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Abstract
This study has covered the importance of employee motivation and its impact on financial performance of business organisations. It also identifies the rationale and research gap of this research topic with evaluating research aim and objectives.
Within the chapter of literature review, the concepts related with employee motivation and its influence on organisational earnings has been explained by reviewing literary studies. Considering these facts, theoretical justification has been shaped along with the application of relevant theories to the research objectives. 
It also identified that primary and secondary data collection method has been used to develop in-depth understanding about employee motivation in business operations. In addition, this study has covered the impact and challenge of employee motivation in the respect of financial performance. Thus, it can be summarised from this research study that strategic collaboration between transformational leadership and collaborative workplace culture is important in gaining employee motivation to ensure positive organisational earnings. 
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[bookmark: _Toc163503205]Chapter 1: Introduction 
[bookmark: _Toc163503206]1.1 Background 
Employee motivation drives a level of energy, commitment and innovations among employees to achieve organisational goals and maximise to generate business revenue. Job satisfaction and staff performance in business organisations like fashion and retail are highly controlled by employee motivations through their work-life balance and hybrid work facilities in the work environment. Employee motivation helped the UK corporate sectors to increase its earnings and employ around 9.3 million individuals in their operational management in 2023 (Statista.com, 2024). Hence, it has reviewed that employee motivation helped business organisations to retain its employees and encouraged them to perform high productivity.
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[bookmark: _Toc163498236]Figure 1.1 Employee engagement growths in the UK corporate and public sectors
(Source: Statista.com, 2024)
The increasing market competition and market volatility have raised the work pressure on business organisations and employee motivation. Based on the figure 1.1, it has been identified that Business organisations have faced challenges to retain staff motivation and job satisfaction level due to the UK inflation, which increased by 3.4% in 2024 ( Statista.com, 2024). Hence, employee motivation has a major role in organisation’s earning and growth.
[bookmark: _Toc163503207]1.2 Research aim, objectives and questions 
This research mainly aims to identify the ways in which employee motivation can significantly contribute to the overall earning of the organisation.
Research objectives 
· To evaluate the role and impacts of employee motivation in the financial performance of an organisation
· To identify various motivational elements, including recognition, intrinsic rewards, and incentives that contribute to the organisational earning increase
· To scrutinise key challenges in employee motivation that can affect the organisational earnings
· To develop alternative strategies that can tangibly influence in terms of increasing overall earning of an establishment
Research questions 
· What are the roles, responsibilities and motivational elements in employee motivation that can impact the increase of organisational earnings?
· Which are the key and specific alternative strategies that can develop the increase of organisational earnings? 
[bookmark: _Toc163503208]1.3 Research rationale 
The rationale of this research is to address poor employee motivation and its direct impact on business organisations through reducing its sales and revenue. According to the CIPS committee, staff turnover rate in the UK has increased by 35% because of poor staff motivation and high work-life balance in 2024 (Cipd.co.uk, 2024). Poor staff motivation is the current problem of business organisations that negatively impact on business sustainably and revenues. The primary reason for considering poor staff motivation as an issue is because of its consequences like high staff turnover, staff conflict and fall of sales. This research is going to cover employee motivation and how it has an impact on organisation’s earnings and revenue.
[bookmark: _Toc163503209]1.4 Research gap and contribution 
The primary research gap of this study is poor time durations in collecting primary and secondary both data regarding employee motivation. Arianto and Basthomi (2021) stated that the research gap is a specific area that has not been covered by the research. In addition, this study has not addressed the research area of staff work-life balance and its impact on organisation’s earnings.
The contribution of this study guides emerging business organisations to use employee motivation for high performance of employees and enhance organisation’s revenue. This study has contributed both aspect staff motivation and lack of staff motivation in the respect of business growth and sustainability. It also recommends strategic options to retain staff motivations that drive toward high performance and financial stability of the organisation.
[bookmark: _Toc163503210]1.5 Research synopsis 
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[bookmark: _Toc163498237]Figure 1.5: Research synopsis
(Source: Developed by author)
[bookmark: _Toc163503211]1.6 Research summary 
This introduction chapter has summarised the importance of employee motivation to enhance organisation’s earning and business growth in the market. It identifies the rationale and research gap of this research topic with evaluating research aim and objectives.


[bookmark: _Toc163503212]Chapter 2: literature review 
[bookmark: _Toc163503213]2.1 Introduction 
The chapter of literature review refers to the critical review of a wide range of pre-existing literature related to the research topic. This chapter aims to develop a historical background and overview about the research including the research issue. Reviewing different literature in respect to different concepts, different types of gaps are being found out which can be resolved by the completion of the research. 


[bookmark: _Toc163503214]2.2 Conceptual framework 
HOW DOES EMPLOYEE MOTIVATION INCREASE THE EARNING OF ORGANISATIONS?
Understanding Employee Motivation
Strategies to resolve the challenges in terms of utilising the role of leadership and organisational culture and theories
Challenges and Barriers in Motivation Implementation
Motivation and Organisational Performance
Impact of Motivational Strategies on Financial Metrics
Compensatory aspects such as adequate salaries, incentives, workplace benefits and rewards
Fulfillment of psychological or financial needs, flexibility, and stress-free environment
Internal organisational performance management, intrinsic and extrinsic motivation
Maintaining change management towards organisational goals, assessment of new opportunities and rapid changes in the workplace ecosystem
Transformational leadership
Employee creativity, intrinsic motivation
Self-Determination Theory
Maslow’s Hierarchy of Needs




[bookmark: _Toc163498238]Figure 2.2: Conceptual framework
(Source: Developed by author)
[bookmark: _Toc163503215]2.3 Understanding Employee Motivation 
The literature on the basis of this research topic has described employee motivation with different perspectives and multi-dimensional aspects towards the success of businesses. According to the literature of Kalogiannidis (2021), employee motivation and performance level within an organisation have been associated with each other through the promotion of core practices along with the increase in employee morale. However, this literature has been reviewed as limited especially in terms of emphasising the underlying principles of employee motivation in relation to the financial performance of the organisations. In this regard, Mulyani et al. (2020) have argued that different compensatory aspects such as adequate salaries, incentives, workplace benefits and rewards have been signified as the key factors for employee motivation. Thus, it can be reviewed that psychological influences among the employees that can help them to gain positive artefacts and improve their performance can be considered as the employee motivation. 
[bookmark: _Toc163503216]2.4 Motivation and Organisational Performance 
Organisational performance in terms of both financial and operational areas has relied on dynamic workforce performance through extensive motivation. Ali and Anwar (2021) have opined that regarding the principles of internal organisational performance management, intrinsic and extrinsic motivation affect job satisfaction evidently. Moreover, intrinsic and extrinsic motivations within an organisation can also be empowered through self-efforts, as well as external influences which make employees focused towards goals. However, as argued by Parashakti et al. (2020), motivations among the employees can also be facilitated through positive achievements from the efforts, competence influence, and viable rewards which can be reflected on workforce performance. Therefore, these influential motivations for the employees within an organisation have been responsible for boosting employee morale to provide better productivity and financial returns as well.   
In addition, literature has also highlighted the underlying assumptions related with employee motivation towards organisational performance. Katsaros et al. (2020) have claimed that readiness amidst the employees through extensive motivations from organisational leadership have been effective in validating better financial outcomes for a firm. However, these literatures have remained a gap in generalising how the motivational drivers have been connected with financial performance of an organisation. Pantih (2024) has argued that key factors like exploitative, as well as exploratory innovations have been emphasised with people's performance and creativity, in terms of enhancing financial performance. Thus, it can be reviewed that principles of employee motivational factors have been significant for streamlining organisational productivity to ensure financial performance. 
[bookmark: _Toc163503217]2.5 Impact of Motivational Strategies on Financial Metrics 
Literary studies have also shaped a broader understanding of key motivational strategies within an organisation and its impacts on financial metrics. As per the ideas of Parmenas (2022), motivational strategies within an organisational workplace such as offering rewards, fulfilment of psychological or financial needs, flexibility, and stress-free environment can lead the workforce towards ultimate financial metrics. However, this literature has failed to address the main influential impacts which can be posed by employee motivation, its strategies and its effects on financial metrics. Othman and Elwaze (2023) have argued that less leadership efforts in employee engagement, inadequate workplace flexibility, stressful workplace environment and conflicts can be reasons for minimum employee motivation. Consequently, these negative factors can be recognised as key influences for employees’ job dissatisfaction and it can directly be reflected upon financial metrics like profitability. 
Besides these, literature has also proclaimed negative impacts caused by the adverse effects of motivational strategies which can also affect financial metrics of the organisations. As opined by Subrahmanyam and Henari (2023), the decision-making aspects between leaders and employees including excessive motivation can indicate improper engagement with organisational goals. However, the authors have also failed to signify the performance management evaluation across the organisations in terms of motivational impacts on financial metrics. Thus, it has been reviewed that less motivational influences from leaders and inadequate performance management can have a potential level of negative impacts over the financial metrics such as balance sheet, earning statement or cash flows. 
[bookmark: _Toc163503218]2.6 Challenges and Barriers in Motivation Implementation  
The literary studies within this respective subject area have found that higher motivation among employees can help to foster a consistent workplace performance, which can be reflected in better financial performance. However, as argued by Babapour Chafi et al. (2021), maintaining change management towards organisational goals, assessment of new opportunities and rapid changes in the workplace ecosystem can be potential challenges in motivating employees. Furthermore, maintaining organisational and employee dynamics towards the set of values or visions of the organisation can be reviewed as the most crucial challenge. Tumi et al. (2022) have claimed that the complex circumstances around the macroeconomic business environment, lack of management stability within an organisation and disruption in growth are also emphasised as the challenges for employee motivation. These are the key challenges which can hinder the managers and leaders to motivate employees towards better financial performance.  
In addition, the challenges can also be evidenced amidst the managers and leaderships regarding the area of relationship management in a better manner. Mainly, Kim and Beehr (2020) have explained that inadequate cultural alignment within the internal business environment and dynamics of rising demands through limited working engagement are responsible for less motivational influences for employees. On the other hand, less job satisfaction along with pressures like maximum workload, unethical workplace behaviour, and abuses from hierarchies can also impose critical challenges in motivating employees. Arain et al. (2022) have argued that key constraints like distrust, excessive rate of abusive supervisions within the organisation and competitiveness within traits can negatively create discrepancies in which leaders cannot be able to motivate their employees. These are the key challenges which establish misalignment between employees, leaders and managers, leading to inadequate motivation among the employees.  
[bookmark: _Toc163503219]2.7 Strategies to resolve the challenges in terms of utilising the role of leadership and organisational culture 
Leadership influences and positive organisational culture play a significant role in resolving the challenges in motivating employees towards better financial performance. As opined by Shafi et al. (2020), within the implications of transformational leadership, as well as employee creativity, intrinsic motivation has been highly evident that can help to the provision of viable solutions. However, this literature lacks in facilitating how the challenges linked with stressful workplace environments, cultural differences and workload can be resolved to foster better motivation for employees. Virgiawan et al. (2021) have explained that focusing on collaborative workplace culture, the core values, as well as behaviours can shape a positive psychological environment in which employees can feel motivated. Therefore, the combination between transformational leadership and collaborative workplace culture can help to motivate employees by overcoming workplace imbalance. 
Besides these, different internal employee management practices including reward systems, setting viable goals, incentives and flexible workplace environment can help to motivate employees. Based on the views of Vuong and Nguyen (2022), proper acknowledgement, recognition, constructive feedback, rewards and positive encouragement are effective to motivate employees in contributing their best efforts for ensuring desirable financial performance of the respective organisations. Moreover, these authors have imposed more focus on the fulfilment of employees’ needs for ensuring significant employee motivation and their proactive participation. On the other hand, Paais and Pattiruhu (2020) have argued that an extensive level of leadership corporations along with a positive workplace culture are highly important for directing and motivating employees towards better productivity. Thus, it can be reviewed that proper coordination between leadership and feasible organisational culture along with significant job satisfaction are important to ensure dynamic formation for employee motivation along with the fulfilment of financial performance. 
[bookmark: _Toc163503220]2.8 Theoretical implication
Application of Self-Determination Theory 
[image: https://lh7-us.googleusercontent.com/WNU2WiJGb0NKVRm8k1PExjyAC9WcDdF9tf4KC2JyEvJiydQUcuEOM9tgaiHTh5TZJactAS0t0Dwbqyi3ufBS6QDCVmV1ynh291R-FRX1qEjHwvNu6bNaUIFc8oOTdNVjZj5k9J38g8FM27tqhL1Zcz4]
[bookmark: _Toc163498239]Figure 2.8.1: “Self-Determination Theory”
(Source: Inspired by Howard et al. 2021)
A wide range of literature has expanded the knowledge of employee motivation and people management in respect to the concept of “self-determination theory”. Howard et al. (2021) have explained that the theory of self-determination regarding motivation has distinct characteristics including “phenomenology” along with dynamics in terms of focusing on intrinsic motivation towards pleasure, and satisfaction. Moreover, application of this theory has been based on three significant factors including “competence”, “autonomy” and “relatedness”, as mentioned in figure 2.8.1. However, Çakiroğlu et al. (2023), have argued that the attractiveness of external environmental drivers and inadequate flexibility amidst the professional developments are the weaknesses of this theory of motivation. Despite these weaknesses, this theory can be applied by determining self-attributes according to the competence, autonomy and relatedness in terms of facilitating highest contributions towards organisational goals. Nazir et al. (2021) have explained that the theory of self-determination of motivation can be utilised as a psychological mechanism which can sustain motivation towards individual employee empowerment including positive outcomes like increasing financial performance. Thus, it has been reviewed that logical alignment with “self-determination theory” with employee motivation within an organisation can ensure proactive employee participation in terms of adequate financial outcomes. 
Application of Maslow’s Hierarchy of Needs
[image: https://lh7-us.googleusercontent.com/lhAcoSf1I1O8DViIm7BOCHYiRR5RpmQ2Z9PjzpNR0Z0MHQmWE2mZ8iy9xzsW2kNrZzt2LP9usqbFkzW887ix4kodyuIW7P8uXmc_-HsJKdRZL1pHYa04Sfb-H2jzMeI7HxuFAVZa44ahT5AAM0hJRsQ]
[bookmark: _Toc163498240]Figure 2.8.2: “Maslow’s Hierarchy of Needs”
(Source: Inspired by Ștefan et al. 2020)
Literary studies have also showcased the implications of “maslow’s hierarchy of needs'', in terms of ensuring employee motivation through the fulfilment of their fundamental needs. Ștefan et al. (2020) has explained that implication of “maslow’s hierarchy of needs'' can be conducted by three levels of motivations including self-actualisation, esteem, “love and belonging ","safety ", and psychological needs. However, the authors of this literature have remained gaps in showcasing different perspectives of this theory related to the research area and its implications. Desmet and Fokkinga (2020) have signified that within the application of this theory regarding employee motivation, hierarchical order and problems regarding self-actualisation can be regarded as the main limitations. According to this theory, employees can feel motivated through the fulfilment of these main fundamental needs, which can help to ensure extensive financial outcomes. As opined by Le et al. (2021), fulfilment of psychological, and other fundamental needs by the organisational leadership can ensure higher level of employee motivation in terms of achieving organisations’ financial goals. Thus, the application of this aforementioned theory helps the leaders and managers to motivate employees in terms of achieving financial goals. 
[bookmark: _Toc163503221]2.9 Literature gap
Throughout the review of multiple literatures, different gaps have been identified which can limit this study in a feasible manner. Most of the studies have expanded the idea of employee motivation without an engagement with the earning capabilities of organisations. The literature has also failed to generalise how specifically employee motivation has been associated with the increase of organisational earnings. A gap has also been found regarding the potential challenges for employee motivation and viable strategies to resolve, while most of the studies are not accessible because of subscription charges. These gaps have been fulfilled by the completion of this entire research study. 
[bookmark: _Toc163503222]2.10 Summary 
In this chapter, the concepts related with employee motivation and its influence on organisational earnings has been explained by reviewing literary studies. Considering these facts, theoretical justification has been shaped along with the application of relevant theories to the research objectives. 


[bookmark: _Toc163503223]Chapter 3: Methodology 
[bookmark: _Toc163503224]3.1 Introduction 
Research methodology is a systematic approach that helps to choose data collection, analysis and sampling techniques to develop an in-depth understanding about employee motivation. The aim of this chapter is to collect more accurate and reliable methodological equipment for this research.
[bookmark: _Toc163503225]3.2 Research onion 
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[bookmark: _Toc163498241]Figure 3.2: Research onion
(Source: Inspired by Al-Ababneh, 2020)
[bookmark: _Toc163503226]3.3 Research Design 
Research design helped to the study to increase validity and reliability based on the research topic. Al-Ababneh (2020) has claimed that descriptive research design has been effective to apply the observations and case study methods in order to address the research questions. Descriptive and explanatory research designs have been used within this research for focusing on in-depth understanding through the utilisation of empirical data in context to the employee motivations. It can be justified that both research designs have helped in terms of implementing theoretical conceptions along with the addressing towards problem statements with accurate and relative information. This research design has helped to emphasise the research objectives in respect to the development of themes, as well as patterns. Hence, it can be stated that research design helped to focus on in-depth insight on this research topic and research area.
[bookmark: _Toc163503227]3.4 Data Analysis method
Data analysis within this research has helped to accumulate informative data related to the area and background of the research topic. O’Kane et al. (2021) has claimed that data analysis helps in research to collect more reliable and validated information based on the research aspects. Statistical and thematic data analysis has been used in this research to collect more accurate and in depth information related to employee motivation with theoretical concepts. In addition, regression analysis and correlation studies have been conducted to ascertain the relationship between employee motivations in respect of financial performance. It is justified that both data analysis methods helped to implement theoretical concepts and numerical information to support the arguments of employee motivations. Hence, these data analysis methods helped to extract more accurate and reliable information for this research.
[bookmark: _Toc163503228]3.5 Data Collection and strategy 
This research has used primary quantitative and secondary methods to implement more informative data related to employee motivations. Dawadi et al. (2021) stated that data collection methods helps to collect specific information related to research topics. In the case of secondary data collection, journal articles, and books have been used to collect more relevant information for depth understanding about the aspect of employee motivations. However, surveys have been used in the aspect of collecting primary data to implement more accurate and reliable information related to employee motivations. Hence, data collection methods help to develop more accurate and reliable evaluation related to employee motivation.
[bookmark: _Toc163503229]3.6 Sampling Techniques
Sampling technique has a major role in research to narrow down the research areas of primary and secondary data collection. Simple random and self-selection non-probability sampling techniques have been used in the respect of primary and secondary data collection methods. 8 peer-reviewed articles on the purpose of self-selection and 21 employees in the UK organisational dynamics have been chosen based on 6 close-ended questions for conducting this research. It is justified that both sampling techniques have been chosen to collect more informative data related to employee motivation. Hence, sampling techniques helped research to collect more accurate information based on specific participants related to the research topic areas.
[bookmark: _Toc163503230]3.7 Single or Case Study
This research has used a case study approach of multiple organisations to establish the relationship between financial performance and employee motivations. Schoch (2020) stated that the case study approach helped to develop in-depth understanding of complex organisational phenomena in different perspectives. It has adopted a single-case study approach by focusing on different organisational performance and their financial report. Hence, it is justified that the case study approach helped to implement more reliable information from financial reports to develop in depth understanding about this research.
[bookmark: _Toc163503231]3.8 Ethical consideration  
This research has maintained academic integrity and ethics to avoid the threat of bias. The information of participants regarding primary data and also secondary data has been secured in electronic devices to maintain confidentiality and privacy. The primary and secondary data have been used for the purpose of research not to harm any organisation. Thai research has maintained the ethics of General Data Protection Regulations (GDPR 2018) to ensure fair use of information regarding employee motivations (Gov.uk, 2024). Hence, this ethical confidentiality helped to avoid the issues of biasness.
[bookmark: _Toc163503232]3.9 Timeline 
[Refer to the Appendix 1]
[bookmark: _Toc163503233]3.10 Summary 
This chapter has highlighted primary and secondary data collection methods to develop in-depth understanding about employee motivation. It also maintained GDPR guidelines to avoid the threat of bias regarding data collection.


[bookmark: _Toc163503234]Chapter 4: Finding and discussion 
[bookmark: _Toc163503235]4.1 Chapter overview 
The chapter of “findings, analysis and discussion” refers to the presentation of collected data along with data interpretation. This is the most important section which is responsible for showcasing the collection of primary and secondary data along with the application of data analytical tools. For this particular research, statistical analysis is being applied to interpret primary data and thematic analysis is being applied for secondary data in terms of generating results to the research questions.
[bookmark: _Toc163503236]4.2 Findings and analysis of primary data
Interpretation of survey responses 
[image: https://lh7-us.googleusercontent.com/DiAlBoZlVNLpVHGmWxheFIsey7sJ3KO4k_Ckn-SvxNOmEQtnx9SKdnYjJUr-ZxQ8ojCUl44ufZ6y38Q6JSkIiZUO_lc4pOEDvhuklJXvEZUwAeT9ktpywiMAwZmDC8ZRT6ltEzaQ0QD3CbqCNaQYQiM]
[bookmark: _Toc163498242]Figure 4.2.1: Age 
(Source: Developed by author)
Based on the above graph, the majority of respondents or 42.9% of the total respondents belong to the age group of 18 to 29 years old. This indicates an influential and proactive attitude in responding to the questions related with employee motivation, as well as organisational earnings. 
[image: https://lh7-us.googleusercontent.com/2u7VDvX1mGBnwAOV-9pNsmdVFhlS9Pq2bkdE4bvc2-seoyaF0HrNi0wKOB5-Usjvvh9pJ7GZZSG0MKOqSTrvI8v3iMMf5oOzIbpAXWEs9ZNWB-4mz89W_mpr0_GiXKnkAidX4PEuaoHOo8Du7MNlqK4]
[bookmark: _Toc163498243]Figure 4.2.2: Designation and job role in occupational fields 
(Source: Developed by author)
Among all responses, most of the participants are managerial staff, while only 14.3% of respondents are project management-related employees. This pattern can justify the credibility and validity of the responses according to the managerial, as well as employee perspectives. 
[image: https://lh7-us.googleusercontent.com/xX7E6eM5rEl3GxQ8a8LH_a0BIt97cmnKYDqAlF6V-RJAt9RrfyDAqJieUY-6cClpjpl3CSbOpfn5TLmO6RjI_YbcVJ1UfO3kdXsbf5hEgKHpwxpwbQIYZr532MTfXs3JMWK47LWUl8_I7rQbiJeNVCs]
[bookmark: _Toc163498244]Figure 4.2.3: Impacts of employee motivation on earnings
(Source: Developed by author)
As seen in the above graph, 28.6% of the total respondents or the majority of respondents disagreed with the statement that only employee motivation impacts positively on organisational financial performance. 
[image: https://lh7-us.googleusercontent.com/xV59eaaNVC0eaE_s1_XSHY_X7ywo0UqSuPHSKCnKWvKIp7DIiG-mOkMnP2P1hKKFmpoPw14td5T_M6YQ9imau8zlz6BjWthpI7poyIpHiJX6TkIwbzUM7EwyPLjj8g3Xe2C2Vig60rfANJ-s3PLn67g]
[bookmark: _Toc163498245]Figure 4.2.4: Different motivational elements in increasing employee motivation 
(Source: Developed by author)
Based on the above figure, the majority of respondents with 38.1% have agreed with the fact that motivational elements like recognition, intrinsic rewards and incentives effectively contribute to the increase of employee motivation. 
[image: https://lh7-us.googleusercontent.com/rmgNQiHWslX7CFcHuyLWAiCEkTCy-5R6Xt6SLCTsNLTae4lkEcb6ZeWILVQzK7mtLK0xsALFmfXTvFFtjuLcfugtNrL5x5UVx6WFJSacr6jxtHHHiFXMPC4I3r9SEO1SYipCfCWV3ws-50l8oFAqJbA]
[bookmark: _Toc163498246]Figure 4.2.5: Challenges in employee motivation 
(Source: Developed by author)
Almost 33.3% of total respondents, which is the majority, has strongly agreed that inadequate direction, improper communication, lack of clarity in goals and poor trust negatively affect organisational earnings.  
[image: https://lh7-us.googleusercontent.com/glvk_50M0zMh4L1olMVOMPO1bZ0-H-Yix9daBGzC6JV2g-MUOJ1TIT673rrMikfuwzG5Q0qjbHRh6Vs0kZWHWEk8nY90zMjNKuzhZwoxgW4JTKRNZTLYeaWpP8UwEEWQh1nHKCuurEa5kkos3XyL8Fk]
[bookmark: _Toc163498247]Figure 4.2.6: Strategies of employee motivation for better organisational earnings 
(Source: Developed by author)
The majority of the respondents or 42.9% of the total respondents have agreed to the statement that providing rewards, incentives, along with a positive workplace environment can tangibly influence the increased organisational earnings. 
Correlation analysis 
[image: https://lh7-us.googleusercontent.com/qZstXoiFJN9cUmo8xRqfT9AB5KIad1i5raH1q6bnZkJ4czVQ3pLauhGVfp2iqx9GRaLKTVbpnUBh9MRu1W6U4mklRz_N4wedEtfNHDJTEHiTUpMWOr54tphPjBbtLZVkA7Oe2VAfjhmDye4hg1vbvfY]
[bookmark: _Toc163498248]Figure 4.2.7: Findings for correlation analysis
(Source: Created by author)
Based on the outcomes of correlation analysis, the linear relationship between two variables can be observed in a clear manner. The values of all columns depict the rise and decline of the series in respect to the given responses to the survey questions. The minus values within the columns showcase perfect inverse correlation between the dependent and independent variables in context to the employee motivation, as well as organisational earnings. 
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[bookmark: _Toc163498249]Figure 4.2.8: Regression of Q1 and Q2
(Source: Developed by author)
Analysis 
The F value stands at 1.031967 that indicates a positive relationship between the variable of question 1 and question 2. In that case, the age perception is highly related to the job role and designations that drive toward strong financial performance of business organisations.
Regression analysis
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[bookmark: _Toc163498250]Figure 4.2.9: Regression of Q1 and Q3
(Source: Developed by author)
Analysis 
In the above figure, the F values reached at 0.285023 that address a positive relationship between the demographic variables and employee motivations. It has been analysed that employee age highly drives employee motivation and productivity in work culture.
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[bookmark: _Toc163498251]Figure 4.2.10: Regression of Q1 and Q4
(Source: Developed by author)
Analysis 
The above values of F have stands at 2.347316 that indicate a negative relationship between these variables. It has identified that employee’s demographic factors are not dependent on the aspect of recognition, intrinsic rewards, and incentives in respect of employee motivation.
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[bookmark: _Toc163498252]Figure 4.2.11: Regression of Q1 and Q5
(Source: Developed by author)
Analysis 
In the above figure, the F value stands at 0.879237 that establishes a positive relationship between question 1 and question 5. It has analysed that employee age factors has not established a relationship and connections between the aspect of inadequate direction, improper communication, lack of clarity in goals and lower trust in work culture.
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[bookmark: _Toc163498253]Figure 4.2.12: Regression of Q1 and Q6
(Source: Developed by author)
Analysis 
This F value that stands at 0.013611 indicates a positive relationship between the variables. The F values focused on the relationship between employee’s demographic factors and rewards, incentives, and a positive workplace environment in respect of employee motivations. 
[bookmark: _Toc163503237]4.3 Findings and analysis of secondary data 
	Themes 
	Article 
	Author names 
	Description 

	Theme 1: Employee motivation has a role to enhance financial performance of organisation 
	“The effect of financial compensation on employee performance with work motivation as a mediating variable”
	Amanda and Trinanda (2021)

	Employee motivation helped business organisations to operate a productive work culture and enhance its financial position in the market. For instance, employee motivation and their work-life balance helped Unilever to generate €1.5 billion in 2022 (Unilever.com, 2024). Hence, it has been reviewed that employee motivation has a significant role in business organisation and financial performance.

	
	“ Effect of motivation, leadership, and organizational culture on satisfaction and employee performance”
	Paais and Pattiruhu (2020)
	This article has reviewed that staff motivation and leadership helped business organisations to retain their talent management and efficiency in work operations. Paais and Pattiruhu (2020) argued that staff motivation helped to operate a diverse and collaborative work culture for employee and management authorities. It has a direct impact on operational performance and business revenue.

	Theme 2:  Motivational elements, including recognition, intrinsic rewards, and incentives has contributed to the organisational earning increase
	“The Impact of Motivation on Work Efficiency for Both Employers”
	
Tovmasyan and Minasyan (2020)
	Business ethics and leadership helped business organisations to maintain its employee motivation to achieve organisational goals. Tovmasyan and Minasyan (2020) stated that employee motivation drives employees toward high performance and productivity. However, in the long term, employee motivation has a negative impact on team dynamics and overall productivity. It can reduce business growth and revenue in the international market.


	
	“Extrinsic rewards, intrinsic motivation, and new product development performance”
	.
Malek et al. (2020)
	Staff reward, incentive and recognition are the key elements of employee motivations in work culture. Effective work environment management helped M&S to increase its revenue by £ 475.7 million in 2022- 2023 (Marksandspencer.com, 2023). In that case, staff incentive and reward help staff to achieve organisational goals and maintain high productivity in work culture. 

	Theme 3:  Employee motivation faced challenges that influence organisational earnings


	“The impact of performance management on employee performance”
	
Almulaiki (2023)
	High work pressure and market competitiveness are the primary challenges for business organisations and its employee motivations.  Almulaiki (2023) argued that technological integration in work culture has directly influenced its employee performance, as well as employee motivation toward their job performance. It has a negative impact on business organisations to retain their employee performance and motivations.

	
	“The role of technology, organizational culture, and job satisfaction in improving employee performance during the Covid-19 pandemic”
	
Sapta et al. (2021)



	The global pandemic has a negative impact on business organisations through the financial crisis as well as poor staff motivation in work culture. Sapta et al. (2021) argued that pandemic and technological integration have changed the way of business operations and staff retention. In that case, a business organisation has faced challenges to retain its employees' motivation in work culture. For instance, the sales of Tesco have fallen by 3% due poor staff motivations in the pandemic (Reuters.com, 2021).  Hence, financial position is highly connected with staff’s work life balance and motivations.

	Theme 4: alternative strategies helped business organisation to overcome the challenges regarding employee motivation
	“Study of employee motivation in organizations”
	Panait (2020)
	Flexible work operations and technological integration in business environments help employees to be motivated toward high work performance and productivity. Panait (2020) stated that staff feedback and flexible scheduling helped management authorities to enhance staff motivation toward job position. These strategic implications helped Revolut to raise its sales by 45% to $1.1 billion (Revolut.com, 2023). Therefore, it has been reviewed that flexible scheduling and staff feedback helped employees to become motivated toward their job position.

	
	“Impact of employee motivation on organizational performance. A scoping review paper for public sector.”
	Kalogiannidis (2021)


	Diversity and collaborative work culture helped business organisations to enhance their employee motivation and productivity to achieve organisational goals. Kalogiannidis (2021) stated that flexible scheduling and diversity in work culture motivates employees to improve high performance and efficiency in work culture. This strategy helped to build a productive work culture and enhance a stable financial position of a business organisation.


[bookmark: _Toc163491918]Table 4.3: research finding
(Source: Developed by author)
Analysis of secondary data 
Employee motivation has a major role in business organisation to enhance high performance and stable financial position in the market. Paais and Pattiruhu (2020) stated that staff motivation drives an organisation to retain its talent management and get competitive advantage against its competitors. It has been analysed that diversity and collaboration helped business organisations to retain employee motivation toward their job role. Moreover, Malek et al. (2020) stated that staff reward and incentives are key elements of employee motivation that drives toward high performance in work culture. It has been found that these elements help employees to retain the productivity and achieve organisational goals like strong financial performance. On the contrary, Sapta et al. (2021) argued that high work pressure, pandemic and inflation are the primary challenges for business organisations toward poor employee motivations. It has a negative impact on organisational performance and financial stability in the market. Kalogiannidis (2021) stated that a flexible working and reward system helped business organisations to retain employee motivation and productivity. Hence, it has reviewed that employee motivation helped business organisations to retain its talent management and enhance financial performance in the market.
[bookmark: _Toc163503238]4.4 Discussion of primary and secondary data 
According to the primary quantitative analysis, practices of employee motivation including reward systems, compensation and incentives positively impact the development of organisational earnings. However, certain challenges like inadequate direction, improper communication, lack of clarity in goals and lower trust can create discrepancies in motivating employees for better organisational earnings. These challenges can also indicate that along with employee motivation, transformational leadership along with collaborative workplace culture can help to impose positive impacts on organisational earnings. Thus, it is discussed that strategies like providing rewards, incentives, and a positive workplace environment, transformational style of leadership and collaborative environment can motivate employees towards active participation regarding better organisational earnings. 
Besides these, secondary research qualitative results have also generalised extensive results to the research objectives. Amanda and Trinanda (2021) have claimed that motivation levels among the employees and work-life balance with productive workplace culture can help in esteemed employee motivation. Better readiness among the employees by extensive motivations from leaders is significant to ensure better financial outcomes for a firm which are supported by Katsaros et al. (2020). On the other hand, higher workplace pressures, increasing stress, and primary competitive challenges create negative impacts on developing employee motivation. As argued by Almulaiki (2023), external business environmental factors along with poor coordination can impose potential challenges to the employees in getting viable motivation and fostering positive financial performance. Paais and Pattiruhu (2020), explained that strategic combination between transformational leaderships along with collaborative workplace culture, employees can feel motivated and emphasise better financial outcomes. Thus, gaining internal strengths along with collaborative workplace ecosystems and transformational styles of management can ensure extensive forms of employee motivation in terms of achieving positive organisational earnings.  
[bookmark: _Toc163503239]4.5 Summary 
This section of findings, analysis and discussion has developed main results in responding to the research questions along with proper analytical justifications. 


[bookmark: _Toc163503240]Chapter 5: Conclusion 
[bookmark: _Toc163503241]5.1 Conclusion 
Throughout this study, it has been found that employee motivation within an organisation is based on positive employee morale, positive workplace culture and transformational leadership approaches. Development of background, rationale, aim and research objectives has found how employee motivation is associated with better organisational earnings. Review of literature has theoretically explained the significance of employee motivation, key factors, impacts, challenges and strategies towards extensive financial outcomes. 
Mainly, the results of this study have emphasised the underlying aspects, key drivers, and philosophies behind the role of employee motivation on better financial performance. Moreover, this research explores that consistency in employee motivation has significant impacts in streamlining the level of productivity and workforce performance, which can be reflected in positive financial outcomes. On the contrary note, this study has also found that inadequate direction, improper communication, lack of clarity in goals and lower trust are the key challenges in employee motivation. Hence, it can be concluded that strategic collaboration between transformational leadership and collaborative workplace culture is important in gaining employee motivation to ensure positive organisational earnings. 
[bookmark: _Toc163503242]5.2 Linking with objectives 
The first objective has been achieved in both literature review and data analysis section by emphasising validated results. In literature review, multiple literatures have been reviewed for the first and second concept, where this objective has been partially fulfilled. In data analysis, the first theme has been developed for this objective, whereas first regression analysis has been conducted to accomplish this objective.
The second and third objectives have been fulfilled in both literature review, as well as data analysis section. Third and fourth concepts have been developed by reviewing literature regarding this objective partially. In data analysis, second and third themes have been qualitatively assessed, whereas correlation, as well as regression analysis have been performed toi statistically address this objective. 
Last research objective has also been fulfilled in data analysis and literature review sections. In literature review, fifth concept and theoretical considerations have been shown to partially address this objective in a better manner. In data analysis, the last theme has been interpreted with secondary data and correlation, and regression analysis has been statistically performed to achieve this research objective. 
[bookmark: _Toc163503243]5.3 Recommendation 
Prioritising flexible schedule, positive culture and independence for creativity 
The leaders and managers within an organisation need to be focused on developing a positive workplace ecosystem, where flexible schedules, positive culture and independence for creativity can be prioritised. Durakovic (2022), has justified that workers and managers need to be collaborative in terms of building collaborative relationships along with a flexible scheduling process by which employees can be motivated towards organisational goals. Thus, it can be recommended to organisations for prioritising flexible schedules, positive culture and independence for creativity. 
Applying primary qualitative strategy 
Based on the research limitations, primary qualitative strategy can be recommended in case of any further research practices. Kabanda (2022) qualitative strategies with primary data help to accumulate real-life observations along with different perspectives and less risk of bias that can help to generate reliable results. Thus, this strategy is recommended in case of any further research practice in terms of better understanding and generation of results. 
[bookmark: _Toc163503244]5.4 Future scope 
This study is highly beneficial due to its extensive range of information about employee motivation and its relationship with organisational earnings. Within the area of organisational ecosystem, people management, employee relationship maintenance and achievement of financial goals, this study has gained wider overview through the use of primary quantitative and secondary qualitative strategies. Thus, the future scholars can be benefited from this study in terms of assessing any equivalent research related within this particular research area. 
[bookmark: _Toc163503245]5.5 Research limitation  
Throughout this study, certain methodological limitations have been found which can limit this study for achieving higher value. Due to the limited time and networking resources, it has not been possible to implement a primary qualitative research strategy through an interview approach. Moreover, the risk research biases can be evident through the results from this study. Additionally, the risks of unreliable data or information can also be evident as a potential limitation due to the use of primary quantitative strategy.  
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	Creation of Conclusion and Recommendations
	 
	 
	 
	 
	 
	
	 

	Final Submission
	 
	 
	 
	 
	 
	 
	


(Source: Developed by author)
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