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THE IMPACT OF ENGAGEMENT AND MOTIVATION ON EMPLOYEES’ PRODUCTIVITY 

	
 	After the Second World War, knowing what motivates working people, Abraham Maslow and Douglas McGregor have opened the road to the theories on the motivation at the workplace: the people are not identical; they have characteristics that can be identified and even classified into categories. After a while, it was discovered the importance of work content and the respect for individual dignity. 
Motivation has an important role in the activity within an organisation. Employee engagement is a relatively new concept, which has been gaining importance in the last two decades. Nowadays, organisations use “engaged employees as a tool for strategic partner in the business” (Bedakar, Pandita, 2014, p. 106)
Employees’ motivation is a broad topic and over the time it has had many definitions. Motivation can be described as internal or external or intrinsic and extrinsic, and both aspects are important factors in increasing productivity within an organisation. 
	This report has three sections. In the next section the impact of engagement and motivation on employees’ productivity is discussed using evidence from literature. This is followed by an evaluation of the topic. The third part is the conclusion of the report. 
	In order to develop the next part of the next section’s topic, I accessed literature relating to the topic from the library and Google Scholar. The literature I have considered is current focused on studies less than twelve years old. The report is an evaluation of the impact of engagement and motivation on employees’ productivity using the relevant literature. 
	Motivation is a complex concept and hard to define from one point of view. It has two main characteristics, intrinsic and extrinsic, but the background, culture, personality and expectations of a person also influence it. 
There are many theories on motivation. Taylor (1911) suggests that the employees need to be supervised and they are motivated by economics, so they have to be paid fairly, accordingly to their work. In Mayo’s study (1933) we find out that social environment and attention were motivational in increasing the employees’ productivity. Maslow (1954) proposed five categories in order to meet the needs of an employee in order to motivate them: psychological needs, safety, belongingness, esteem and self-actualization. Another theory on motivation is the X and Y theory. According to McGregor (1960), theory X people are unmotivated and dislike work, so in order to be motivated they have to be rewarded or punished to make sure they complete their tasks. Theory Y people are more self-motivated, they have greater responsibility, improve their skills, communicate better and are more likely to be promoted.
	There are many factors that enhance the productivity of an employee within the organisation, such as: job security, meaningful job, salaries and wages, promotions and bonuses, personal growth and opportunities, relationship with the supervisor, the feeling of personal accomplishment, a joyful and autonomous work environment. 
	As said before, there are two types of motivation, intrinsic and extrinsic motivation. 
As the name suggests, intrinsic motivation comes from within each individual and is related to the background, culture, personality, expectations and work environment. It can be defined as “the doing of an activity for its inherent satisfactions” (Rian and Deci, 2000, p. 56). 
According to Chen et al. (2013), intrinsic motivation is an important factor in the workplace because it influences various behaviours. Personal development objectives are very important to successful performance management because of the intrinsic motivation. Some experts even suggest that this type of motivation is the only one that leads to success. Because the employees are motivated this way, there is a higher chance to increase the productivity and to get promoted. There are a series of intrinsic rewards that motivate the employees, such as the pursuit of knowledge, a sense of meaningfulness and autonomy at the workplace, which make them more productive at their work. 
	Extrinsic motivation is defined as “doing something because it leads to  separable outcome…which means that outside engagement or rewards are earned from performing a task rather than actual engagement of the task” (London, 2009, p. 5). With this type of motivation the rewards are usually financial, promotions or other benefits. Although money is one of the external motivators, there are other factors considered to be extrinsic motivators, such as job security, advancement opportunities, organisation characteristics and type of work (London, 2009).
	Both types of motivation, intrinsic and extrinsic, are required to achieve employee engagement. Self-determination theory suggests that “people have an innate tendency to pursue newness and challenges to exercise and argument their capacities, and to explore and learn” (Chen et al., 2013). According to the self-determination theory, personal engagement and disengagement level of an employee comes from his or her ability to control behaviours and goals. The motivation of an employee is related to job satisfaction (Osburne and Hammond, 2017). And this does not actually reflect only on employee and organisation but it also reflects on the external parties that are related to the organisation. Management’s ability to leverage employee engagement is very important in an organisation. 
	Evidence from the literature highlights the benefits of motivation and engagement, albeit, motivation may not necessarily enhance a business’ productivity. Within an organisation, managers have to work with a large group of people most of the times, which means that they work with people from various backgrounds, cultures, who have different personalities. Each person is different. And because of the high volume of work, diversity of tasks and deadlines, it is not always possible for managers to identify each person’s particularities in order to know how motivation works for every employee. It is possible that a reward that for one employee may be highly motivational, for other it could mean exactly the opposite. And in the majority of cases, the managers choose to use the motivation strategies that in their opinion work better. But that kind of motivation does not equally work for everybody, and in that case the result is the opposite, the employees are demotivated, and the job dissatisfaction increases, leading to the decreasing of productivity. Other factors that contribute to the employees’ demotivation are physical working conditions, relations with other employees and supervisors, job security, payment and company policies. 
	Thus, the impact of engagement and motivation on employees’ productivity is essential to the organisation. In order to keep pace with the current dynamic rate of the organisation, the management should try as much as possible to use positive and useful motivational strategies to increase the moral of the employees towards productivity and performance, although that is not always possible. The theories behind the intrinsic and extrinsic motivation still apply, and the key to good and effective management is maintaining a balance between them.
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