [bookmark: _Toc481690826] Analysis of data mapped to motivational theory
These categories link with the ones from the questionnaires and literature review, but will be used to interpret public sector management opinions in terms of currently used motivation methods. 
4.2.2.2  Employment 
[bookmark: _Toc481690481]Table 27- Managers teams current level of motivation
[image: ]
Out of the 6 interviews identified in table27, only manager 1 stated the team are less motivated than usual, but due to “contracts coming to an end”.  Job security is the reason of de-creased motivational levels at this current time in employment.  
However, to keep good motivation all 6 managers agree and state “communication”, “training and development”, “recognition of good work” and “employee involvement/voice” are the best methods of motivation they use.  Manager5 states “he allows team and managers the autonomy to carry out their ideas and change processes where they see fit.  I include and task staff to review working practices and encourage them to become involved and a part of the team and unit”.  Thus, this justifies employees are being motivated through strong intrinsic traits of improving the future of their own job roles, but work environment too.
Job losses
When asked about job losses manager4 stated “NO” impacts, but did not elaborate.  This could be the team are at a capacity where workloads are still manageable.  However, all 5 other managers stated “Yes”.  Summarised reasons are in table28 below:
[bookmark: _Toc481690482]Table 28-Summarised opinions of impacts caused by job losses
[image: ]
Analysis of the 5 statements together suggests motivation is improved when there are enough employees to share the workloads.  This way there is reduced pressure, less need for overtime and work environment is better.  Therefore, budget cuts should not be on employment, to which the summarised statements assert is currently happening.
Communication 
Through reading all 6 interviews “face-to-face” or “one-to-ones” happen in all organisations and most effective communication method. As employees are able to comfortably express concerns, opinions or address personal motivational needs. 
All interviews also appear to use “intranet”, “email” and “team briefings”, which also function well. Although manager3 collaborates her organisation has introduced “Facebook” managed by a co-operate communications team to “promote health board issues/good practice”. Though it seems technology methods are good sources of providing information to all employees, manager 3 quotes “doesn’t work for the older generation” lacking technological skills. Implying more paper traditional methods still need to be used. Which manager5 with older teams do effectively use “newsletters” and a support networking “helpdesk”.
Mangers1&2 insist their organisation communications do not work effectively due to “hierarchical” systems that the information passes though before ground staff. The impacts are information is provided too late or “ill-timed”. Manager 1 expresses employees are “unhappy in these situations”, stress levels” through fear of unknown and causing more to leave jobs, thus “motivation drops”. Communication is justified by the interviews to be a core motivational method through intrinsic traits and motivational needs. Manager 2 declares problems need to be addressed if “new public service Wales” “open channels of communication” is to be implemented successfully. 


Involvement 
From table29 below summarising the interviewees’ opinions on methods used to voice employees opinions and involves them in decision making, it is clear to see all the organisations have different methods. Thus it is difficult to state which works best or join links between organisations. Although, considering managers1&2 are from the same organisation and managers3&4 are both from an organisation. They appear to have different feelings when it comes to whether the employees’ opinions are listened too. This could be due to different departments with different motivational needs or acknowledged skills of employees by higher managers.
[bookmark: _Toc481690483]Table 29-Summarised opinions on involvement methods
[image: ]

4.1.3.1  Absence 
Managers2&3 identify absence issues relate to “vacancy posts” from “retirement” or extra posts not filled due to cut backs. Thus employees in both organisations are picking up the extra workloads, caused by austerity cuts forming de-motivation. 
Conversely manager5 experienced “decreases in short-sickness” but “an ageing workforce we have encountered more long-term sickness”. Thus in the future manager5 could face the same problems as managers 2&3 once these ageing employees hit retirement and forecasted further cuts.
Analysis on all 6 interviews does not portray absence linked to work related stress but health or commitment reasons.  Manager1 elaborates “part-time” or “decrease of hours” is methods offered to improve employees “health care needs or home commitment needs”, whilst still maintaining financial needs. Manager5 uses similar methods of flexible working for the same reasons but through “allowing employees to work their contracted hours anytime between 6am-11pm Monday to Saturday”, which has “improved motivation and home/work balances”.

4.2.2.3 Overtime 
Overtime is used differently within the organisations.  Manager5 explains overtime used to be used as an extrinsic reward of “double pay”, although now it is single pay, “employees use it to build time off” and no longer use overtime as often.  
However, it has been stated by managers1, 2 and 3 overtime is occurring and strongly related to more work responsibility.  Although all encourage “flexible work” as an incentive to improve employee’s work-life balance, thus increasing motivation of some shorter work days.
Annual leave is only an issue in 2 organisations.  Manager6 explains in their organisation “they sometimes appear to feel left out although this may not be the case”.  This gives the sense employees are afraid of missing out on information or the organisation has weak communication channels.   Managers1 and 2 work for the other organisation and both claim staff are having to “work longer hours” and are either not taking annual leave or delaying it so targets are being met.  Manager1 explains it is due to employees leaving from job uncertainty increasing pressure of other team members.  Both managers state the impacts are causing “sickness” and “unhappy environments”.

4.2.2.4 Training and Development 
Table30 below illustrates government austerity measures are having a significant impact on training and development within organisations. As it appears this resource is where most savings are being made. However, employees are suffering and becoming “de-motivated” quoted by manager4. Through abolishing outside training provided by private or third sector organisations, further decreases of monetary resources are flowing back into the Government funds. Also with cuts to internal training there is job insecurities occurring for employees delivering the training, as there is less work to deliver. Alternatively manager5’s quote in the table30 linked back to an earlier quote in table27, provides reason to believe training and development is a core motivational method which increases employee’s motivation, since the organisation through interview data has the highest motivational measures.  


[bookmark: _Toc481690484]Table 30-Impacts of Government austerity measures on training and development
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5. [bookmark: _Toc481690827]Discussions
During this chapter the data collected from both surveys will be discussed and related back to the literature review, testing if previous research findings are still proven or if new data has come to light. 

5.1 [bookmark: _Toc481690828]Findings 
Through producing chapter 1 the first objective, chapter 4 employees’ surveys meeting objective 2 and managers’ interviews meeting objective 3. The overall findings of the data collections from chapters 2 and 4 are now discussed to meet the aim of the study; which is to find out what the public sector organisations are doing to motivate their employees, in Swansea and Port Talbot. Since the austerity measures and are there possible realistic future improvements that can be made.

5.1.1 [bookmark: _Toc481690829]Motivation in the public sector
During the beginning of researching the literature review, Hutchinson (2013) defined, motivation comes from inside a person, as it is the action and force that influences a persons’ choice of action. From the findings it has been proven this statement is correct, for instance 44 participants are intrinsically motivated, whilst 68 prefer a mixture of both intrinsic and extrinsic motivational methods (Graph7). Justifying it is the involvement, self-praise, communication and acknowledgement of employee’s personal motivational needs that actions ps employees, whilst forces of their home situations, skills, lifestyles and organisations (identified p.52-55), which force their motivational needs to extrinsic rewards such as job security, pay and other hard outcome rewards identified. This is supported by managers in Swansea and Port Talbot’s opinions “communication”, training and development”, “recognition of good work” and employee involvement/voice” are the best motivational methods they use(p.67). Further explanation and conclusions and recommendations to achieve objective 4, are provided in the following sections.

5.1.2 [bookmark: _Toc481690830]Employment 
The argued statements in employment are first Leaker (2016) stating ONS announced ps employability rates are the lowest since 1999, due to budget cuts. Second Scullin (2016) adds it is causing ps employees to currently show signs of less security within their roles. Implying motivation of employees is being effected.  Graph1 (p.56) confirmed 66.6%SCC, 66.6%NPTC and 66.6%OCS employees felt unsecure within their job roles, with Manager 1 (p.67) who also works within one of mentioned organisations, confirming her teams “motivation level is lower than usual” since “contracts coming to an end”.  Emphasising, job security is an essential motivational need of security, to an employee in the ps. However, through analysing Graph1 and 2(p.56) together, it was disproven to being a necessity motivational need for employees to feel their currently within Maslow’s levels 1 and 2. Providing reason to believe Swansea and Neath Port Talbot lack of job secutity due to austerity measures are not severly impacting employees motivation, but is a contributing factor to de-motivation. 
Reason to why it may not be severely de-motivating ps employees, is down to how organisations/ line managers, are using methods to overcome the problems during the austerity cuts. As the 6 managers find communication such as ‘face-to-face’ and ‘one-to-ones’ is their most effective method for understanding and getting to know individual employees personal motivational needs, and then know how to address the needs to reduce worry and security (P.69).  From the line managers to ground staff this appears true in Graph5, however from top of the hieratical system down to line managers, communication is not transparent and takes a long time, thus Interviews 1 and2 stated this finding also(p.69). Thus Robertson (2017), statement of using open communication channels does emphasise honesty and trust between organisation and employees improving motivation.
Recommendation- Although it appears to work well at the bottom job roles due to line managers, if further up the hierarchy were to be more transparent, open and speed up their communication processes, especially during decision on terminations/ re-newels of contracts, motivation would improve more. Hence more could be done to improve employee’s motivation when it comes to job uncertainty during austerity cuts.

5.1.3 [bookmark: _Toc481690831]Absence 
From the data collected it appears Faragher (2016), is right to suggest ps organisations are improving absence compared to 10 years ago. It is found within the interviews (p.71) “flexible working”, “part-time” and “decrease of hours”, therefore agile working are the main motivational method achieving this. Allowing employees to work around their personal motivational needs, which vary depending on the persons characteristics(p.52-55). Therefore, this motivational method appears to work well across all ps organisations, with short-term and long-term sickness absence found in the employee surveys are corresponding to CIPD (2016)survey findings, along with the seasonal illness being high after busy Christmas periods due to extra work and stress (p.19). However, the new information of long-term sickness found in table20, is 100% absence for mental health is occurring within the new talent pool generation y and z. Although there is no previous theory to why this new data is occurring, organisations need to become aware of who, why and what departments, employees are effected most and find different methods to prevent or de-crease this problem now, or once the older generations leave, long-term absence is going to become a problem and the agile working is no-longer going to be a useful motivational method to reduce it. 
Aside from sickness the real problem in absence is “vacancy posts” from “retirement” or extra posts from cut backs- identified in managers2 and3 interviews(p.71). 100% of employees from police and SCC, are feeling as though their organisations are becoming unable to meet their services. Implying no matter how much extra work and hours employees are taking on, communities are now suffering as well as the employees from the shortages of staff, forming further intrinsic de-motivation, as employees are losing trust within themselves and organisation. Here ps organisations are not doing enough to help employees’ meet intrinsic motivational needs of esteem, belief in the services or enjoyment of their job roles. 
Recommendation-  embracing new involvement techniques such as hierarchy directors/managers coming down to the ground level, associating themselves to be more approaching, understanding of the environments they work in and proactively acknowledge employees inputs, show employees their contributions work or do not work with reasons. Provide enriched details to why changes and cuts in specific areas are happening, this will rebuild trust, commitment and communication between employees and organisations, thus improving motivation.

5.1.4 [bookmark: _Toc481690832]Overtime 
Currently the Government are querying a gender pay gap, due to men apparently working more overtime compared to women (Watson & Bonino, 2016). Having a gender pay difference is de-motivating in itself for women, when in the ps they work the job roles and hours as men do.  Although, this is only at discussion faze, it is important ps organisations recognise more women according to the table23 identified are admitting overtime is a part of their normal working week, in-order to complete work on time compared to men. Thus, according to manager1,2 and 3 overtime is occurring more due to more work responsibility, rather than for the old ‘double pay’ extrinsic reward method. Employees have stated they are happy to receive other rewards instead of pay for overtime, especially to build up extra holidays or claim hours back for shorter work weeks(p.62).
Recommendation- therefore using intrinsic rewards again of flexible working is a good method of keeping employees happy and meeting their outside work commitments, thus no need to change, or unless ps organisations are using the double pay method and are looking for a methods to cut money due to austerity measures.

5.1.5 [bookmark: _Toc481690833]Training and Development 
During the current austerity cuts employees, within the SCC, Police, OSC and NHS who took part in the survey feel as though their needs are not understood by their organisations(p.66). This is proven by Leiber (2009, A), during cuts ps organisations cut down training and development classing it as non-essential to employees wellbeing. Managers claim by doing this cuts employees are suffering and being demotivated (p.72). Therefore organisations are not meeting employees’ skills and intrinsic motivational needs of wanting to improve themselves, security or sense of belonging within the workplace. Throughout the research, training and development was voted second most important of rewards for achieving their motivational needs by ps employees. Thus, why are organisations making cuts within a motivational method that employees deem important to them. It appears there are many other motivational methods within rewards identified in tables9 and 10, which are not categorised as essential or valuable to employee’s needs, just convenience.  
Recommendation- To overcome de-motivation through making cuts in the wrong areas, organisations should use involvement of employees’ opinions through online anonymous surveys, using email, intranet or for the less technology able paper surveys. Give them options to see what is more important or irrelevant to their motivational needs. Employees value higher managers/ directors more when they feel trusted and important. This research has proven involvement through input communication within decision making makes employees feel less stressed, anxious, engagement and as though they belong to organisation through being a valued employee, leading to higher motivation. 

5.2 [bookmark: _Toc481690834]Conclusion
Through linking employment, absence, overtime and training and development directly to motivation unlike previous academic research, new analysis and results have been found to answer the dissertation purpose of  ‘Are public sector organisations able to motivate employees in Swansea and Port Talbot with turbulent government austerity measures?’. 
It has first been found, motivation levels are different in organisations depending on what motivational methods are being used and how they suit the individual employees’ characteristics, impacting their motivational needs. Although one of the main outcomes of the results, is many employees are now feeling as though their organisations do not understand their motivational needs, through not acknowledging their opinion within actions of cuts. They want to be involved in the decision making; it is these cuts in certain areas that are affecting the futures of people’s lives, behaviours and needs, inside and outside of the workplace. 
Secondly, through identification of linking the 4 categories together, it was proven government austerity measures were not causing direct de-motivation of job security, but rather a contribution, due to effective motivational communication methods of ‘one-to-ones’, between line managers and ground staff.  However it is affecting absence and overtime within less staff, from retirements and no recruitment. This is causing employees to take on extra work, with overtime becoming a part of their normal working week and impacting their work-life balance.  Employees are not interested in gaining extra pay, it is recognition, praise and acceptance of home commitments that rebuilds their motivation. Flexible working is key to overcoming these issues of de-motivation but when employees are pressured and stressed for a long period of time, there is only so far the motivational method can work until illness and mental health occurs, particularly within the new talent pool of employees. It is through cutting down on training and development were most de-motivation is appearing, through people finding they are not able to progress, improve themselves or invest security of their skills with the workplace, thus re-during intrinsic motivational needs. 
For the reasons pointed out, it can be assumed organisations are not currently meeting employees’ needs of motivation to the best of the organisations abilities, during these austerity cuts. Thus from investing heavily into training and development and intrinsic motivational methods such as listing and involving their employees of all levels, higher motivation and commitment can be achieved during uncertain times.

5.3 [bookmark: _Toc481690835]Limitations
The main limitations to the research are identified within chapter3 p48. Although from discussing the findings, linking the interviews to the employee surveys and literature review became difficult. Due to agreeing not to identify managers to their workplaces, if this agreement had not been made further discussions of where certain motivational areas of organisations could be identified. Although through working through the 4 objectives tailored within each chapter the main aim of the dissertation was achieved.

5.4 [bookmark: _Toc481690836]Recommendations of Future Research
Following the last limitation identified, it is proposed  to take the framework followed within this dissertation but adapt it to suit each ps organisation individually, covering all the motivation methods they use to gain a full picture of what motivational methods are achieving their employees motivational needs and where needs adjusting, before making cuts to suit the Government austerity measures. 
A second future recommendation of research is to follow on from the weak identified motivational areas of ‘mental health occurs in the new talent pool’ and the de-motivating feeling of ‘organisations are no longer meeting the purpose of services’. Finding out the effects they have on employees’ motivational behaviours and what Government austerity measure impacts are causing employees to feel this way. Currently there is no present research available on these topics.
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 In-depth procedure of the data analysis undertook for chapter 4
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 Source: Authors adaptation to (Creswel & Clark, 2007, p. 129)
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The questionnaire is designed by Paige Curtis, a Masters student at University of Wales Trinity St. David’s Swansea.

The purpose of the survey is to help produce primary research regarding a dissertation, which is to find out what the public sector organisations are doing to motivate their employees in Swansea and Port Talbot since the austerity measures and are there possible realistic future improvements that can be made.  
Over many decades motivation has been monitored across Britain as a whole by researchers, in relations to how the government budget cuts are having knock on effects. Therefore, the aim of this questionnaire is to solely target public sector employees across Swansea and Neath Port Talbot to see how the government budget cuts are effecting employees’ motivations and motivational methods the organisations are able to provide within these areas, to produce more accurate findings.

The Questionnaire is completely confidential; there are no names/ addresses or date of birth required. Thus there will be nothing an organisation could use to identify you or your answers. The raw data answers will only be seen by Paige. Within the report all respondents answers will be compiled together to produce charts making it easier for analysing. If you would like an update on any of the comparisons complied together or a copy of the completed dissertation, please email paigeecurtis@hotmail.co.uk


On average the survey should take approximately 5-10 minutes or less, depending on how long you choose to think about an answer. There are a total of 21 multiple questions, so you will not be required to fill in lengthy answers or answer any difficult questions.

Thank you for taking your time to complete the survey, it is much appreciated. 


1. What is your age? 
16 to 24
25 to 34
35 to 44
45 to 54
55 to 64
65+
2. What is your gender? 
Female
Male
3. Which of the following best describes your current relationship status? 
Married
Widowed
Divorced
Separated
In a domestic partnership or civil union
Single, but living with a significant other
Single

4. What is your current home situation? 
Family (Have dependents living with you)
On your own (Living on your own with your own house)
You and your significant other (have you own home that just you and your partner live at)
Living at parents’ home 

5. Where do you currently work in the public sector? 
Police 
NHS
Education
Fire service
DVLA
Swansea City Council
Neath Port Talbot Council
Other Civil Service

6. How long have you worked at the company? 
Less than 6 months
6 months - 1 year
1 - 2 years
2-4 years
5-7 years
8-10 years
11+ years

7. What is your level of position at the company? 
Graduate
Apprentiship
Ground staff
Line Manager
Higher Manager 
Director 
Team Leader

8. What is your highest qualification? 
GCSE's
A Levels
National Diploma
Apprentiship
Internship
Foundation Degree
HMC Degree
Degree
Masters
Doctorate
Other (please specify)

9. How often do you feel motivated at work? 
Always
Often
Sometimes
Rarely 
Never
10. Number 1-8 (1 being highest motivator, 8 being lowest motivator), What are most important to you in terms of motivating you at work? 
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                           
Good Salary
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                           
Job Security
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                           
Good Communication
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                           
Involvement in decision/ planning making
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                           
Job role promotions
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                           
Training and Development 
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                           
Recognition of good work
                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                           
Pay rises
11. How much do you agree or disagree with the following statements 
	 
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree

	Your feeling insecure about the security  of maintaining your job?
	Your feeling insecure about the security  of maintaining your job? Strongly Agree
	Your feeling insecure about the security  of maintaining your job? Agree
	Your feeling insecure about the security  of maintaining your job? Disagree
	Your feeling insecure about the security  of maintaining your job? Strongly Disagree

	Seeing or hearing of other employees within the organisation losing their jobs makes you feel more insecure about the safety of you position?
	Seeing or hearing of other employees within the organisation losing their jobs makes you feel more insecure about the safety of you position? Strongly Agree
	Seeing or hearing of other employees within the organisation losing their jobs makes you feel more insecure about the safety of you position? Agree
	Seeing or hearing of other employees within the organisation losing their jobs makes you feel more insecure about the safety of you position? Disagree
	Seeing or hearing of other employees within the organisation losing their jobs makes you feel more insecure about the safety of you position? Strongly Disagree

	Training and Development reduces worries over feeling like your not being highly qualified enough to maintain your position in uncertain times?
	Training and Development reduces worries over feeling like your not being highly qualified enough to maintain your position in uncertain times? Strongly Agree
	Training and Development reduces worries over feeling like your not being highly qualified enough to maintain your position in uncertain times? Agree
	Training and Development reduces worries over feeling like your not being highly qualified enough to maintain your position in uncertain times? Disagree
	Training and Development reduces worries over feeling like your not being highly qualified enough to maintain your position in uncertain times? Strongly Disagree

	Your organisation is doing its best to provide training and development during uncertain times of budget cuts?
	Your organisation is doing its best to provide training and development during uncertain times of budget cuts? Strongly Agree
	Your organisation is doing its best to provide training and development during uncertain times of budget cuts? Agree
	Your organisation is doing its best to provide training and development during uncertain times of budget cuts? Disagree
	Your organisation is doing its best to provide training and development during uncertain times of budget cuts? Strongly Disagree

	Do you feel the need to take on more work and responsibility to impress management?
	Do you feel the need to take on more work and responsibility to impress management? Strongly Agree
	Do you feel the need to take on more work and responsibility to impress management? Agree
	Do you feel the need to take on more work and responsibility to impress management? Disagree
	Do you feel the need to take on more work and responsibility to impress management? Strongly Disagree

	Do you feel as though you can take your annual leave?
	Do you feel as though you can take your annual leave? Strongly Agree
	Do you feel as though you can take your annual leave? Agree
	Do you feel as though you can take your annual leave? Disagree
	Do you feel as though you can take your annual leave? Strongly Disagree

	When you do take annual leave your worrying about all the work you have to do when your back at work?
	When you do take annual leave your worrying about all the work you have to do when your back at work? Strongly Agree
	When you do take annual leave your worrying about all the work you have to do when your back at work? Agree
	When you do take annual leave your worrying about all the work you have to do when your back at work? Disagree
	When you do take annual leave your worrying about all the work you have to do when your back at work? Strongly Disagree

	Your working environment feels like a safe place?
	Your working environment feels like a safe place? Strongly Agree
	Your working environment feels like a safe place? Agree
	Your working environment feels like a safe place? Disagree
	Your working environment feels like a safe place? Strongly Disagree


12. On Average how often are you on sick leave per year? 
Once a year
Twice a year
3 times a year
4 times a year
Never
Other (please specify)

13. What are the causes for you to usually taking sick leave? (You can chose more than 1 answer as long as it is within the last year) 
Stress
Cold/ flu
Depression
Anxiety
Run Down due to working to much
Minor illnesses 
Major illness
Children being unwell- no child care
14. How well is your organisation at communicating critical information throughout all levels of employees? 
	 
	Very Good
	Good
	Bad
	Very Bad
	Does not have this channel of communication

	Individual Face-to-face communication (Able to speak to anyone comfortably including line managers)
	Individual Face-to-face communication (Able to speak to anyone comfortably including line managers) Very Good
	Individual Face-to-face communication (Able to speak to anyone comfortably including line managers) Good
	Individual Face-to-face communication (Able to speak to anyone comfortably including line managers) Bad
	Individual Face-to-face communication (Able to speak to anyone comfortably including line managers) Very Bad
	Individual Face-to-face communication (Able to speak to anyone comfortably including line managers) Does not have this channel of communication

	Intranet 
	Intranet  Very Good
	Intranet  Good
	Intranet  Bad
	Intranet  Very Bad
	Intranet  Does not have this channel of communication

	Team Briefing
	Team Briefing Very Good
	Team Briefing Good
	Team Briefing Bad
	Team Briefing Very Bad
	Team Briefing Does not have this channel of communication

	Consultative committees
	Consultative committees Very Good
	Consultative committees Good
	Consultative committees Bad
	Consultative committees Very Bad
	Consultative committees Does not have this channel of communication

	Notice Boards
	Notice Boards Very Good
	Notice Boards Good
	Notice Boards Bad
	Notice Boards Very Bad
	Notice Boards Does not have this channel of communication

	Speak-up programmes
	Speak-up programmes Very Good
	Speak-up programmes Good
	Speak-up programmes Bad
	Speak-up programmes Very Bad
	Speak-up programmes Does not have this channel of communication

	Involve you and listen to your opinions on topics?
	Involve you and listen to your opinions on topics? Very Good
	Involve you and listen to your opinions on topics? Good
	Involve you and listen to your opinions on topics? Bad
	Involve you and listen to your opinions on topics? Very Bad
	Involve you and listen to your opinions on topics? Does not have this channel of communication

	Answering specific questions you would like to know?
	Answering specific questions you would like to know? Very Good
	Answering specific questions you would like to know? Good
	Answering specific questions you would like to know? Bad
	Answering specific questions you would like to know? Very Bad
	Answering specific questions you would like to know? Does not have this channel of communication


Which do you feel is the most reliable source for yourself?
15. Do you agree or disagree with the following statements regarding overtime 
	 
	Strongly Agree
	Agree
	Disagree
	Strongly Disagree

	Overtime has become apart of your normal working life?
	Overtime has become apart of your normal working life? Strongly Agree
	Overtime has become apart of your normal working life? Agree
	Overtime has become apart of your normal working life? Disagree
	Overtime has become apart of your normal working life? Strongly Disagree

	You work overtime at least once a week?
	You work overtime at least once a week? Strongly Agree
	You work overtime at least once a week? Agree
	You work overtime at least once a week? Disagree
	You work overtime at least once a week? Strongly Disagree

	Without overtime you would not be able to complete all work your required to each week?
	Without overtime you would not be able to complete all work your required to each week? Strongly Agree
	Without overtime you would not be able to complete all work your required to each week? Agree
	Without overtime you would not be able to complete all work your required to each week? Disagree
	Without overtime you would not be able to complete all work your required to each week? Strongly Disagree

	You should be paid for working overtime?
	You should be paid for working overtime? Strongly Agree
	You should be paid for working overtime? Agree
	You should be paid for working overtime? Disagree
	You should be paid for working overtime? Strongly Disagree

	You would like to receive pay for working overtime?
	You would like to receive pay for working overtime? Strongly Agree
	You would like to receive pay for working overtime? Agree
	You would like to receive pay for working overtime? Disagree
	You would like to receive pay for working overtime? Strongly Disagree

	happy that you can claim your overtime back in other ways (such as claim the hours back)
	happy that you can claim your overtime back in other ways (such as claim the hours back) Strongly Agree
	happy that you can claim your overtime back in other ways (such as claim the hours back) Agree
	happy that you can claim your overtime back in other ways (such as claim the hours back) Disagree
	happy that you can claim your overtime back in other ways (such as claim the hours back) Strongly Disagree

	Unfair that the government make savings, through not paying for work done during overtime?
	Unfair that the government make savings, through not paying for work done during overtime? Strongly Agree
	Unfair that the government make savings, through not paying for work done during overtime? Agree
	Unfair that the government make savings, through not paying for work done during overtime? Disagree
	Unfair that the government make savings, through not paying for work done during overtime? Strongly Disagree

	Due to having so much work to do and overtime your uneasy about taking annual leave?
	Due to having so much work to do and overtime your uneasy about taking annual leave? Strongly Agree
	Due to having so much work to do and overtime your uneasy about taking annual leave? Agree
	Due to having so much work to do and overtime your uneasy about taking annual leave? Disagree
	Due to having so much work to do and overtime your uneasy about taking annual leave? Strongly Disagree

	Feel pressured to do overtime as other colleagues do?
	Feel pressured to do overtime as other colleagues do? Strongly Agree
	Feel pressured to do overtime as other colleagues do? Agree
	Feel pressured to do overtime as other colleagues do? Disagree
	Feel pressured to do overtime as other colleagues do? Strongly Disagree

	By working overtime it reduces fear of losing your job because your showing commitment to working more?
	By working overtime it reduces fear of losing your job because your showing commitment to working more? Strongly Agree
	By working overtime it reduces fear of losing your job because your showing commitment to working more? Agree
	By working overtime it reduces fear of losing your job because your showing commitment to working more? Disagree
	By working overtime it reduces fear of losing your job because your showing commitment to working more? Strongly Disagree

	Through working overtime your impressing your line manager and higher managers?
	Through working overtime your impressing your line manager and higher managers? Strongly Agree
	Through working overtime your impressing your line manager and higher managers? Agree
	Through working overtime your impressing your line manager and higher managers? Disagree
	Through working overtime your impressing your line manager and higher managers? Strongly Disagree

	By working overtime it is reducing the quality of your work-life balance?
	By working overtime it is reducing the quality of your work-life balance? Strongly Agree
	By working overtime it is reducing the quality of your work-life balance? Agree
	By working overtime it is reducing the quality of your work-life balance? Disagree
	By working overtime it is reducing the quality of your work-life balance? Strongly Disagree


16. Does your organisation offer these rewards? (please select 'yes' or 'no' then whether it is 'valuable' or 'not valuable to motivate you') there should be 2 circles filled in per row. 
	 
	Yes
	No
	Valuable to you
	Not valuable to you

	Good Salary
	Good Salary Yes
	Good Salary No
	Good Salary Valuable to you
	Good Salary Not valuable to you

	Pay rise/ Bonus
	Pay rise/ Bonus Yes
	Pay rise/ Bonus No
	Pay rise/ Bonus Valuable to you
	Pay rise/ Bonus Not valuable to you

	Job promotions
	Job promotions Yes
	Job promotions No
	Job promotions Valuable to you
	Job promotions Not valuable to you

	Flexible working 
	Flexible working  Yes
	Flexible working  No
	Flexible working  Valuable to you
	Flexible working  Not valuable to you

	opportunities for personal and organisational development
	opportunities for personal and organisational development Yes
	opportunities for personal and organisational development No
	opportunities for personal and organisational development Valuable to you
	opportunities for personal and organisational development Not valuable to you

	Free Tea/ Coffee/ Cold drinks
	Free Tea/ Coffee/ Cold drinks Yes
	Free Tea/ Coffee/ Cold drinks No
	Free Tea/ Coffee/ Cold drinks Valuable to you
	Free Tea/ Coffee/ Cold drinks Not valuable to you

	Child Care Vouchers
	Child Care Vouchers Yes
	Child Care Vouchers No
	Child Care Vouchers Valuable to you
	Child Care Vouchers Not valuable to you

	On-site Parking
	On-site Parking Yes
	On-site Parking No
	On-site Parking Valuable to you
	On-site Parking Not valuable to you

	Mileage expenses
	Mileage expenses Yes
	Mileage expenses No
	Mileage expenses Valuable to you
	Mileage expenses Not valuable to you


Do they offer anything else that motivates you to work well? 
17. Does being involved in discussions during uncertain times help you to (You can select more than 1 answer)
Feel less stressed and anxious 
Feel apart of the organisation
Feel like you belong in the organisation
Feel valued as an employee
Feel more secure about you job position
Motivated to work well
Feel engaged to do more within the company
Other (please specify)

18. Are you intrinsically or extrinsically motivated? 
Intrinsic means:- psychological rewards seen as benefits which come from within the you, such as feeling of self-esteem, respect, achievement and recognition and often come from the nature of work itself 
Extrinsic means:-when things are done for you to be motivated, these include incentives, rewards, pay rises, praise or promotion and punishments such as disciplinary action
Mixture of both
19. How well do you feel that your company understands your business' needs? 
Extremely well
Very well
Somewhat well
Not so well
Not at all well
20. At what level of needs do you currently feel you are meeting? Level 1 is the lowest whilst 5 is the highest (please select 1) each level includes the needs of the levels below it. 
Level 5 Self-actualization:- realizing your own potential of growth through creative talents
Level 4 Esteem needs:- Achievement recognition and status
Level 3 Social needs:- Love, Belonging, affiliation, acceptance
Level 2 Safety needs:- protection against danger, freedom from fear, security of income and job
Level1 Psychological needs:- survival needs, air, water, food, clothing and shelter
21. how do you agree or disagree with the government budgets cuts within the public sector are.... 
	 
	Strongly agree
	agree
	Disagree
	Strongly Disagree 

	Affecting you reaching your full potential of motivation due to big cut backs within the organization
	Affecting you reaching your full potential of motivation due to big cut backs within the organization Strongly agree
	Affecting you reaching your full potential of motivation due to big cut backs within the organization agree
	Affecting you reaching your full potential of motivation due to big cut backs within the organization Disagree
	Affecting you reaching your full potential of motivation due to big cut backs within the organization Strongly Disagree 

	It is becoming more difficult for you to meet your own needs
	It is becoming more difficult for you to meet your own needs Strongly agree
	It is becoming more difficult for you to meet your own needs agree
	It is becoming more difficult for you to meet your own needs Disagree
	It is becoming more difficult for you to meet your own needs Strongly Disagree 

	Driving people to leave the public sector and go to the private sector
	Driving people to leave the public sector and go to the private sector Strongly agree
	Driving people to leave the public sector and go to the private sector agree
	Driving people to leave the public sector and go to the private sector Disagree
	Driving people to leave the public sector and go to the private sector Strongly Disagree 

	Driving people to leave the public sector and go to the third sector
	Driving people to leave the public sector and go to the third sector Strongly agree
	Driving people to leave the public sector and go to the third sector agree
	Driving people to leave the public sector and go to the third sector Disagree
	Driving people to leave the public sector and go to the third sector Strongly Disagree 

	Departments are becoming less staffed so individually they are no longer meeting their purpose 
	Departments are becoming less staffed so individually they are no longer meeting their purpose  Strongly agree
	Departments are becoming less staffed so individually they are no longer meeting their purpose  agree
	Departments are becoming less staffed so individually they are no longer meeting their purpose  Disagree
	Departments are becoming less staffed so individually they are no longer meeting their purpose  Strongly Disagree 

	The organisation as a whole is becoming less able to meet its overall purposes 
	The organisation as a whole is becoming less able to meet its overall purposes  Strongly agree
	The organisation as a whole is becoming less able to meet its overall purposes  agree
	The organisation as a whole is becoming less able to meet its overall purposes  Disagree
	The organisation as a whole is becoming less able to meet its overall purposes  Strongly Disagree 

	Communities are suffering from the shortages
	Communities are suffering from the shortages Strongly agree
	Communities are suffering from the shortages agree
	Communities are suffering from the shortages Disagree
	Communities are suffering from the shortages Strongly Disagree 

	
	
	
	
	





























[bookmark: _Toc481690841]Appendix 3- Original Interview Question Script
This interview today is being conducted to find out your view points on currently used motivation methods.
Due to this being an anonymous survey no names or organisation names are requested.
The interview will be recorded through an audio recorder app on a phone and transcribed at a later date word for word.
It would be great if you could please answer in as much detail and honesty as possible and provide examples if necessary.
Question 1 
Where do you currently work?
Question 2
How would you describe the current level of motivation in your team? How would you assess the level of motivation?

What kind of method do you use to motivate your team?
From the methods you have just described, do you think some are more effective than others? Can you explain your answer?

Question 3
In March 2016, the Office of National Statistics announced the public sector employment is now at the lowest it has ever been since 1999, with a 900,000 decrease of employees from 2008 to 2016. 
Do you think the job losses have had impact on the motivation in your team?
Question 4
It has been identified recently that more people in the public sector, seem to be working weekly overtime, avoiding using annual leave and taking on more responsibility.
Are these 3 issues happening within your team and if so, how are they affecting team member’s motivation?
Although there could be many reasons to why individuals do this, what reasons stand out most to you from their behaviours?
Question 5 
Have your team been affected by long-term or short-term absences due to work commitments, since 2011?
Have you noticed any changes in the absence of staff?

Question 6
Public sector organisations are being encouraged to use open channels of communication, whilst government austerity measures are changing. What communication channels are currently being used to keep you and your team up to date, on how the government cuts are impacting the organisation and how they can be affecting you within your working environment? This information could be from anyone in the organisation who is able to disclose the correct information.
Are the channels mentioned working and why? 
Question 7
Do you encourage your team to voice their opinions, in the organisational changes due to the cut backs?
How do you encourage them to do it?
Are they opinion ever listened too and why?

Question 8
In your opinion, to what extent have the austerity measures had an impact on staff development and training? What are the consequences?

Question 9 
Despite austerity measures, how could the organisations increase the motivation?

Thank you for your time and participation. As a reminder no names or organisation names will be mentioned in the analysis findings of the dissertation.



[bookmark: _Toc481690842]Appendix 4- Transcripts 
All the questions and information previously seen in the script were asked by the researcher, all the answers are by the interviewees.
[bookmark: _Toc481690843]Manager 1
This interview today is being conducted to find out your view points on currently used motivation methods.
Due to this being an anonymous survey no names or organisation names are requested.
The interview will be recorded through an audio recorder app on a phone and transcribed at a later date word for word.
It would be great if you could please answer in as much detail and honesty as possible and provide examples if necessary.


Question 1 
Where do you currently work?
 I currently work in the local authority. City and county of Swansea

Question 2
How would you describe the current level of motivation in your team? How would you assess the level of motivation?
Current level of motivation at the moment is lower than usual, due to contracts coming to an end. There is uncertainty with jobs so therefore motivation levels are significantly lower than normal.

To assess the situation, I’ve conducted one to ones with team members as well as held team meeting here concerns have been highlights. For some increasing stress levels teams attitudes towards work, general approach and conduct often indicates is something is not right. I know my team quite well and try to put in support mechanisms once an issue may have been identified.


What kind of method do you use to motivate your team?
To motivate staff I arrange team away days and got a choir master to deliver an interactive fun workshop. I also compliment them when they do good work. I have an open door policy and give as well as welcome constructive feedback.   
I often treat staff with refreshments food and snacks, especially at team meetings. I clearly show my appreciation to them via my conduct and behaviour.


From the methods you have just described, do you think some are more effective than others? Can you explain your answer?
The best method for me is communication where I am praising them directly and to senior managers of their achievements. I am not shy in commending my team for their efforts. Also giving treats helps to create positive atmosphere, both social and professional. 

Question 3
In March 2016, the Office of National Statistics announced the public sector employment is now at the lowest it has ever been since 1999, with a 900,000 decrease of employees from 2008 to 2016. 
Do you think the job losses have had impact on the motivation in your team?
well seeing my team which has excellent people with such varied skills and the thought of losing them to other jobs does upset me. It is never easy to build a team which are on the same level playing field as you. I have already lost key workers due to job insecurity, this does affect me but I must say my motivation level is still the same. As my motivation to support my valued team into other jobs so they don’t lose out. I know if one door closes another door open. Then is sun after the rain. What is meant to be will be. So I know I will probably get a job somewhere, whether in my current workplace or elsewhere that to me doesn’t matter so much. But I to be in a job that benefits others that’s my main motivation. As I said I am a positive thinker, so will ever let others know if I am lacking motivation as I am quick to pick myself back up.


Question 4
It has been identified recently that more people in the public sector, seem to be working weekly overtime, avoiding using annual leave and taking on more responsibility.
Are these 3 issues happening within your team and if so, how are they affecting team member’s motivation?
I have experienced this some 5 years back due to community organisations going into liquidation. The council overnight had to Forge Fach building and Graigfelen hall ownership back to them and there was no interim plan in place. So the buildings responsibility and the running from it ended up on me with no pre warning and I had to manage my own workload which was managing the Communities First programme Northeast area. My previous manager was not supportive at all I was working 8am-9pm for 2 months with no direction or understanding from them. I didn’t want my team to feel the burden so I didn’t end up making them take on additional pressure but took it upon myself. It resulted in affecting my health and personal life. I was not home until late every day and after 6 months of putting up with this and trying to make my manager understand how it was affecting me. She did not help to find a solution, so I then self-referred to occupational health to make manager realise how it was affecting me. I also confronted her and told her lack of support as a manager and that her communication was terrible. She did apologised and committed to improving her communication and attitude with me. I then made proposals for change which she actioned and handover was passed on to another department after a year. That was the worst year in my whole career. Communication is important as well as appropriate managerial support for effective working relationships. 

Although there could be many reasons to why individuals do this, what reasons stand out most to you from their behaviours?
However currently there are pressures on my team as jobs are ending and responsibilities are passed onto others to complete during working hours so staff work longer hours and delay taking annual leave so targets can be met. Consignments can be complete. People seem more stressed and unhappy in work. There are higher levels of stress related sickness and the quality of work is affected too. 

Question 5 
Have your team been affected by long-term or short-term absences due to work commitments, since 2011?
Some of my team members have been off work with sickness but not predominantly work related. Some members of staff prefer to work part time whilst others had decreased their hours to fit around other commitments and health conditions. So work is not affected, responsibilities have been spread fairly across the rest of the team. We as a team work well supporting each other. 


Have you noticed any changes in the absence of staff?
Currently in my team I don’t have high level work sickness absence, but rather sickness due to bereavement and general ill health. No one has reported work related stress yet.

Question 6
Public sector organisations are being encouraged to use open channels of communication, whilst government austerity measures are changing. What communication channels are currently being used to keep you and your team up to date, on how the government cuts are impacting the organisation and how they can be affecting you within your working environment? This information could be from anyone in the organisation who is able to disclose the correct information.
Communication is via electronic intranet, emails or face to face. 
Are the channels mentioned working and why? 
All the channels mentioned are the best but very limited. I believe this is the worst in the council. They are always delaying in passing on information, which I know sometimes is not their fault as Welsh government delay in passing on the information in the first place. But at times I feel it is so internally hieratical that information passed onto the line staff is often ill timed and too late. This does have impacts on staff motivation and stress levels. Staffs end up going to other jobs to get some security. Others become unhappy in the situation and motivation drops. This internal communication has not improved as much as it could. I have witnessed to in the last 10 years I have worked at the council. 

Question 7
Do you encourage your team to voice their opinions, in the organisational changes due to the cut backs?
I do inform and provide opportunities for the team to contribute towards organisational changes.
How do you encourage them to do it?
In particular the recent cut backs, the team have the chance to forward their thoughts to me or the internal team, who are managing staff views on behalf of the council, through the intranet. I also organise team meetings where I give the team opportunity to air their concerns and offer constructive solutions or suggestions. The team also has the opportunity to discuss issues in 121’s where it is more confidential and allows them to speak to me more freely. I find this works really well. The team can also email or text me or even put a notice in my calendar to speak to me. I operate on an open door policy and provide opportunities where ever possible to keep the teams informed and up to date on all matters.

Are they opinion ever listened too and why?
Direct managers will often try to listening to listening value opinion. Occasionally it is acted upon. There is only a small opportunity to voice employee’s voices but there are many who feel they’re not listened too. 


Question 8
In your opinion, to what extent have the austerity measures had an impact on staff development and training? What are the consequences?
Finding cut backs results in less staff and increased workload. But finally the council is looking at a smarter way of working. There are outcomes driven sort means of current work does not help to achieve target then you don’t do it. There is 121’s which help managers and staff keep tab on things, it is much easier to communicate via mobile and email and face to face. However training is limited although internally you can access training, external training is more controlled and limited and requires a series of authorisation process before getting approval. 

Question 9 
Despite austerity measures, how could the organisations increase the motivation?
Well I am a self-motivated manager even if the council does not try. But one thing they can do is be more transparent, honest and improve communication. As I believe better communication is it positive or negative. Together we can work together toward a solution. Two heads are better than one. 

Thank you for your time and participation. As a reminder no names or organisation names will be mentioned in the analysis findings of the dissertation.









[bookmark: _Toc481690844]Manager 2
This interview today is being conducted to find out your view points on currently used motivation methods.
Due to this being an anonymous survey no names or organisation names are requested.
The interview will be recorded through an audio recorder app on a phone and transcribed at a later date word for word.
It would be great if you could please answer in as much detail and honesty as possible and provide examples if necessary.

Question 1 
Where do you currently work?
I currently work in Moriston hospital in the Education Centre as the Medical Education Manager. 

Question 2
How would you describe the current level of motivation in your team? How would you assess the level of motivation?
I believe the motivation of my team if high, I would asses this by the attitudes of my team and how the work gets done. 
What kind of method do you use to motivate your team?
The method of motivation I use is communication and regular team meetings. Within my team we meet every week usually on a Friday to discuss workload. During the meetings I encourage and praise staff for good work. I believe meeting regularly, and continuing to communicate with my team to keep them up to date with what is going on will keep them motivated. 
From the methods you have just described, do you think some are more effective than others? Can you explain your answer?
I believe communication is key, and without this teams will not be motivated. I am a hands on manager who keeps the team up to date with all information, as I believe they feel part of the team and will want to all work towards the same goal. 

Question 3
In March 2016, the Office of National Statistics announced the public sector employment is now at the lowest it has ever been since 1999, with a 900,000 decrease of employees from 2008 to 2016. 
Do you think the job losses have had impact on the motivation in your team?
No. 

Question 4
It has been identified recently that more people in the public sector, seem to be working weekly overtime, avoiding using annual leave and taking on more responsibility.
Are these 3 issues happening within your team and if so, how are they affecting team member’s motivation?
The issues only relate to myself, I would not allow my staff to have this pressure, I would make sure they use their annual leave etc. However, it does affect myself. This does no motivate me and I do feel the loss of job satisfaction and not motivated at present all departments are expected to give more for less. 
Although there could be many reasons to why individuals do this, what reasons stand out most to you from their behaviours?
To get the job done, and to ensure that we provide a high standard of service to our students. The work needs to get done, and its hard to say no from high levels of management. 

Question 5 
Have your team been affected by long-term or short-term absences due to work commitments, since 2011?
No
Have you noticed any changes in the absence of staff?
 No
Question 6
Public sector organisations are being encouraged to use open channels of communication, whilst government austerity measures are changing. What communication channels are currently being used to keep you and your team up to date, on how the government cuts are impacting the organisation and how they can be affecting you within your working environment? This information could be from anyone in the organisation who is able to disclose the correct information.

Are the channels mentioned working and why? 
We get intranet bulletins to inform us of what is going on. I believe they only work for those who have time to read them, which I do not. Unless a member of the team has openly highlighted that something has been published on the intranet I do not have time to read them. 

Question 7
Do you encourage your team to voice their opinions, in the organisational changes due to the cut backs?
I encourage my team to voice opinions positive and negative. 
How do you encourage them to do it?
During our weekly meetings. 
Are they opinion ever listened too and why?
If there is something I can change within my department I will try, however bigger aspects beyond my control I cannot help with. ABMU health board are trying to listed to employees we regularly have staff surveys we have to complete, but I don’t believe they listed to our opinions. 

Question 8
In your opinion, to what extent have the austerity measures had an impact on staff development and training? What are the consequences?
At present AMBU have stopped all staff training. The consequences staff feel de motivated as they cannot progress. 

Question 9 
Despite austerity measures, how could the organisations increase the motivation?
More communication is needed, more staff within areas as staff are increasingly stretched. 

Thank you for your time and participation. As a reminder no names or organisation names will be mentioned in the analysis findings of the dissertation.
[bookmark: _Toc481690845]Manager 3
This interview today is being conducted to find out your view points on currently used motivation methods.
Due to this being an anonymous survey no names or organisation names are requested.
The interview will be recorded through an audio recorder app on a phone and transcribed at a later date word for word.
It would be great if you could please answer in as much detail and honesty as possible and provide examples if necessary.

Question 1 
Where do you currently work?
Swansea Police Station

Question 2
How would you describe the current level of motivation in your team? How would you assess the level of motivation?
Motivation appears reasonable 

What kind of method do you use to motivate your team?
Setting Clear standards, motivating and rewarding high achievers, supporting underachievers  

From the methods you have just described, do you think some are more effective than others? Can you explain your answer?
Yes I believe that constantly providing honest feedback achieves goals 

Question 3
In March 2016, the Office of National Statistics announced the public sector employment is now at the lowest it has ever been since 1999, with a 900,000 decrease of employees from 2008 to 2016. 
Do you think the job losses have had impact on the motivation in your team?
Yes we work with partners

Question 4
It has been identified recently that more people in the public sector, seem to be working weekly overtime, avoiding using annual leave and taking on more responsibility.
Are these 3 issues happening within your team and if so, how are they affecting team member’s motivation?
Yes and this can be demoralising. 

Although there could be many reasons to why individuals do this, what reasons stand out most to you from their behaviours?
They sometimes appear to feel left out although this may not be the case.

Question 5 
Have your team been affected by long-term or short-term absences due to work commitments, since 2011?
Yes
Have you noticed any changes in the absence of staff?
 Yes it has now improved
Question 6
Public sector organisations are being encouraged to use open channels of communication, whilst government austerity measures are changing. What communication channels are currently being used to keep you and your team up to date, on how the government cuts are impacting the organisation and how they can be affecting you within your working environment? This information could be from anyone in the organisation who is able to disclose the correct information.
Regular Updates from the centre

Are the channels mentioned working and why? 
Yes senior managers have given live briefings.
Question 7
Do you encourage your team to voice their opinions, in the organisational changes due to the cut backs?
Yes 
How do you encourage them to do it?
By asking them

Are they opinion ever listened too and why?
Yes they are important

Question 8
In your opinion, to what extent have the austerity measures had an impact on staff development and training? What are the consequences?
Staffs feel that they have increased workloads which sometimes lead them to stress.

Question 9 
Despite austerity measures, how could the organisations increase the motivation?
Continue as they are already doing

Thank you for your time and participation. As a reminder no names or organisation names will be mentioned in the analysis findings of the dissertation.
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This interview today is being conducted to find out your view points on currently used motivation methods.
Due to this being an anonymous survey no names or organisation names are requested.
The interview will be recorded through an audio recorder app on a phone and transcribed at a later date word for word.
It would be great if you could please answer in as much detail and honesty as possible and provide examples if necessary.

Question 1 
Where do you currently work?
Local governments – across the Western Bay area

Question 2

How would you describe the current level of motivation in your team? How would you assess the level of motivation?
I would argue that the level of motivation is closely linked to the job security. In a secure job, people always focus on their own and organisational performance. This will be closely followed by the organisational culture that how much one enjoy his/her job role, opportunity for personal growth  and a say in the decision making process. 

There are two kind of motivation eg. outcome-focused motivation and process-focused motivation and both may capture different dimension of motivation.  In our organisation we mainly assess motivation via the following:
1. Annual performance Appraisal system
2. One – to –One meeting
3. Staff Survey (annual)

What kind of method do you use to motivate your team?
We use the above three method as well as arrange staff engagement event, team meetings and also provide relevant training on various relevant areas. We also have support services, such as Staff occupational health, peer support etc. 

From the methods you have just described, do you think some are more effective than others? Can you explain your answer?
Yes, I would say the most important element is the various methods that suits different needs and avenue where staff can provide his/her input. For example, one to one meeting, however, if staff is not satisfied with it, they will then have the opportunity to provide his/her feedback during the staff survey or appraisal. 

Question 3
In March 2016, the Office of National Statistics announced the public sector employment is now at the lowest it has ever been since 1999, with a 900,000 decrease of employees from 2008 to 2016. 
Do you think the job losses have had impact on the motivation in your team?
Yes job losses make you feel less motivated because uncertain situation in any environment have a significant impact on motivation and the passion to work. Work life balance is another key area to consider, as with less staff there seems to be a lot of pressure on existing staff to take on more work and this is on top of your existing workload and with no extra rewards. 
This affects staff motivation, because of its significant impact on health and social wellbeing. Also, staff does not enjoy the work because of extra workload pressure.  

Question 4
It has been identified recently that more people in the public sector, seem to be working weekly overtime, avoiding using annual leave and taking on more responsibility.
Are these 3 issues happening within your team and if so, how are they affecting team member’s motivation?
Yes this is true. Currently there are staff who are working longer hours, some losing their flexi time and in some cases staff are not taking full annual leave entitlements. 
With this added pressure, the impact on staff is more people are going off sick and at the same time staff do not think that there is a healthy work environment exist any longer. 


Although there could be many reasons to why individuals do this, what reasons stand out most to you from their behaviours?
Work life balance, time pressure and appreciation are some of the key reasons that stand ourt the most.

Question 5 
Have your team been affected by long-term or short-term absences due to work commitments, since 2011?
I am not personally, but I have observed other colleagues that they have been under severe pressure to deliver various targets within a short deadline. There are also issues with regards to completing vacant posts soon. Also, in some area, staff have been retired and there is no one to take the work forward. 

Have you noticed any changes in the absence of staff?
There is no long term absence issue in my team, however, there are more on/off absence due to the health reasons..  
Question 6
Public sector organisations are being encouraged to use open channels of communication, whilst government austerity measures are changing. What communication channels are currently being used to keep you and your team up to date, on how the government cuts are impacting the organisation and how they can be affecting you within your working environment? This information could be from anyone in the organisation who is able to disclose the correct information.
Joint working, going more digital and online services and less paper etc. However, this doesn’t work the way its been promoted via the media. There is still a ‘red-tap’ and hierarchical system in most public services and this need breaking down before the introduction of open channels of communications. 
Are the channels mentioned working and why? 
They have been recently introduced by most public services in Wales, however, they are not working and the reason for this is ‘Red-tap’ and hierarchical system. 



Question 7

Do you encourage your team to voice their opinions, in the organisational changes due to the cut backs?
Yes, there are initiatives that encourage staff to fully involve in the change process. In my organisation they have established a staff network called ‘Innovation community’ where staff are designing solutions for the issues they have identified themselves. Some initiatives have been piloted and they are seem to be working fine.  
Are they opinion ever listened too and why?
I would say, it depends from issue to issue. In some cases yes but in others, it has been side-lined. 
How do you encourage them to do it?
There are various opportunity such as the Innovation Community, who are currently working on various stands and staff have the opportunity to engage and fully involve if they feel that they can contribute and learn from these opportunities. 

Question 8
In your opinion, to what extent have the austerity measures had an impact on staff development and training? What are the consequences?
In bigger organisation the impacts are varied from departments to department. For example a number of services will soon be going to be commissioned to third sectors/private sectors. There are also cut backs on almost everything including no colour print , restricted travel policy and training outside the LA etc. the key reasons for all these are saving money and making for the government cutback on annual basis.  
This is affecting almost everyone within and outside the organisation. The lack of resources means fewer services available to local community compared to previous years and also there is a significant pressure on staff to achieve their target and deliver within the short resources available to them.

Question 9 
Despite austerity measures, how could the organisations increase the motivation?
Yes I do feel that my organisation should be providing more support to its staff to effectively and efficiently deal with all key challenges.  All public services in Wales should be arranging sessions / talk and regular communication with its staff and they community they serve about the challenges and difficulty that the organisation currently going through and what else will be coming and how this will have an impact on individual’s job/work. The organisation should also keep the community they serve well informed and make communication and information more accessible. 
Every public service in Wales should be introducing more incentives for staff to become more motivated, as they are currently delivering a huge government tasks in minimum resources and with great enthusiasm.   

Thank you for your time and participation. As a reminder no names or organisation names will be mentioned in the analysis findings of the dissertation.
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This interview today is being conducted to find out your points of view on currently used motivation methods.
Due to this being an anonymous survey; no names or organisation names are requested.
The interview will be recorded through an audio recorder application on a telephone and transcribed verbatim at a later date.
It would be great if you could please answer in as much detail and honesty as possible and provide examples, if necessary.
Question 1 
Where do you currently work?
Civil Service Swansea
Question 2

How would you describe the current level of motivation in your team? How would you assess the level of motivation?
Currently all my team are well motivated, 
· we have several small incentives going ahead that various staff have volunteered to be involved
· Work Improvement champions (WIC) this process allows all staff to contribute ideas suggestions and they are then supported by dedicated staff to progress the idea
· Secondment to various posts in within the unit and outside
· One to one monthly meetings
· Leadership process, fast track process which allows fully motivated and engaged staff who have shown potential to progress quickly.
· Personal Contribution awards, where staff are rewarded financially from £75-£500 for personal or team contributions. 

What kind of method do you use to motivate your team?
I allow my team and managers the autonomy to carry out their ideas and change processes where they see fit, I include and task staff to review working practices and encourage them to become involved and be part of the team and unit
From the methods you have just described, do you think some are more effective than others? Can you explain your answer?
Autonomy, by allowing my managers the freedom to manage staff, processes and ideas, they and staff become involved in forming the building blocks and foundations and making the future. They then become  and feel that they are able to structure the way farward. 


Question 3
In March 2016, the Office of National Statistics announced the public sector employment is now at the lowest it has ever been since 1999, with a 900,000 decrease of employees from 2008 to 2016. 
Do you think the job losses have had an impact on the motivation in your team?
Motivation was on low ebb due to the position we kept finding us in due to the lack of staff, however since the introduction of 100 further staff, motivation has improved. This has come about now due to workloads being more under control and staff now have the time to be involved deal with items that previously we did not have time to action. 

Question 4
It has been identified recently that more people in the public sector seem to be working weekly overtime, avoiding using annual leave and taking on more responsibility.
Are these 3 issues happening within your team and if so, how are they affecting individual team member’s motivation?
Since overtime has been reduced from Double to single time, the staff numbers attending has decreased considerably. Staff who now work Overtime tend to do this for time off rather than cash. 
Although there could be many reasons to why individuals do this; what reasons stand out most to you from their behaviours?
We have not seen a decrease in motivation due to weekly overtime. Staff who show initiative through our various schemes do seem more motivated and do tend to take less leave to ensure that their projects or tasks are completed on the due date.   

Question 5 
Has your team been affected by long-term or short-term absences due to work commitments, since 2011?
We have seen a decrease in short term absences; however with an aging workforce we have encountered more long term absences. Work commitments have seen some managers taking more work home to enable them to catch back up and reply to endless e-mails etc.

Have you noticed any changes in the absence of staff?
Staff continue to support as usual, and ensuring that we continually support and task accordingly we have ensured that absences are low, however we increasing child care costs and the reliance on staff being careers to other family members this has placed a strain on work/home relationships and commitments. To address this we have extended our Flexi bands of working to commence from 6:00 to 23:00 every day Monday to Saturday, so staff have the option of working 37 hours between these times six days a week. With other incentives this has improved motivation and home/work balances.

Question 6
Public sector organisations are being encouraged to use open channels of communication, whilst Government austerity measures are changing. What communication channels are currently being used to keep you and your team up to date, on how the Government cuts are impacting the organisation and how they can be affecting you within your working environment? This information could be from anyone in the organisation who is able to disclose the correct information.
We are supported her with an internal communications group, who have representatives in each directorate, we receive:
· Daily updates on work initiatives, changes
· A monthly staff newsletter created and published by staff on staff issues other than work
· Business support networking with a helpdesk, providing updates to all as and when required
· Communication representatives within the unit, capturing issues, trends, ideas and latest gossip etc for a monthly news letter
· Weekly stencil which cover topics from the Executive board to what effects you, with news on legislative changes, pay etc 
Are the channels mentioned working and why? 
The introduction of the Communication representatives has ensured that the correct information is produced accurately and made available for all.
As above staff have a wealth of literature that they can refer to, o r dedicated staff from various backgrounds where they can seek information, this encourages staff to look as well as contribute.

Question 7
Do you encourage your team to voice their opinions, in the organisational changes due to the cut backs?
Yes we are happy for staff to ask questions, challenge and provide suggestions etc on any topic.
How do you encourage them to do it?
We have regular one to one meetings if staff wish to not involve all, we also encourage staff to meet and ask the management team where any subject can be approached, and a good Q&A has been established.
Are their opinions ever listened to and why?
We have a civil service survey held yearly where staff have the opportunity to answer questions and pass opinion on various subjects, the information is captured globally, but unit and all results are fed back to managers, staff.
From the results workshops are generated to discuss the good and poor results and we engage with staff to create a plan to address these.
The results, options and recommendations are then relayed to all staff and all are involved in the improvements. 
Question 8
In your opinion, to what extent have the austerity measures had an impact on staff development and training? What are the consequences?
No, we have invested heavily in Manager and Staff training and development.
· LEAP, training and mentoring for new managers,
· LEAP 2, this is for existing managers and leadership skills
· Fast Track; skills based training for managers 
· Fast track AA-AO : this is a similar type training for our operational staff
· New IT equipment across all operational staff
Question 9 
Despite austerity measures, how could the organisations increase the motivation?
All points above.

Thank you for your time and participation. As a reminder; no names or organisation names will be mentioned in the analysis findings of the dissertation.
[bookmark: _Toc481690848]Manager 6
This interview today is being conducted to find out your view points on currently used motivation methods.
Due to this being an anonymous survey no names or organisation names are requested.
The interview will be recorded through an audio recorder app on a phone and transcribed at a later date word for word.
It would be great if you could please answer in as much detail and honesty as possible and provide examples if necessary.

Question 1 
Where do you currently work?
ABMU Health Board – Neath Port Talbot Hospital Delivery Service Unit as an Assistant Governance Manager

Question 2
How would you describe the current level of motivation in your team? How would you assess the level of motivation?
I work in a very small team with myself and my manager – We are quite motivated as we have response targets to meet which is monitored at executive level.   We work well as a team, always supporting and advising where appropriate.

What kind of method do you use to motivate your team?
It is not down to me to motivate staff but the health board. Although receiving verbal praise from executives, patients, and families is a good motivator which shows patient and job satisfaction.  I enjoy the satisfaction when complainant and patients thank me and other senior team members thank me for the support I provide them. 
There are lots of explains that the Health Board motivates staff.    
· Letters of compliments are often received from patients and are shared with the individual/team involved with the patient care.  Compliments received into the Health Board from patients/carers etc are recorded in the Governance information system ‘DATIX’ which is also fed back via Quality and Assurance Board Meetings and Quality Safety and Improvement Meetings.  So not only concerns are monitored, compliments and letters of thanks are also monitored.  

· Staff working within the Health Board has access to health and wellbeing services, child care voucher schemes, NHS staff discounts, car lease schemes, bicycles schemes, pension and good pay and working conditions.  All services and schemes opened to staff are advertised on the staff intranet which is accessible for all.  Having access to these services and schemes motivates staff to retain employment within NHS services.

· The Health Board promotes a yearly PADR – Professional Appraisal Development Review.  The PADR encourages staff and managers to set objects that demonstrated current capability and performance as well as objectives that will stretch and progress ability and performance which is also a motivation tool to inspire role progression and promotions. 

· The Health Board offers and excellent induction and mandatory training programme for staff.  

· All Staff are aware of Health Board Values and are encouraged to sign up to them.   Health Board Values which are:
Caring for Each Other
Working Together
Always Improving

· The Health Board promotes numerous awards for its staff such as unsung hero which is a national event, patient choice awards which is Unit lead event where patients/family can nominate individual staff.  There are posters and available information which provides advice on how staff can be nominated staff.  There is also an annual Health Board Chairman Award event where staff/services are presented awards.  


From the methods you have just described, do you think some are more effective than others? Can you explain your answer?
I personally don’t think any method is more effective than others as people are individuals – some may be very motivated and attend to be efficient, reliable and hardworking and some other will go into work to do the bare minimum.  The private sector is not as lenient on staff as the public sector and if staff do not perform they are unlikely to remain in their role.  So I do not believe it is down to motivation methods.

Question 3
In March 2016, the Office of National Statistics announced the public sector employment is now at the lowest it has ever been since 1999, with a 900,000 decrease of employees from 2008 to 2016. 
Do you think the job losses have had impact on the motivation in your team?
In the NHS overall, staff moral can be low as vacancies are not necessary replaced or refilled and Staff do feel like they are taking on more responsibilities which is down to government and the cutting of finances. But I also think with there is a sense of entitlement with staff – which can be the same as people feeling that they are entitled public sector services.  The NHS isn’t a free finance business – there is financial restraints and too much expenditure and I feel as a Health Board employee and a National Insurance member that there needs to be reforms from services and staff to improve what the NHS offers.  There needs to a change in expectations from staff and patients.  


Question 4
It has been identified recently that more people in the public sector, seem to be working weekly overtime, avoiding using annual leave and taking on more responsibility.
Are these 3 issues happening within your team and if so, how are they affecting team member’s motivation?
Working overtime can happen but there is always the opportunity to claim the time back.  Flexi working is promoted and my manager is family friendly having two young children herself.  I do feel that time management is a very important skill at times pointless/non required tasks are performed which wastes time and resource.

Although there could be many reasons to why individuals do this, what reasons stand out most to you from their behaviours?
Poor time management


Question 5 
Have your team been affected by long-term or short-term absences due to work commitments, since 2011?
No, not that I can recall

Have you noticed any changes in the absence of staff?
 
Not directly in the department I work.  There are overall issues with vacant nursing posts across the Health Board and more senior nurses having to perform clinical duties as well as managerial duties.  Vacant posts often take a time to be advertised and refilled but i assume it is down to financial pressure and trying fund any financial gaps.  

Question 6
Public sector organisations are being encouraged to use open channels of communication, whilst government austerity measures are changing. What communication channels are currently being used to keep you and your team up to date, on how the government cuts are impacting the organisation and how they can be affecting you within your working environment? This information could be from anyone in the organisation who is able to disclose the correct information.
Intranet services – all staff have access to the intranet – the intranet page is updated with all issues affecting the organisation and current financial strains – encouragement for all staff to become more prudent.  

The Health Board also has a face book page which is managed by the corporate communications team.  The page will often list and promote Health Board issues/good practice.  There is a current campaign on pharmaceutical waste.

Are the channels mentioned working and why? 
I think it does work but doesn’t work for the older generation.  Not all patients and staff within the Health Boards boundaries are up with the use of technology or are not aware of different social media methods.  

Question 7
Do you encourage your team to voice their opinions, in the organisational changes due to the cut backs?
Not spoken about as a team – but there is an opportunity where staff can voice their opinions in comments via intranet bulletins.  Every Unit also has a Team Brief session once a month where staff are undated on current issues such as finance.  These sessions are run by the Unit Directors and often executive members will attend.
There is also currently a staff survey ‘In Our Shoes 2017’ to identify how to improve staff experience.  

How do you encourage them to do it?
Not possible to do so

Are they opinion ever listened too and why?
The Health Board recently asked for views on things that could be changed to make radical changes in a sustainable way from staff members and a wide number of areas and key themes were recognised and in process of implementation.
Question 8
In your opinion, to what extent have the austerity measures had an impact on staff development and training? What are the consequences?
Internal training is only permitted.  Due to the current financial pressures – outside study leave is not being approved.  

Question 9 
Despite austerity measures, how could the organisations increase the motivation?
In these challenging times it is wrong for the responsibilities on motivation to fall on ABMU as it is not a organisational issue it is a British issue and until the country has access to the funds to managed the NHS appropriately and efficiently – get the right staff in, not accepting the pharmaceutical company charges then it is very difficult to keep staff motivated.

Thank you for your time and participation. As a reminder no names or organisation names will be mentioned in the analysis findings of the dissertation.
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Stepl

Measurement has tobe considered fromthe start of any motivational programme/
investment. Itcannot be an after- thought butintroduced from the design stage.

Step2

Understand the core four pillars of behaviour change and how they work together. These are
‘communication (bringing the programme to employeesin simple and engaging formats),
‘education (empowering employees to exceed their objectives), measurements (needtobe
transparent, credible and fast) and rewards & recognition (needs to be compellingto
‘employees, whilst easy to understand and follow). Once these elements are understood and
how they complement each other, it is then organisations can plan the right measurement
tools to use.

Step3

Define and understand the objectives, this s where many businesses £o wrong. The
fundamentals of the motivational programme have to meet business reasons of need. These
‘objectives have to be SMART (specific, measurable, achievable, realisticand time-based). For
‘example the public sector organisations could be deigning new motivational programmes
during budget cuts, cheapermethods over short-term to meetthe demanding budget cuts.

Stepd

Data- there needstobe data collected regarding the objective in-order to measure it. This can
be primary or secondary data. Many businesses only focus on the end reward of the
motivation programme but how can it be compared if there s no starting information.
Therefore use information from previous programmes used within the company. Old
motivational tools maybe.

During this stepit is important to setup an easy and clear method of storing the data such as
asystemthat suitsthe type of data and analysis plannedto be obtained. This will save time
and reduce the risk of potential error. It can also always be used in future reference f ever
needed, especially duringtime such s the government expenditure cuts.

Steps

Thoughts should be given to ‘whatwould happen if employee’s if nothing was to be done? it
is during this step of action that effectively quantifies how the employees of the businesses
behaviour, s affected and influenced by the programme.

Step6

Measure before, duringand after. The employees within the business need to be assessed
pre-programme for the current status and post-programme to determine if the motivation
programme has worked or not. This will determine the overallimpact of the motivational
programme.

Step7

Measure every element decided to be putin the motivation programme. Even ff it was an
‘eventmeasure it. This could be the amount of employees who engaged with it or opinions
from employees who attendedit. Although it may seem time consuming there could be
statistics or information gained, to achieve improvementsforfuture use.

Steps

Participant engagement-this can be a return n itself! By utilising measurable in areas within
HR but not directly aligned with the primary objective. Such as statistics from employment
rates, absenteeism, overtimeand further development/training or hits onto the intranet.
These statistical outcomes can address or indicate whether motivation s beingachieved or
where problems are occurring depending how high or low the statistics are showing.
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Step9 | Organisations should use personalised measurements to engage employees and should

provide individual data. This is useful due to being able to identify which groups of employees
‘within the organisation are benefiting most by the programme and who are the least, this also
allows the businessto understand why and how it can be improved. H

Step10 | The crucial final aspectis to rememberno one size fits ll. All companies have different
‘objectives, structures and cultures, thus the motivational programme needsto be tailoredto
suit the organisation. It is only by measuring the programme and assessing the return of
interest can determine if the programme was successfulfor the business.

Therefore all businesses n the public sector are going to have different methods of building
‘and measuring employee’s motivation. Sothere is no way of measuringand comparing
individual businesses, but the public sector could be measured asa whole or by individual
employee's feelings and compared tothe private sector.
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Measurement
The hallmark of a projective assessment is Thematic Apperception Test which is 2
‘presenting the individual with an ambiguous | projective test designed to reveal a person's
Projective stimulus and cliciting a fairly unstructured Social drives or needs by their
response. As they apply tomotivation, the vast | interpretation of a series of pictures of
‘majority are designed to measure motivational | emotionally ambiguous situations.
needs, motives, or personality traits but rarely
St o procanes H
However their use in organisational settings has
also diminished in the past few decades
‘because they are not necessarily specific to the
domain of work no more.
Objective assessments can be a useful way to | Psychomotor measures are pursuit rotor
‘measure choice, effort, and persistence. Simply | and finger tapping. Many researchers
Objective using a measure because it is objective does not | prefer these tests due to the minimising of
‘make it construct valid or more valid than any | human judgement, making it better than
other altemative. the projective measures. There can be
‘problems dueto low bascline rates, strong.
influences by environmental factors, and
iterion deficiency. Therefore it seems
this would not suif the current state of the
‘public sector with so many extemal
environmental factors occuring.
Tmplicit measures are ideally suited for The key feature of implicit measures is, the
assessing socially unpopular, sensitive, or Implicit Attitude Test.
Tmplicit controversial topics as well as unconscious During this test the individual tends not to
goals. Jnow (or be aware of) whatis being
‘measured. Therefore minimising socially
A drawback of using implicit measures, is that | desirable responses. Implicit measures are
they donot allow researchers toidentifyan | thusly ideally suited for assessing socially
individual's true scores on latent constructs | unpopular, sensitive, or controversial
topics as well as unconscious goals.
This test could be used, to find deeper
information on how govemment
expenditure cuts are truly affecting
individuals.
Subjective measures are often associated with | Sclfreport _measwes are the most
objective measure, as they usually have commonly used measure of an employee’s o4
Subjective different outcomes. Therefore, subjective is the | motivation. Nevertheless, contamination in :
development of a valid measure of conscious | subjective measures can also come from N
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“Tmplicit measures areideally suited forassessing
Socially unpopular, sensitive, or controversial topics
as well as unconscious goals,

A drawback of using implicit measures, i that they
oot allow researchers to identify an individual’s
frue scores onlatent consructs

The key feature of mmplicit measures 1s, e
Implicit Atitude Test

During this test the individual tends notto,
Jnow (or be aware of) what is being measured.
Therefore minimising socially desirable
responses. Implicit measures are thusly ideally
Suited for assessing socially unpopular,
Sensitive, or controversial topics as well as
unconscious goals.

This test could be used, to find deeper
information on how government expenditure
cuts are truly affecting individuals

Subjective

Subjective measures are ofien assodated with
objective measure, as they usually have different
outcomes. Therefore, subjectiveis the development
of a valid measure of conscious workmotives,
based on theory. Thisis deemed a good method to
use asit remains a critical step toward new lines of
research.

Self-report measures are the most commonly
used measure of an employee’s motivation.
Nevertheless, contamination in subjective
measures can also come from several sources
For example, common-source bias occurs
when the same participants complete all of the
measures in a study. Whereas common-method
bias occurs when all measures are of the same.
type (c.g., selfxeport) or assessed at the same.
time. Arguably they can resultin biased effect
sizes (i.c., inflation or attenuation), although
Some rescarchars donot believe the results are
always damaging

Self-
Determination
Theory (STD)

Focuses on the
“nature” of
motivation, that
is, the “why of
behaviour”

SDT generally applies to actvities that people find
interesting, optimally challenging, or aesthetically
pleasing.

SDT distinguishes between intrinsic motivation
(i.¢., doing an activity forits own sake becanse one
finds the activity inherently interesting and
satisfying) and extrinsic motivation (.¢., doing an
activity for an insirumental reason). These will be
looked in depth further onin the rescarch.

These types of motivation canbe aligned alonga
continuum, thatis, 2 quasi-simplex pattem
representing the degree to which goals/ valueshave
been internalised

“Activities, which are not experienced as such,
work for example, are unlikely to be performed.
unless there i, to some extent, an extrinsic
reason for doing them. Usually these arein
forms of selfsurveys

For example employees will work hard if they
Jnow they have job security, meaning money
comingin so they can provide for their ovn
essential needs
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Self-Actualisation

To accomplish this lLast level Growth, advancement and creativity
need to be sustained. This could be done by public sector
organisations offering challenging jobs roles, creating opportunities
for employees to be creative within the organisation their could
highlight future or current talent not seen before. New advancements
or achievements for employees within the business.

Esteem Needs

Here employees need to feel self-esteem, self-respect, prestige and
status. Therefore, public sector organisations need to ensure social
recognition, job titles and crucially provide feedback from people’s
job roles/input to the business. People feel rewarded by knowing they
are doing well but also respect help on where and how they could
improve to do better. This could also be portrayed by nice work
spaces and prestigious job assignments.

3 Social Needs

(Can be referred to as love needs) Here is the most important fora
‘public sector organisation which is ensuring employees fecl like they
are loved and belong. This could be through social activities run, great
colleague friendships, friendly supporting management and possibly
Professional association. A great understanding of peoples outside
lives would also be an asset to see how clse the organisation could
help individuals and build employee loyalty, so when hard times
affect the organisations they know employees will stay committed and.
continue to work hard.

E Safety Needs

Public sector organisations should have safety policies and regulations
in place, to ensure employees are safe and secure within the
workplace. For example they are protected from threats, violence,
bullying or any other form of danger. Company benefis, liveable
salaries and job security are the most crucial clements for this area,
especially now due to govemment cutsin the public sector. There
should also be fair work practices and stable pensions.

3 Physiological Needs

This level requires public sector organisations, tomake sure their
employees are attaining all the needs in which the body requires to
function normally. Such as food and water, to overcome hunger and
thirst, oxygen, maintain body temperature, rest and slecp. To help
these needs the work place should have thermostat heating, water &
food supplies and also some sort of ventilation for fresh air, as well as
enough time away from the work place to allow enough sleep and
rest. For example making sure employees, use their holidays and do
not work more than 48 2 weck
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Figure 1: The amount borrowed by the public sector has
been falling since the peak in the financial year ending
March 2010
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B Disadvantages: Disadvantages:-

Not a short-temm strategy, it requires long-term.
goals. So it is no good for quick tumaround
‘periods of employee motivation or short-term.
goals. Therefore if the public sector wants to
make good use of intrinsic motivation now
during hard cut backs, strategies should been
implemented previously.

Can be difficult to achieve. This goes back to
the “Maslow hierarchy of needs” and ‘Two
Factor Theory". If people are able to drive
themselves to achieve their own needs and.
goals, then it will not work.

Employees within the public sector are all
motivated by different things to sui their
needs. Therefore an individual understanding
has to be addressed before effective intrinsic.
motivators can be implemented to suit their
own goals and needs.

Extrinsic motivation is not often sustainable.
Once an organisation is no longer able to offer
rewards, employees who are motivated by
them no longer do the tasks they don’t want to
do. Due to budget cuts in the public sector this
could be an impact on more de-motivated
employees.

It provides diminishing retums. Employees in
time get fed up of receiving the same rewards.
Although at this current time many employees
are grateful for extra income.

Ttmakes an activity less enjoyable. If public
sector workers are only motivated by rewards,
then they will over time become less desired
toachieve their own tasks without constant
supervision. With public sector employee size
decreasing, there are not going to be enough
‘people to constantly supervise or support
other employees who cannot work on their
own initiative,
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1y solve their own problems rather than ‘performance. Which able managers tokeep
relying on managers or other people. closer eye on what the employees are doing.

o These employees are more likely to take on o Many employees thrive far more by having
start their own projects once old tasks are constant guidance and encouragement from

supervision in order to maintain high

complete without assistance. higher graded staff.

o Inminsic motivated employees are creative o Extrinsic motivation can be given in the form
compared to those who need outside influence of financial incentives rather than
to become motivated. encouragement.

o Employees who thrive on personal o Tt can drive employees to do tasks even if they
accomplishment and career development are are not interested in what they are doing.
more likely to make valuable, innovative o Through using incentives employees tend to
contributions to strategic initiatives simply for be boosted to become more motivated and

the satisfaction of accomplishing something
meaningful in the organization.

driving them to achieve new personal
‘performance records and productivity levels.

o Using incentives not only drives extrinsic
motivated employees but also engages
intrinsic employees too.

Tncentives work differently for extrinsically motivated employees, “ncentives can provide a “camor” to entice
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Individual
Face-to-Face

‘Within the public sector this is the most common method of communication, although it can
bevery problematic. Itis down to the managers or team leaders within the public sector
business's skills and commitmentto do well that determines the accuracy, quality and
‘acceptability of the information. Discussions should be noted by attendeesto avoid bias
interpretations or wrong quoting. Through doing it this way more personal queries can be
‘addressed and more trustful responses can be asserted. This would work best f managers
are able to promote a friendly and safe atmosphere which encourages employeesto express
their concernsand contribute in decision making.

Intranet

Throughout different organisations within the public sector each has its own intranet, which
is used to communicate information to all employees with computer access. This is the
quickest method to spread information widely across the business and to keep employees
up to date on the changing work environment. Although, this can be difficultfor people to
sk questions or find out more information as two way communication through this system
is not always easy.

Team Briefing

This channel overcomes missed information from other methods. This gives scope for
messages onall levelsto be passed and discussed throughout the organisationsvia face-to-
face groups or departments. Usually there is a brief designed from the top and passed down
through managersthen back up to the top. Anything within the organisation can be covered
‘within the brief. Therefore itis importantto provide the latest changes, operations and
subjects e.g. policies, plans, progresses and people as core topics. Managers could hold
‘weekly meetings to obtain employees opinions and solve team/ department or
organisational problems.

Consultative
Committees

‘Although through this method t providesa two-way communication, committees are not
always effective. Thisis due to discussions being drawn on trivial issues, here public sector
businesses need to make sure topics are answering what employees wantand needto
know. In-order to pass the information discussed to everyone minutes need to be drawn up
and distributed through intranet, team briefings or notice boards.

Notice Board

Notice boards are the mostfamiliar used form for finding information across all generations
‘of employees. Many generation x are sill struggling with technology, thus ts stil a good
‘wayto provide information for employees. The problemis public sector organisations need
to keep on top of out-dated information and make sure it does not get cluttered by
irrelevant or unauthorised documents which employees do notwant or needto know. This
‘could be difficult to manage during difficult times for businesses especially with unknown
redundancies or cuts to facilties.

Speak-up
Programme

This system can be inked up to the intranet. It provides a system were employees can raise
points with senior management regarding plans and policies within the organisation. This is
2good systemto use as sometimes individual employees want answers from higher
managers but are uncomfortable to ask face-to-face or have personal questions which
haven'tbeen answered before, through the other communication channels.
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Common types of paid | How they work fo mofivate employees
rewards
| Salary ‘Offering a good salary Is core to recruitment and mofivation of employees, however tiis
9 is only the case for employeesthen being able to afford and provide themselves with all
K their important needs, without having to work multiple jobs, whichin a way creates a

H form of commitment. Tt has been fond however employees who focus toomuch on

A salary loses their own personal levels of intrinsic motivation (Rees & French, 2016),
which is not good for the organisation or employe.

Pay Rise/ Bonus For employees who are motivated by money 2 pay ise Is a great help in motivatingas it
is a great feeling knowing they have a better income. However, dueto this usually being
once a year, many employees need mare to keep them motivated and performing at their
B best (Dholakiya, 2014).

B Promotion Job promaotion can mofivate employees in the public sector due to more responsibiity
- new pay rises, paid time off, expenses accounts, company cars, health insurance which
H all makes a more comfortable lifestyle, thus promotions are appealing motivational goals
N fora wide range of workers. Although through thorough research over the year's job
‘promotion seems to have the lowest impact on jab satisfaction and motivation of

- employees (Saha, 2016).

“o w4

Pagei 7 ori0 | Woras3367 | 5 | 5





image59.wmf



image20.png
Wido9- adapted charts - Microsoft Word (Product Activation Failed) o @ =
Wome | Inset  Pagelayout  References  Mailngs  Review  View )
E & cuf Calibri Body) < 11 - A" A" Aav | slq % A Fina -
o B ] 4 aagbceDc| AaBbcede AaBbCi AaBbce AADB 4csice & rewae
Pt romatpaimter| B U 7 abe X X' | A~ W - A = i || TNomal |TNoSpac.. Headingl Heading2  Tile subtte || Shange | 1 eae
Cipboara 5 Font 5 5 styes 5| eating
Navigation v x| S o CN AR ¥ AR R RE RN RX TR KRN MRS ARRE KRRR REE TS HE THRE TN RES TR AL SRR ] &
211 %
2] - N Common fypes of non-paid | How they work fo mofivate employees
3 benefits (total reward)
This document does not g Flexible working "Due to personal circumstances many employees are now looking for Gifferent ways
contain headings. i of being able to work to suit their own needs. Therefore, if public sector organisations
To create navigation tabs, H are able to offer work from home or flexi time where employees may workmore.
aeste headings in your 9 hours one day thenless on another, they are going fo be able to recmit, retain and
document by appiing engage more employees. This overall creates a better worklife balance for employees
o g Leading them to achieve social needs forming high motivation and commitment.
3 ‘Opportunifies for personal | Given the pressure of cut back and exira work employees are now fading personal
- and career development | and career developmentis now morein need than before. As indicated carler in this
E chapter more and more employees are fecling de-moltivated and pressuredto impress
N in-order to maintain their jobs. Thus by empowering employees to have choices for

personal or career development this is engaging and motivating through increasing
self-esteem and heightening intrinsic motivational aspects within individuals,

Free feal coffee/ cold drinks | By providing these reerefreshment people aremeeling parts of heir physiological
needs. This helpsto stimulate the brain and ensures no employees become overworks
and dehydrated, it also stimulates a fecling of appreciation.

Child care vouchers “Many working parents are n need of help for paying for childcare andmany of hese
are great assets of human capital for public sector organisations. Thereis also a new
E ‘compulsory tax-free childcare scheme which hasto be phased in by the end 0f2017

E (Barton, 2016). Therefore, by providing help with childcare, ths reduces stress and
E anxiety of how employees can afford work and have a family. This s a crudial need
4 of any parent so it will lead to higher motivarion.

3 Ou-site car parking "ATot of public organisations now offer cithe free parking or a car parking beneh,

which s a payment forparking paid out of employees a salary sacrifice agreement
This can help employers and staffto overcome the issues of the cost and availability
of car parking for employees. Usually this scheme allows employeesto save around

g 42% on parking charges (Crawford, 2015). This means more money left for

3 employees to provide themselves with their hygiene needs, eading to higher

B motivation and commitment.

E Mileage expenses “Many organisations pay for employee s mileage expenses. For mstance the Swansea
E Council pay up to 43p per mile within county radiance and higher amounts for

outside county depending on the length of the journey. Thisis seen as great benefit
for employees asthey are then not sacrificing their own money on petrol for work
(Fordham, 15). Again leaving more money for employees to provide themselves with
their hygiene needs, leading to higher motivation and commiment
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