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[bookmark: _Toc5456799]Introduction 
Success of business enterprise depends on the people engagement and their level of dedication. Ensuring employees are committed to their work and deliver the best output by working to their full potential to help enterprise reaching the goal is a herculean task for manager and hence, one of the ways to get people likely to work hard is to motivate them. In psychology, motivation is actually the combination of forces that initiate, guide and thereby, maintaining goal-oriented behaviours among individuals. Using the psychological factors, mangers make employees to go to extra mile to deliver excellent service and thereby, achieving the ultimate goal. 
In this regard, the aim of the study is to find out the relationship between employee motivation and improvement in employee performance and thereby, the study will consider range of existing literatures in order to develop theoretical understanding regarding the impact of employee motivational factors on their performances. On the other hand, in order to gain practical knowledge, the study will focus on the employee performance survey questionnaire consisted of close ended questions for understanding how motivational factors influence one to enhance productivity in the workplace environment.  
[bookmark: _Toc5456800]Review of existing literatures 
Employee motivation
Motivation refers to the forces that facilitate behavioural alteration and it enables individuals to act in the direction to achieve the target. According to the viewpoint of Jayaweera (2015), motivated employees are more oriented towards the freedom and autonomy and more self-driven to meet the target as compared to less motivated employees and thus, motivation forces the results such as productivity, performance and persistence. As argued by Lăzăroiu (2015), employee motivation can be particularly problematic for small businesses as it becomes difficult to delegate meaningful autonomy to others to take decisions and thereby, driving the objectives solely. 
Different factors influence the employee motivation levels working in different environment as some employees get motivated through reward or recognition while some others get motivated through perceived training effectiveness (Van Wingerden, Derks & Bakker, 2017). 
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Figure 1: Employee motivational factors
(Source: Bhuvanaiah & Raya, 2015)
Intrinsic reward: 
According to the viewpoint of Kianto, Vanhala & Heilmann (2016), an interest in the task itself relies on external rewards and it refers to intrinsic motivation. Organisations focus on external rewards such as salary, bonuses and rewards and recognition so that, the workers can stay engaged to their work and their quality and quantity of work does not deteriorate. As argued by Bhuvanaiah & Raya (2015), employees work hard with more interest and lead to good performance when they get beyond their expectations and hence, organisations focus on job promotion, reward, incentives and other intrinsic rewards in order to influence the mind-set of workers and make them more engaged with working practices effectively. 
Employee perceived training effectiveness:
Effective training sessions are effective in keeping employees un-to-date with fast changing environment and trends of dynamic business world, helping them to enhance level of skills to perform work effectively and thereby, reducing anxiety and frustration caused from work overload or demand of work. As opined by Hitka & Balážová (2015), a greater dissatisfaction among employees takes place when there is a gap between individual’s capability and requirement with the job and this makes the turnover rates higher. As stated by Mostafa, Gould‐Williams & Bottomley (2015), training can be effective in enhancing employee skills and makes employees feel that, they are valued by the organisation. Such practices make employees feel valued and stay motivated towards their responsibilities. 
Performance of Employees: 
The employee performance is all about the activities associated with jobs which are expected from an employees and the well execution of the activities. Various organisations assess employee performance of each staff on annual or quarterly basis so as to help individuals to identify the recent effectiveness and thereby, suggesting areas for improvement (Bakotić, 2016). Employee performance contributes to the performance of overall organisation and hence, organisations keen to boost employee performance for enhancing the profitability, brand recognition and market reach (Kuranchie-Mensah & Amponsah-Tawiah, 2016). It is worth mentioning that, morale and productivity of employees is strongly influenced by their performance and its reward management system. Thus, it is essential for an organisation to focus on regular assessment of employee performance so as to influence the organisational productivity. 
Herzberg’s two factor theory of motivation:
According to Herzberg, there are two factors that an organisation needs to adjust in order to influence the motivation amongst employees in the workplace. These factors are all about motivators and hygiene factors (Bradler et al. 2016). Motivator factors can motivate employees to perform harder while the absence of the hygiene factors lead to demotivate employees. For instance, the motivators include recognition, responsibility and growth while hygiene factors are salary, security, supervision, working condition and remuneration. 
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Figure 2: Herzberg two factor theory
(Source: Sanjeev & Surya, 2016)
Organisations need to consider these motivators and hygiene factors so as to influence the level of motivation among the employees and thereby, influencing the work performance. 
Conceptual framework
 Intrinsic Rewards 
(Promotion, recognition, bonus)
Employee perceived training effectiveness 
Employee motivation 
Employee performance 


Figure 3: Conceptual Framework
(Source: Created by self)
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Data collection process 
Two kinds of data collection process can be considered and these are all about primary and secondary data collection process. The Primary also known as raw data collection process includes survey or interviews conducted over individuals while the secondary data collection is all about collecting data from peer-reviewed journals, articles and websites. In order to understand the impact of employee motivation on employee performance, the study conducts primary data collection process and thereby, focusing on survey method over the randomly selected employees from a supermarket where altogether 150 employees are working. 
Data analysis process:
Gathered data can be analysed to reach the goal through quantitative and qualitative data analysis process. Quantitative studies include hypothesis testing while qualitative studies include researching answers of predetermined questions. The qualitative research asks open ended questions to get complete information from the respondents. In this particular study, the researcher includes quantitative data analysis process and thereby, getting information by surveying the employees of a supermarket through close ended questions regarding the employee motivation and its relationship with performance. This quantitative research includes graphs and pie chart to better understand the statistical data gathered through the survey method. 
Population 
A research population refers to the collection of individuals focused on public opinion survey. For the sake of gaining significant responses from the population, the researcher needs to gather information from the population. However, due to large sizes of population, researcher cannot question every individual in the population as it would be too expensive and time consuming. For the reason, the researcher focuses on sampling technique. 
Sample and sample size
Sample size in the market research is all about defining number of respondents to gather significant information. The sample must be representative of the population. This particular survey includes a population of 150 employees from a supermarket. Hence, the sample size is 50 employees to survey over them regarding the impact of employee motivation on employee performance. 
Ethics in data collection 
The researcher has asked for permission from the organisation before conducting the survey. Further, the name of the organisation remains anonymous in order to maintain the confidentiality of the organisation and the employees as well. Throughout the research, the information gathered from primary and secondary sources are used for the study purpose. 
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Q1: Do you feel that, the top management of the company you work for is interested in motivating the employees? 
	Options 
	Responses 
	Total responses 
	Percentage 

	Strongly 
	13
	50
	26%

	Agree 
	20
	50
	40%

	Neutral 
	7
	50
	14%

	Disagree 
	6
	50
	12%

	Strongly disagree 
	4
	50
	8%




Analysis: 
From the graph, it can be stated that, most of the employees are agreed with the fact that, management is interested in motivating employees through the consideration of different strategies. It can be mentioned that, organisational management is aware of making employees feel valued and thereby, a range of motivational practices are offered by the management so that, it can be possible to motivate the employees throughout the working practices. 
Q2: What type of practices used by the management in the workplace to motivate you?
	Options 
	Responses 
	Total responses 
	Percentage 

	Incentive 
	15
	50
	30%

	Awards 
	10
	50
	20%

	Training 
	10
	50
	20%

	Promotion 
	10
	50
	20%

	Appreciation letters 
	3
	50
	6%

	Others 
	2
	50
	4%




Analysis: 
From the graph, it can be analysed that, management uses range of practices to motivate employees. These strategies include incentive, awards, training, promotion and other practices. Thus, it can be stated that, along with incentives and monetary recognition, organisations include training, recognition and other non-monetary strategies to motivate workers throughout the working practices. 
Q3: How far are you satisfied with the incentives provided by the company?
	Options 
	Responses 
	Total responses 
	Percentage 

	Highly satisfied 
	15
	50
	30%

	Satisfied 
	9
	50
	18%

	Neutral 
	2
	50
	4%

	Dissatisfied 
	8
	50
	16%

	Highly dissatisfied 
	6
	50
	12%





Analysis: 
It can be analysed that, employees are required to be motivated for the work they do in the workplace. Through the consideration of different monetary as well as non-monetary strategies, organisations motivate employees towards their working practices and make them feel satisfied. Otherwise, the employees may feel they are neglected and used by the company and as a result, the employees further will not be intended to show innovation to do the job more creatively. 
Q4:  Do you agree that incentives or other benefits influence your performance?
	Options 
	Number of responses 
	Total respondents 
	Percentage 

	Strongly agree 
	20
	50
	40%

	Agree 
	22
	50
	44%

	Neutral 
	2
	50
	4%

	Disagree 
	3
	50
	6%

	Strongly disagree 
	3
	50
	6%




Analysis: 
From the above result, it can be analysed that, motivation has significant impact on employee performance. Without practicing any motivational strategies, it cannot be possible for the management to make the employees feel valued. Further, by motivating employees towards their responsibilities, it can be possible for the management to influence the employees’ level of dedication and as a result, the employees show more creativity and innovation to get further appreciation. As a result, the overall productivity of the company gets enhanced. 
Q5: what would motivate you to be more productive? 
	Options 
	Number of respondents 
	Total respondents 
	Percentage 

	Increment in salary 
	11
	50
	22%

	Promotion in designation 
	8
	50
	16%

	Leave allowances 
	5
	50
	12%

	Motivational talks 
	4
	50
	8%

	Recognition 
	12
	50
	24%

	Training session 
	10
	50
	20%




Analysis: 
The above result stated that, employees become more productive by getting appreciation from organisation both in terms of monetary and non-monetary practices. As per some of the employees, increment in salary or promotion in designation can motivate employees to improve level of dedication. On the other hand, as per some of other employees, recognition, appreciation and training can help to improve level of skills and hence, such practices help to be motivated to get the job done. Thus, it can be stated that, both the monetary and non-monetary practices are required to implement so as to motivate employees and thereby, making them more productive.  
Summary of findings 
From the above analyses, it can be mentioned that, most of employees leave the job due to feeling demotivated and undervalued. Thus, the survey method over the employees regarding impact of employee motivation on employee performance reveals that, motivation in the workplace is important to make employees feel satisfied, appreciated and valued and as a result, their level of dedication towards the organisation can be improved. 
[bookmark: _Toc5456803]Conclusion  
Employees are the basic building block for an organisational success in the market and thus, it is required for the organisation to enhance employee engagement so as to enhance productivity and the overall business profitability. However, employees have their own needs and these needs when managed properly employees feel valued and their level of productivity gets increased. Hence, motivation is one of the ways to make employees feel appreciated, valued and satisfied. Organisations can consider training sessions, recognition, promotion, incentives and bonuses in order to show that, their contribution is valuable to the company and hence, it can be possible to make employees to be more creative and innovative to reach the ultimate objective and thereby, enhancing quality and quantity of job in the workplace significantly. 
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