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Abstract — Abraham Lincoln, until past forty, was a failure in
almost all activities he undertook. When asked about the change,
he said, “My father taught me to work but did not teach me to
love my work. I hit that accidentally, when I was forty.” People
differ not only in their ability to do but also in their “love to
do”. This “love or will to do” (called Motivation) depends upon
the strength of their motives. Motivation is an internal driving
force which results in persistent behavior directed towards
a particular goal. Thus people who are motivated are driven
by a desire to achieve the goal that they perceive as having
value to them. Motives are the expressed needs and could be
conscious or subconscious. They are always directed towards
goals. These motives drive people to act. Needs are more basic
than wants. For example, putting on clothes is a need, whereas
putting on a Louis Philippe shirt is a want. A need may lead
to different wants for different people. This differentiation
comes from the influence of environment in which one lives.
For achieving what a person wants, he will think about what
alternative actions will be required to be taken by him. He will
then evaluate these possible actions, and then select the one with
the least cost (effort). Employees will be motivated to carry out
the assigned task to the extent, if doing so satisfies their personal
needs. Work is, thus, viewed only as an effort to satisfy needs
and expectations. Motivation is not a personal trait, but a result
of the interaction between the individual and the situation. It
may be defined as the willingness to exert high level of efforts
towards organizational goals, conditioned by the effort’s ability
to satisfy some individual need. The efforts should not only be of
high intensity, but must also be channelized in such a way that
organizational goals are accomplished and the personal needs

are satisfied.
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1. INTRODUCTION

Every human action is the result of a need or desire.
One experiences a sort of mental discomfort as long as that
need remains unsatisfied in him. The moment the action is
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initiated he makes an attempt to get over the discomfort. So
what causes an action is the need or desire. What causes a
need is called the stimulus. Therefore, the manager’s duty is
to create the stimulus that causes a need which initiates action
that leads to satisfaction. This should be a repetitive process
for the action to continue. All this is called “Motivation” in
management.

Motivation is derived from the word motive. “A motive is
an inner state that energizes, activates or moves and directs or
channels behavior toward goals”.

II. OBJECTIVES OF THE STUDY
The objectives of the study include:

1. To know the socio-economic profile of the respondents.

2. To study the factors those contribute to employee
motivation.

3. To know the level of motivation existing among the
employees of the organization.

IT1. PARTICIPANTS AND PROCEDURE

The present sample included 32 male respondents and 68
female respondents. Questionnaires were distributed among
the employees. A total of 120 employees were found and
questionnaires were distributed to all of them. But filled and
completed ones were at 100 sets. Hence the response rate
83%.

IV. SAMPLE DEMOGRAPHY

It explains the socio-economic profile of the respondents.
Table I gives details regarding the gender of the respondents.
Table II highlights on the age of the respondents.Table III
explains about the service period of the respondents and
Table IV explains on the department of the respondents.
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TABLE I GENDER OF THE RESPONDENTS V. RESEARCH METHODOLOGY

PARTICULARS | MALE | FEMALE | TOTAL o )
GENDER 2 o 100 Research Design: Descriptive Research has been used in

TaBLE Il AGE oF THE RESPONDENTS the research.

PARTICULARS | 1820 | 21-30 3140 4150 | 5180 | TOTAL Data collection Method: Both Primary and Secondary

AGE 4 62 21 8 5 100

data has been used to fulfill the objectives.
TaBLE III SERVICE PERIOD OF THE RESPONDENTS

[ PARTICULARS T 0-5¥rs T 610Vis | TI-I5¥rs [1620Yrs [ 2125Vrs [ TOTAL Research Instrument: Structured questionnaire was
| SERVICEPERIOD [ 82 | 9 | 6 HE 1 | T

designed and used for primary data collection.
TaBLE IV DEPARTMENT OF THE RESPONDENTS

Sampling Technique: Proportionate Random Sampling.
DEPARTMENT NO. OF EMPLOYEES
sixi(OFFICE) 133 In order to test the influence of gender and age on factors
HOUSE KEEPING ” of motivation, Mann-Whitney test and Kruskal Wallis test
DIET 2 were conducted respectively. To test whether the gender and
PHARMACY 8 age has an influence on the level of motivation, t-test and One
TECHNICIAN 9 way ANOVA were conducted respectively to carry out both
RECORD 2 the tests, SPSS package was employed.
OPERATION )
THEATRE
NURSING 28 VI. ANALYSIS AND INTERPRETATION
PRO 2
DOCTOR 15
TOTAL 100
TABLE V FACTORS FOR MOTIVATION
Factors for Motivation
Particulars Career Rewards & Aim(goals & Work Pay Total
Mobility Recognition targets) Environment Schemes
Ranked No.1 by 1 14 33 12 30 100
Respondents
Total 11 14 33 12 30 100
Percentage 11% 14% 33% 12% 30% 100%

Factors for Motivation
Carcer Mobility Rewards &
1% Recognition

/ 14%
) W Career Mobility

.,
O Rewards & Recognition

B Aim(goals & targets)

Pav Schemes
30es

B Work Environment
) B Pay Schemes

Aim (goals &

targets)

33%

Wark
Environment 12%

Fig. 1 Factors For Motivation
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The above figure shows thataim is given 33% that motivate
the employees when compared to all other motivating factors.
Pay schemes is said to be the next motivating factor with
30%. Rewards & recognition, Work environment and Career
mobility is given 14%, 12% and 11% respectively in order

that motivate the employees.

From the above, it is clear that, since the values are not
<0.05, gender has no influence on factors of motivation.

reasonable.

TaBLE VI LEVEL OF MOTIVATION

The above figure shows that, 39% of employees are
highly motivated, 36% of them are mildly motivated, 14%
of employees are hypo motivated and 11% of employees are
amotivated. The level of motivation in the hospital remains

Level of Motivation
. ; Total
Particulars Amotivated — Hypo Mildly motivated nghly
[0] motivated — [5-7] motivated
[1-4] [8-10]
No. of B 14 36 39 100
respondents
Total 11 14 36 39 100
Percentage 11% 14% 36% 39% 100%
TaBLE VII TEST OF INFLUENCE OF GENDER ON FACTORS OF MOTIVATION
GENDER N Mean Rank Sum of Ranks
c MALE 32 47.33 1514.50
AREER
MOBILITY FEMALE 68 51.99 3535.50
Total 100
MALE 32 54.05 1729.50
REWARDS &
RECOGNITION FEMALE 68 48.83 3320.50
Total 100
MALE 32 48.39 1548.50
AIM FEMALE 68 51.49 3501.50
Total 100
MALE 32 52.41 1677.00
WORK
ENVIRONMENT FEMALE 68 49.60 3373.00
Total 100
MALE 32 50.16 1605.00
PAY SCHEMES FEMALE 68 50.66 3445.00
Total 100
Test Statistics (A)
CAREER REWARDS & AIM EIETV\5)1§I(§N PAY
MOBILITY | RECOGNITION SCHEMES
MENT
Mann-Whitney U 986.500 974.500 1020.500 1027.000 1077.000
Wilcoxon W 1514.500 3320.500 1548.500 3373.000 1605.000
V4 =771 -.859 -514 -.463 -.084
Asymp. Sig. (2-tailed) 441 391 .607 .644 933
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A Grouping Variable: Gender
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TaBLE VIII TEST OF AGE ON FACTORS OF MOTIVATION

Particulars AGE | N | Mean Rank
18-20| 4 22.75
21-30 | 62 52.05
31-40 | 21 55.12

CAREER MOBILITY
41-50 | 8 54.44
51-80] 5 27.80
Total | 100

18-20| 4 48.88
21-30 | 62 50.40

31-40 | 21 47.21
REWARDS & RECOGNITION

41-50 | 8 53.81
51-80] 5 61.50
Total | 100

18-20 1 4 43.25
21-30 | 62 49.88
31-40 | 21 52.48

AIM
41-50 | 8 55.69
51-80] 5 47.40
Total | 100
18-201 4 71.00
21-30 | 62 47.29
31-40 | 21 48.36
WORK ENVIRONMENT
41-50| 8 64.75
51-80] 5 60.10
Total | 100
18-201 4 69.13
21-30 | 62 52.02
3140 | 21 49.55
PAY SCHEMES
41-50| 8 29.88
51-80] 5 53.80
Total | 100

Test Statistics (a,b)

("ARFFR REWARDS & AIM EI‘\)I‘Q?T;I(()N PAY
MOBILITY | RECOGNITION SCHEMES
MENT
Chi-Square 8.001 1.159 732 5.633 6.302
df 4 4 4 4 4
Asymp. Sig. 092 885 947 228 178

a) Kruskal Wallis Test
Grouping Variable: Age
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From the above table, we infer that, since the value is not <0.05, age has no influence on factors of motivation.

TABLE IX TEST OF GENDER ON MOTIVATION LEVEL

GENDER N Mean Std. Deviation Std. Error
Mean
MOTIVATION MALE 32 2.88 1.040 .184
LEVEL FEMALE 68 3.10 964 117
Independent Samples Test
Levene's Test
for Equality of t-test for Equality of Means
Variances
95% Confidence
) Interval of the
F Sig. ¢ df Sig. (2- Mean Std. Error Difference

tailed) Difference | Difference
Lower Upper

Equal
variances 765 384 1 (;76 98 285 =23 212 -.649 193
MOTIVATION assumed ’
LEVEL Equal
variances 1'(;47 56.865 .300 =23 218 -.664 208

not assumed

From the above table, it is inferred that, since the value is above 0.05, gender has no influence on the motivation level.

TaBLE X TEST OF AGE ON MOTIVATION LEVEL

95% Confidence Interval for Mean
N | Mean | Std. Deviation | Std. Error Minimum | Maximum
Lower Bound Upper Bound
18-20| 4 1.75 957 479 23 3.27 1 3
21-30) 62 | 2.82 1.017 129 2.56 3.08 1 4
3140 21 | 3.67 483 .105 3.45 3.89 3 4
41-50 | 8 3.25 .886 313 2.51 3.99 2 4
51-80) 5 3.60 .548 245 2.92 4.28 3 4
Total | 100 | 3.03 .989 .099 2.83 3.23 1 4
ANOVA
MOSXIIE{ION SS::;;::E df Mean Square F Sig.
Between Groups 19.745 4 4.936 6.077 .000
Within Groups 77.165 95 812
Total 96.910 99
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TasLe XI Post Hoc TEsTs

95% Confidence Interval
(D AGE | (J) AGE | Mean Difterence (I-J) | Std. Error | Sig.
Lower Bound | Upper Bound
21-30 -1.07(*) 465 .023 -2.00 -.15
1820 31-40 -1.92(%) 492 .000 -2.89 -.94
41-50 -1.50(%) .552 .008 -2.60 -40
51-80 -1.85(%) .605 .003 -3.05 -.65
21-30 18-20 1.07(*) 465 .023 15 2.00
31-40 -.84(*) 228 .000 -1.30 -39
41-50 -43 339 210 -1.10 24
51-80 -.78 419 .067 -1.61 .05
31-40 18-20 1.92(%) 492 .000 .94 2.89
21-30 .84(%) 228 .000 39 1.30
41-50 42 374 269 -33 1.16
51-80 .07 448 .882 -.82 .96
41-50 18-20 1.50(%) .552 .008 40 2.60
21-30 43 339 210 -24 1.10
31-40 -42 374 .269 -1.16 33
51-80 -.35 514 497 -1.37 .67
51-80 18-20 1.85(%) .605 .003 .65 3.05
21-30 78 419 .067 -.05 1.61
31-40 -.07 448 .882 -.96 .82
41-50 .35 514 497 -.67 1.37

From the above table, it is clear that, since the value is
<0.05, age has an influence on the motivation level. Also, the
age 18-20 has more influence over the level of motivation
because the values are all <0.05 which is highly significant.

VII. FinpINGs oF THE STupy
1. 68% of the respondents are female.
. 62% of the respondents belong to the age group of 21-30.

3. 82% of the respondents belong to the service period
category of 0-5 years.

33% of the respondents accept that aim (goals and targets)
motivate comparatively higher when compared to other
factors.

. 39% of the respondents are highly motivated and also the
motivation level remains reasonable at an overall level.

31

* The Mean Difference Is Significant At The .05 Level.

From One Way ANOVA test, age influences the level of
motivation and the age group 18-20 has more influence
on the level of motivation which implies the employees
of young age group are more concerned and are more
influenced by the motivating phenomenon.

VIII. CONCLUSION

Thus the importance of motivation and motivating the
employees remain challenging for the management. Though
times have been changing, the latest technology in force is still
not able to mitigate the problem of motivating the employees.
Hence, it can be termed as an everlasting challenge for the
managers. Especially, in the changing global scenario, the
problem becomes much more acute and the employees are on
the edge in terms of motivating the employees. The varying
needs of the employees and the tendencies of the employers
towards them can make the situation in favor of the
organizations to make a recovery from being not motivated.
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This is a continuous process that organizations need to
follow in order to motivate the employees making employee
motivation an everlasting challenge for the managers at all
times.
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