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[bookmark: _Toc165478389]Abstract

The aim of the study was to determine if societal events such as the COVID-19 pandemic and cost-of-living crisis have shifted employee motivations and what this means for Companies House as the case study. There is inadequate research in this area to understand the consistencies or disparities because of these societal changes that occurred four years since the submission of the research. The study follows a robust research methodology based on the topic of research, to support the credibility and reliability of the findings. The approach adopted was that of an interpretative philosophy through an inductive flow using mixed methods to triangulate the primary and secondary data thematically to produce a thorough analysis. Five in-depth interviews were conducted across corporate services professions which were identified through the background and context of Companies House. Participants were selected for being in the same role both before and after the societal events. Primary data was collected and coded once the saturation point was met, categorising into themes that were used for analysis to triangulate with internal secondary data sources. 

The study found that the COVID-19 pandemic improved motivations by increased relationships and the benefits of hybrid working. The cost-of-living crisis had limited impacts on participant motivations, although if to change, could lead to a drop in motivation and exploit pull factors found elsewhere in the labour market. It was generally found that motivations at Companies House were met and that a combination of extrinsic and intrinsic factors were found to achieve this, supplementing the concept of total reward. The research provides a sound foundation for Companies House to make further improvements to meet the needs of its employees.  
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[bookmark: _Toc165478393]1. Introduction 

1.1. [bookmark: _Toc165478394]Background of study

Companies House is a government organisation based in Cardiff, Wales. It’s responsible for ‘incorporating, maintaining, and dissolving limited companies’ in addition to ‘examining and publishing company information’, ‘promoting transparency and growth in the UK economy’ (GOV.UK, 2024). It has just over 1200 employees and in 2022, saw an unprecedented turnover rate across its corporate services functions. These included People, Finance and Commercial and Strategy, Policy, and External Communications directorates, reaching levels of up to 25% compared to the organisation’s average of 10-15% (Companies House, 2024a). Exit interview data revealed mixed responses with pay, better external opportunities and a lack of progression being the main reasons cited (Companies House, 2024b). This potentially cost Companies House just under £4 million per annum based on an average employee salary of £40,000 through a turnover calculation (CIPD, 2024b) found in appendix 7.6. 

An assumption could be presented that high turnover rates could be a result of motivations not being met, with reasons cited in exit interview data. These potentially steer employees to explore other opportunities that meet motivations elsewhere in the labour market. Especially after recent societal events that have occurred globally such as the COVID-19 pandemic, cost-of-living crisis and Russian & Ukrainian War impacting economies across the world.  A further assumption is if there is any link to the COVID-19 pandemic and/or the cost-of-living crisis, with the high turnover rates of 2022, adopted as a new reality for some people and a catalyst for change, especially if needs have shifted.
1.2. [bookmark: _Toc165478395]Motivations in the context of employees

Traditionally, research describes pay as a short-term motivator with intrinsic factors such as flexibility, employee development, culture and values being key to retaining employees (Hajduk, 2017). For intrinsic factors to be effective, pay needs to be inclusive, equitable and satisfiable to achieve job satisfaction (Pink, 2018). ‘Maslow’s Hierarchy of Needs’ supports this point (Maslow, 1998) because pay is necessary to contribute to ‘physiological, safety and security needs’ such as food, water, and shelter. If this is established, employees will feel satisfied enough to be able to develop confidence, good relationships, and a feeling of purpose in the workplace. Therefore, moving towards the psychological and self-fulfilment tiers, which enable autonomy, mastery, and purpose (Pink, 2010).  It could be assumed that recent societal impacts have pushed employees down the pyramid, hence a change in motivations. 
[image: maslow 5]
[bookmark: _Toc163496384]Figure 1 - Maslow’s Hierarchy of Needs (Mcleod, 2024)
1.3. [bookmark: _Toc165478396]UK Labour Market Outlook and Turnover Rates

[image: A graph with numbers and text

Description automatically generated with medium confidence]Organisations are working with an unusual set of challenges due to a global pandemic which has driven many people to re-think what is important to them, termed the ‘Great Resignation’ (Montaudon-Tomas, C.M et al, 2023). A prevalent skills shortage and tight labour market has created more opportunities and choice, shifting towards a ‘candidate led’ market (Jackman, 2022). The Russian and Ukrainian War and UK government action has led to a cost-of-living crisis, causing tighter financial conditions for the population (Singh, G. & Uthayakumar-Cumarasamy, A., 2022), having a knock-on effect with the UK’s economy (Elliott, 2022). 

[bookmark: _Toc163496385]Figure 1.1 – Average UK Turnover (CIPD, 2021)

It is interesting to note that CIPD analysis of the Annual Population Survey (APS) via Jon Boys, (2021) longitudinal data from January 2020 to December 2021 found that average turnover for UK workers is 35%, which can be found in Figure 1.1. 

Furthermore, from the date of this finding, admin, and support services (that can be deemed as corporate service functions) were the second highest industry/profession for turnover, at a combined percentage of 44.3% with those working in a different employer or have a gap in employment from year two, found in Figure 1.2. This potentially presents multifaceted factors that determine if motivations have shifted because of the COVID-19 pandemic and cost-of-living crisis. 

[bookmark: _Toc163496386][image: A chart of a number of employees

Description automatically generated]
Figure 1.2 – Highest turnover by profession (CIPD, 2021)


1.4. [bookmark: _Toc165478397]Internal Context of Case Study (Companies House)

Figure 1.3 shows a gradual rise in turnover across all professions peaking in 2022, since the pandemic in 2020 and subsequently, the cost-of-living crisis that has emerged since 2021 in comparison to other years. Figure 1.4 pinpoints turnover rates month by month where turnover gradually decreased entering 2023 after the peak of 2022. 


[bookmark: _Toc163496387]Figure 1.3 - Turnover Data across Corporate Service Professions of the Case Study Org (Companies House, 2024c)

[bookmark: _Toc163496388]Figure  1.4 – Specific Turnover Data over Peak Period (June 2022 to September 2023) (Companies House, 2024c)

Therefore, it can be found that both internal and external secondary data in Figures 1.1 to 1.4 find that there is a close connection to turnover supporting a trend for investigation. 

1.5. [bookmark: _Toc165478398]Why employee motivation is good for business. 
 
The CIPD (2023b) explains that having ‘good quality jobs’ supported by the right management structures are critical to enhancing employee motivation, leading to productivity, evolving innovation through ‘better products or services’. The CIPD Good Work index concluded that whilst most employees in the UK remain satisfied with their roles, there has been a lack of progress since benchmarked data began with the UK Government led initiative in 2018 (Young, 2023). It further added the nuances associated with employee motivation, amplified by external factors like the cost-of-living crisis, the discontent in the public sector, associated with pay, seen through recent strikes (Mason, 2023), and a shift in the relationship between employees and the workplace when it comes to flexible working and work-life balance. The multi-dimensional factors of motivation can be conveyed through research re-affirming not only job design but other factors of importance such as personality, leadership and management and organisational culture (Bailey et.al, 2017). Furthermore, the power of autonomy through self-determination theory where people can shape and evolve the future of work through empowerment to connect and drive forward meaningful work (Gagné, M. and Deci, E.L., 2005). With this concept developed from the foundational work set out by Vroom (1964) such as expectancy-valence theory, that one’s motivation is purely linked to outcomes in terms of how hard someone is willing to work for it. 


1.6. [bookmark: _Toc165478399]Framework of study 

The framework of the study will first start with a review of the current research and literature within chapter two, to understand the topic of motivation in detail and determine what key trends and characteristics are present, to be critically considered as part of the primary research collection. Using the research aims and objectives (found in chapter 3, within point 3.2), these will underpin and formulate the appropriate research methodology to provide reliability and creditability to the results and minimise limitations using the Research Onion, produced by Saunders et. al (2016) which can be found in chapter three. Once the research has concluded, chapter four will combine both the results and discussion to analyse thematically with secondary data through a mixed methods approach to determine consistencies and disparities to frame recommendations based on the research. The research project will then be summarised in chapter five with a conclusion and recommendations based on previous chapters to ascertain the aim and objectives, methodology and findings and what this may mean for Companies House at the centre of the case study. Finally, the conclusion will explore what future research is be needed around employee motivations.  






2. [bookmark: _Toc165478400]Literature Review 

2.1. [bookmark: _Toc165478401]Introduction 

The literature review will outline the key theories and research in the field of employee motivation(s), its link to the workplace, employment and, potential impacts due to the COVID-19 pandemic and cost-of-living crisis. This will be setup thematically to address my research aims and objectives where pertinent topics, themes and trends will be outlined to identify any gaps in research (Saunders et al, 2016). This subsequently will pitch my research design with any new trends or research that may have shifted motivations. 

A good starting point is understanding what motivation is and why it is important for organisations. Motivation can be defined by the choice someone makes to be productive and conscientious, applying a level of exerted effort (Armstrong, 2019) in return for personal value, goal, or reward. With motivation’s link to productivity, getting it right equates to better outputs, higher wages subsequently developing a stronger economy (McKinsey, 2023).   Motivation cannot always be clearly defined due to a person’s individuality. However, Arnold et al (1991) and Armstrong (2019) define motivation as a goal to achieve a reward. The process motivation follows tends to be directed through specific objectives, effort and how hard someone is willing to work with the perseverance with how long someone is willing to wield effort. 

2.2. [bookmark: _Toc165478402]Types of Motivation 

Motivation is split into two clear categories: intrinsic and extrinsic (Ryan and Deci, 2000).

2.3. [bookmark: _Toc165478403]Intrinsic

Intrinsic Motivation is what interests you, following the curiosity within to drive achievement, exercise effort, therefore being productive. It is autonomous, authentic, and creative in temperament, leading to attributes such as innovation and growth (Falk, 2023). 

Katz (1964) puts forward that job design is critical in providing a foundation for intrinsic motivations which can be reiterated by Hackman and Oldham (1974) where motivations are intertwined to a variety of qualities, like skill, purpose, identity, and the ability to have choice and recognition. There are limitations to this as not all roles can be designed to exhibit intrinsic motivations (Alijumah, 2023), e.g. jobs that are generally transactional by nature, pitch a necessity and therefore best motivated extrinsically through pay and management.

2.4. [bookmark: _Toc165478404]Extrinsic

On the contrary, extrinsic motivations are externally driven and follow a set of parameters often framed by policy or procedure (Parra, M.G, 2021). These take the form of ‘pay and praise’ and whilst intrinsic motivations exhibit positive reinforcement, extrinsic can be used to enforce punishments through ‘disciplinary action or withholding pay’ (Armstrong, 2019). 

Distinctions can be made that intrinsic motivations have a longer, more meaningful impact on motivation. Opposed to extrinsic that tend to be more effective in the shorter term and more powerful and impactful in the moment, which can be seen by management adoption, due to its effectiveness, but not recognising the damage it may bring for short-term gain (Ablon, 2018). For that reason, it is important to understand the theories around motivation and how these may have advanced considering the evolution of work, moving from the industrial revolution requiring a dedicated workplace and extrinsic motivators to the modern-day digital era where many want to choose how and where they work and seek intrinsic motivation to achieve meaningful work.

2.5. [bookmark: _Toc165478405]Instrumentality and Reinforcement Theories

Instrumentality Theory is the earliest motivation theory that can be simply put forward as doing one thing will help triumph another. This can be summed up by Taylor (1911) who’s beliefs put forward that the only way you can get a worker to work harder is through increasing pay. This theory can be mirrored by that of Reinforcement Theory where in comparison, Hull (1951) sets out the accomplishment of ‘goals and rewards’, helping underpin positive behaviour(s) so that they naturally become embedded, instinctively occurring in everyday activities. However, a limitation to this theory is its ignorance to negative behaviours, which when evident, Instrumentality and Reinforcement Theory becomes useless. Thus, different processes of achieving goals will need to be explored, with Allport (1954) denoting these theories as old and redundant in comparison to modern day work. A current example is where products now take the form of services, advancing from transactional forms of work to more cognitive modes (Duchene, 2019).  Stajkovic and Luthans (2003) conducted research in this field and found that reinforcement theory had ‘16% improvement in performance; 63% probability of success’, demonstrating that over 100 years since Taylor initially outlined this theory, it still succeeds. Although Stajkovic’s research did consider not only pay, but ‘feedback and social recognition’ where each characteristic provided weighting to performance. Stajkovic and Luthans (2003) recognises that reinforcement theory on its own is not enough and more focus is needed on building capability and competency so that employees understand tasks thus increasing skill, experience, and knowledge. Without this, a limitation could be that reinforcement theory misleads employees into a false sense of understanding where if employees believe they can perform but lack the required skill or competence, this may lead to failure, impacting on wellbeing, such as stress and ultimately leading to high turnover. This similarly matches a study that too much praise can be damaging (Mueller and Dweck, 1998), although the study was within the context of children opposed to adults, although comparisons can be made.  

2.6. [bookmark: _Toc165478406]Cognitive Evaluation Theory

As work has transformed, Self-Determination Theory (SDT) which is categorised within Cognitive Evaluation Theory (CET), formulated by Deci and Ryan (1985), depicts that extrinsic rewards undermine intrinsic motivation, limiting its ability to achieve self-fulfilment. Research demonstrated by Deci et al (1999) presented that introducing extrinsic rewards for cognitive tasks requiring a level of curiosity had very limited impact on motivation and in fact, reversed its effects. The research provides a limitation in that it was based on findings from primary school settings (Gerhart and Rynes, 2003) and how comparisons can’t directly be made with adults. Although prior to this, Ryan et al (1983) conducted research in two workplaces; transactional settings enabled extrinsic factors and transformational settings enabled intrinsic factors. It was found that both types of motivations improved through financial incentives, proving that a blend of motivators are key. This also means that the research would appear to contradict the theory that extrinsic rewards undermine intrinsic motivation. Locke and Schattke (2019) criticise SDT further in that there is more to motivation that the three basic needs ‘competence, relatedness and autonomy’ that Ryan and Deci (2000) primarily feel are powerful intrinsic motivators. People have their own choice on what motivates them through their own values and beliefs which might include ‘external demands or incentives’. Therefore, suggesting extrinsic motivators can’t be eliminated as aspirational tools. In response, Ryan, and Deci (2019) further criticise the opinion of Locke and Schattke (2019) for its lack of empirical evidence requiring action to strengthening the research around the power of intrinsic and extrinsic motivators. Previous research covers management styles (Slemp et al., 2018), pay and reward strategies (Kuvaas et al., 2016; Olfsen et al., 2015) and the power of organisational culture on ‘competence, relatedness and autonomy’ to demonstrate the influence of intrinsic motivations on employees including that of Rigby and Ryan (2018). It could be argued that the research is biased as Ryan and Deci are both co-researchers in several of the sources. This further proves the topic of motivation to be ambiguous and multidimensional based on the individuality that each person brings through their values, beliefs and what is most important to them.  

2.7. [bookmark: _Toc165478407]Content Needs Theory

Content needs theories pitch motivation from a different perspective in that the motivation is driven by unsatisfied needs, creating discontent. To become satisfied, one must establish a goal to satisfy the desired need. The two most popular theories pertinent to this are Maslow’s Hierarchy of Needs (1954) and Hertzberg’s (1968) two-factor model which depict that extrinsic factors are detrimental to long term motivation, producing negative impacts, similarly to that of SDT. Therefore, both theories focus on the benefits of intrinsic motivations. Both models are easy to follow, people-focussed and relatable, although both theories have been criticised: the strict rigour of Maslow (Wahba and Bridwell, 1979) and the lack of empirical evidence with Herzberg (Rousseau, 2006). Shields (2007) agrees with these criticisms in that they rule out the benefits of extrinsic, financial rewards in their entirety, presenting a limitation and imbalance. 

Recent criticisms of Maslow’s theory suggest that it is a materialistic ideology that is based on assumptions, due to its lack of empirical research, removing its integrity and lack of ethical considerations (Papaleontiou-Louca, E, et.al, 2022). This is previously supported by Acevedo (2018) sharing the same viewpoint. For Maslow’s theory to be truly effective, the role of leadership and organisational policies are essential to strengthen employee needs but can be hard to achieve because of the individuality that each person brings. There is a lack of clarity with Maslow’s hierarchy, which focuses on the positive and optimistic view of human behaviour, not reflecting undesirable behaviours that would be detrimental to motivation, similarly compared to the criticisms of Instrumentality and Reinforcement Theory. To achieve self-actualisation, it has to be recognised the structure and level of support required by managers to support an individual, further adding that the model is rigid, resourceful and can’t be applied as a one size fits all (Orobosa I,A. and Arimie Chukwuyem Joel., 2023). This suggests that the criticisms around Maslow have been consistent across several decades up to current day and that further research is still required to disprove these assessments. Many of the criticisms brought forward for intrinsic motivations and their impact can be discredited with those criticisms brought forward by Pfeffer (1998), Kohn (1998) and Pink (2009) arguing that extrinsic motivations such as pay are detrimental to motivation and only go so far, meaning the research is somewhat equivocal.  

2.8. [bookmark: _Toc165478408]Total Reward

To unpick the fundamentals of motivation, one of the core characteristics in achieving it, is reward and its many forms. Whilst reward can be categorised into many different types, total reward can describe this strategically, recognising that pay isn’t the sole motivator as can be seen in Figure 2.
[image: A diagram of a work-life balance
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[bookmark: _Toc163496389]Figure 2 - ‘The elements of total reward’ (Armstrong, 2019).

Total reward recognises that many factors are key to motivation. Pfeffer (1998) for example explains that money often motivates, with the value of purpose motivating even further. This supported by Herzberg (1968) in that the work itself is key to motivation, with the influential view of Pink (2009) summarising that pay is ineffective as a singular motivator. Total reward recognises the preferences of individuals and the needs of different generations, therefore being adopted with many organisations because of the choice and variety it brings (Armstrong, 2019). For it to be impactful it is important to recognise the failures of motivational theories that are rigid and don’t provide choice such as content (needs) theories like Maslow and Hertzberg, when used in silo.  

It is interesting that the pioneering concept of total reward has been widely criticised. The CIPD (2024a) supports this by outlining the behavioural issues seen by line managers in fairness and equity, such as choosing to reward some and not others. The amount of choice can also make schemes ambiguous, confusing employees. In addition to a lack of education around what is available, not meeting the needs of employees and a perception by employees that such schemes are a replacement for cost cutting measures across businesses (CIPD, 2024a). A Reward Management Survey captured by the CIPD (2022a), found that the benefits setting has changed substantially since the pandemic, with in-work poverty that has emerged, where some organisations need to evolve their reward strategies to address the financial needs of their employees. Therefore, putting a focus on extrinsic motivators because of the external and financial focus created by the cost-of-living crisis, the COVID-19 health crisis but not limited to further external factors like Brexit or the Russian and Ukrainian War (Vu et.al, 2023).  

There is little research and understanding of the impacts of total rewards, due to its generalisations and lack of monitoring on business outcomes such as performance, motivation, engagement, and any efficiencies it may bring because of these benefits (Brown, 2015). Comparisons can be made with the financial crisis of 2008 (Bank of England, 2018) with present day economic instability creating social inequalities. Therefore, without regular engagement with the business and adaptations to internal needs (what employees require) versus external impacts (political and economic stability), it poses a risk that any such scheme may be not fit for purpose (Brown, 2014).   

Interestingly a blog article by Brown (2022) questions whether a total reward strategy can really work within a cost-of-living crisis, since the COVID-19 pandemic. This is because the rise of inflation and costs puts pay back at the top of the agenda, creating large disparity. If needs aren’t being met, on the backdrop of several opportunities now readily available because of the great resignation (Parker and Horowitz, 2021), people may leave to achieve higher pay. In this instance, a total reward strategy has limited impact. 

2.9. [bookmark: _Toc165478409]The significance of Financial Reward on Motivation

The significance of financial rewards and motivation can often be hard to define as it is entirely dependent on the context i.e. the type of work activity, individual preference, and external factors. Kohn’s (1994), Pfeffer and John’s (1980) and Pink’s (2010) prominence in this topic asserts that financial rewards have no, or limited impact to the relationship of motivation. 

To explore the significance of financial rewards on motivation, it would be useful to understand terms and practices. The first being Efficiency Wage Theory (EWT) which in essence is related to paying employees more than the market rate in return for higher levels of productivity. Pfeffer and Davis-Blake (1987) explain it will help to retain high quality employees in critical positions. 

EWT can be seen as an emerging pay trend appearing from a UK wide skills shortage, the ‘counteroffer’, to retain talent. A People Management Article (2023) explains its setbacks, recommending employers to be cautious as it could lead to widening pay gaps and several equal pay claims, impacting on employee engagement if employee motivations are not met. The article indicates that 45% of employers believe counteroffers are effective in retaining employees for 12 months or more, while 29% find them inefficient in retaining employees in the long-term. Subsequently, counteroffers work in the present but not in the future for retaining talent (LinkedIn, 2023). 

This can be further supported through ‘the effort bargain’, where management assess different pay levels based on the demands of the role. With the current UK Labour market, this can bring disputes reflecting the thoughts of workers if their needs are not fairly being met. This can be when workers are expected to work harder for less, for no increase in pay and shrinkages to benefit packages such as reduced pension contributions. Thus, breaching traditional bargaining mechanisms that would take place between Trade Unions, employees, and employer (Armstrong, 2019). In 2023 many public sector organisations across the UK took to striking due to inequalities around pay and conditions (ONS, 2023), allegedly catalysed by the COVID-19 pandemic, cost-of-living crisis (ONS, 2022), and turmoil from central government in navigating these political, economic, and societal challenges. This could demonstrate the power of extrinsic motivations where the value of intrinsic motivation can be undermined because of societal imbalance, unsatisfaction and where basic needs are not being met. This makes the work of Maslow (1954) and Hertzberg (1968) pertinent due to its connection to psychological and safety needs being met first before intrinsic motivations can develop, based on the appetite of the nation to strike to achieve satisfied needs. EWT tends to be shaped by a tacit belief that higher pay attracts and retains good employees through motivation referred as ‘the sorting effect’, however a CIPD (2017a) survey found that 70% of respondents believe that being compensated at the market rate is a significant factor to avoid any drop in motivation, consequently productivity, leading to retention issues. 

To understand reward in more detail, it is important to differentiate between initiatives and rewards, in that initiatives are designed to specifically motivate, and rewards provide visible acknowledgement for performance (Andersen, Boye and Laursen, 2018). Rewards fall short when employees do not know how they are attainable. It can be assumed that if this differentiation is not defined it could lead to assumptions or confusion, limiting the motivational impact, similarly to that of benefits packages through total reward, that share the same characteristics. Deci and Ryan (1985) describe the power of feedback as a recognition tool and the sense of appreciation achieved, critical to maintain and enforce intrinsic motivation, supporting Cognitive Evaluation Theory (CET). This can also be confirmed through the research of Cameron and Price (1994). Rynes et al (2005) provides limitations to CET in that the research is focussed on test research, rather than real-life situations where the results can be majorly separate. Inversely, real-life research based within industry and CET found that autonomy, competence, and curiosity of the work at hand, when performance pay satisfied, were the effective combination to motivation, although, curiosity was impacted with any change in performance pay, with other extrinsic motivation(s) potentially offsetting such effects (Fang and Gerhart, 2012).

Pfeffer (1998) acknowledges that people work for money, but that people work more to establish their purpose and meaning in life. As people acknowledge that they are going to need to work for much longer, work needs to be fun and provide self-fulfilment. Furnham (2006) supports this in that people are willing to compromise with other employee benefit(s) when money becomes satisfiable, supporting the concept of total reward. 

Jurgensen (1978) reaffirms the concept of our own values and beliefs blurring and generalising pay as the biggest motivator, being culturally embedded and ingrained, where traditionally older generations would put up with lower job satisfaction in return for pay. The needs of younger generations have shifted somewhat, which could be argued that motivations are different across generations (Brant and Castro, 2019). This is because goals have changed due to societal changes taking place over the last few decades such as inflation and cost of living not matching wages.   

Historical studies such as McDougall (1973) and Blackburn and Mann (1979) disprove pay being a minor motivation. Lawler (1971) suggests these findings may be biased by the type of methodology used, misleading the results but recognising that pay needs to be satisfiable before motivation or engagement can be visible and improved. Modern studies such as Cabanas et.al (2020) found that pay in the context of individual performance has a ‘direct, positive effect on intrinsic motivation’ where indirect impacts are mediated by extrinsic motivators such as ‘variable rewards’ and satisfaction of basic needs. Whereas Stofberg et.al (2022) study around pay transparency further demonstrates the diversity, interpretation, and expectations on the relationship between pay, employer, and motivation. This further contributes to the ambiguous picture around intrinsic and extrinsic motivators and their impact on employees. 

2.10. [bookmark: _Toc165478410]Impact of Hybrid Work on Employee Motivations

COVID-19 was a major catalyst for transforming working practices into the digital age, echoing the opinion and vision of Coplin (2013) over 10 years ago around the choice of how, where and when people work. According to the CIPD Resourcing and Talent Management Survey (2022b), ‘66% of organisations offer a hybrid or remote working offer’ with the benefits seen of increased productivity and in some cases an increase of up to 35% with employee engagement which can be seen in Figure 2.1. The survey continues to outline that 24% of employers expect hybrid/remote working to increase, with just 12% expecting to decrease this offer. With not-for-profit and private sectors most likely to offer this benefit in comparison to the public sector, highlighting a significant disadvantage for the public sector when it comes to attraction.

The CIPD Survey (2022b) summarises the important characteristics that attract candidates, comparing sectors. The not-for-profit sectors appear to focus on intrinsic motivators such as organisational goals, strategy, values, and flexibility, such as autonomy. Public sector is in line with the private sector focussing on extrinsic motivators such as perception of employer and pay and benefits. This is an interesting finding, as typically the public sector has been well-known for its flexibility and benefits, offsetting the attraction of pay from the private sector. With the private sector now in line with the public sector when it comes to flexibility and benefits, and public sector pay far from matching that of the private sector. A pronounced shift between sectors is apparent. This puts the public sector at a disadvantage around satisfaction and needs in comparison to pay. This can be seen in Figure 2.2.  
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[bookmark: _Toc163496390]Figure 2.1 – Impact of productivity, engagement, retention, and organisational engagement because of an increase in hybrid/remote working (CIPD, 2022b)
Figure 2.2 – Significant characteristics of attracting candidates compared with sector (CIPD, 2022b).
2.11. [bookmark: _Toc165478411]Impact of COVID-19 on Employee Benefits

The CIPD Reward Management Survey (2022a) presents that the pandemic in its majority had little impact on the benefits offered to employees, but ‘8% report that change has been significant’. The survey describes ‘perceived financial situation’ with both employer and employee sustaining an impact, rather than a change in benefits themselves. A refocus on the benefit offer has found that bereavement leave, training and development and Christmas parties have been introduced. Although, a year since this survey indicates a further shift where 53% of employees cannot afford to attend a works Christmas Party. Many preferring a more inclusive approach, such as non-alcoholic options and even donations made to charities instead (Mayne and Rowsell, 2023). Demonstrating, the need for inclusivity around a multi-generational workforce and the concept of total reward being fit for purpose in a tight labour market where the attraction and retention of Generation Z is critical. Knowing how to motivate and engage is critical to align to a generation that may focus more on the intrinsic value of motivations in addition to the foundational value of extrinsic motivation (Acheampong, 2021), where the goals of previous generations may no longer be appropriate, such as owning a house (Brower, 2022).

2.12. [bookmark: _Toc165478412]Impact of Cost-of-Living on Employees and their motivations

The CIPD Reward Management Survey (2022a) which surveyed just under 3000 employees around financial wellbeing towards the end of 2021, found that ‘28% of people said money worries had impacted on their work performance’. Reasons cited included the ‘cost-of-living crisis, anxieties about their financial situation and earning less at work’ which could be felt at all levels of those surveyed i.e. those earning £20,000 up to £60,000 a year. The common indicators affecting performance include ‘lost sleep; health problems (such as stress or anxiety); finding it hard to concentrate/make decisions at work; and spending time during the working day dealing with money problems’, although being more prevalent in those earning £20,000 or less. The report sets out that employers have a responsibility to provide employees with a ‘fair and liveable income, provide financial wellbeing benefits and take steps to improve in-work progression’ although support and signposting may only go so far. Sitting with central government is the need to reduce the impact of the cost-of-living crisis on everyday essential spending, which if it continues, will impact on employees and their work performance across the country. The cost-of-living crisis may be impacting on employee engagement and motivation due to in-work poverty. Potentially, reaffirming Maslow’s Hierarchy of Needs (1954) where the current focus for many may be on psychological and safety needs that need to be satisfied first before feeling comfortable enough to feel engaged and motivated at work. 

2.13. [bookmark: _Toc165478413]The Great Resignation – a catalyst for change

The Great Resignation was coined in 2021 (Sull et al, 2022), a year after the COVID-19 pandemic where societal changes emerged with the introduction of hybrid working in the world of work (ACAS, 2022). Meaning that for many, where some changes were forced, e.g. redundancies, for others, choices were accelerated leading to voluntary exits and retirements (Fry, 2022). This created skills gaps and tight labour markets (Morgan, 2022).

People Management (2022) describes the ‘Great Resignation’ as a good thing: an opportunity for businesses and organisations to re-think their purpose to enable employees to recognise how they contribute and value their own purpose. McKinsey (2021) outlines that ‘70% of employees said that their sense of purpose is defined by their work.’ Consequently, when employees feel aligned to an organisation the advantages include higher engagement, a sense of loyalty and commending the organisation to others, resulting in increased retention (Dai et al, 2021). This leads to highly motivated employees.  

The Great Resignation has varied leavers’ reasons, compared to traditional responses, in that some workers are not just changing jobs, but changing professions completely. This social movement has aided self-fulfilment and connection in what people do (Morgan, 2022b) and provided an opportunity for people who may have been de-motivated to fill a void that purpose and connection may bring. Generation Z, who typically prioritise job satisfaction over salary, exemplify this change (Kuzior et al, 2022). However, there still is a minimum expectation for better pay, better leave entitlements, better flexibility, and a better connection to the work environment (Francis, 2022). Indeed, the Great Resignation has potentially grown into a greater ‘gig’ economy, although its exploitation of workers in return for flexibility and autonomy is contradictory by nature. 

2.14. [bookmark: _Toc165478414]Gig Working and Multi-Generations 

The Guardian (2021) describes a huge increase in gig working because of globalisation, noting the earlier work of Cowling (1982) and ‘big tech’ giants and cloud-based technology (Henley, 2022) which is now ‘two and a half times bigger than in 2016’. Prevalent in the hospitality and courier sectors, gig work provides a ‘greater sense of flexibility over workers rights’ (Johnes, 2019). Other sectors, such as ‘desk-based services’ within corporate professions, now have the biggest percentage of the gig working economy according to a CIPD Labour Force Survey (2023a) representing ‘53% of the economy’ or ‘246,417 workers’. The outlook in the US is that by 2027, the gig economy is due to surpass the full-time workforce which has been prompted mainly by labour shortages and a rise in inflation (Gibbons, 2022). It could be put forward that the gig economy is emerging as a pull factor when it comes to attracting employees away from contractual employment but recognising that there are push factors too. This can be supported by a study into push and pull factors in Malaysia (Muhyi et. al, 2023) where using the Self-Determination Theory (Deci and Ryan, 1985) factors could be split, found in table 1. The study uncovered that financial need was the main factor, although this was dependant on whether gig work was the prime source of income. It also was more prevalent in the younger workforce, where opportunities in the gig economy were easier to access new skills, develop experience, a higher level of flexibility and enjoyment in one’s work, supporting the influential views that intrinsic and extrinsic motivators are equally significant. Further, supporting a combination of push and pull factors enabling optimum motivation. In comparison to an earlier study by Keith et.al (2019), it was demonstrated that intrinsic motivators were more prevalent in comparison to pull factors such as the enjoyment of work. This study was conducted within the Mechanical Turk area of the gig economy so it could be argued that direct comparisons cannot be made. However, recent societal impacts like the COVID-19 pandemic and cost-of-living crisis could have shifted motivations somewhat or amplifying the important of financial incentives such as pay and salaries when it comes to one’s motivations.






	Push Factors (Intrinsic Motivators)
	Pull Factors (Extrinsic Motivators)

	· Financial incentives
· Social constructs
· Lack of job opportunities due to COVID-19
· Low job satisfaction 
· Only opportunities available exist within the gig economy. 
	· Employee autonomy
· Inability to access entry level roles
· Need to learn new skills
· Need to develop experience
· Make connections 
· Financial draw due to higher salaries compared to other sectors.
· Self-fulfilment 


[bookmark: _Toc163496393]Table 1 - Push and Pull factors in the context of the gig economy using Self-Determination Theory (Deci and Ryan, 1985), adapted by Muhyi et. al (2023).

The Great Resignation has created the ‘perfect storm’ for the gig economy, meaning that older generations, such as Boomers and Generation X, have shifted into the gig-economy over the pandemic to bolster any loss or gaps in wages (Zhang et al, 2023). Whilst a large proportion of younger generations, such as Millennials and Generation Z, were already working in the gig economy, the Great Resignation has helped people reconsider their options when returning to offices and pre-pandemic ways of working (Swignunski, 2022) due to the level of flexibility gig working brings.

2.15. [bookmark: _Toc165478415]Conclusion 

My review concludes that the subject of motivation can be complex, multifaceted, and ambiguous, involving a range of factors that can both benefit and inhibit motivation. Whilst some argue that some factors are more influential than others, not one sole factor, or category of factors on its own can be the key to achieving motivation. Previous research has covered both the internal, intrinsic motivations and external, extrinsic motivations which are equally weighted in criticism, flaws, and its impact on producing better engagement, driving better outputs.  

Generally, it can be put forward that once pay is satisfiable and equitable it builds the steady foundation to support intrinsic motivation, which is key to long term motivation, productivity, and better outputs. Anything that may compromise this, such as the COVID-19 pandemic and the cost-of-living crisis may compromise the extrinsic factors undermining the value of intrinsic motivation. 

Recent societal and political impacts have presented many changes to how people live, and work and it could be argued that this has blurred what people have traditionally valued. The work of Maslow and Hertzberg is incredibly pertinent where it could be suggested that recent societal impacts have driven people’s needs to focus on psychological and safety needs i.e. pay, rather than job satisfaction. 

It is unclear if the COVID-19 pandemic and the cost-of-living crisis has been a key catalyst to redefine people’s needs and subsequently their motivation. Or, if other in-direct factors such as generational differences, a tight labour market and new ways of working have brought different needs that workplaces need to evolve, meeting the multi-layered differences that diverse workforces now require. This gap in research will be used to understand and investigate if societal events such as the COVID-19 pandemic and cost-of-living crisis has shifted employee motivations and what this means for both employee and employer. 



3. [bookmark: _Toc165478416]Methodology 

3.1. [bookmark: _Toc165478417]Introduction 

The methodology section will outline and justify the research design, through themes and trends identified in the literature review. The research aims and objectives will be critical to formulating the research design and underpin the direction and justification in doing so. This chapter will highlight the ethical considerations and limitations to the research so that the primary research collection is robust, justifying the thought process throughout in understanding if societal changes such as the COVID-19 pandemic and the cost-of-living crisis has in fact changed employee motivations or not. 

By using the Research Onion (Saunders et al., 2016) this will help frame the research design, a tool often used in the social sciences and business fields of research which lends itself appropriately to my research aims and objectives. 
[image: The research onion (Saunders et al. 2012:108) | Download Scientific Diagram]
[bookmark: _Toc163496394]Figure 3 - The Research Onion (Saunders et al., 2016)
3.2. [bookmark: _Toc165478418]Aims and Objectives

My research aim is to critically analyse employee motivations in Companies House and how these may have changed due to the impacts of the COVID 19 pandemic and cost-of-living crisis. My research objectives are to:
1. Critically review research and literature relating to employee motivations to formulate key trends and topics to consider. 
2. To investigate how the COVID-19 Pandemic and the cost-of-living crisis may have changed employee motivations through primary and secondary data collection and analysis.
3. To make recommendations for Companies House based on changes to motivations that may impact on dis-engagement, lower productivity, and retention if organisations do not adapt.  

3.3. [bookmark: _Toc165478419]Research Design 

3.3.1. [bookmark: _Toc165478420]Research Philosophy – Interpretivism 

My research philosophy is interpretivism. This is because I am interested in understanding multiple realities when it comes to individuals' opinions and experiences. This reflects my aim which can lead to several outcomes or answers (Ryan, 2018). Interpretivism is a view to understanding how different people may perceive a particular topic from different perspectives through lived experiences. I intend to do this by involving participants across different work levels, genders, generations, and different professions, opposed to it being specific to one group of people that share the same characteristics. This will help my research to be considered richer, more dynamic and capture the circumstances of multiple experiences opposed to just a few. A criticism of interpretivist research is its complexity and richness which can be considered subjective. Therefore, the researchers own values and beliefs may come into fruition, lending itself to potential bias. Advantages of interpretivist research is that it supports business management research, supplementing the theme and case study of my research due to the complicated or often distinctive conditions which occurred at a specific point of time, i.e. the COVID-19 pandemic and the cost-of-living crisis (Saunders, et.al, 2016).    

3.3.2. [bookmark: _Toc165478421]Research Type – Inductive

An inductive research design is applicable when there is a gap in knowledge or previous understanding, meaning that data can be obtained to therefore make an opinion based on themes that have been sought (Ketokivi and Mantere, 2010). This is in comparison to a deductive research design where a preconceived answer is logically set out based on previous research, theory, and knowledge. The benefit of following an inductive flow is that it’s exploratory, flexible, and open-ended in nature, in comparison to a deductive flow. A deductive flow is often criticized as it follows set parameters and methods with no opportunity to include different reasons or outcomes on how or why a conclusion may be reached, therefore limiting creativity and innovation. Due to the interpretivism approach that is an appropriate, applicable, and important theme to my research aims and objectives, an inductive flow lends itself well to what I am setting out to achieve as part of the research study. What sets inductive research apart in comparison to deductive research is its ability to be creative, unique and challenge what has previously been done – meaning that it could ‘enrich people’s lives […] in which they live and work’ (Corley, K, et al., 2021). I believe there to be a gap in the literature regarding the impact of COVID-19 and the cost-of-living crisis on employee motivations. Subsequently, my research design will need to involve human experiences which will reveal emerging themes in a new field, lending itself to qualitative research methods. This contrasts quantitative research, to answer a hypothesis, where a deductive flow is applicable (Azungah, 2018). The rich data of qualitative research has the potential to reveal new insights into the impact of COVID-19 and cost-of-living crisis which will help to inform my findings, discussion, and recommendation chapters.

3.3.3. [bookmark: _Toc165478422]Research Data Collection Method – Mixed Methods 

The research design was mixed methods, a combination of quantitative data in the form of secondary data from Companies House steering the research aim and therefore, how I captured qualitative data from my primary research through interviews (GradCoach, 2021). This took the form of sequential explanatory as I collected secondary data to initially establish the current context of the case study and what the current theory and research demonstrated. I then used the primary data to answer my research aim to plug any gaps (Saunders et al. 2016) and reposition existing thinking around the topic of motivation. I collected a combination of both qualitative and quantitative secondary data from internal leavers questionnaires and a corporate employee survey from Companies House, subject to the case study. The mixed methods weighting was unequal with the primary data in the form of qualitative research having a bigger steer, therefore having a more significant bearing on the research methodology (Creswell and Plano Clark, 2011). I decided on a mixed methods approach because the secondary data would support the findings from the primary data to provide further context and insight into the themes and topics obtained from the literature review (Creswell and Plano Clark, 2011). The interviews were designed according to these themes to gather specific answers to address my research aim. 
3.3.4. [bookmark: _Toc165478423]Research Strategy – Case Study

My Research Strategy formed that of a case study, with Companies House subject to the specific investigation into the topic of employee motivation as a real-world phenomenon (Yin, 2014).  Primary data was collected to establish the impact of the mentioned societal events over recent years and its implications for employees and their motivations. I chose a case study to gain insight and understanding of a real-life issue to support Companies House and formulate action(s) for the future based on the findings. There have been some criticisms brought forward against case studies in that whilst they fit business and management research appropriately, there can be uncertainty around how reliable and theoretical the research can be because of the small sample sizes and interpretive nature of qualitative research (Flyvberg, 2011). Case studies tend to focus on qualitative methodology in that the data captured is open, raw, and rich but this can be hard to draw out themes, in comparison to quantitative data where numerical data can be analysed more easily to provide specific answers. As a research method, case studies explore specific insight to draw out a particular situation or issue of that time, but this is not limited to one approach as many approaches such as surveys, interviews and/or diary entries can be used individually or simultaneously (Alpi & Evans, 2019) as a means of a mixed method approach. 

3.3.5. [bookmark: _Toc165478424]Time horizon – Cross Sectional 

My research was cross sectional because it investigated the impact of COVID-19 and the cost-of-living crisis at a specific time after the societal events happened. At this point the primary data was collected as part of my research plan and strategy (conducted in February 2024) to provide an accurate recollection of experiences from that time. Questions were asked to capture what may have changed from a different point in time (2018/2019) to understand what may or may not have changed, however this did not change the type of time horizon for the purposes of the research design as the data was obtained within the same period. Therefore, the data obtained was an accurate reflection of the participants’ views at that point in time. This in comparison to longitudinal studies which lends itself to snapshots or data collection captured over multiple perspectives where its accuracy and credibility will be obtained from reliable sources such as diary entries. Reiterating a cross sectional time horizon with what was remembered at a single point in time from the past, from retained memory.

3.3.6. [bookmark: _Toc165478425]Sampling – Non-probability Sampling 

I decided to adopt a non-probability sampling route as part of my research design because my sample was chosen at random from a specific criterion that lent itself well to answering my research aims and objectives. That being with participants that have worked in the same position both ‘pre’ and ‘post’ societal events and a cross sectional sampling across gender, generations, and corporate service functions (People, Finance & Commercial, Strategy, Policy, and External Communications) within the organisation that the case study will apply to. Creswell (2013) suggests that between 5 to 30 interviews for a general study should be enough to establish a saturation point which is also validated by Saunders (2012) in table 2. Once I reached a saturation point, I categorised the data through coding to identify consistent themes.





	Nature of Study
	Minimum Sample Size

	Semi-structured/in-depth interviews
	5-25

	Ethnographic
	35-36

	Grounded Theory
	20-35

	Considering a homogeneous population
	4-12

	Considering a heterogeneous population 
	12-30


[bookmark: _Toc163496395]Table 2 – Suggested Study Sample (Saunders, 2012)

The specific criterion lent itself to semi-structured/in-depth interviews and a homogeneous population in that the sample consists of employees that work within the same organisation that the case study is being applied to with all employees working within corporate services professions. On that basis I selected a sample size of 5 participants to reach a saturation point. 

3.3.7. [bookmark: _Toc165478426]Data collection – Interviews 

A research interview is an intended discussion between two people or more to ask specific but sometimes open questions with an aim to capture valuable data. It can be considered as a subjective approach as the participant may answer question(s) based on the social constructs of reality, which goes against my research philosophy of interpretivism. However, the interviewer can understand and clarify answers more clearly than compared to a survey, where input from the researcher is limited outside of the preconstructed questions. Therefore, I selected interviews to challenge those constructs so that the participants’ perspectives and experiences could be translated easily to aid data analysis (Heyl, 2005). The interviews were semi-structured; some questions were pre-prepared, according to themes to understand specific situations or changes. As the participants had different backgrounds and lived experiences the interviews required further probing questions to clarify meaning and understanding around multiple perspectives on motivation. Due to my research aim following an inductive flow to capture qualitative data, interviews were considered the best research instrument. This allowed flexibility and probing to capture rich, detailed, and specific data within the interviewee’s own language and context within a broad subject. The disadvantages of interviews include the time and resource to design, inability of the researcher to capture and probe the right information to answer the research question with the studies aims and objectives (LinkedIn, 2024). Other disadvantages include interviewer or interviewee bias (or also known as response bias) where potential communication traits such as tone and language can result in bias-led responses or preconstructed answers. For example, the interviewee may provide answers they feel the interviewer wants to hear, or the interviewer may interpret specific communication traits according to their own values and beliefs (Saunders et al, 2016). This may be present if the interviewee knows the interviewer or has a comprehensive understanding of the topic of research, although probing questions will help the interviewer move away from this bias if they feel answers have been pre-constructed or are not authentic in nature. 

3.3.8. [bookmark: _Toc165478427]Analysis methods – Thematic analysis 

My Research was analysed thematically, triangulating methods to identify key themes, answering my research question (Saunders et al, 2016). Triangulation is when multiple data sources are used to validate the data and involves a multi-method or mixed methods study. Although interpretivist researchers have criticised triangulation as it helps to validate the reality of the research, going against the values of interpretivist research in that they believe that ‘reality is socially constructed’. With that said, triangulation can help interpretivists add detail, complexity and authenticity to the data produced from the research (Denzin, 2022).

Thematic analysis allowed me to search for themes and patterns across data captured through my primary research methods. It is often a common approach used for analysing qualitative data such as interviews. It helps to frame analysis in a logical manner and when having to analyse large groups of qualitative data which may include rich yet wide-ranging accounts and theories. This helps to support my philosophical approach of interpretivism to understand a wide range of perspectives in a flexible and fairly easy way to be able to follow a process of analysis in comparison to a heavily theoretical approach. By thematically analysing my primary data collection I was able to code the data captured as researcher and make comparison with existing themes and theory within the literature review. This enabled me to address gap(s) in the literature and reveal new themes and insights by combining several codes that were connected or isolated. This process helped me refine my data into clear themes to support further chapters of my study and present my findings and future recommendations.

3.4. [bookmark: _Toc165478428]Pilot of Research Design

As part of my research design, it is important that I tested the intended research approach and instrument with participants, so they understand the topic of research to effectively capture data to answer the studies aims and objectives. I used the pilot to propose questions to ascertain what participants perceived meaning may be, so that the topics and themes were understood for responses to be authentic, accurate and representative. This afforded me, the researcher, a further opportunity to re-phrase or re-purpose any questions that may not be understood and potentially cause confusion for the participant, impacting on the results and findings of the research. 

3.5. [bookmark: _Toc165478429]Research Limitations and Ethical Considerations 

Using interviews to collect my primary research, I needed to ethically consider how, when and where I collected and used my data. This included obtaining informed consent, so participants understood what was involved with the study and how they contributed to the research. This included how the data would be used during the study and subsequently thereafter. It was also important participants were given the right to refuse to participate. Consent was obtained at the point of interview which took the form of a written document (UK Research and Innovation, 2024), found in the appendices. 

Validity of the research was demonstrated through robust interviews and planned open questions, answering the constructs of my research aim, e.g. motivation. Reliability was supported by consistent approaches to interviewing, with further probing or clarification expected to capture valuable information, avoiding misleading conclusions and preserving the integrity of the results (Saunders et al, 2016) 

The research project protected the privacy and confidentiality of its participants through anonymous interviews. This allowed me to analyse participants’ data across their professions and compare with primary and secondary data I collected. Further protection was provided for participants in that all interviews were conducted on a one-to-one basis through internet mediated (electronic) interviews. Transcripts or recordings of the interviews helped to capture the data in its entirety to support further reliability and credibility, reducing the risk of misinterpretation (InnovateMR, 2023). 

Possible limitations to the research include a representative sample of the business being difficult to obtain; therefore, generalisation of my results not possible. In addition, bias by the interviewer or underestimating the time needed for the interviews which could lead to incorrect or insufficient data (Saunders et al, 2016). My research design aimed to minimise these risks. The research study did not require a budget, but time lost from participation would incur costs for both the interviewer and interviewee.

3.6. [bookmark: _Toc165478430]Summary of Methodology 

Using the Research Onion (Saunders et.al, 2016) to frame my research, I adopted an interpretive philosophy through an inductive flow. The novel and exploratory nature of the research design is suitable to meeting my aims and objectives to gain invaluable insight and capture raw and authentic data, as discussed in this chapter. The methods and sampling strategies described were specifically selected to investigate the key issues of the case study and contribute new findings to bridge the gaps in literature. Once the saturation point was reached, the primary data was analysed, using a structured thematic approach, and was triangulated with the secondary data to reveal consistencies and/or disparities around the themes of employee motivation.  



4. [bookmark: _Toc165478431]Findings and Discussion 

The purpose of this chapter is to present the primary research in relation to the research aims and objectives. That is to understand if societal events such as COVID-19 and the cost-of-living crisis has shifted employee motivations and to understand in detail how these events may or may have not impacted on employees. Using a thematic analysis method, I presented the primary data by categorising patterns and themes from the data into sub chapters, summarising the theme(s) involved and providing sample extracts in the form of quotes from the participants interviewed to verify points made. Whilst the primary data is qualitative in nature, where feasible the data was coded and presented through tables and graphs to visualise, compare, and contrast across participants to provide further validity and reliability to the data. Whilst this chapter presents a summary of the key findings of the primary research, full transcripts and coding can be found in the appendices. The findings are triangulated with other secondary data sources to compare, contrast, and differentiate to address my research aims and objectives to validate or challenge existing motivational research or theory. Further providing any recommendations for gaps present to support what may already be working well for Companies House or improvements. As the primary research is qualitative in nature, I will combine both analysis with discussions to triangulate further consistencies, disparities and anomalies that may present limitations to the research, to put forward a recommendation per significant theme.  

[bookmark: _Toc165478432]4.1. Summary of Primary Data Findings

A summary of the findings as themes can be found in table 3, which present the top themes (highlighted in green) sought through interviews with five participants across corporate service functions at Companies House:

[bookmark: _Toc163496396]Table 3 – Themes coded and quantified to summarise the top motivational themes from primary research collection. 
(Key - FC= Finance and Commercial, SPEC = Strategy, Policy and External Communications)

	Profession
	People
	People
	SPEC
	FC 
	SPEC
	

	Generation
	Gen X
	Gen X
	Millennial 
	Gen X
	Baby Boomer

	Gender
	Female
	Male
	Female
	Male
	Male
	

	Motivational Themes
	P1
	P2
	P3
	P4
	P5
	Total 

	Job Satisfaction / Job Design
	3
	1
	4
	8
	6
	22

	Importance of Self Fulfilment
	5
	5
	1
	5
	3
	19

	Importance of Pay
	2
	3
	3
	7
	1
	16

	Autonomy / Empowerment / Flexibility / Worklife Balance
	3
	4
	3
	3
	1
	14

	Personal Situations
	1
	4
	4
	1
	1
	11

	Importance of Pay and Self Fulfilment equally weighted
	1
	4
	1
	3
	0
	9

	Impacts from COVID on Motivation
	1
	0
	1
	5
	0
	7

	Positive Feedback / Recognition
	1
	2
	2
	0
	1
	6

	Hybrid Working
	0
	0
	1
	3
	2
	6

	Changes to motivations with comparisons from two points in time
	3
	0
	1
	0
	1
	5

	Impacts from Cost-of-Living on Motivation
	0
	2
	0
	0
	3
	5

	Gig Working Attraction
	0
	1
	1
	2
	0
	4

	Part of the Bigger Picture
	1
	0
	1
	1
	0
	3

	Role Rotation
	0
	0
	2
	0
	0
	2

	Development 
	0
	0
	0
	2
	0
	2

	Customer Service
	1
	0
	0
	0
	0
	1

	Great Resignation Impacts
	0
	0
	0
	0
	0
	0

	
	
	
	
	
	
	



Table 3 visualises the top three themes coded as ‘job satisfaction / job design, importance of self-fulfilment and the importance of pay’ (in green) through the transcribed interviews that took place in February 2024. Other coded themes are in orange and pink to visualise their bearing, with impacts from COVID-19 and the cost-of-living crisis, highlighted in red with connection to my research aim. Participants coded consistently for self-fulfilment, with job satisfaction and pay coded consistently with P1, P2 and P3 with P4 and P5 more outspoken with pay and job satisfaction/design respectively. This suggesting that whilst pay was not the highest coded theme, it was consistently recognised as an important motivator to all participants. It is important to recognise that P1 and P2 sat within the People Directorate and can be put forward as subject matter experts, being credible sources. Figure 4 presents all the themes coded by hierarchy, visualising weighting over others. Whilst both extrinsic and intrinsic motivations are present, intrinsic motivations are more prevalent compared to extrinsic coded themes such as the impacts of COVID-19, the cost-of-living crisis and external trends that have some bearing on the talking points at the interviews.  

[bookmark: _Toc163496397][bookmark: OLE_LINK1]Figure 4 – Hierarchical view of primary data to present top motivational themes.
[bookmark: _Toc165478433]4.2. Secondary Data

A leavers questionnaire at Companies House, found that 49 respondents left (across the whole business, not specific to corporate services functions) from the end of 2022. It was found that most categories provided as reasons were not selected and instead non-descriptive or passive categories were selected instead. These included ‘other, neither, none of the above…’ suggesting that respondents were uncomfortable answering the pre-populated categories, were not applicable, or respondents chose not to answer for many assumed reasons. One of which could be not to damage working/professional relationships for further networking opportunities (Rogelberg et.al, 2003). On the contrary, themes such as relationships, wellbeing and job satisfaction when asked if a factor to determine a decision to leave, were in their majority answered as ‘no, it’s a strength for the organisation’. Questions asked about statements that would reconsider a decision to leave, the highest answer was to ‘spend more time doing parts of the job I really enjoy’, and this being ‘a major factor’ in resolving ‘issues with career progression’ although this was similarly answered to ‘other’ further adding to the point that respondents were passive in their responses. Reward and recognition was ‘a major factor’ to determine a decision to leave, although this was also contradictory as the second top answered category was ‘no it is a strength for the organisation’ (Companies House, 2024b), adding further ambiguity for reasons to leave. Further secondary data through the people survey found that leadership and managing change (57% in 2023 vs 58% in 2022), learning and development (57% in 2023 vs 58% in 2022), and pay and benefits (29% in 2023 vs 24% in 2022) scored consistently low matching the themes of the leaver’s questionnaire, although excluding leadership and managing change (Companies House, 2024c). 
[bookmark: _Toc165478434]4.3. Primary Data Analysis and Discussion

[bookmark: _Toc165478435]4.3.1. Theme 1 - Job Satisfaction/ Job Design

When participants were asked what motivates them before and after societal events, job satisfaction/design was coded to be the highest characteristic. The theme was mentioned by all participants, but much more so with P3, P4 and P5 and was interpreted in slightly different ways. P1 referred to job satisfaction/design in the context of ‘enjoyment’ of a role and the impact this has had in comparison of other mitigating factors, such as pay and exploring other opportunities if motivational needs were not met. This can be conveyed in the following quotes:
“I’ve been in the People Profession for a number of years, but if I didn’t enjoy it, I’d potentially start to look at other opportunities” - P1.

“I don’t think I’d just stay forever in a role because of a monthly paycheck, if that was all that satisfied me.” - P1.


P1 also disclosed that job satisfaction has offset pay in some situations:
“Some people have come back to us and after money being their driver but actually not being the place, they thought it was going to be and know” - P1 Perspective.

“Yes, I could be doing the same job for a different salary, but have you got the same kind of work environment elsewhere? Have you got the same enjoyment of your current role?” - P1 Perspective.

With P1’s role within the People Profession, it’s important to recognise the credibility of P1’s experiences, being a subject matter expert. Interestingly with lived experiences of employees returning to the organisation because other factors were of higher motivation, than pay. 

P3 similarly disclosed that they would only be really interested in exploring other opportunities if they really like the job and would have to be something better than how their motivations are currently being met:
“For me to look elsewhere, I would have to really, really like the job. I think for me to move at the moment and I do keep an eye out, which I'm sure most people do, but it's has to be something quite special I think.” - P3

P3 mentioned job satisfaction from the perspective of having an ‘open voice’ in putting forward issues being faced with the role and being able to have the opportunity to work with the organisation to make changes to satisfy needs: 
“There's a reason I'm part time…”, … “I did go to my boss and said I can't do this anymore…”, “… So they had some resource available and took on two other part timers… to help me out…”, … “I was the single point of contact and the single point of failure” – P3

P4 discussed the perspective of working relationships satisfying their needs recognising that different employees will be looking for different things:
“Perhaps it can be working with other people but I really get on well with my line manager. It’s finding that spot where you are satisfied” - P4

P4 moved onto describe the negative impacts on job satisfaction/design opposed to other participants and the impacts of leadership causing frustration based on their own experiences, adding the importance of working relationships and the role of managers when it comes to motivation(s):
“Another thing can be the involvement from various different levels which ends up that everyone has had the same conversations meaning that it can duplicate things and then sometime cause some conflict” - P4

 “Nothing’s changed, has anything improved? Has anybody gone back to review and held people accountable? I think the churn of staff is impacting as well” – P4

P5 looked at job satisfaction from the perspective of being competent in their work, being valued for their knowledge and other benefits that help satisfy their needs:
“It gives me satisfaction having the knowledge I do and it’s nice to be able to pass that on and be a point of contact and get recognised for that” - P5

“And the other benefits like I have just mentioned such as hybrid working, good office canteen, Starbucks coffee on site, the gym, good working environment, that’s more important to me personally I think.” - P5

P5 continued to expand what they would do if their motivations weren’t met, with the main motivator being job satisfaction but recognising other factors contribute to this too:
“I think one of the main motivations for me is job satisfaction and if I was unsatisfied yes I would seek to look to go somewhere else…”, “…But I think things would have to get pretty bad.” - P5


[bookmark: _Toc165478436]4.3.2. Job Satisfaction/ Job Design Discussion 

P1 and P3 very much reaffirmed the point of Katz (1964) that job design is an important factor to satisfy needs, more so with P3 who provided an example of an opportunity to engage in dialogue to resolve barriers leading to dissatisfaction. This verifies the significance managers have with their role, influence and bearing on job satisfaction, and therefore motivation, in identifying and resolving dissatisfaction. P1, P3, P4 and P5 echoed the view of Deci et al (1999) in that whilst curiosity wasn’t a prevalent characteristic, that the enjoyment of the role was important to job satisfaction, adding the perspective of Hackman and Oldman (1974) that the connection and recognition to their work was an important factor, evidenced more by P5. It could be added that P5 supplemented this by the value of total reward (Armstrong, 2019) that several characteristics such as ‘purpose, mastery and autonomy’ (Pink, 2009) as well as environmental and benefit factors, supported the impact of motivation as a combination of factors, not just one. 

It could be suggested that societal events such as COVID and the cost-of-living crisis have not shifted employee motivations as part of the data captured from the interviews and very much the views and theories put forward as part of the literature review, linking to job satisfaction/design as a key motivator, very much still prevalent post pandemic as pre-pandemic.  Where theories such as Maslow (1954) typically would have suggested that these societal events would have eroded ‘self-actualization and self-esteem’, this has not been the case due to a consistent finding that participants still enjoy their work and can shape this. Although, P4 voiced some frustrations around leadership and a level of control undermining the value of intrinsic motivation which whilst may not present a barrier to motivation at present, it could lead to dissatisfaction, further adding to the importance of managers roles in supporting employee motivation, in addition to P3’s views and experiences. When all participants were asked what this may mean (dissatisfaction), all concluded that they would look to resolve this initially or it would lead to seeking alternative opportunities. 

It is important to point out that the dissatisfaction presented by P4 around the theme of leadership and management had no link to COVID and/or the cost-of-living crisis. Although this did support findings in the secondary data through the people survey with leading and manging change, scoring one of the lowest (Companies House, 2024b). Furthermore, secondary data through the leaver’s questionnaire (Companies House, 2024a) established that to enable motivation and satisfy people’s needs, more is needed around job design, to ‘spend more time doing parts of the job’ they ‘really enjoy’ and reiterates the significance of managers and their roles in identifying and resolving these concerns around job satisfaction, to support employee motivation. 
[bookmark: _Toc165478437]4.3.3. Theme 2 - Importance of Self-Fulfilment 

Self-Fulfilment was consistently conveyed as a main motivator, although not so much with P3. P1’s perspective put forward that enjoyment must be key to feel motivated, recognising that people spend a lot of their time in work, where comparisons were made to volunteers and why they do what they do in the absence of pay:
“…enjoyment is a key element because you know it's a huge part of your week…” - P1

“It’s a bit like the concept of a volunteer that pay isn’t the sole factor because they do it because they kind of just enjoy it. You know it’s helping others and feeling satisfied by that.” - P1

P2 disclosed similar points in that enjoyment and fun at work are motivators, recognising that they wanted to do a good job and the positive feeling associated, leading to motivation:
“… I like to come to work and enjoy what I'm doing and have fun, and I've always said that. These were the top reasons of having a big career change and making a big life decision and part of that was that wake up in the morning feeling.” - P2

“I really do enjoy my job now. I enjoy the organisation and my team and the colleagues I work with and actually do I want to change that right now and where I am in my life. No, I don't” - P2

P3, P4 and P5 also expressed similar feelings and experiences to the relationship of enjoyment at work and pay when it comes to motivation:
“…enjoyment of what you know what you get out of the job is usually more important than pay.” - P3

“But I think for most people, it probably is enjoyment in the workplace and feeling like you're adding value and all the rest of it.”  - P3 Perspective

“I think it's sort of the work itself, the people I work with and the level of different engagement that you get into as part of the role…” - P4

“It’s also enjoying the job. The job is something that changed probably about three years ago which had a different bit of a focus on it…” - P4

“… But obviously you know, the main thing I think is being happy in what I'm doing, I'm doing a good job over pay. That’s what I would say motivates me slightly more than pay.” - P5

“I think the pay side of things is important, but not as important as being a valid member of staff and being able to develop yourself…” - P5

This is an interesting finding when it comes to the relationship between extrinsic motivations in comparison to intrinsic, further adding the complexity and ambiguous nature of motivation. 

[bookmark: _Toc165478438]4.3.4. Self-Fulfilment Discussion

P1 summarised the views of Hull (1951) around Reinforcement Theory and the achievement of ‘goals and rewards’ to reinforce positive behaviour with comparisons made around the concept of volunteering. This a credible source due to P1’s role as a subject matter expert and lived experiences within the people profession. It can be further supplemented by Pfeffer (1998) and Pink (2009) that both describe financial incentives as a factor but not so much as the value or purpose of intrinsic motivations, which was described as enjoyment not just for P1 but for all participants. P3 and P4 validated the theory of feeling valued, appreciated and being part of something linking to work of Deci and Ryan (1985) to support the concept of intrinsic motivation through CET and its influence on motivation. Furthermore, supported through the meta-analysis by Cameron and Pierce (1994) combining several historic studies to suggest the power of intrinsic motivation through positive feedback and elaborating on the concept of volunteering and its relationship with motivation, discussed by P1.  P1, P2, P3 and P5 reiterated the concept of pay being satisfied first to be able to build motivation further through other intrinsic factors, such as the purpose of their work and seeing the impact that they make. Although, P5 did explain other extrinsic factors such as employee benefits to support motivation. Supporting the concept of total rewards by Armstrong (2019) with Fang and Gerhart’s (2012) study that has a much wider sample in comparison to this study, of 609 participants of office workers, using a survey covering pre-defined themes around performance, intrinsic interest, and autonomy with findings that extrinsic rewards do not impact intrinsic motivations. These findings potentially blur the relationship of intrinsic and extrinsic motivations to clearly define the most impactful but further supporting that motivational theory is ambiguous. To answer the research aim, if COVID-19 and/or the cost-of-living crisis has shifted employee motivations, very little had changed around motivation in the realms of self-fulfilment with all participants conveying enjoyment as an important motivation. This was evident within their roles and something that is present in their daily activities, therefore not impacted by COVID-19 and/or the cost-of-living crisis. Whilst participants did not disclose any intentions to leave because motivations or needs were not being met, it is difficult to compare any trends to turnover data for employee motivation, with internal and external secondary data through the leaver’s questionnaire and people survey. This is because the findings from the primary data demonstrated motivations appeared to be satisfied/met. 

[bookmark: _Toc165478439]4.3.5. Theme 3 - Importance of Pay

Whilst job satisfaction and the importance of self-fulfilment were presented as more desirable motivators, pay did factor within several discussions as part of participant interviews. It was consistently recognised that pay is important but from the perspective of being able to live comfortably, with pay reaching a limit verifying its weighting in comparison to previous preceding motivators. P1 talked about recognising the importance of pay to be able to live but not to the extent that this would exceed the enjoyment of the role:
“With pay its important, everyone needs money to kind of do what they want to do in life but yeah, I enjoy my actual role.” - P1
 
And recognising that with the cost-of-living crisis, why this may be more important for some, but not to the magnitude of pay as a bigger motivator in comparison to the enjoyment of what they do:
 “It is now more than ever for people with the current climate and people, you know needing to earn as much as they possibly can to sustain a comfortable lifestyle so pay is probably a driver for some, but its not for me…” - P1

“If you're spending 37 hours a week doing something and you dislike it intensely and if you're getting a few extra £100, unhappy or not enjoying something compared to enjoying what you do. Then people do decide then that they'd rather return, which has been something I’ve seen” - P1 Perspective

P2 in comparison recognised that pay was an important motivator to them personally and a view that it reflected the rest of the organisation:
“I have to say that money is also a factor as I am motivated by money; I work for money…”, “…Money is a motivator for me.” - P2

“…if I speak to a lot of people like my friends, I think a lot of them would say yeah, it's money, I wanna be able to live and provide.” - P2 Perspective

Interestingly, P2 added a further point about their own perspective on how they are valued versus how they are compensated for the work that they produce, linking to behaviour and work outcomes:
“…But you're gonna get 80% from me because I think you're paying 80% of what I'm worth. That makes sense to me.” - P2

Whilst P2 mentioned that pay is a motivator, it does have its limits where further responsibilities often associated with higher pay are not as meaningful, where responsibilities and pressure(s) take away the enjoyment of their work from their own personal experiences: 
“… that level of income and I stepped away from it for a reason because of what came with it. I think that gives me a slightly different outlook and thought process.” -  P2

P3 reiterates P2’s view around pay in that whilst they enjoy work and interacting with the team, they ultimately only come to work because they get paid for the work they do:
“I'd say I don't come here for fun, but I do enjoy interacting with the team, so that is important to me that I've got good people around me and that they work as a team but ultimately, you know, I only work because someone is paying me to do so.” - P3

However, interestingly P3 values what a higher paid role can bring over the enjoyment of a lesser paid role, going against the view of P1:
“… when I had children and thought, shall I go be a teaching assistant? But they just don't pay enough, they are lovely jobs. I'm sure I'd have a wonderful time and really enjoy it, but then I also like going on holiday, so I guess I think of it like that, that pay does sometimes trump other things.” - P3 Perspective

P2 and P3 convey that there is a certain level where satisfaction is met with pay, meaning that whilst there may be opportunities to explore better paid roles, it wouldn’t be the sole factor to consider. P4 adds the impacts of the cost-of-living crisis and if these impacts continue, the potential to look for better paid roles:
“There’s then considerations around different grades, having different things and getting used to a level of disposable income and that’s just eroded…”, “…For me, if things don’t start to change I’m probably going to have to start moving like other people to get that pay.” - P4

But recognising the limits that for better pay, other things may have to give, such as working hours, a familiar view to P2:
“…I’ve done it before in the past where you’re working 60 hours per week. I think do I wanna go back to that type of thing…” P4

P4 went to explain the issues around pay in the civil service when it came to equality and fairness. This being with external talent not having the same experience as other civil servants but compensated more generously, added with the lack of progression which can cause friction within the workforce:
“An example being Department for Transport, they have several thousand more for the same roles we have here in this organisation…”, “…If you were to seek an opportunity outside of the civil service you could easily add another 10k to your salary – just doing the same thing before any promotion…” - P4

“And because there’s no progression people are coming in from outside who are probably not as good or have a different development path and are starting at a much higher salary…” - P4

P5 shared similar views to P4 around pay disparity across the civil service:
“I don't know whether it was based in London or not, but it was £7000 more than this organisation pays for the same job. So I mean I think it is diverging a bit when it comes to pay for the same type of role…”- P5

Although in general, P5 described pay as not the most important factor, they could see why it may be to others when asked how important pay was to them:
“Again for myself its not so much pay, it’s the other side of stuff. I can see for some people why they may think that, based on the statement…” – P5

[bookmark: _Toc165478440]4.3.6. Pay Discussion

It was evident that participants spoke about pay and recognised its importance, more so P2, P3 and P4 with P1 and P5 focussing more on enjoyment of what they do. All participants recognised that whilst pay is important it only motivates so far. The work of Pfeffer (1998) is pertinent regardless of the impacts from COVID-19 and/or the cost-of-living crisis. Specifically, intrinsic motivations such as purpose and enjoyment offsetting the extrinsic value of pay. Interestingly P2 commented on the relationship of pay versus work output and its importance. Being a credible source as a subject matter expert within the people profession, this point should be recognised significantly. This evidenced by Pfeffer and Davis-Blake (1987) around EWT, the disparity that paying more than the market rate in return for higher levels of productivity. Compared to internally paying less for the same required level of work and performance, presenting equal pay issues. Interestingly Pfeffer and Davis-Blakes (1987) study follows a similar research method through the type of sample (business employees), although a much wider analysis with surveys. EWT was further mentioned by P4 and P5 around disparity and inequality in pay within the civil service with external candidates/ other government departments paid higher, than internal candidates with less specific organisational knowledge. Suggesting the draw of Gig Working, enhanced by digital technologies, reducing administrative burden through automation (Henley, 2022). Furthermore, adding flexibility (Johnes, 2019), the choice of how and when work should take place (Coplin, 2013) and drive on capitalism (Cowling, 1982) suggesting the extrinsic power of motivation that Gig work may bring as a pull factor externally and a push factor for internal pay dissatisfaction. The CIPD (2017a) market survey summarises EWT, prior to the pandemic and cost-of-living crisis, that by not paying the market rate, this could lead to a significant drop in motivation, undermining the findings around the importance of intrinsic motivation such as the enjoyment of work. This suggesting that whilst pay isn’t the main factor in participants ideology and that pay isn’t as important as the purpose and enjoyment a role brings, it is still something participants are aware of and something that they keep track of, internally and externally. Therefore, whilst the pandemic and the cost-of-living crisis may not have impacted on the value of pay as an extrinsic motivator, it is very much something of a consistent focus for participants and significant enough to be coded as a top theme. The findings were unclear, providing a limitation with if the cost-of-living crisis was currently impacting directly, or indirectly through perceptions which supports Jurgensen (1978) concepts around individuals values and beliefs blurring and generalising pay as a motivator. This was due to participants elaborating that they could see why the cost-of-living was having an impact, but not necessarily to themselves. Stofberg et.al (2022) recent study reaffirms this through the ‘diverse understandings’ of pay following a similar research methodology through semi-structured, qualitative interviews, analysed thematically. Although, with a much wider sample of 20 participants across four organisations adding further perspectives to formulate more robust findings around pay ambiguity. Pay was a finding in the secondary analysis through the people survey (Companies House, 2024b), but this didn’t necessarily translate as a concern with participants although there was more of an awareness through perceptions, with P3, P4 and P5. Therefore, when answering the research aims and objectives, it could be suggested that the pandemic and the cost-of-living crisis hasn’t shifted a change in motivations when it comes to pay, but it is definitely something that is a focus, or area of interest for employees with P4 explaining if things were to continue with the cost-of-living crisis, this would influence them to explore further opportunities. Further adding context from P5 that it has always been a cost-of-living crisis for civil servants with limited pay rises over the last decade or so.  

4.4. [bookmark: _Toc165478441]Findings of COVID-19 and Cost-of-Living on Employee Motivations 

When participants were asked if societal events such as the COVID-19 pandemic and the cost-of-living had any impacts on motivations and if these had shifted, the consensus was that they had little impact in comparison to the themes in figure 4, although perspectives and views were prevalent. From the perspective of the pandemic, it was recognised by P1 that working relationships had enhanced over the pandemic causing an increase in motivation due to the value that their role brought over this period:
“I suppose the pandemic accelerated your motivation even further because your customers needed you more and you could see the appreciation from your customers through the impact of your role. Would you say that is an accurate statement?” - RCV

“Yes, definitely, I think its seeing people in different circumstances and how my role impacted on them by the support and guidance I was able to provide. The accessibility and interactions to teams really helped develop and enable a lot more relationships.” - P1

The views of P3 put forward the number of opportunities available post pandemic that supported a new way of working, that digital technology brought but not to the extent that these were considered personally because motivations were still being met:
“…there was a whole flood of jobs and just after COVID-19, when people could work from home or maybe only have to go to the office twice a week and there's loads of opportunities. And I did look at them because some of them are really interesting…” – P3.

P4 disclosed the changes around culture and the impacts of hybrid working with new people joining since the pandemic, but similarly to P3, not to the extent that these changes impacted on motivations:
“I have noticed a change in the organisation as well with the culture and everything that has happened since COVID…”, “…it comes with experience and knowledge gained by speaking to people and having particular interactions…” – P3

From the cost-of-living perspective P2 recognised that with the increase in costs, “hasn’t been factored into people’s” plans and therefore “have had to tighten our belts”. It was put across that the cost-of-living has made them “conscious about money… it still plays a part in my motivation”.  P3 put forward a view that people have a choice when it comes to their circumstances and how they can put enjoyment over pay or vice versa:
“That's does depend on your circumstances and with an economic crisis, I think more people will put pay above enjoyment because they will have to, you know, but they will have a choice…” - P3 Perspective

P5 added that for a lot of civil servants there has always been a cost-of-living crisis with public sector pay being minimal over the last decade:
“It was all about reducing the number of civil servants and for the last 10 or 12 years there hasn’t been much difference in pay. Maybe 1 or 2%. So I mean if you are a civil servant and haven’t managed to get a promotion over that time, it has always really been a cost of living crisis” - P5

Further adding that whilst the impacts have increased in other ways through the rise in energy costs and other impacts like Brexit, it hasn’t resulted in an impact on motivations leading to exploring other opportunities. P5 explained civil servants as accepting the situation but recognising the other benefits such as flexibility and hybrid working:
“I mean over the past few years it has been exasperated because of the rise in energy and food and Brexit…”, “…. as civil servants we have just accepted the situation and supressed perhaps how we feel compared to other people and sectors.” - P5

“Yeah I mean I do save on petrol or diesel however it is offset by putting on the heating working from home at winter and the price of energy has gone through the roof…”, “…So maybe perhaps once or twice a month we would work at home. But now its going to the office once a week.” - P5

4.5. [bookmark: _Toc165478442]Impacts of COVID 19 and Cost-of-living on employee motivations discussion

It was an interesting finding as part of the research that all participants noticed some changes because of the pandemic and the cost-of-living crisis. Direct impacts were seen around the themes of better relationships and hybrid working, evidenced through CIPD research (2022b), both brought on by the catalyst of adopting technology that the pandemic accelerated in addition to the impacts on culture in comparison to pre-pandemic working relationships. In addition, the impacts of navigating out of the pandemic such as the great resignation with a prevalent skills shortage and several opportunities that may attract people to gig working or contracting due to the added flexibility it may bring. It was a consistent finding that these changes did enhance motivations avoiding the draw of pull factors that can be found elsewhere in the labour market. Clearly suggesting that it was apparent that at Companies House, job satisfaction, self-fulfilment and pay as key motivators, satisfied the needs of all participants. 

4.6. [bookmark: _Toc165478443]Summary of Findings and Discussion 

To answer the research aim and objectives, the impacts of COVID could be seen by the benefits brought forward by hybrid working and better working relationships evidenced more specifically by P5 and P1, enhancing both extrinsic and intrinsic motivations respectively. In comparison to the cost-of-living crisis, where impacts did not appear to connect to high turnover rates disproving the highly influential theory of Maslow (1954) which would have anticipated a focus on ‘safety, security and physiological needs.’ Furthermore, assuming that the pandemic and cost-of-living crisis potentially would have eroded the top tiers of the hierarchy, such as ‘self-actualization and self-esteem’ with more of a focus on ‘safety, security and physiological needs’. As it was found that COVID-19 did have some impact on motivations and the cost-of-living crisis had limited impact on employee motivation, recommendations provided for the prevalent themes outlined can be found in the subsequent chapter. These will help Companies House to continue to satisfy the motivations of its employees and put in place initiatives to avoid dissatisfaction.


5. [bookmark: _Toc165478444]Conclusion and Recommendations 

5.1. [bookmark: _Toc165478445]Conclusion

The aim of the research project was to understand and analyse if employee motivations at Companies House have changed because of the COVID-19 pandemic and/or the cost-of-living crisis. Based on previous research and literature it was ascertained that whilst motivational theory and studies have evolved over the last few decades, the subject around motivation remains ambiguous and subjective over several different, multifaceted factors. Both intrinsic and extrinsic motivations were both proportionately critiqued to summarise that a combination of characteristics provided a solid foundation to support each other, to achieve motivation. 

The research methodology lent itself to an interpretive and inductive flow based on the nature of the research subject, with the basis of the investigation being equivocal and subjective. The Research Onion (Saunders et al, 2016), helped to refine what research options were available. It helped to steer the methodology to adopt a case study of Companies House, through a mixed method approach due to its suitability to address the research aims and objectives. Furthermore, by using interviews this helped to thematically analyse the rich, primary data using a cross sectional, non-probability sample to triangulate the secondary organisational data and research established in the literature review. 

The findings of the research found that whilst the COVID-19 pandemic and/or cost-of-living crisis did not have a significant impact on the participants interviewed, it did bear some influence, through hybrid working and improved working relationships, although this was mainly a cause of the pandemic. Most participants summarised that they were aware of the pay implications from the current cost-of-living crisis, but these did not currently affect them individually, therefore not bearing an influence on their extrinsic motivations. Most participants described that several other benefits were just as important such as flexible working/autonomy, job design and the enjoyment of what they do. This supporting the summary of my literature review in that a combination of factors support motivational needs, once pay is fully satisfied. Evidencing the work of Maslow (1954), that participants felt safe and recognised through extrinsic factors to support and develop their intrinsic motivators. It was interesting that all participants alluded that if either intrinsic or extrinsic motivators changed any further such as pay, flexible working (through hybrid working), job design or the self-fulfilment, this may lead to a drop in job satisfaction and lead to de-motivation. These impacts could lead employees to seek other opportunities. It is important to point out that this would need to directly impact participants, which was currently not the case. Reaffirming that societal impacts would have to directly impact on participants motivations to lead to a drop in satisfaction, whether that be intrinsic such as self-fulfilment or extrinsic such as pay, being specific characteristics found from this study. 

For Companies House, whilst there was some bearing of COVID-19 on employee motivations, with limited impact from the cost-of-living crisis, it is recommended that more is needed to understand what motivates employees both intrinsically and extrinsically on an ongoing basis to analyse this information pro-actively and intervene as and when appropriate. This would enable the organisation to implement interventions before a drop in satisfaction is seen. By not adopting this approach there is potential for a drop in productivity, leading to employees seeking other opportunities through pull factors within the current labour market. The following recommendations support this and the main themes that were found as part of the study:

5.2. [bookmark: _Toc165478446]Recommendations 

5.2.1. [bookmark: _Toc165478447]Recommendation 1 – Impacts of Job Satisfaction / Job Design

To put in place an activity/initiative to engage employees to establish motivations levels, both intrinsically and extrinsically as a key finding to the research. This is to continue to evolve job design to eradicate dissatisfaction, improve autonomy, mastery and engage employees in any evolution(s) to job design and shape the future of work. This could be through strategic workforce planning (Bolles, 2021) at a macro level, existing employee surveys at a meso level and individual check-ins with employees at a micro level to deliver immediate wins, where job design can be reviewed periodically (CIPD, 2024d). Although, ‘collective channels’ such as focus/employee groups have been proven to be a better way to obtain feedback and insight (CIPD, 2022c). It was found that the role of managers was critical in job satisfaction and design, leading to motivation. Hence, training would be required for managers to embed this recommendation, so that managers are equipped with the soft skills to capture and resolve dissatisfaction around job design and implementing success measures (CIPD, 2017b).

5.2.2. [bookmark: _Toc165478448]Recommendation 2 – Impacts of Self-fulfilment 

To achieve self-fulfilment as a key finding of the research it is important that both extrinsic and intrinsic factors are present for employees. It would therefore be recommended that managers are using check-ins or other opportunities to gauge if motivations are being met and enter dialogue to determine these. This can be further aligned with development opportunities through succession planning and talent pipelines (CIPD, 2024c) that could be put forward as a suggested improvements. This based on the findings from the secondary data through the leaver’s questionnaire and the low learning and development scores in the people survey.  Similarly to recommendation 1, managers would need to be sufficiently trained to ask the right questions to capture the right information, so motivations are being met and that activities between manager and employee do not come across as a tick box exercise or a fad, managing change appropriately (Brown, 2018). 

5.2.3. [bookmark: _Toc165478449]Recommendation 3 – Impacts of Pay

Introduce regular market analysis with data on pay, internally and externally to monitor pay disparities across the civil service and raise as risks to mitigate turnover, as a finding from this study. It would be proposed to review and align similar roles and professions across the Civil Service to reduce pay disparity and equal pay issues. In addition, review the employee benefits offer, supported by a recent article from Wyatt (2024), so that it meets the needs of employees through external impacts such as the cost-of-living crisis at present and future impacts that may arise, as part of the organisation’s employee value proposition (Mortensen and Edmondson, 2023). Whilst the research findings demonstrated that motivations were being met within this field (pay), there may be further opportunities to engage employees to regularly check if needs are being met to evolve benefits in line with any changes culturally or societally, similarly to that of recommendation 2. 

5.3. [bookmark: _Toc165478450]Limitations 

There are several limitations to the research project. Whilst the saturation point was met, because participants discussed similar and consistent themes, this was only from a small section of the workforce at Companies House, therefore generalisations are limited. Other directorates that involve different work types, e.g. operational vs corporate professions, transactional versus transformational, could lend to a different outcome if the research was repeated with a different sample. Adding another research instrument such as surveys could have strengthened the data to answer research aims and objectives, with interviews adding specific detail. 

The sample taken was that of corporate service professions in employment both before the societal events and after. Therefore, giving good positioning around what motivations may have changed, to best answer the aims and objectives. However, potential bias by the researcher in that the aims and objectives could have presumably had a preconceived answer. This is because if there had been a change in motivation, it would be presumed that the participants included as part of the samples may have already moved on through push and pull factors available since the societal events with further draws, such as the great resignation or the gig economy. 

The role of the researcher at Companies House as a HR professional meant the research may be biased with preconceived answers. This especially involving the topic of pay, although whilst this was a significant finding it was vocalised around the importance of being paid fairly and equitably opposed to not being paid enough, presenting limited bias.  



5.4. [bookmark: _Toc165478451]Future Research 

A clear theme throughout the research was the combination of intrinsic and extrinsic motivations in satisfying the needs of employees, therefore leading to a highly productive workforce. Found as part of the study, with a further gap in research in how total rewards should evolve to support employee motivation. Future research could include what organisations can do to ensure that the total reward product is fit for purpose and fully utilised. Any drop in engagement can be used as an opportunity to assess what may have changed and giving employees an opportunity to feed into corporate initiatives like check-in’s, employee surveys and organisational change.  

It has been clear that the topic of motivation remains ambiguous. The aim and objectives have been clearly answered and it could be argued if organisations are doing all that they can to be proactive to meet the needs of their employees for motivations and the relationship with work. In the case of Companies House, motivational needs had been met for participants but was this because of coincidence without any means to check what is motivating them. It is unclear what organisations have in place with anomalies identified from trends through people analytics. Therefore, are organisations quick enough to support their employees when societal impacts or internal changes have had a direct bearing on either intrinsic / extrinsic motivation. Or can organisations be doing more to determine employee motivations to continue to meet their needs to withstand or increase motivations to achieve a productive workforce. A recommendation for future research is to investigate what organisations currently do to assess employee motivations and what gaps are present to benchmark against other organisations. Interventions may be required to create dialogue holistically when it comes to employee motivation. 
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7. [bookmark: _Toc165478453]Appendices 

7.1. [bookmark: _Toc165478454]Written Agreement, Consent and Blank Proforma 

Explanation of Research Project

To be read to participants:

The purpose of this research project is to understand if societal changes such as the COVID-19 pandemic and the cost-of-living crisis have shifted employee motivations and potentially influenced turnover rates. Contextually (for this organisation), turnover rates have been as high as 25% in some corporate directorates compared to 10-15% in other directorates. 6-10% is generally a healthy benchmark to work towards.

As part of these interviews, I (the researcher) am looking to capture qualitative data to investigate and understand what may/may not have changed pre / post these events and understand if there may be/may not be a connection to employee motivations. It is important that I capture what type of motivation may have been impacted or has remained the same. It may be that there are other factors impacting on employee motivations and as part of the research project it would be useful to understand these from the perspective of the employee.  I am looking to identify any key themes/trends between participants and aim to reach a saturation point in which I will be able to conclude my primary research collection. This meaning that whilst I am intending to interview 6 participants, it may be that I am able conclude sooner. 

The research sample that I am collecting, is those in corporate style functions and those in mid-senior grades (HEO, SEO or G7) where secondary research has demonstrated a significant relationship with retention, therefore influencing turnover. Secondary research obtained from exit interviews allude to pay, better external opportunities and a lack of progression being the main reasons to leave.

I am proposing that the interview is recorded on MS Teams to allow me to capture everything that is mentioned and to transfer this into a transcript. Once the transcript has been produced, the video recording will be permanently deleted. If you would prefer not to have the interview recorded, please let me know or alternatively, you can switch your camera off. 

The interview will be anonymous and you will not be able to be identified. The only information associated to you is your current banding, area of work – you will be known as ‘Participant XX’. 

The final transcript can be shared with you where you can have the final say on what can/cannot be included for the research project. Would you like to see the final transcript? (Yes/No)

The interview will roughly take 30-45 minutes depending on the discussion. 







Written Consent and Agreement to Participate 

1. Participation in Research

I have understood the purpose of the research project, explained to me on xx/xx/xxxx and I have been able to ask questions about the research and happy to proceed.

I understand that my participation is voluntary, and I can decide not to answer any questions and withdraw from the research at any time, without giving any reason. 

I understand that taking part in this research project involves me sharing my own views and beliefs around the research topic that will be used to shape any findings / recommendations. 

2. Use of information shared in research project.

I understand that any information collected will be anonymized and that any information shared that may make be identifiable will be retracted. 

The only information that will be linked to me will be the area of work and grade i.e. Finance / Higher Executive Officer.

I agree that my information can be referenced in the research project, specifically in the analysis chapter to inform recommendations for the research. 

I agree to be referred as ‘participant xx’ as a means to be fully anonymous and remove any personal details that may make me identifiable. This includes anything that I may say that may make me identifiable. 



(Participants unable to sign their name to tick box)

Participant XX			Date:					

	


					
Rhys Curtis (2105513)					R. Curtis
___________________		_______			____________________
Name of Researcher		Date			Signature of Research








Interview Proforma – Employee Motivations Research 

	Research Question
	Has the pandemic and cost-of-living crisis shifted employee motivations and influenced turnover rates?

	Research Aim 
	To critically analyse employee motivations in a public sector organisation and how these may have changed due to the impacts of the COVID 19 pandemic and cost-of-living crisis.



	Participant Profession
(strike out as appropriate)
	· Finance 
· People 
· Strategy, Planning, Policy and External Communications

	Participant Banding
(strike out as appropriate)
	· Higher Executive Officer
· Senior Executive Officer
· Grade 7



Participant XX

Would you consider yourself to be?

· Baby Boomer (1946-1964)
· Generation X  (1965-1980)
· Millennial (1981-2000)
· Generation Z (2001-2020)

What gender do you identify as (or prefer not to say)?

________________________________

Questions

1. Can you tell me what motivates you currently at work?


2. What do you value more, pay or the enjoyment of the work you do? Or do you feel these contribute equally and can you tell me why this may be?

3. Statement – ‘Motivation Theory is somewhat ambiguous (unclear) with some researchers claiming that pay is more important than the enjoyment one has towards work, or vice versa.’
a. What are your thoughts on this statement?


4. Statement – ‘Some researchers have found that a combination of motivators supplement each other to achieve motivation. An example being that pay must be fully satisfied first before one’s purpose and creativity can be built upon.’
a. What are your thoughts on this statement? 

5. Do you feel that the design of your current role may inhibit your motivations? If your role was designed better would this improve your motivation?  


6. Statement – ‘As a society, both in the UK and globally, the last 5 years has seen big changes to how we live and work, the main being the global COVID-19 pandemic and the cost-of-living crisis, navigating out of the pandemic.’
a. Would you say these societal events have changed your motivations? If they have, or have not, can you explain why? 


7. If you can think back to 2018, a time before the COVID-19 pandemic and cost-of-living crisis, what would have been your main motivations when it comes to work? 


8. Do you think that if your motivations aren’t satisfied this will lead to you seeking different opportunities, whether that be in your current profession or a new profession altogether (such as a career change)?


9. Statement – ‘Workforce Trends that have been amplified by COVID-19 and the cost-of-living crisis are the Great Resignation (people re-evaluating their lives and careers, seeking different opportunities that traditionally would never have been an option). This also includes Gig Working (seeking a different type of work through contracting and temporary work, due to the flexibility this may bring versus traditional benefits that contractual employment may bring e.g. annual leave, sick pay etc).’ 
a. What are your thoughts on these trends and have you ever considered re-evaluating what matters do you and exploring a different type of work? 


10. Is there anything else you would like to contribute to this research that you may think is pertinent or may help to inform the research outside of the questions asked as part of the interview today?

















7.2. [bookmark: _Toc165478455]Transcripts with Coding 

7.2.1. [bookmark: _Toc165478456]Participant 1 

Written Consent and Agreement to Participate 

Participation in Research

I have understood the purpose of the research project, explained to me on 06/02/2024 and I have been able to ask questions about the research and happy to proceed.

I understand that my participation is voluntary, and I can decide not to answer any questions and withdraw from the research at any time, without giving any reason. 

I understand that taking part in this research project involves me sharing my own views and beliefs around the research topic that will be used to shape any findings / recommendations. 

Use of information shared in research project.

I understand that any information collected will be anonymized and that any information shared that may make be identifiable will be retracted. 

The only information that will be linked to me will be the area of work and grade i.e. Finance / Higher Executive Officer.

I agree that my information can be referenced in the research project, specifically in the analysis chapter to inform recommendations for the research. 

I agree to be referred as ‘participant 1’ as a means to be fully anonymous and remove any personal details that may make me identifiable. This includes anything that I may say that may make me identifiable. 
(Participants unable to sign their name to tick box)
✅

Participant 1 (P1)		Date:	06/02/2024				

	

Rhys Curtis (2105513)		06/02/2024	              R. Curtis
___________________		_______		____________________
Name of Researcher		Date			Signature of Research


	Participant Profession

	· People 


	Participant Banding

	· Higher Executive Officer






Would generation would you consider yourself to be within (or prefer not to say)?
Generation X

What gender do you identify as (or prefer not to say)?
Female

RCV - So can you just tell me what motivates you currently at work?

P1 - Yes, it's probably providing a really good service for the people I support as part of my role in digital and technology and data. I just want to do my best for them and provide a good service. My customers are important and are my priority. So yeah, that kind of motivates me to ensure that I can do the best for them. It's quite reactive what I do. What motivates me is about the service I provide and how I can help with the HR space. 

RCV - So in essence, it’s what you and the value of what you do for work that motivates you? And, what impact you can make for the organisation. Is that kind of what really motivates you?

P1 – Yes, if I can provide information, advice or guidance to them and it enables them to do their role better. That's going to help the organisation as a whole by getting the information they need and that’s what I enjoy which then motivates me.

RCV - And how does that make you feel? The impact you have on others?

P1 - Obviously you can't always expect positive feedback, but if you can give somebody you know the answers, that you know of, or, sometimes it's the speed of things you can come back to somebody with promptly and therefore feel appreciated for. That is a huge motivator because you feel appreciated. It encourages you. 

RCV – Thank you. So the next question I'd like to ask is what do you value more? Is it the pay that motivates you or the enjoyment of the work you do or do you feel that they contribute equally? And can you tell me why?

P1 - I wouldn't say it's equal. I mean, obviously I would want to be paid for what I do, but it's not the kind of main driver you know, it's nice to get a salary at the end of the month and obviously good to know it contributes to the household. But, I do enjoy what I do. You know, I think that's why I've carried on doing it for so long. With pay its important, everyone needs money to kind of do what they want to do in life but yeah, I enjoy my actual role. I mean, obviously some days you do get off days and things don't go so well, but generally it's the enjoyment of the role I do. 

RCV – So what you’re saying is that it’s the enjoyments of what you do that really motivates you and the value that brings you by seeing the impact you can make with your customers. 

P1 – Yeah, and even if there's a difficult day, you know that’s going to happen because due to the role, we're having these concerns or issues being raised or you're dealing with something, you know, and aware of the difficult circumstances. You know you’re getting a resolution at the end of it and you know the outcome will be in most cases, positive and my role is a contributing factor. But, recognising money as part of the equation, it is a factor and it does contribute. You got to work to earn money as well as enjoy your role. 

RCV – Thank you, that’s great. So the next question I’d like to ask, as part of the research project I'm doing. And as part of the literature review is looking at the different kinds of motivation theory and my findings are somewhat ambiguous and unclear in that some researchers claim that pay is more important than the enjoyment one has towards work, or vice versa, that it's more the enjoyment of work rather than pay. I just want to understand your thoughts on that really?

P1 - I think you know pay is important. It is now more than ever for people with the current climate and people, you know needing to earn as much as they possibly to sustain a comfortable lifestyle so pay is probably a driver for some, but its not for me. Perhaps it's because of my circumstances. If I was the sole breadwinner, then perhaps I'd have different thoughts and probably be looking increase my hours or look for a promotion or even look elsewhere for roles. But I think because I enjoy what I do, it hasn’t been as important to me.  I don't think people stay as long as they would in organisations unless there was some enjoyment to it. But people need pay too, you know, to live. But enjoyment is a key element because you know it's a huge part of your week, the number of hours you put into being in your workplace, if you didn't enjoy it, then yeah, it's not healthy.

RCV - The next question I'd like to ask is that some researchers have found that a combination of motivators, supplementing each other, to achieve optimum motivation. Example being that pay must be fully satisfied first before ones purpose and creativity can be built upon again. I just wanted to understand your thoughts on that statement?

P1 - I don't think that's necessary true because I don’t think you could sustain that for a long time with pay. I think it's important to kind of enjoy your role and feeling fulfilled. It’s a bit like the concept of a volunteer that pay isn’t the sole factor because they do it because they kind of just enjoy it. You know it’s helping others and feeling satisfied by that. I’m definitely  satisfied in my role and recognise that the pay is nice. 

RCV – Thank you, that brings me onto my next question, as part of my literature review, I have found that job design is really important in terms of achieving the desired needs and motivation. So do you feel that the design of your current role may inhibit your motivation? So if it was designed better, would that improve your motivation?

P1 – I’m pretty motivated as an individual. It's nice to feel empowered to do what you feel is right and in line with, guidance. But I don't think by changing the design it would improve my motivation further. I feel that I know and understand the remits of my role can ask for support or who I need to escalate things to.

RCV – So it sounds like from what you’re saying that your job design doesn’t prevent you from feeling motivated?

P1 – I feel really empowered and supported so I enjoy my role. I don’t think it could be re-designed and I like sometimes the reactive nature it brings. 

RCV – Ok, thanks. The next question I’d like to ask is we all know, as a society and globally the last five years have seen big changes on how we live and work, the main being the global COVID-19 pandemic and the cost of living crisis, then navigating out the pandemic. Would you say that these societal events have changed your motivation somewhat? And if they have or have not, can you explain why?

P1 – I think pay has been a big factor in peoples motivations since COVID and the cost of living crisis, but for me as there are two incomes coming into the household, I wouldn’t have said it has had much of an impact on me, personally. I have always enjoyed my job but if anything have felt more motivated since the pandemic because of the need from the business to support over this time. Accessibility to HR was increased and I probably built better relationships with the people I support. People were struggling over the pandemic and to know how we contributed to supporting people helped motivate me because of the impact and importance my role had. 

RCV – So if anything, I suppose the pandemic accelerated your motivation even further because your customers needed you more and you could see the appreciation from your customers through the impact of your role. Would you say that is an accurate statement?

P1 – Yes, definitely, I think its seeing people in different circumstances and how my role impacted on them by the support and guidance I was able to provide. The accessibility and interactions to teams really helped develop and enable a lot more relationships. My accessibility to people and likewise you know my availability helped to create these more informally. People felt comfortable just, knowing you could ring someone, send them a chat. The outcome then seeing the impact then you could have on people. 

RCV – Thank you – so my next question is if you can think back to a time before the pandemic and cost of living crisis, say 2018 or 2019, what would have been you main motivations towards work back then?

P1 – I think my motivations were the same and wanting to do a good job. If anything my motivations were perhaps a little different because of the restrictions that office working brought. I would say that I have gained more confidence in my role as it was a new role to me back then. I’ve been able to build up relationships that are much more informal because of the way we work currently and the positive reaction I get – it kind of like the snowball effect. I have always been motivated in my role and always wanted to do my best. 

RCV – So would you say that because of COVID and the cost of living crisis, that has accelerated your motivations because of flexible working, hybrid working which has potentially motivated you more than compared to 2018 where you’d be working in the office much more?

P1 – Yes and certain life circumstances that have happened since then. You know, having younger children and needing you straight after school, the whole school run piece. So yeah, you’d have those windows to pick up but I was able to balance my work to be able to accommodate this. It felt more prescriptive before the pandemic. With that said in terms of my motivations since the pandemic, its mainly the increased relationships, knowledge but pay is important, but not my main driver. 

RCV – Thank you. So my next question is about if you felt that you motivations weren’t met and you weren't satisfied. Do you think this would lead you to looking at different opportunities? And do you think that you would potentially even look at other opportunities or even working in a different professional together?

P1 - I think for me before I got to that point I’d try to address the reason my motivation had dropped, you know. Were there any factors, particularly with work, home life, what caused it or perhaps if the role had changed, like you said earlier, perhaps the job design or way of working had changed – I’d look at those circumstances first. But yeah, I think you know ultimately if it was you know you weren’t satisfied and this was impacting on your well-being and day-to-day life. Then yeah, I would. I think I’d have to take a serious look and think is it worth, you know, continuing in my current role because you don't want to spend such a large proportion of working week unhappy and not feeling that you're contributing and just feeling negative about things. So I think, yeah, I’ve been in the People Profession for a number of years, but if I didn’t enjoy it, I’d potentially start to look at other opportunities. You don’t stay somewhere forever just because you're getting paid. For me I want to enjoy what I do and see the impact I am making. I don’t think I’d just stay forever in a role because of a monthly pay check, if that was all that satisfied me. 

RCV – Great, thank you for that. My penultimate question is the workforce trends that have been amplified by COVID and the cost of living crisis. These are the great resignation with people re-evaluating their lives, careers, seeking different opportunities that traditionally perhaps would never have been an option. And with the cost of living crisis as a result of navigating our of the pandemic, another workforce trend is gig working. So seeing a different type of work through contracting / temporary work, because the flexibility this may bring versus the traditional benefits such as annual leave sick pay etc. So I just wanted to gather what your thoughts are on these trends and if you've ever considered re-evaluating what matters to you and exploring potentially a different type of work or working in a different profession?

P1 – Yes, I am aware of those trends but I think I’ve had enough of that. As I am Gen X I can’t see me wanting to do contracting because of the commitments I have but also I really enjoy my current role, so it wouldn’t be something I’d want to consider. Enjoyment and pleasure in work is more important for me. Suffering through and hating your job and wanting to kind to the pay check at the end of the month is not something I am currently experiencing. If I did, I think I'd look to address it in different ways and look at other alternatives rather than kind of jump to contracting. It may be an option for other people, but it’s not for me. Perhaps for people in their younger years or just starting off in a professional career where they’d be more inclined to do it because they may not have the life commitments that other generations have. I’ve got a pretty good work-life balance and I can manage it. If circumstances change, perhaps yes, never say never, but not currently the position for me. 

RCV – That’s great, thank you. So my last questions is if there is anything else you may want to contribute to the interview/research project? Anything as part of this research and interview that you think maybe pertinent or anything that you know would help inform the research outside the questions I've asked today.

P1 - No, I think it's just interesting to kind of know during the pandemic, money was a huge motivator and people were in the same position. Remote working gave people the opportunity to move on and access opportunities across the county. But you know it's interesting to know how that of doesn't seem to be the main thing now. Some people have come back to us and after money being their driver but actually not being the place they thought it was going to be and know. For the minimal financial gain, I'd rather have the enjoyment side of things. Enjoy the place I work rather than maybe have a smaller amount each month – that’s been quite interesting to see. Money isn’t everything. The perception of what was important to people has changed slightly because it's not everything. If you're spending 37 hours a week doing something and you dislike it intensely and if you're getting a few extra £100, unhappy or not enjoying something compared to enjoying what you do. Then people do decide then that they'd rather return, which has been something I’ve seen.

RCV - That an interesting point. It's like the grass isn't always greener really and people perhaps are attracted due to the pay, but there are other factors that don’t satisfy their needs, hence why the comeback. The incentive of a higher salary can be a big attraction point, but what matters to them is, work life balance, or the enjoyment of the work they’ve done before. 

P1 – Yes, I could be doing the same job for a different salary but have you got the same kind of work environment elsewhere? Have you got the same enjoyment of your current role? So it's not just that I can go to X place and get more money doing exactly the same thing. It's more. It's not just about being on a remote call, doing the same job as you were doing before. It's kind of about, how valued you feel and the bigger picture. Your role, how it is perceived by the organisation, you know, and some people prefer being part of a smaller place and feel more valued than you know being a small cog in a very big machine. 

RCV – Thank you, that’s some great insight and thank you for everything we have discussed today. That’s the end of the interview. 

*END OF INTERVIEW*


 








7.2.2. [bookmark: _Toc165478457]Participant 2 

Written Consent and Agreement to Participate 

Participation in Research

I have understood the purpose of the research project, explained to me on 06/02/2024 and I have been able to ask questions about the research and happy to proceed.

I understand that my participation is voluntary, and I can decide not to answer any questions and withdraw from the research at any time, without giving any reason. 

I understand that taking part in this research project involves me sharing my own views and beliefs around the research topic that will be used to shape any findings / recommendations. 

Use of information shared in research project.

I understand that any information collected will be anonymized and that any information shared that may make be identifiable will be retracted. 

The only information that will be linked to me will be the area of work and grade i.e. Finance / Higher Executive Officer.

I agree that my information can be referenced in the research project, specifically in the analysis chapter to inform recommendations for the research. 

I agree to be referred as ‘participant 2’ as a means to be fully anonymous and remove any personal details that may make me identifiable. This includes anything that I may say that may make me identifiable. 
(Participants unable to sign their name to tick box)
✅

Participant 2 (P2)		Date:	06/02/2024				

	

Rhys Curtis (2105513)		06/02/2024	              R. Curtis
___________________		_______		____________________
Name of Researcher		Date			Signature of Research


	Participant Profession

	· People 


	Participant Banding

	· Grade 7








Would generation would you consider yourself to be within (or prefer not to say)?
Generation X

What gender do you identify as (or prefer not to say)?
Male

RCV – So, the first question I’d like to as you today is what motivates you currently at work?

P2 – I’d say that several things motivate me. I love doing a good job, seeing projects and things improve and when activities come into fruition – I suppose seeing the fruits of my labour. I like seeing my team do a good job and seeing my team recognised for it. I like being recognized myself and can be as simple as getting a financial award, a voucher from work or even just a thank you. Its mainly doing a good job you know. I have to say that money is also a factor as I am motivated by money; I work for money. If I didn’t have to work I would be quite happy not to, but I have to because I have to work to pay my bills and provide for my family. Money is a motivator for me. 

RCV – Thanks for that, which brings me onto my next question, which is what do you value more when it comes to motivation? Would it be the pay that your role brings or would it be the enjoyment that your role brings, or would it be a bit of both? Could you tell me why this maybe?

P2 - I can say I probably think now I am more equal, which might be contentious and I think it’s because I've changed careers over the years because the first 20 years of my career, was pre public sector. I was probably very money motivated and that was partly of I was in the private sector. The job I was in was very much a very, very low basic salary and the majority of it was paid off the bottom line. So obviously then, because you paid off that bottom line, you become very cost focused because every single penny of your cost eats into your profit and loss and that was dependant on how much I got paid then. I had a young family and was on the property ladder – so money motivated me at that time because of these factors. As the years have gone by I have matured and my life situation has changed slightly where it has become a more equal balance. 

Yes, money certainly motivates me because you want to make sure you constantly got enough to be able to live and provide. But I also think I like to do a good job in work. I like to be respected for the person I am and being a professional, being the expert within my field within the organization and within that profession and actually being recognized. That’s what I think helps. And I want to enjoy my work as well. I like to come to work and enjoy what I'm doing and have fun, and I've always said that. These were the top reasons of having a big career change and making a big life decision and part of that was that wake up in the morning feeling. I started to feel that I do not wanna work in this place, I do not wanna go to work today, having a that feeling of sickness in the pit of your stomach. Thinking I don't wanna go to work and I'm like, gosh, if you wake up feeling like this, then surely this enough to tell you to make a change. 

RCV – Thanks for that, that’s some great insight. So my next question is motivation theory is somewhat ambiguous, so a little bit unclear with some research claiming that pay is more of a motivator or more important than the enjoyment, one has towards work. Some of the research evidences the opposite. What are your thoughts on that statement?

P2 – Everyone’s going to have their own personal beliefs but I think it can be different like the research, which is very black and white as well. I think it's always going to be a very equal split, if I speak to a lot of people like my friends, I think a lot of them would say yeah, it's money, I wanna be able to live and provide. And in this organisation I bet a lot of people would say that money is more important. I think the last two or three years because of the cost of living crisis and everything that's come out of the pandemic, I think that's probably more important now than it ever has been.

RCV – That’s interesting with what you have said. My next question is that some researchers have found that a combination of motivator supplement each other to achieve optimum motivation, an example being that pay must be fully satisfied first before ones, purpose and creativity can be built upon. I'd be interested to get your thoughts on that statement?

P2 - I like that statement because it’s probably what people will want to know. Such as I want to know that you know, I think I'm worth X amount and I like to think that I'm earning X amount to be willing to commit myself to the organization and make sure that I will work 100% work or even 110% to give everything I can to do the best job that I can for that organization. On top of what I should be earning based on market trends, profession frameworks… whatever might be used against competition, then absolutely. Thinking, OK, well, I'm gonna come in there then and I'll do a decent job for you. But you're gonna get 80% from me because I think you're paying 80% of what I'm worth. That makes sense to me. 

RCV – Thank you. As part of my research job design is really important to motivations and I suppose if the job design isn't right, it can prevent particular motivations. So I just wanted to get your thoughts whether your job design is currently preventing your motivations and how it could be designed better to meet your needs? Or is your current job design helping you achieve your needs and as a result, your motivations?

P2 - This is a difficult one because I'm doing a role now that's completely different to what I was recruited to do at this organisation. I came across as the Head of L&D but we had a tiny HR team. It involved everything such as culture, people survey, health and safety. It was a lot of the directorate apart from the HR Business Partners, which another G7 looked after. It was then decided to look at the structure, in which the job design was changed to grow and specialise in areas such as the culture and engagement teams but as this has happened I have moved and evolved with the directorate and it was decided I would go into specialise into another HR specialism. So in terms of motivations, whilst there weren’t any parameters as I moved with the changes, it helped my motivations because I wanted to do a good job. I’ve been allowed to steer my specialism without being told how to run my side of the team which has really helped. If I had less autonomy I think that may have hindered my motivations as you have less room to think for yourself. 

RCV – So you may have answered what I am going to ask next, so please feel free to say you have already answered, or add a different perspective to your answer if you’d like. As you well know, as a society, both in the UK and globally the last five years, we've seen big changes, how we live and work with the global COVID-19 pandemic and then the cost of living crisis that has come out of navigating the pandemic. Have these societal changes impacted on your motivations at all or not? If so, or if they haven’t can you tell me why?

P2 - This probably stems a little bit with a choice I made pre pandemic. I made the change to move from the private sector to the public sector and I made a massive life choice then and I took almost a 50% salary cut to leave the robot that I felt I was. I then then came across to the civil service. But I had lots of different reasons for that part. That was work life balance. Part of it was kind of health reasons as well, and I think that would have come through during the pandemic. Obviously, we've come out of that and we've got a massive cost of living crisis and that has made it hard for me because I've got a mortgage and everything that was built on my previous salary, then working out what we would need for me to be able to learn first to be happy and live comfortable, not lavish, but comfortable. But then coming out of the other side of the pandemic with the cost of living. Everything has increased in which if this wasn't factored in and we didn't plan, things could have been a lot harder and we've have had to tighten our belts in a lot of areas and potentially struggled at some times. I think that does change your motivation. I’ve had to be really conscious about money but it still plays a part in my motivation.  I need to do that to be able to get more money to be able to deal with the cost of living crisis because I know I think I've been able to reflect and when I made the decision for a personal reason to take a slight step down and step back to it, less money for better work life balance because of the health condition that I have, that I don't need to do it for a lot of stress. I don't want to be logging on in the evenings, et cetera, et cetera, which I think if I had to do for more money. I know I would have to then start doing those things, work hard and be more stressed and have to probably log on in the evenings because I'll be doing meetings 24 hours a day. I'm able to think back and think no - you did that for a reason.

RCV - So I suppose the pandemic has somehow brought to your attention, when you reassessed your situation and made a change from the private to the public sector, whilst there have been factors that may have changed your motivations through the pandemic and the cost of living crisis, you’ve been able to reflect on previous experiences to weigh up your options?

P2 – Yeah. I really I do enjoy my job now. I enjoy the organisation and my team and the colleagues I work with and actually do I want to change that right now and where I am in my life. No, I don't. I potentially could you know, could have gone for opportunity for more money. But I've made a decision and I don't want to go back to where I was previously when I had, you know, that level of income and I stepped away from it for a reason because of what came with it. I think that gives me a slightly different outlook and thought process. 

RCV – Is it right to say that the pandemic hasn't really changed your motivations but the fact that you reassessed your situation before the pandemic that helped you to evaluate what mattered to you right then to be able to evaluate what motivates you now?

P2 - Yeah, exactly.

RCV – Can you tell me what would have been your main motivations when it came to work before the COVID 19 pandemic and the cost of living crisis, say around 2018/2019?

P2 - At that moment, 2018, yeah, just in my first year of leaving private sector and for me then it was about kind of work life balance, which I hadn't really had for such a long period before that as it had all been about work and chasing the pay check and that sort of thing. So very much it was about work life balance at that point.
RCV – I’d like to understand from your perspective why work life balance so important?

P2 – I think for me, it was when my kids were growing up because I was constantly on the road and traveling and so it was it was that part coming to the realization that I missed some of that. And I think it was a realization that, you know, yes, the pay check is nice, but actually life isn't all about work, work, work. And when you have a health condition and you see family members that have worked all their lives and then passed away not long after retirement - I think back to my father-in-law. Working, working and you kind think I wanted more time to myself. I wanted more time with my family. I wanted a better social life and those sorts of things. Thought I wanna earn enough to live but actually life isn’t all about work. 

RCV – Absolutely. So the next question is if your motivations at this point in time weren't satisfied, would that lead you to seek different opportunities whether that be in the current profession you're in or a new professional together such as a career change?

P2 - I think potentially. I think people will do what they need to do to survive. That's where your kind of fight or flight instinct kind of kicks in, doesn't it? I think for me motivation 
is around waking up and wanting to do a good job. And if I thought at any point, I didn't enjoy working at this organisation, such as I don't enjoy work and don't enjoy the job that I'm doing, than absolutely that would make me think I wanna go and look elsewhere and completely career change. It does take a brave person to go and do that.

RCV – That’s great. My penultimate question is around workforce trends that have come from COVID-19 and the cost of living crisis, the first being the great resignation. So people re-evaluating their lives during and since the pandemic and seeking different opportunities that perhaps traditionally they'd never rethink of or have been an option, and then the other trend being gig worker so seeking a different type of work through contracting and temporary work, due to the flexibility and pay that brings versus traditional benefits that contractual employment would bring such as annual leave and sick pay. I just kind of wanted to gather your thoughts on those trends, and I suppose if you ever reconsidered, re-evaluating what matters to you and exploring a different type of work?

P2 - So yeah, so I think my consideration like you said happened prior to the pandemic, around 2017, but actually probably a year before that making the decision to change careers that’s after being with one company for 20 years. It was a big career choice and a big salary cut and all those sorts of conclusions, you know, losing a company car company and 18 years of loyalty, you know, all of a sudden I’ve got to buy a car and run a car, all those sort of things. So that all kind of happened before that for myself. I think since COVID-19 I can see the trends, I can absolutely see why, you know, coming out of the pandemic. You know, first of all, people during the pandemic going through furlough and then having potentially hours reduced and then at that point I can see why people thought, gosh, I actually need to think about my career and my life choices here. I think absolutely, coming out the other side with the cost of living crisis and I think a lot of people have had to re-evaluate what they want, what they're doing and how they do it. And I can see what the gig economy does to offer a lot of great flexibility for people. Hey, for real would I want to do it? Maybe, I’m not sure its in my head. It still seems really risky, but I think it's maybe an option for a younger person. I'm not too sure about the an old timer like myself and if I would. Never say never, I think. And you know, we've seen so much change in the last three years and you know I don't think anybody was kind of expecting what happened. You know, only when you consider and think, gosh, I've still got other, you know, 20 years till I can get my statutory government pension that I am going to have to work the next 20 years but you know if you think about that gosh, I've only been in work now for 25 years already. So I'm only really just past half of my working life, which it really saddened. If you if you'd asked maybe 10 years, maybe 15 years into my private sector career and you asked me, or you asked any other person where I worked, they would have said I’d be there for the rest of my life. He’s never going to leave because that’s what I saw myself. Not many people would have stuck it out in such a harsh environment. But then I did. So I suppose, never say never. You don't know what the future is gonna come up with, your motivations can change. They already have with my kids leaving school. As they leave other things may change. At some point you think if you’re going to get inheritance and what may that mean. Different times in your life will mean a change to your motivations. I could look at, you know, dreams and those common pillow conversations you have with your partners where for me, my wife would love to open a bookshop and do it that way. You talk about going having a career break and going to run a chalet for ski season in France, French Alps or something. For some they are just dreams but for some people they just do it. But it depends on where you are and what changes year by year happen within your life, isn't it? Those trends I think are absolutely there for people to consider. I think people have re-evaluated. What's important to them and their lives, and particularly on that work life balance piece, you know, when you see a plan, they've got that and you go, gosh, that could happen, People are probably affected not just financial wise, but personal lives, deaths etcetera, etcetera.

RCV - So your view around I suppose people considering different options. Would you say that the main motivation around that is to achieve work life balance? I think its been a consistent theme from out conversation today. 

P2 - I think so.

RCV - So do you think that is the main factor that people look or have looked for in the great resignation from your perspective?

P2 - Yeah. I think from my perspective, from speaking to friends, speaking to family, even what I've seen in the professional space, I mean in working in People seeing what people have and what they want. With that said, I think money is still a massive motivator totally obvious because of the cost of living crisis. I think people want that balance but it almost goes back to that second question you said above. That kind of equal piece - I think people want that and that's a happy medium because they wanna earn as much as they can, but still have a  work life balance which can be really tough to accommodate. But if you can find it and make it work for you, that's what I want, but I've gotta look at other ways then to make those work. There will naturally come together. OK, I can have that, but actually I've gotta change a little bit of my lifestyle because I can't maybe afford to have that. And I have to cut a few of those things out to be able to then accommodate this.

RCV – Thank you. Those were the main questions I wanted to ask today but my last question is if there is anything else you’d like to mention or contribute to the research as part of the interview today? 

P2 - No, I don’t, I think they were really good questions and they really dug into it. They really are hot topics and its interesting. I’ll be interest to see what comes from your research. Such as what qualitative and quantitative research that comes out to see if these validate what me perceptions are of society or is it that people are looking for an equal medium. 

RCV – Thank you, that’s the end of the interview and thank you for the discussion and what you have mentioned as part of the interview today. 

*END OF INTERVIEW*
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RCV – The first question I’d like to ask is a nice open question – can you tell me what motivates you at work currently?

P3 – Money, the same as everyone else. I'd say I don't come here for fun, but I do enjoy interacting with the team, so that is important to me that I've got good people around me and that they work as a team but ultimately, you know, I only work because someone is paying me to do so. So I guess that's the main thing but if in regards to where I work, I wouldn't work somewhere where I didn't feel there wasn’t good teamwork. That's really important to me. I do not like to be micromanaged, so I like to be given the freedom to kind of make my own decisions about how I manage my work and also to be trusted to kind of go off and get on with that and provide the outcome. I also enjoy a workplace where there's some element of creativity or where I can share ideas and spark ideas off other people. 

RCV – That’s great and you may have covered off some of my next question. Would you say you value pay more than, I suppose the enjoyment of what you do or do you feel that they contribute equally. Could you tell me why?

P3 - I think it depends on the time of your life and your financial circumstances outside work. For my I am married, but if I was single mum I would just do whatever I had to do to get the most pay. But as it is, I’m in a lucky situation. So I think I can think more about enjoyment of the work. I think there's something in feeling like, I don't know, you're contributing or achieving something in the workplace as well. I wouldn't like to be in a role where I didn't feel like there was any kind of value. I like to see what I’ve contributed to and yeah, it does depend on where you are in life.

RCV - So pretty much you from your point of view, it depends on the situation and I suppose your situation is that I suppose pay is probably quite equal to enjoying what you do?

P3 - Yeah.

RCV - From what you have said I suppose pay is really important, but the achievement from your work is also important?

P3 - So I would say yeah, at the moment I would say it's quite equal and I am in a lucky position where I can be part time and that suits what I need for my family, but I know some women are not as lucky as me and are probably struggling quite a lot. One of the reasons that I’ve decided to kind of go for a promotion earlier on in my career was, because I figured out that if the more I earned, the more likely it was that I would be able to a part time when I had children. And I made that choice and went for it and yeah.

RCV – so setting yourself up for the future?

P3 – Yeah.

RCV – That’s great, so my next question is some of the research I've done so far and reviewing motivational theories. What I have found is that some researchers are claiming that pay is really important to motivating people and more so than the enjoyment, and I suppose the other factors that work can bring. On the contrary, there's other researchers that say actually that enjoyment of the role is more important than pay and other financial incentives. What your thoughts on this statement?

P3 - So my thoughts on that statement are that the enjoyment of what you know what you get out of the job is usually more important than pay. That's does depend on your circumstances and with an economic crisis, I think more people will put pay above enjoyment because they will have to, you know, but they will have a choice. But I think for most people, it probably is enjoyment in the workplace and feeling like you're adding value and all the rest of it.

RCV - Why do you think that is important to people in terms of the enjoyment of the role? Is it because what you just mentioned such as the recognition that people are getting for their work and the impact too?

P3 - Yeah, I think so. So some people might be motivated by their own personal standing. I guess I’m not. I'm more I'm interested in, I guess making a contribution which is funny that I've stayed in the organisation for so long as I do often feel like I'd like to see the impact on the people. The other end, which you don't really get, is that I really struggled when I joined this organisation because this organisation isn’t as front faced or customer facing as others I have worked for so you can’t see the impact on people as much, which is why some people might struggle with the value of what they're doing, I don't know.

RCV – That’s interesting insight – thank you. As part of my research, some researchers have found that that combination of motivators supplement each other to achieve that optimum motivation. Example being that pay must be fully satisfied first before ones purpose and creativity could be built upon. I'd like to kind of get your thoughts on that?

P3 - Yeah, I'd agree with that. So for example, when I had children and thought, shall I go be a teaching assistant? But they just don't pay enough, they are lovely jobs. I'm sure I'd have a wonderful time and really enjoy it, but then I also like going on holiday, so I guess I think of it like that, that pay does sometimes trump other things. 

RCV – That’s an interesting way of putting it. Another outcome from my research was around job design. Sometimes it can actually inhibit motivation depending on, what barriers people may feel that are presented to them. Do you feel that perhaps your role could be designed better to improve your motivation or do you feel that at the moment that actually achieves your needs? 

P3 - I've had a really good experience at this organisation around this, so I'm up until maybe five months ago I was the only job holder in my field, working part time and it got to the point where I was either gonna leave this organisation because I couldn’t cope with this level of work anymore and with my personal life with my daughter being autistic. So you know, I have stuff going on at home. There's a reason I'm part time, and because, you know, we've got meetings and appointments and things to sort out for her. So I did go to my boss and said I can't do this anymore. So I dropped my hours by a few hours, and was probably going to move on if they didn’t take on board where I was at both work and personally. So they had some resource available and took on two other part times stakeholder engagement needs to help me out. So there's now three of us, and it has really helped take the burden off me to be honest, because I was the single point of contact and the single point of failure. It was only me and I've had a really good experience with this organisation and I felt like I have been listened to because when they looked at the design of the job the workload was reviewed and considerations made on how it was split. I know I was very lucky that at the time we happened to have some resource and that may not be the case. I would have gone if the job design and resource hadn’t been reviewed. 

RCV - So I suppose really, if that hadn’t of happened, I suppose it could have been a barrier because of the job design for one person to cope with the workload that was present at the time?

P3 – It wasn't for one part time person (the workload)

RCV - So obviously being recognized and listened to actually helped to have that conversation, have that dialogue and be able to make improvements that probably motivated you more to have more breathing space to actually, do a good job as well?

P3 - Yeah, exactly.

RCV - So as we all know, as a society, both in the UK and globally, the last five years has seen a big change to how we live and work, the main being the global COVID 19 pandemic and the cost of living crisis, then that has emerged navigating out of the pandemic. Would you say that these societal events have changed your motivation somewhat. If they have or have not and, can you explain why?

P3 - I think COVID-19 definitely made me realize what’s out there but because of my current situation I didn’t really need to explore any other opportunities. So there was a whole flood of jobs and just after COVID-19, when people could work from home or maybe only have to go to the office twice a week and there's loads of opportunities. And I did look at them because some of them are really interesting. But this organisation currently satisfies my needs and I am happy here. I think that would be a factor in a lot of people leaving, particularly this organisation just afterwards, not necessarily maybe that they wouldn't be happy here, but you know you'd be stupid not to explore new opportunities. And then with opportunities, particularly in in the policy world, but you know I can only talk about policy strategy and external comms cause I haven't experienced operational areas in to work on things that were really interesting, really relevant and current and where you could see an impact on people which maybe you don't feel so much with this organisation because it is not as front facing as other organisations across government. 

RCV – Interesting that you could see other opportunities and there was potential for you to consider these but I suppose because your motivations are currently being met at this organisation because of what you mentioned about the type of working here and the interest that brings?

P3 - Yeah.

RCV - I think you mentioned earlier, about the type of flexible work and some of those factors and enjoying the role with those some of these factors helping to motivate you and potentially keep you.

P3 - They were, so I think the flexibility and I guess you could say the flexibility in the design of my job, I don't know if that's how you could put it as a mean for me to stick at it here at this organisation. I need this type of working with my family situation and I wouldn't say it's not the fear of moving somewhere else because but I know all my needs are being met here. For me to look elsewhere, I would have to really, really like the job. I think for me to move at the moment and I do keep an eye out, which I'm sure most people do, but it's have to be something quite special I think.

RCV - And so my next question though is to think to a time back before all that happened, so say 2018-2019, before COVID-19 happened and the cost of living crisis, what would have been your main motivations of that time when it came to work? Would they have been the same or any different?

P3 - Do you know what I think that they might have been more around being interested in progression in my career. But I am not sure, perhaps COVID has made me re-think. But then I recognise that all my needs are being met so I don’t wanna say I’ve stopped striving - All I can say is unless it was something I was really interested in, I probably wouldn't put the effort in now, whereas before maybe I would have been like ohh yeah, I'll get another promotion.

RCV - So do you think that if you're motivations weren't satisfied with your current role would that lead to you seeking different opportunities, whether that be in your current profession or potentially looking into a new professional together where that may be a career change?

P3 - Yes, definitely because I'm not scared of change. I’ve worked for a few government departments. I've never found one really horrible one you know, I've never really had a bad experience. So I'm not scared of going to another department and not know it. 

RCV - Would there be any key things that motivate you that would have to be missing for you to kind of think about that, you know, I think we mentioned like about flexible working and potentially pay?

P3 – It would probably just be any roles that were full time only. And so the part time option is really important. And the flexibility, I don't think I would like to work totally remotely either. I like being part of a team and I like seeing the team in an office environment. I wouldn't like to be at home and I like working from home, but not every day, you know. So I wouldn't like to apply for a job that was in Newcastle and then never see the team and I've experienced that when I worked in offices in London and in Birmingham for a bit and it's really hard to be feel a part of the team if you don't have that interaction.

RCV – This leads onto my next question. There are some workforce trends emerging as a result of COVID the cost of living crisis such is the great resignation people really reevaluating their lives and careers to seek different opportunities where traditionally, perhaps, never would have been an option. There is also gig working, so seeking different type of work through contract and temporary work due to the flexibility and pay it brings versus traditional benefits that contraction employment brings, such as annual leave and sickness. So from your perspective, what your thoughts on those trends?

P3 - So I've looked into different careers and if I didn't have the children I probably wouldn’t have gone into one thing in particular and I wouldn’t feel worried or anxious about jumping into another career. I personally wouldn't do the gig thing. Would be confident enough to do that, but if I was single and young, probably I would, to be honest, I'm like, oh, we're working for three months and then I'll go to India for a few months. I'll definitely have done that when I was younger, so maybe that then age factor comes into that. I don't know if you can check the trends, but I wonder if it is younger people who tend to do that?

RCV - Yeah, like you say, I suppose it's a presumption, but I suppose in your situation potentially you've got financial commitments. 

P3 - Yeah.

RCV - So I suppose the benefits that contractual employment bring perhaps lend itself for you to feel a bit more comfortable?

P3 – Yeah.

RCV – Compared to perhaps someone who is younger, doesn’t have financial commitments so the benefits of gig working might be more attractive?

P3 – Yeah, I would say so. 

RCV – So would that be a true reflection from your perspective? 

P3 – Yeah I mean perhaps when my children have flown the nest. I probably would consider something like that and yeah, but I'm not at the moment. For me the likes of annual leave and other contractual benefits are quite important when you are in your middle years. 

RCV – Thank you, so that’s the last of my main questions, I just wanted to ask if you feel that there is anything else you’d want to mention as part of the interview today or anything else that may be pertinent to the research as part of my research project?

P3 – I think its really important to have the facility to move around an organisation. Since I have been in this organisation I have moved around a number of roles and function and it has helped me keep motivated as I haven’t done the same role for too long. I’d hope that there is still the facility here to continue to do this as if I put my mind to anything, I think its quite important. 

RCV - So that the opportunity to move around motivates you to know that there might be after a few years an opportunity to move into another function or team. Why is that?

P3 – I get bored quite quickly and I like to learn new things. I think it can get to a point where you’ve done something for too long and it gets stale and that’s probably not good for you or the organisation. I think a fresh pair of eyes on something is always a good thing but its all dependant on the individual. Other people may feel more comfortable sticking to what they know, being really confident in what they do. 

RCV – That’s really interesting and thank you for sharing that. You’ll be glad to hear that’s the end of the interview and I just wanted to thank you for contributing towards the discussion today.

*END OF INTERVIEW*
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RCV – Let’s start with a nice open question to start with - can you tell me what motivates you currently at work?

P4 - Probably a couple of different things. I think it's sort of the work itself, the people I work with and the level of different engagement that you get into as part of the role. In my role some of the opportunities I have are to work with other departments a little bit more compared to some other parts of finance where it can be very much sort of structured, you can almost be known inside finance, but not so much outside. I have done those sort of roles before. It’s also enjoying the job. The job is something that changed probably about three years ago which had a different bit of a focus on it. Finance was a lot smaller back then but as we broadened it, it became much more specialist. It has allowed me to develop a bit more and that’s what drive me, is the type of role more than anything. There is also the job security. I’m over 50, I’ve got kids, so having a stable post at the moment takes away some of the worries. Especially after COVID where a lot of people were worried – it makes you appreciate what you’ve got. 

RCV – Thank you for that. My next question is around what may motivate you more, the pay, the enjoyment of the role, or would you say they motivate you equally. Could you tell me why or why not this may be?

P4 - I think it's probably changed over the years where I think probably going back several years, it would have been much more about the job and the enjoyment we've got out the job, if you like more of the benefits side of the job, you know, the family friendly things, the flexi, that type of thing. COVID has changed things now with hybrid working and being able to work at home which has added a difference in what we’re able to do. The school runs for example, that bit has sort of always been there, but obviously increased in a sort of importance I think as well with the pay becoming more of a thing where you could sort of have more money, but I'm comfortable where I am although you start considering those pressures with the cost of living. There’s then considerations around different grades, having different things and getting used to a level of disposable income and that’s just eroded. So things like pay are becoming more of a thing. For me, if things don’t start to change I’m probably going to have to start moving like other people to get that pay. But to do that I may need to lose some of the benefits I mentioned above. 

RCV - Would you be willing to, to make that decision potentially to kind of focus more on pay than benefits like you mentioned above?

P4 - I think, yeah, I think it is because things change. It maybe we look to move because of personal circumstances if we were looking to move house. My younger ones are growing up so those sort of changes, you sort of look at that change in dynamics where childcare is important when they are younger but now you could go to other places and get several thousand more on your salary potentially. I’ve looked before and you could go out to a private sector role but that would change my work hours. I’ve done it before in the past where you’re working 60 hours per week. I think do I wanna go back to that type of thing? 

RCV – And do you think the cost of living crisis has potentially changed that? Thinking about some of the changes that has brought and perhaps traditionally hasn’t always been a big motivator or priority for you?

P4 – I think you always think about this kind of stuff. I’ve been in this grade for a number of years. I’m at the top of the band before we lost the pay progression over the years. So even though our pay has always been poor, when you’re at the top of the grade you think about it a little less but you’ve almost got nowhere else to go salary wise. So its always been there but I’m kind of like OK, if I move I will lose the benefits side of things. What I am noticing is that benefits haven’t always been that great between employers but it seems that gap is closing between sectors. You’ve still got the pension which is a big thing when you get older. The government did erode other things and increased our pension contributions but the cost of living has had a bigger hit. You notice that kind of thing, we get no pay rise then the pension contributions increase, and then the NI increases – one stage at a time. So you’re actually taking home less. 

RCV – Have you felt this?

RCV – You mentioned about the gap between sectors with benefits and that public sector has potentially been known for its benefits with flexible working, flexi and other benefits like annual leave and sickness. Has your perception been that other sectors like private and the third sector have caught up?

P4 – Yeah. 

RCV – Would you say that this has put the public sector in a disadvantage?

P4 – I think there’s a couple of things. There’s always been a pay gap inside the civil service as I am aware of that from the pay and finance side of things. You can get the same level of grade but when you look at jobs elsewhere, whilst it’s the same job, its graded higher elsewhere – we used to have allowances when I first joined. So you would be at the same grade but recognised for the qualifications you had. That went quite a while ago. So that’s a differences as well that you may find across government as well as the allowances we traditionally had but are missing out on now. An example being Department for Transport, they have several thousand more for the same roles we have here in this organisation. So you always had that feeling in the civil service anyway. If you were to seek an opportunity outside of the civil service you could easily add another 10k to your salary – just doing the same thing before any promotion. There’s other things where I have looked in the past where perhaps if I travelled I could go outside of South Wales and go to Bristol. I was looking at that but then you were looking at the extra commute, the cost of the bridge but then its not until you work out how pay might be affected, you see that pensions down and paying a bit more on travel. 

RCV - So the next question I’d like to ask is what I have found as part of my literature review with motivational theory which is somewhat ambiguous and unclear. Some researchers claiming that pay is more important than the actual enjoyment one has out of a role. But then some researchers describe the opposite that actually it’s the purpose and the value of the role is more important than the actual pay. I just wanted to understand your thoughts on this?

P4 - I think for me I've got to enjoy the role, the roles got to be the right. I was actually talking to my wife because she's in the situation she wants to move and find another role but I was saying that you just don’t wanna move for the sake of it. You want to move for the right role. That’s what’s always been important to me. I’ve got to enjoy the role. You’ve got some people who are quite happy to hop roles, I don’t like to hop. If I move onto another role, it needs to meet my needs. I’d like to go into an organisation and make a difference and I don’t think some people are like that – they don’t stay long enough to see any impact or see any projects come into fruition. Pay is becoming a bigger thing, but I wouldn’t go for another 1k, and money wouldn’t be the first thing I’d consider. I’d question first is this the right type of role for me. 

RCV – Thank you. So my next question is some researchers have found that it's a combination of motivators that supplement each other to achieve that optimum motivation. So an example being that pay must be fully satisfied first before ones purpose and creativity could be built upon – what are your thoughts on this statement?

P4 – Yeah I partly agree with that. I think there's a difference between having a comfortable lifestyle where you have disposable income or be frivolous to make your income work. That means going on three holidays a year or an example being you know you can live comfortably, where my financial needs are at least met. And then are you looking for job satisfaction? If you’ve got job satisfaction that’s a bonus type of thing for me. So yes you have to be paid comfortably but if I had a job that I knew how to do and now have enough money, that would be it. I’m currently in a job I love, so I could look to change but then do I want to do this? If it was 25k a year it wouldn’t satisfy me financially – there’s a level I need to earn to be satisfied and anything above this is a bonus.

RCV – cool, that’s an interesting point which leads onto my next question which is to do with job design. As part of my literature review job design has been shown to inhibit motivations. So in terms of your job design do you feel that it inhibits your motivations and can therefore be designed better to motivate you more? Or do you feel that the design of your job currently meets your needs and therefore motivates you? 

P4 – I think my current role is designed to get what I need from it. Perhaps it can be working with other people but I really get on well with my line manager. Its finding that spot where you are satisfied. I’m very much into giving people who report into me as much room to develop and if there was one thing I could change is not going to meetings just for the sake of it. Another thing can be the involvement from various different levels which ends up that everyone has had the same conversations meaning that it can duplicate things and then sometime cause some conflict. So its sort of being able to adapt the role to make it work. So role structure could be something to look at but I think it comes down to how you really make it work with reporting lines which is probably really important. Trust and belief and allow people to go off and do their thing is important. Make it what you want rather than feel purely restricted and defined by a role. 

RCV – Do you feel that? 

P4 – I think its important having a starting point with your job description and there’s a bottom line with tasks that need to be done. 

RCV – So I suppose from what you are saying autonomy is key in terms of job design and being able to make your own decisions?

P4 – Yeah. 

RCV – So is it important for you as part of your job design to have a level of creativity and be able to lead on certain things?

P4 – It does yeah, its an interesting organisation to work for and it has been for some time. Our leaders are always encouraging. But then sometimes you do have that conflict where their input pushes down and stops you making decisions. It’s two sided though because we have great leadership but then at the same time it can be telling us what to do. I suppose you do have to hold people to account. I think it comes back to when things don’t happen that leadership want to happen so they grab control and grab it off you. So you go up and down. 

RCV – Do you think that has an impact on your motivations?

P4 - I think so yes. I think I'm capable of this and somehow when the outputs come out of it you should be able to go off and have the time to understand if it was the right think or not and if it didn’t work, have the time to be able to figure out what went wrong. We do celebrate our successes, its something we’ve never been really good at in Finance. It’s more or less a great job done and then move onto the next task – but we’ve improved on that. I think the gap is going back to understand what has improved and why did you do this? What was your thought process. We got the desired outcome and it always has to be positive, we don’t necessarily understand things that go wrong, it gets hidden. I mean how many projects have happened and things have gone wrong, it’s the accountability bit for me. We have a lessons learnt log but has anybody looked at it before going onto the next thing? 

RCV – Would you say that’s part of the culture? Where colleagues aren’t trusted to make mistakes and learn from them? Or the control bit that you have mentioned?

P4 -  Yeah. It could be that we could work in a number of different ways but it gets frustrating where you see other things go wrong and have to go in. It causes a lot of hassle and gets ignored. You’re picking up additional fallout because something went wrong. Nothing’s changed, has anything improved? Has anybody gone back to review and held people accountable? I think the churn of staff is impacting as well. You have some people come in at director level for four years or so with all these great ideas. They start to implement them and then they partially succeed or fail and then leave, with the new director coming in and repeating what predecessors have done before. So if you’ve been working in this organisation for a while, you’ve seen it before. Same happens with the churn at other levels where come in, make decisions and then they leave. Then the staff that are still here have to pick up the pieces and have been here for over 20 years. 

RCV – That’s interesting – would you say that demonstrates that a job isn’t for life these days? People aren’t quite as happy staying in the same role? And therefore stay in a role 2-3 years and then move on for a change? Would you say this has an impact on your or others motivation because people aren’t seeing work through and colleagues that stay are the ones picking up the work?

P4 – I think it does yeah – People can get resentful but its also because pay is one thing, then people have been promoted. And because there’s no progression people are coming in from outside who are probably not as good or have a different development path and are starting at a much higher salary point but that doesn’t affect me as I am at the top of the band – I know it does affect others. If I look at my colleagues at the same level as me, although we may be on different pay out outputs are very similar. It’s unfair and breeds a sense that when people realise they go and move on. 

I have noticed a change in the organisation as well with the culture and everything that has happened since COVID. It used to be that you knew everyone in the corridor and I’d be able to talk and know everyone in Finance. I could have a few hundred employees reporting into me and I would know them all. Whereas now perhaps I’d know a third of them because of our expansion in the organisation and hybrid working. 

RCV – Thanks for that, that’s an interesting insight. So my next question is that as a society, both in the UK and globally the last five years, we've seen big changes of how we live and work. The main being the global COVID 19 pandemic and then the cost of living crisis that has emerged navigating out of the pandemic. Would you say that these societal events have changed your motivation somewhat? If they have or have not and, can you explain why?

P4 - Yeah, I think they definitely have. I think sort of like I said to you before about knowing that security of the role is important and you recognize certain things that are important. If you went contracting as there's a lot of work out there, you can definitely earn more money, but you run the risk around security. Hybrid working has moved on so quickly and that has been recognised by others too. I know that’s why some have left my team because they prefer to be in the office more. I think for me its slightly different and because I have been in this organisation a lot longer I have the relationships that I need to be able to do my role. You have those skills to be able to talk to people as and when you need to. When I worked in operations it was a bit different where I worked in isolation with my head down, don’t disturb me kind of thing. Working from home has changed things quite a bit as I probably would worry more if I was entering the world of work. I’ve got an 8 year old and my other son is coming up to 18 so I think of him going into an office environment and if it's like we do at the moment I think is quite a disadvantage that you lose some of that over the desk interaction(s). Teams is quite good and makes things accessible in that you can give someone a ring if needed. But sitting in a desk before with your backs to each other, and then an issue comes up, you pick up and learn a lot more, whereas things come up now, you sort of have to find out with the individual involved. So you have to make much more of a conscious effort to make relationships or you lose them.
RCV - So would you say that that because of how your worked before, and what has changed, and the good relationships you already have that your motivations haven’t really changed, but perhaps say if you were brand new to an organisation then that may have potentially affected your motivations when joining a new business and getting to know people?

P4 – Yeah definitely and it makes it harder to understand what the organisation does operationally compared to those conversations that would come naturally in the office. Some things aren’t always that obvious and it comes with experience and knowledge gained by speaking to people and having particular interactions. The smoking shelter used to be a thing a few years ago where you’d build up the social side of things and create bonds. So you have definitely lost some of those social interactions with hybrid working. Like Fridays used to be well known for finishing early and going down the pub after lunch. In these scenarios it would help to offload what maybe going on in work and having a chat could even help work out what maybe going wrong. It would help by talking through the issues. When those pressure points would come up you’d have those relationships to help sort out some of the conflicts. This kind of stuff has disappeared since COVID. It might be more of a societal thing where people are now less interested in this type of thing. 

RCV - So the next question is if you could think back to 2018-2019, a time before the COVID-19 pandemic and the cost of living crisis. What were your main motivators at that point when it came to work?

P4 - I think it was definitely the role itself because I don't think you had the financial pressures, you know you could have earned more, but I enjoyed working at this organisation and it was sort of fortunate to have several promotions, but I was at the same grade for a while. I was potentially looking at other opportunities but I suppose I had a connection to this organisation because of the people I worked with and even noticed people that left, coming back. The grass isn’t always greener. 

RCV – like you say the grass isn’t always greener and if your needs are being met and have job satisfaction you consider these options.

P4 Yeah. We used to have a training fund but we lost that. So there was always something new happening and it was partly why I changed role at the time when I moved from operations to the specialism side of things and building relationships and getting to know people and the business. If I go into the office, I don’t book any meetings in as I like to use the time to interact with people, get to know what’s going on both personally and with work – I suppose confiding in one another. Whilst COVID has changed things, I do find sometime we go back to pre-pandemic styles of working, it falls back to how it was. My wife would often get frustrated with why I’d be home work and it would be because as I was about to leave I’d catch people in the corridor and be having a chat with them before I actually leave for the day. Whether that be personally or things kicking off that I’d need to help with. I think it is much harder to generate that type of activity more naturally because of Hybrid working. 

RCV – Yes, its interesting as you’d find that you’d be wanting to discuss something with someone and then actually bump into them in the corridor and be able to have that conversation there and then. 

P4 -Yeah, sometimes that why we had issues because I’d have these conversations that would spark what maybe going on and what was happening. We could have a chat about things and nip them in the bud. 

RCV – So the next question I’d like to ask in terms of your motivations, if you felt that you came to a point where they weren't satisfied, do you think that would lead you to look at different opportunities whether that be in your current profession or new professional together really such as a career change?

P4 – Yeah, that’s right. I think if my needs weren’t met I think about where I am and my career in finance. I’ve got wider experience in operations so I recognise that and potentially considering the technical side of things. I have done that though and have stepped away from it. I did miss managing about 60 staff and what that would bring. My wife would always say that I’d like to get involved in sorting problems out and that’s where I personally found my skills. That’s what I enjoyed but it could be that finance might not be a future thing for me. So I think you’re right that I might try something new. But with my experience and wider skill set in finance perhaps I do see myself staying in finance in some share or form. 

RCV – Thanks for that – my next question is to do with workforce trends like the great resignation where people reevaluated their lives and careers to seek different opportunities that perhaps something they wouldn't have really thought of ever before. And gig working, so seeking a different type of work through contracting and temporary work moving away from traditional benefits such as annual leave and sick pay for better flexibility and better pay. I wanted to understand from your perspective what your thoughts are and if these trends have potentially made you reconsider what matters and even explore a different type of work such as contracting?

P4 – Yeah I think I am the sort of person that is quite risk adverse being a trained accountant. I was offered a few years ago these type of roles they were trying to fill with a startup company for like another 20k. I was looking and thinking, this sounds interesting. But at the time is sounded quite risky and even though I’d be doing the finance side it would have been different. I would still want a certain level of stability where contracting might not bring that. Going into something radically, I can’t see myself doing something like that and totally off the lid. Perhaps if it was a role where I was teaching what I know it maybe something a bit different where I know I’ve got the experience or the skill set. If it was something different in the civil service then yes, I would be interested in the future at some point but that would have been something I would have considered 5-10 years ago. I am 51 years old and have a lot of my working life left so I don’t see myself ruling anything out until I retire in the next 17 years or so. Would I want my line managers role? Probably but without the hassle it brings. For me it would need to be something fun.

RCV – So from what you are saying nothing is off the table but you’d meet each opportunity as and when it arises?
P4 – Yes, exactly. 

RCV – Have you always been like that when considering opportunities? I'm trying to think about what may have happened really and whether COVID is potentially amplifying that, or whether you've always been in that kind of mindset of have a think when opportunities arise?

P4 – Yeah, in the past I have to be honest. I’ve got as far as I have to get to this point almost. I moved on from the passport office years ago and it just happened that another job came up, I got it and got to do something different. It was more money but it was more interesting too. I could have stayed where I was but perhaps would have got stagnant. COVID has opened up things a bit more but perhaps not to a point where I am with home life and all that. If something did come up I’d think is this something I want to do right now. 

RCV – Great thanks for that. Is there anything else you feel that you'd like to kind of cover off as part of the interview or anything that would be valuable to the research that I'm looking to capture as part of my research project with motivations and how these may have changed because of the pandemic and cost of living crisis? 

P4 - No, I think we, we covered it all. The organisation has changed and its going to change further, with finance expanding so this might impact on things further. Change seems to be a constant in this organisation compared to what things were like before where it was quite stable and nothing changed. 

RCV – Great, thank you for your time today and for being part of the discussions as part of my research project. 

*END OF INTERVIEW*
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Male

RCV - So first question, nice big open one. Can you tell me what motivates you when it comes to work?

P5 - Well, for certain, pay, obviously, but that's not the main thing. I mean, it's satisfaction and being able to do a good job and to like your peers and know you're doing a good job. Be able to know what you’re doing, be able to learn, as well have new experiences. But obviously you know, the main thing I think is being happy in what I'm doing, I'm doing a good job over pay. That’s what I would say motivates me slightly more than pay.

RCV - Yeah. And why is that? I suppose getting that recognition and the working relationships work brings?

P5 - Yes, I think it's this recognition because I've worked in the civil service all my career, it’s what I know. I used to work for the Department for Transport back in the 80s, so it’s the recognition of being a civil servant, the experience I have gained and having worked in my current area its being able to know people and understand how things work and the history of how things have happened. It gives me satisfaction having the knowledge I do and its nice to be able to pass that on and be a point of contact and get recognised for that. 

RCV - Yeah, cool. OK. So my next question is probably going to cover some of what you have just mentioned. But in terms of motivations such as pay and the enjoyment of the role, which would you say is more important to you or would you say they are equal and could you tell me why?

P5 - Yeah. So I think I've covered it off. Yeah, I think I've covered off the enjoyment bit of it. I mean, as far as pay is concerned, obviously it's important how much I get paid and all that kind of stuff. But I think working in for this organisation you to get a lot of benefits as well. Certainly like the gym, you’ve got flexible working, hybrid working as well, which suits me because I'm not local to the office. I live in the valleys, which is 23 miles away. So you know before COVID, when we were in the office, I’d have to travel into the office 5 days a week and if there was once accident on my commute it would cause havoc really. So having the opportunity to work from home is a real benefit for me and a motivator. 

RCV – Thanks for that. My next question is that based on my research so far, and motivational theory which is somewhat ambiguous and unclear. Some researchers explain that pay is a more important motivator than the enjoyment of the role, however some say that the enjoyment of the role is more important than pay. I wanted to get your thoughts on this statement?

P5 – I get that. I think the pay side of things is important, but not as important as being a valid member of staff and being able to develop yourself. And the other benefits like I have just mentioned such as hybrid working, good office canteen, Starbucks coffee on site, the gym, good working environment, that’s more important to me personally I think. 

RCV – Ok cool. Some other themes I have found from my literature review so far is that some researchers say that a combination of motivations supplement each other to achieve optimum motivation for an individual. An example being that pay must be fully satisfied first before one’s purpose and creativity can be built upon. I’d be interested to get your thoughts on this statement?

P5 – Again for myself its not so much pay, it’s the other side of stuff. I can see for some people why they may think that, based on the statement. Pay can be first and foremost. Civil service job adverts has been an example around the pay side of things. You know you got similar jobs to which are in this organisation. There was one the other day. I don't know whether it was based in London or not, but it was £7000 more than this organisation pays for the same job. So I mean I think it is diverging a bit when it comes to pay for the same type of role. When I first started in the civil service your grade would be agreed and then throughout the civil service it was the same pay across the board. 

RCV – That might not affected you personally, but if it had, what do you think it would have done to your motivations, or other people’s that may have been affected?

P5 – I think it would affect people yeah. If people are more interested in pay and conditions that job satisfaction, they may go elsewhere. We’ve seen that in digital where they have trouble retaining staff because of other jobs elsewhere for much better pay. I think after COVID people have been able to work from home and have been able to do so across the country so you don’t really have to move locations anymore. 

RCV – Ok cool, that’s an interesting point. So the next question I want to ask is about job design and again a theme that came out of literature review was that job design is so important to help motivation. Do you feel like your job design inhibits your motivations at times, or do you feel like it could be designed better to actually make you even more motivated?

P5 – I’ve worked in my correct profession for over 20 years now and the job design hasn’t really changed that much, not in my grade anyway. I mean if you go the next step up there have been some changes, but at my level it hasn’t changed that much. I suppose we get new legislation that goes through parliament and we work with the department and colleagues in operations to analyse the changes. Within this profession the department is exactly that and its important that the business aligns to the changes. But as a whole there haven’t been that many changes over the years. 

RCV – So from what you’re saying it sounds like you’re quite happy with your job design and that your current role and design doesn’t really inhibit your motivations?

P5 - No, I don't think so. It is what it is in this profession. You know it's I suppose it's the same if I was an operational manager. I mean I've been in operations before for 20 odd years. They do the same kind of things. They're making sure they've got the staff resources making sure they've got recruitment and all that kind of stuff making sure the staff know what they're doing basically.

RCV – Yeah, cool. Thanks for that. So as a society both in the UK globally over the last five years, we've seen big changes in how we live and how we work mainly because of the global COVID-19 pandemic and then the cost of living crisis that has appeared navigating out of the pandemic. Would you say that these societal events have changed your motivation(s) somewhat? If they have or have not, can you explain why?

P5 – It’s interesting to think about. I was thinking earlier about when the Conservative Government came into power in 2010 and austerity came in. It was all about reducing the number of civil servants and for the last 10 or 12 years there hasn’t been much difference in pay. Maybe 1 or 2%. So I mean if you are a civil servant and haven’t managed to get a promotion over that time, it has always really been a cost of living crisis. 

RCV – Would you say that has impacted you?

P5 – I mean over the past few years it has been exasperated because of the rise in energy and good and Brexit. So yeah I think it has impacted me but not to the point that I think about the pay side of things, like I mentioned earlier. As civil servants we have just accepted the situation and supressed perhaps how we feel compared to other people and sectors. I know a lot of my colleagues just accept the situation as it is what it is. 

RCV – So would you say that hybrid working being amplified as a result of COVID, COVID being a catalyst, that has potentially supported your motivations as you have mentioned earlier that you enjoy that part of your role and when you mentioned about your commute and potentially saving on fuel costs? 

P5 – Yeah I mean I do save on petrol or diesel however it is offset by putting on the heating working from home at winter and the price of energy has gone through the roof. I suppose before COVID we could also have a few days working from home if we needed to, like if the gas man was coming. We were always quite flexible like that. So maybe perhaps once or twice a month we would work at home. But now its going to the office once a week. 

RCV – Yeah, well that’s really interesting. I suppose the next question really is understand kind of what has potentially changed or if nothing at all when it comes to your motivations and if you can think back to time before the pandemic around 2018 or 2019, before COVID and the cost of living crisis. What would have been your main motivations at that point when it came to work, would you say that they were the same as what they are now or would they have been a bit different?

P5 - I'd say the same really. Yeah, it hasn’t really change. It’s just really been the hybrid working. It has made my life easier because of where I live. I don't live around the corner from the office. It's made my life a lot easier. Like, you know, it's nearly two hours a day and I've got that time back. Especially if you know the traffic on the A470 and how bad it can be on a bad day. It's usually 45 minutes on a good day, but it could have been an hour and a half on a bad day. And certainly when my kids were in school, if I had to go to a school meeting after work or anything I wouldn't get home till about 7:00 o'clock that night. So it's much, much easier now with hybrid working. It’s really good for people like me who live a fair amount of way and I don't have to travel if I don’t have to. You can't argue with that. Other people might think differently, other people may want to be in the office, you know. But for me I really benefit from Hybrid working and it motivates me at work. 

RCV – That’s interesting what you say and I agree that everyone has got individual preferences. But just to understand from what you said earlier and if that still applied back in 2018/2019. Would you say that a big motivator for you was the the fulfilment and enjoyment of your role and the knowledge you had within your profession and being that single point of contact, recognising that you’ve said your role hasn’t changed that much over the years?

P5 – I do feel  more efficient and productive, working from home now to be honest, because you know, like I said, if you were stuck in traffic for an hour and a half, you'd come in and you'd be rushing to get into your work. I would think to leave earlier because the traffic's bad, but you may not work as many hours on a bad day in the office as you would in at home because you get up and you're straight into it. 

RCV - Yeah, absolutely cool. So the next question is if your motivations aren't met and you aren't satisfied, would that lead you to seeking different opportunities whether that being in your current profession or in a new profession altogether, such as exploring a career change?

P5 – I think one of the main motivations for me is job satisfaction and if I was unsatisfied yes I would seek to look to go somewhere else. Perhaps somewhere else in this organisation or perhaps elsewhere in the civil service. More wider, you know. But I think things would have to get pretty bad. I’m not far off retirement now so to be honest I don’t see things going that way for me over the next few years. My job would have to go rapidly downhill. I am quite lucky in that I have got a very good line manager. Perhaps if a different line manager came in and they had a different approach perhaps a more abrasive approach that what the approach is now where I wouldn’t get along with them. Yeah that would motivate me to move on but I’m really lucky in that I’ve got a really good line manager and I enjoy the job I am going. So I am lucky in that sense. 

RCV – Cool, this leads onto my next question as part of the research, I’ve identified workforce trends that have emerged from the likes of COVID and the cost living crisis. The first being the great resignation where people had time over COVID to reevaluate their lives and potentially look at seeking different opportunities that traditionally they probably never had considered before. That also extended over to gig work where people are seeking a different type of work through contracting and temporary work because of the flexibility and the higher pay it brings versus traditional benefits that contractual employment would bring, such as annual leave or sick leave. I wanted to get your thoughts on if you've ever considered reevaluating what matters to you over COVID and even potentially exploring a different type of work such as contracting?

P5 - No, that's not for me. I’m quite settled where I am. I've been in civil service and it’s all I really know. I've never really considered a u-turn anywhere else really. If I was unsatisfied, I’d look at another opportunity in the civil service or local government or something like that like. I can't see me doing Uber, Just Eat on an e-bike. That wouldn’t be for me. 

RCV - Have you noticed in your profession, if there were other opportunities out there since COVID has happened, whether that be if you were actively looking, or do you feel that there just have been a lot of opportunities out there that you may have been tempted to actually kind of have a look and have a go at them?

P5 – I think there have been more opportunities out there year. I think Hybrid working has created a number of them as this has happened to one of my team members who lives in Scotland. That would have never happened without Hybrid working. But me personally, I haven’t really considered any of the opportunities. I’d say I am quite set in my ways.

RCV – You’ve mentioned Hybrid working throughout this discussion. I just wanted to understand from your perspective if the benefits of being a civil servant, including Hybrid working, outweighs the thought of exploring other opportunities as these benefits are a big motivator for yourself?

P5 – Yeah, job security, pension, all that stuff is really important to me. Especially now as I am approaching retirement age. Unless I had a light bulb moment and go completely mad and want to be a lighthouse keeper or something – I don’t see that happening. 

RCV - From what you've said today I think its really come across that you enjoy what you do, you're very knowledgeable in what you do and that's what satisfies you and motivates you. So why would you change that? My last question as part of the interview today is if there's anything else you feel you’d want to mention or contribute to the research around motivations, and the impact of COVID and the cost of living crisis, before and after these events?

P5 – Nothing off the top of my head. I think the questions were really good and thought provoking. I think they were all really relevant and I’d be interested to see what you find out from the research. 

RCV – Thank you, that’s great. I’d just like to say thank you for your time today and contributing to my research project as part of our discussion today. 

*END OF INTERVIEW*





7.3. [bookmark: _Toc165478461]Coded Summary 

	Grade:
	HEO
	G7
	SEO
	G7
	HEO
	

	Profession:
	People
	People
	S, P & EC
	Finance & Commercial
	S, P & EC
	

	Generation:
	Gen X
	Gen X
	Millennial 
	Gen X
	Baby Boomer
	

	Gender:
	Female
	Male
	Female
	Male
	Male
	

	Motivational Themes:
	Participant 1
	Participant 2
	Participant 3
	Participant 4
	Participant 5
	Total

	Customer Service
	1
	0
	0
	0
	
	1

	Part of the bigger picture
	1
	0
	1
	1
	
	3

	Positive Feedback / Recognition
	1
	2
	2
	0
	1
	6

	Importance of Pay
	2
	3
	3
	7
	1
	16

	Importance of Self Fulfilment 
	5
	5
	1
	5
	3
	19

	Combination of Pay and Self Fulfilment as important
	1
	4
	1
	3
	
	9

	Autonomy / Empowerment/ Flexibility / Worklife Balance
	3
	4
	3
	3
	1
	14

	Impacts from COVID on motivation
	1
	0
	1
	5
	
	7

	Impacts from Cost-of-Living on motivation
	
	2
	0
	0
	3
	5

	Change to motivations with comparisons from two points in time
	3
	0
	1
	0
	1
	5

	Job Satisfaction
	3
	1
	4
	8
	6
	22

	Great Resignation Impacts
	0
	0
	0
	0
	
	0

	Gig Working Attraction
	
	1
	1
	2
	
	4

	Personal Situations
	1
	4
	4
	1
	1
	11

	Hybrid Working
	0
	0
	1
	3
	2
	6

	Role Rotation
	0
	0
	2
	0
	0
	2

	Development
	0
	0
	0
	2
	0
	2


	



7.4. [bookmark: _Toc165478462]Coded Quotes

Customer Service
‘My customers are important and are my priority’ p1

Part of the bigger picture
‘That's going to help the organisation as a whole’ p1

I think there's something in feeling like, I don't know, you're contributing or achieving something in the workplace as well. I wouldn't like to be in a role where I didn't feel like there was any kind of value. I like to see what I’ve contributed to and yeah, p3

I’d like to go into an organisation and make a difference p4 

Positive Feedback / Recognition
‘That is a huge motivator because you feel appreciated. It encourages you’ p1

I like seeing my team do a good job and seeing my team recognised for it I like being recognized myself and can be as simple as getting a financial award, a voucher from work or even just a thank you. p2 

. I like to be respected for the person I am and being a professional, being the expert within my field within the organization and within that profession and actually being recognized. That’s what I think helps. P2 

'm more I'm interested in, I guess making a contribution which is funny that I've stayed in the organisation for so long as I do often feel like I'd like to see the impact on the people. P3 

It was only me and I've had a really good experience with this organisation and I felt like I have been listened to because when they looked at the design of the job the workload was reviewed and considerations made on how it was split. I know I was very lucky that at the time we happened to have some resource and that may not be the case p3 

Yes, I think it's this recognition because I've worked in the civil service all my career, it’s what I know. I used to work for the Department for Transport back in the 80s, so it’s the recognition of being a civil servant, the experience I have gained and having worked in my current area its being able to know people and understand how things work and the history of how things have happened. P5 

Importance of Pay

‘With pay its important, everyone needs money to kind of do what they want to do in life but yeah, I enjoy my actual role.’ P1

I think you know pay is important. It is now more than ever for people with the current climate and people, you know needing to earn as much as they possibly to sustain a comfortable lifestyle so pay is probably a driver for some, but its not for me p1

If you're spending 37 hours a week doing something and you dislike it intensely and if you're getting a few extra £100, unhappy or not enjoying something compared to enjoying what you do. Then people do decide then that they'd rather return, which has been something I’ve seen. P1 – perspective

I have to say that money is also a factor as I am motivated by money; I work for money. If I didn’t have to work I would be quite happy not to, but I have to because I have to work to pay my bills and provide for my family. Money is a motivator for me. P2

if I speak to a lot of people like my friends, I think a lot of them would say yeah, it's money, I wanna be able to live and provide. And in this organisation I bet a lot of people would say that money is more important. P2 perspective

Thinking, OK, well, I'm gonna come in there then and I'll do a decent job for you. But you're gonna get 80% from me because I think you're paying 80% of what I'm worth. That makes sense to me. P2 

I made the change to move from the private sector to the public sector and I made a massive life choice then and I took almost a 50% salary cut to leave the robot that I felt I was. I then then came across to the civil service. But I had lots of different reasons for that part. That was work life balance. Part of it was kind of health reasons as well, and I think that would have come through during the pandemic. P2 perspective 

I potentially could you know, could have gone for opportunity for more money. But I've made a decision and I don't want to go back to where I was previously when I had, you know, that level of income and I stepped away from it for a reason because of what came with it. I think that gives me a slightly different outlook and thought process. P2 

I'd say I don't come here for fun, but I do enjoy interacting with the team, so that is important to me that I've got good people around me and that they work as a team but ultimately, you know, I only work because someone is paying me to do so. P3

One of the reasons that I’ve decided to kind of go for a promotion earlier on in my career was, because I figured out that if the more I earned, the more likely it was that I would be able to a part time when I had children. And I made that choice and went for it and yeah p3 

So for example, when I had children and thought, shall I go be a teaching assistant? But they just don't pay enough, they are lovely jobs. I'm sure I'd have a wonderful time and really enjoy it, but then I also like going on holiday, so I guess I think of it like that, that pay does sometimes trump other things. P3 perspective

RCV - Yeah, like you say, I suppose it's a presumption, but I suppose in your situation potentially you've got financial commitments. 

P3 - Yeah. P3

pay becoming more of a thing where you could sort of have more money, but I'm comfortable where I am although you start considering those pressures with the cost of living. There’s then considerations around different grades, having different things and getting used to a level of disposable income and that’s just eroded. So things like pay are becoming more of a thing. For me, if things don’t start to change I’m probably going to have to start moving like other people to get that pay. P4 

I’ve looked before and you could go out to a private sector role but that would change my work hours. I’ve done it before in the past where you’re working 60 hours per week. I think do I wanna go back to that type of thing? P4 

’ve been in this grade for a number of years. I’m at the top of the band before we lost the pay progression over the years. So even though our pay has always been poor, when you’re at the top of the grade you think about it a little less but you’ve almost got nowhere else to go salary wise. So its always been there but I’m kind of like OK, if I move I will lose the benefits side of things. What I am noticing is that benefits haven’t always been that great between employers but it seems that gap is closing between sectors. You’ve still got the pension which is a big thing when you get older. The government did erode other things and increased our pension contributions but the cost of living has had a bigger hit. You notice that kind of thing, we get no pay rise then the pension contributions increase, and then the NI increases – one stage at a time. So you’re actually taking home less. P4 

RCV – You mentioned about the gap between sectors with benefits and that public sector has potentially been known for its benefits with flexible working, flexi and other benefits like annual leave and sickness. Has your perception been that other sectors like private and the third sector have caught up?

P4 – Yeah. P4 
There’s always been a pay gap inside the civil service as I am aware of that from the pay and finance side of things. You can get the same level of grade but when you look at jobs elsewhere, whilst it’s the same job, its graded higher elsewhere – we used to have allowances when I first joined p4 

An example being Department for Transport, they have several thousand more for the same roles we have here in this organisation. So you always had that feeling in the civil service anyway. If you were to seek an opportunity outside of the civil service you could easily add another 10k to your salary – just doing the same thing before any promotion p4 

People can get resentful but its also because pay is one thing, then people have been promoted. And because there’s no progression people are coming in from outside who are probably not as good or have a different development path and are starting at a much higher salary point but that doesn’t affect me as I am at the top of the band – I know it does affect others. P4 

Again for myself its not so much pay, it’s the other side of stuff. I can see for some people why they may think that, based on the statement. Pay can be first and foremost. Civil service job adverts has been an example around the pay side of things. You know you got similar jobs to which are in this organisation. There was one the other day. I don't know whether it was based in London or not, but it was £7000 more than this organisation pays for the same job. So I mean I think it is diverging a bit when it comes to pay for the same type of role. When I first started in the civil service your grade would be agreed and then throughout the civil service it was the same pay across the board. P5

Importance of Self Fulfilment 

‘I mean, obviously I would want to be paid for what I do, but it's not the kind of main driver you know, it's nice to get a salary at the end of the month and obviously good to know it contributes to the household. But, I do enjoy what I do. You know, I think that's why I've carried on doing it for so long’. P1

But I think because I enjoy what I do, it hasn’t been as important to me.  I don't think people stay as long as they would in organisations unless there was some enjoyment to it p1

enjoyment is a key element because you know it's a huge part of your week,p1

I think it's important to kind of enjoy your role and feeling fulfilled. It’s a bit like the concept of a volunteer that pay isn’t the sole factor because they do it because they kind of just enjoy it. You know it’s helping others and feeling satisfied by that. I’m definitely  satisfied in my role and recognise that the pay is nice. P1

Enjoyment and pleasure in work is more important for me. Suffering through and hating your job and wanting to kind to the pay check at the end of the month is not something I am currently experiencing. p1

I love doing a good job, seeing projects and things improve and when activities come into fruition p2

And I want to enjoy my work as well. I like to come to work and enjoy what I'm doing and have fun, and I've always said that. These were the top reasons of having a big career change and making a big life decision and part of that was that wake up in the morning feeling. I started to feel that I do not wanna work in this place, I do not wanna go to work today, having a that feeling of sickness in the pit of your stomach p2 

So in terms of motivations, whilst there weren’t any parameters as I moved with the changes, it helped my motivations because I wanted to do a good job p2 

I really I do enjoy my job now. I enjoy the organisation and my team and the colleagues I work with and actually do I want to change that right now and where I am in my life. No, I don't. p2 

I think for me motivation is around waking up and wanting to do a good job. And if I thought at any point, I didn't enjoy working at this organisation, such as I don't enjoy work and don't enjoy the job that I'm doing, than absolutely that would make me think I wanna go and look elsewhere and completely career change. It does take a brave person to go and do that. P2 

enjoyment of what you know what you get out of the job is usually more important than pay. P3

But I think for most people, it probably is enjoyment in the workplace and feeling like you're adding value and all the rest of it. P3 perspective

I think it's sort of the work itself, the people I work with and the level of different engagement that you get into as part of the role p4 

It’s also enjoying the job. The job is something that changed probably about three years ago which had a different bit of a focus on it p4

I think it's probably changed over the years where I think probably going back several years, it would have been much more about the job and the enjoyment p4 

I think for me I've got to enjoy the role, the roles got to be the right. I was actually talking to my wife because she's in the situation she wants to move and find another role but I was saying that you just don’t wanna move for the sake of it. You want to move for the right role. That’s what’s always been important to me. I’ve got to enjoy the role. You’ve got some people who are quite happy to hop roles, I don’t like to hop. If I move onto another role, it needs to meet my needs p4 

I think it was definitely the role itself because I don't think you had the financial pressures, you know you could have earned more, but I enjoyed working at this organisation and it was sort of fortunate to have several promotions, but I was at the same grade for a while. I was potentially looking at other opportunities but I suppose I had a connection to this organisation because of the people I worked with and even noticed people that left, coming back. The grass isn’t always greener. P4 

I mean, it's satisfaction and being able to do a good job and to like your peers and know you're doing a good job. Be able to know what you’re doing, be able to learn, as well have new experiences. But obviously you know, the main thing I think is being happy in what I'm doing, I'm doing a good job over pay. That’s what I would say motivates me slightly more than pay. P5

Yeah, I think I've covered off the enjoyment bit of it. I mean, as far as pay is concerned, obviously it's important how much I get paid and all that kind of stuff. But I think working in for this organisation you to get a lot of benefits as well. P5

I think the pay side of things is important, but not as important as being a valid member of staff and being able to develop yourself p5

Combination of Pay and Self Fulfilment as important

But, recognising money as part of the equation, it is a factor and it does contribute. You got to work to earn money as well as enjoy your role. P1 

I can say I probably think now I am more equal, which might be contentious and I think it’s because I've changed careers over the years because the first 20 years of my career, was pre public sector p2

The job I was in was very much a very, very low basic salary and the majority of it was paid off the bottom line. So obviously then, because you paid off that bottom line, you become very cost focused because every single penny of your cost eats into your profit and loss and that was dependant on how much I got paid then p2- perspective 
	
Yes, money certainly motivates me because you want to make sure you constantly got enough to be able to live and provide. But I also think I like to do a good job in work p2 

Such as I want to know that you know, I think I'm worth X amount and I like to think that I'm earning X amount to be willing to commit myself to the organization and make sure that I will work 100% work or even 110% to give everything I can to do the best job that I can for that organization. P2 
I think people want that balance but it almost goes back to that second question you said above. That kind of equal piece - I think people want that and that's a happy medium because they wanna earn as much as they can, but still have a  work life balance which can be really tough to accommodate p2 

RCV - So pretty much you from your point of view, it depends on the situation and I suppose your situation is that I suppose pay is probably quite equal to enjoying what you do? 

P3 - Yeah. P3 

Pay is becoming a bigger thing, but I wouldn’t go for another 1k, and money wouldn’t be the first thing I’d consider. I’d question first is this the right type of role for me. P4 

If you’ve got job satisfaction that’s a bonus type of thing for me. So yes you have to be paid comfortably but if I had a job that I knew how to do and now have enough money, that would be it. I’m currently in a job I love, so I could look to change but then do I want to do this? If it was 25k a year it wouldn’t satisfy me financially – there’s a level I need to earn to be satisfied and anything above this is a bonus. P4 

Yeah, in the past I have to be honest. I’ve got as far as I have to get to this point almost. I moved on from the passport office years ago and it just happened that another job came up, I got it and got to do something different. It was more money but it was more interesting too p4 


Autonomy / Empowerment / Flexibility / Worklife Balance

It's nice to feel empowered to do what you feel is right and in line with, guidance. P1

I don’t think it could be re-designed and I like sometimes the reactive nature it brings. P1

I’ve got a pretty good work-life balance and I can manage it. P1

I’ve been allowed to steer my specialism without being told how to run my side of the team which has really helped. If I had less autonomy I think that may have hindered my motivations as you have less room to think for yourself. P2 

I made the decision for a personal reason to take a slight step down and step back to it, less money for better work life balance because of the health condition that I have, that I don't need to do it for a lot of stress. I don't want to be logging on in the evenings, et cetera, et cetera, which I think if I had to do for more money. P2 

just in my first year of leaving private sector and for me then it was about kind of work life balance, which I hadn't really had for such a long period before that as it had all been about work and chasing the pay check and that sort of thing. So very much it was about work life balance at that point. P2 

RCV - So your view around I suppose people considering different options. Would you say that the main motivation around that is to achieve work life balance? I think its been a consistent theme from out conversation today. 

P2 - I think so. P2

I do not like to be micromanaged, so I like to be given the freedom to kind of make my own decisions about how I manage my work and also to be trusted to kind of go off and get on with that and provide the outcome I also enjoy a workplace where there's some element of creativity or where I can share ideas and spark ideas off other people p3

They were, so I think the flexibility and I guess you could say the flexibility in the design of my job, I don't know if that's how you could put it as a mean for me to stick at it here at this organisation. P3 

It would probably just be any roles that were full time only. And so the part time option is really important. And the flexibility, I don't think I would like to work totally remotely either. P3 

we've got out the job, if you like more of the benefits side of the job, you know, the family friendly things, the flexi, that type of thing. P4 

But to do that I may need to lose some of the benefits I mentioned above. P4 

Trust and belief and allow people to go off and do their thing is important. Make it what you want rather than feel purely restricted and defined by a role. P4

RCV – So I suppose from what you are saying autonomy is key in terms of job design and being able to make your own decisions?

P4 – Yeah. P4

I do feel  more efficient and productive, working from home now to be honest, because you know, like I said, if you were stuck in traffic for an hour and a half, you'd come in and you'd be rushing to get into your work. P5



Impacts from COVID on employee motivations	

I suppose the pandemic accelerated your motivation even further because your customers needed you more and you could see the appreciation from your customers through the impact of your role. Would you say that is an accurate statement? RCV

Yes, definitely, I think its seeing people in different circumstances and how my role impacted on them by the support and guidance I was able to provide. The accessibility and interactions to teams really helped develop and enable a lot more relationships. P1

You know, first of all, people during the pandemic going through furlough and then having potentially hours reduced and then at that point I can see why people thought, gosh, I actually need to think about my career and my life choices here p2 perspective

I think COVID-19 definitely made me realize what’s out there but because of my current situation I didn’t really need to explore any other opportunities So there was a whole flood of jobs and just after COVID-19, when people could work from home or maybe only have to go to the office twice a week and there's loads of opportunities. And I did look at them because some of them are really interesting.  p3 

I think that would be a factor in a lot of people leaving, particularly this organisation just afterwards, not necessarily maybe that they wouldn't be happy here, but you know you'd be stupid not to explore new opportunities p3 perspective 

Especially after COVID where a lot of people were worried – it makes you appreciate what you’ve got. P4 perspective 

I have noticed a change in the organisation as well with the culture and everything that has happened since COVID. It used to be that you knew everyone in the corridor and I’d be able to talk and know everyone in Finance. I could have a few hundred employees reporting into me and I would know them all. Whereas now perhaps I’d know a third of them because of our expansion in the organisation and hybrid working. P4
I think sort of like I said to you before about knowing that security of the role is important and you recognize certain things that are important. If you went contracting as there's a lot of work out there, you can definitely earn more money, but you run the risk around security p4

Yeah definitely and it makes it harder to understand what the organisation does operationally compared to those conversations that would come naturally in the office. Some things aren’t always that obvious and it comes with experience and knowledge gained by speaking to people and having particular interactions. The smoking shelter used to be a thing a few years ago where you’d build up the social side of things and create bonds. So you have definitely lost some of those social interactions with hybrid working. Like Fridays used to be well known for finishing early and going down the pub after lunch. In these scenarios it would help to offload what maybe going on in work and having a chat could even help work out what maybe going wrong. It would help by talking through the issues. When those pressure points would come up you’d have those relationships to help sort out some of the conflicts. This kind of stuff has disappeared since COVID. It might be more of a societal thing where people are now less interested in this type of thing. P4 

Whilst COVID has changed things, I do find sometime we go back to pre-pandemic styles of working, it falls back to how it was. My wife would often get frustrated with why I’d be home work and it would be because as I was about to leave I’d catch people in the corridor and be having a chat with them before I actually leave for the day. Whether that be personally or things kicking off that I’d need to help with. I think it is much harder to generate that type of activity more naturally because of Hybrid working p4 

Yeah, sometimes that why we had issues because I’d have these conversations that would spark what maybe going on and what was happening. We could have a chat about things and nip them in the bud. P4 

Impacts from Cost-of-Living on employee motivations		

I think the last two or three years because of the cost of living crisis and everything that's come out of the pandemic, I think that's probably more important now than it ever has been. P2 

But then coming out of the other side of the pandemic with the cost of living. Everything has increased in which if this wasn't factored in and we didn't plan, things could have been a lot harder and we've have had to tighten our belts in a lot of areas and potentially struggled at some times. I think that does change your motivation. I’ve had to be really conscious about money but it still plays a part in my motivation p2 

I think absolutely, coming out the other side with the cost of living crisis and I think a lot of people have had to re-evaluate what they want, what they're doing and how they do it p2 perspective

With that said, I think money is still a massive motivator totally obvious because of the cost of living crisis. p2 perspective

That's does depend on your circumstances and with an economic crisis, I think more people will put pay above enjoyment because they will have to, you know, but they will have a choice p3 perspective

I was thinking earlier about when the Conservative Government came into power in 2010 and austerity came in. It was all about reducing the number of civil servants and for the last 10 or 12 years there hasn’t been much difference in pay. Maybe 1 or 2%. So I mean if you are a civil servant and haven’t managed to get a promotion over that time, it has always really been a cost of living crisis. P5

I mean over the past few years it has been exasperated because of the rise in energy and good and Brexit. So yeah I think it has impacted me but not to the point that I think about the pay side of things, like I mentioned earlier. As civil servants we have just accepted the situation and supressed perhaps how we feel compared to other people and sectors. I know a lot of my colleagues just accept the situation as it is what it is. P5

Yeah I mean I do save on petrol or diesel however it is offset by putting on the heating working from home at winter and the price of energy has gone through the roof. I suppose before COVID we could also have a few days working from home if we needed to, like if the gas man was coming. We were always quite flexible like that. So maybe perhaps once or twice a month we would work at home. But now its going to the office once a week. P5


Changes to motivations with comparisons from two points in time
I think my motivations were the same and wanting to do a good job. If anything my motivations were perhaps a little different because of the restrictions that office working brought. I would say that I have gained more confidence in my role as it was a new role to me back then. P1 

I’ve been able to build up relationships that are much more informal because of the way we work currently and the positive reaction I get – it kind of like the snowball effect P1 

that because of COVID and the cost of living crisis, that has accelerated your motivations because of flexible working, hybrid working which has potentially motivated you more than compared to 2018 where you’d be working in the office much more? RCV

It felt more prescriptive before the pandemic. With that said in terms of my motivations since the pandemic, its mainly the increased relationships, knowledge P1

Do you know what I think that they might have been more around being interested in progression in my career. But I am not sure, perhaps COVID has made me re-think. But then I recognise that all my needs are being met so I don’t wanna say I’ve stopped striving - All I can say is unless it was something I was really interested in, I probably wouldn't put the effort in now, whereas before maybe I would have been like ohh yeah, I'll get another promotion. P3 

 Yeah, it hasn’t really change. It’s just really been the hybrid working. It has made my life easier because of where I live. I don't live around the corner from the office. It's made my life a lot easier. Like, you know, it's nearly two hours a day and I've got that time back p5




Job satisfaction

But yeah, I think you know ultimately if it was you know you weren’t satisfied and this was impacting on your well-being and day-to-day life. Then yeah, I would. P1

I’ve been in the People Profession for a number of years, but if I didn’t enjoy it, I’d potentially start to look at other opportunities P1

I don’t think I’d just stay forever in a role because of a monthly pay check, if that was all that satisfied me. P1

Some people have come back to us and after money being their driver but actually not being the place they thought it was going to be and know. P1 – perspective

Yes, I could be doing the same job for a different salary but have you got the same kind of work environment elsewhere? Have you got the same enjoyment of your current role? P1 – perspective

But if you can find it and make it work for you, that's what I want, but I've gotta look at other ways then to make those work. There will naturally come together. P2 

I was the only job holder in my field, working part time and it got to the point where I was either gonna leave this organisation because I couldn’t cope with this level of work anymore and with my personal life with my daughter being autistic. So you know, I have stuff going on at home. There's a reason I'm part time, and because, you know, we've got meetings and appointments and things to sort out for her. So I did go to my boss and said I can't do this anymore. So I dropped my hours by a few hours, and was probably going to move on if they didn’t take on board where I was at both work and personally. So they had some resource available and took on two other part times stakeholder engagement needs to help me out. So there's now three of us, and it has really helped take the burden off me to be honest, because I was the single point of contact and the single point of failure. I would have gone if the job design and resource hadn’t been reviewed. P3 

I suppose because your motivations are currently being met at this organisation because of what you mentioned about the type of working here and the interest that brings?

P3 - Yeah. P3 

For me to look elsewhere, I would have to really, really like the job. I think for me to move at the moment and I do keep an eye out, which I'm sure most people do, but it's have to be something quite special I think. P3

Yes, definitely because I'm not scared of change. I’ve worked for a few government departments. I've never found one really horrible one you know, I've never really had a bad experience. So I'm not scared of going to another department and not know it. P3

Perhaps it can be working with other people but I really get on well with my line manager. Its finding that spot where you are satisfied p4

Another thing can be the involvement from various different levels which ends up that everyone has had the same conversations meaning that it can duplicate things and then sometime cause some conflict. P4 

It does yeah, its an interesting organisation to work for and it has been for some time. Our leaders are always encouraging. But then sometimes you do have that conflict where their input pushes down and stops you making decisions. It’s two sided though because we have great leadership but then at the same time it can be telling us what to do. I suppose you do have to hold people to account. I think it comes back to when things don’t happen that leadership want to happen so they grab control and grab it off you. So you go up and down. P4

I think the gap is going back to understand what has improved and why did you do this? What was your thought process. We got the desired outcome and it always has to be positive, we don’t necessarily understand things that go wrong, it gets hidden. I mean how many projects have happened and things have gone wrong, it’s the accountability bit for me. We have a lessons learnt log but has anybody looked at it before going onto the next thing? P4 

Yeah. It could be that we could work in a number of different ways but it gets frustrating where you see other things go wrong and have to go in. It causes a lot of hassle and gets ignored. You’re picking up additional fallout because something went wrong. Nothing’s changed, has anything improved? Has anybody gone back to review and held people accountable? I think the churn of staff is impacting as well. You have some people come in at director level for four years or so with all these great ideas. They start to implement them and then they partially succeed or fail and then leave, with the new director coming in and repeating what predecessors have done before. So if you’ve been working in this organisation for a while, you’ve seen it before. Same happens with the churn at other levels where come in, make decisions and then they leave. Then the staff that are still here have to pick up the pieces and have been here for over 20 years. P4

It’s unfair and breeds a sense that when people realise they go and move on. P4

I think if my needs weren’t met I think about where I am and my career in finance. I’ve got wider experience in operations so I recognise that and potentially considering the technical side of things. P4

So I think you’re right that I might try something new. But with my experience and wider skill set in finance perhaps I do see myself staying in finance in some share or form p4 

It gives me satisfaction having the knowledge I do and its nice to be able to pass that on and be a point of contact and get recognised for that p5
Certainly like the gym, you’ve got flexible working, hybrid working as well, which suits me because I'm not local to the office. I live in the valleys, which is 23 miles away p5

And the other benefits like I have just mentioned such as hybrid working, good office canteen, Starbucks coffee on site, the gym, good working environment, that’s more important to me personally I think. P5

If people are more interested in pay and conditions than job satisfaction, they may go elsewhere. We’ve seen that in digital where they have trouble retaining staff because of other jobs elsewhere for much better pay. I think after COVID people have been able to work from home and have been able to do so across the country so you don’t really have to move locations anymore. P5 perspective

I think one of the main motivations for me is job satisfaction and if I was unsatisfied yes I would seek to look to go somewhere else. Perhaps somewhere else in this organisation or perhaps elsewhere in the civil service. More wider, you know. But I think things would have to get pretty bad. P5

Yeah, job security, pension, all that stuff is really important to me. Especially now as I am approaching retirement age. Unless I had a light bulb moment and go completely mad and want to be a lighthouse keeper or something – I don’t see that happening. P5

Yeah that would motivate me to move on but I’m really lucky in that I’ve got a really good line manager and I enjoy the job I am going. So I am lucky in that sense. P5

Great Resignation Impacts

Remote working gave people the opportunity to move on and access opportunities across the county P1 – perspective

Those trends I think are absolutely there for people to consider. I think people have re-evaluated. What's important to them and their lives, and particularly on that work life balance piece, you know, when you see a plan, they've got that and you go, gosh, that could happen, People are probably affected not just financial wise, but personal lives, deaths etcetera, etcetera p2 perspective 

Gig Working Attraction

As I am Gen X I can’t see me wanting to do contracting because of the commitments I have but also I really enjoy my current role, so it wouldn’t be something I’d want to consider. P1 - perspective

Perhaps for people in their younger years or just starting off in a professional career where they’d be more inclined to do it because they may not have the life commitments that other generations have. P1 – perspective

Hey, for real would I want to do it? Maybe, I’m not sure its in my head. It still seems really risky, but I think it's maybe an option for a younger person. I'm not too sure about the an old timer like myself and if I would. Never say never, I think. P2 

I personally wouldn't do the gig thing. Would be confident enough to do that, but if I was single and young, probably I would, to be honest, I'm like, oh, we're working for three months and then I'll go to India for a few months. I'll definitely have done that when I was younger, so maybe that then age factor comes into that. P3 perspective 

RCV – Compared to perhaps someone who is younger, doesn’t have financial commitments so the benefits of gig working might be more attractive?

P3 – Yeah, I would say so. P3 perspective

Yeah I mean perhaps when my children have flown the nest. I probably would consider something like that and yeah, but I'm not at the moment. For me the likes of annual leave and other contractual benefits are quite important when you are in your middle years. P3 

I was offered a few years ago these type of roles they were trying to fill with a startup company for like another 20k. I was looking and thinking, this sounds interesting. But at the time is sounded quite risky and even though I’d be doing the finance side it would have been different. I would still want a certain level of stability where contracting might not bring that. P4

RCV – So from what you are saying nothing is off the table but you’d meet each opportunity as and when it arises?
P4 – Yes, exactly. P4 

If I was unsatisfied, I’d look at another opportunity in the civil service or local government or something like that like. I can't see me doing Uber, Just Eat on an e-bike. That wouldn’t be for me. P5 perspective 


Personal Situations

Perhaps it's because of my circumstances. If I was the sole breadwinner, then perhaps I'd have different thoughts and probably be looking increase my hours or look for a promotion or even look elsewhere for roles. P1

I had a young family and was on the property ladder – so money motivated me at that time because of these factors. P2 

RCV – Is it right to say that the pandemic hasn't really changed your motivations but the fact that you reassessed your situation before the pandemic that helped you to evaluate what mattered to you right then to be able to evaluate what motivates you now?

P2 - Yeah, exactly. P2 

I think for me, it was when my kids were growing up because I was constantly on the road and traveling and so it was it was that part coming to the realization that I missed some of that. And I think it was a realization that, you know, yes, the pay check is nice, but actually life isn't all about work, work, work. And when you have a health condition and you see family members that have worked all their lives and then passed away not long after retirement - I think back to my father-in-law. Working, working and you kind think I wanted more time to myself. I wanted more time with my family. I wanted a better social life and those sorts of things. P2 

You don't know what the future is gonna come up with, your motivations can change. They already have with my kids leaving school. As they leave other things may change. At some point you think if you’re going to get inheritance and what may that mean. Different times in your life will mean a change to your motivations. I could look at, you know, dreams and those common pillow conversations you have with your partners where for me, my wife would love to open a bookshop and do it that way. You talk about going having a career break and going to run a chalet for ski season in France, French Alps or something. For some they are just dreams but for some people they just do it. But it depends on where you are and what changes year by year happen within your life, isn't it? P2 

For my I am married, but if I was single mum I would just do whatever I had to do to get the most pay. But as it is, I’m in a lucky situation. So I think I can think more about enjoyment of the work. P3 

I am in a lucky position where I can be part time and that suits what I need for my family, but I know some women are not as lucky as me and are probably struggling quite a lot. P3 

I need this type of working with my family situation and I wouldn't say it's not the fear of moving somewhere else because but I know all my needs are being met here p3 

So I've looked into different careers and if I didn't have the children I probably wouldn’t have gone into one thing in particular and I wouldn’t feel worried or anxious about jumping into another career. P3

is also the job security. I’m over 50, I’ve got kids, so having a stable post at the moment takes away some of the worries. P4 

My younger ones are growing up so those sort of changes, you sort of look at that change in dynamics where childcare is important when they are younger but now you could go to other places and get several thousand more on your salary potentially. P4

And certainly when my kids were in school, if I had to go to a school meeting after work or anything I wouldn't get home till about 7:00 o'clock that night. So it's much, much easier now with hybrid working. P5 

Hybrid Working 

like being part of a team and I like seeing the team in an office environment. I wouldn't like to be at home and I like working from home, but not every day, you know. So I wouldn't like to apply for a job that was in Newcastle and then never see the team and I've experienced that when I worked in offices in London and in Birmingham for a bit and it's really hard to be feel a part of the team if you don't have that interaction. P3 

COVID has changed things now with hybrid working and being able to work at home which has added a difference in what we’re able to do. The school runs for example, that bit has sort of always been there, but obviously increased in a sort of importance I think p4 

Hybrid working has moved on so quickly and that has been recognised by others too. I know that’s why some have left my team because they prefer to be in the office more. I think for me its slightly different and because I have been in this organisation a lot longer I have the relationships that I need to be able to do my role p4 

Working from home has changed things quite a bit as I probably would worry more if I was entering the world of work. I’ve got an 8 year old and my other son is coming up to 18 so I think of him going into an office environment and if it's like we do at the moment I think is quite a disadvantage that you lose some of that over the desk interaction(s). Teams is quite good and makes things accessible in that you can give someone a ring if needed. But sitting in a desk before with your backs to each other, and then an issue comes up, you pick up and learn a lot more, whereas things come up now, you sort of have to find out with the individual involved p4

So you know before COVID, when we were in the office, I’d have to travel into the office 5 days a week and if there was once accident on my commute it would cause havoc really. So having the opportunity to work from home is a real benefit for me and a motivator. P5

Other people might think differently, other people may want to be in the office, you know. But for me I really benefit from Hybrid working and it motivates me at work. P5

I think there have been more opportunities out there year. I think Hybrid working has created a number of them as this has happened to one of my team members who lives in Scotland. That would have never happened without Hybrid working. But me personally, I haven’t really considered any of the opportunities. I’d say I am quite set in my ways. P5 perspective 

Role Rotation 

I think its really important to have the facility to move around an organisation. Since I have been in this organisation I have moved around a number of roles and function and it has helped me keep motivated as I haven’t done the same role for too long. I’d hope that there is still the facility here to continue to do this as if I put my mind to anything, I think its quite important. P3 

I get bored quite quickly and I like to learn new things. I think it can get to a point where you’ve done something for too long and it gets stale and that’s probably not good for you or the organisation. I think a fresh pair of eyes on something is always a good thing but its all dependant on the individual. Other people may feel more comfortable sticking to what they know, being really confident in what they do. P3 

Development 

Yeah. We used to have a training


7.5. [bookmark: _Toc165478463] Sampling – 5 Interviews across Corporate Service Functions

	
[bookmark: _Toc163496398]Figure 7.4.1. – Split by Profession
	
[bookmark: _Toc163496399]Figure 7.4.2.  – Split by Generation

	
[bookmark: _Toc163496400]Figure 7.4.3. – Split by Gender

	The following pie charts visualise the research sample, split by profession, generation, and gender. Whilst profession is an equal split apart from Finance and Commercial, pie chart 7.4.1. and 7.4.3. show a heavier waiting to Generation X and Males, potentially providing limitations to the research and excluding Generation Z participants.  









7.6. [bookmark: _Toc165478464]Turnover Cost Calculation 

The turnover cost can be worked out based on the following average salary of £40,000* of corporate service professions between Higher Executive Officer to Grade 7 bandings:

	Factor
	Stakeholder
	Time
	Salary
	Cost

	Administration of resignation
	HR Admin
	2 weeks
	£30,000
	£1250

	Recruitment and Selection Costs
	Hiring Manager
	1 month
	£60,000
	£5000

	Temporary Cover for role
	Temporary Cover
	1 month
	£40,000
	£3333

	Induction training for new employee
	New Postholder
	1 month
	£40,000
	£3333

	Total
	£12,916



Turnover cost per employee projected for the whole business =

£12,916 x 1200 employee = £15,499,200

25% (turnover) of £15,499,200 (total turnover cost for business)= £3,874,800

*Average Higher Executive Officer Salary (£30,000) to average of Grade 7 Salary (£50,000) = £40,000. 
Turnover Data (%) Across Corporate Services Professions at Case Study Org. (2018-2023)

People 	2018	2019	2020	2021	2022	2023	RYTD	10	14	12.5	10.6	29	20.399999999999999	20.100000000000001	Strategy, Policy and External Communications	2018	2019	2020	2021	2022	2023	RYTD	3.1	16.399999999999999	9.4	14.4	23.8	14.2	16.100000000000001	Finance and Commercial 	2018	2019	2020	2021	2022	2023	RYTD	4.5999999999999996	10.8	9	9.6	17.3	14.1	15.7	



Turnover Data (%) Across Corporate Services Professions at Case Study Org. (June 2022 to September 2023)

CH Turnover	44713	44805	44896	44986	45078	45170	11.6	11.6	11.6	10.8	9.9	9.8000000000000007	People 	44713	44805	44896	44986	45078	45170	14.86	16.329999999999998	20.69	20.13	23.29	20.83	Strategy, Policy and External Communications	44713	44805	44896	44986	45078	45170	32.26	29.51	36.07	27.27	25.35	20.93	Finance and Commercial 	44713	44805	44896	44986	45078	45170	12.99	14.01	14.29	8.9700000000000006	11.63	13.26	




Profession	
People	S,P 	&	 EC	Finance and Commercial 	2	2	1	


Generation	
Baby Boomer	Gen X	Millennial	Gen Z	1	3	1	0	


Gender	
Male	Female	3	2	
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