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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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I. 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 

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.

III. 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

Table V Factors for Motivation

Table II Age of The Respondents

Table III Service Period of The Respondents

Table IV Department of The Respondents

V. Research Methodology

	 Research Design: Descriptive Research has been used in 
the research.

	 Data collection Method: Both Primary and Secondary 
data has been used to fulfill the objectives.

	 Research Instrument: Structured questionnaire was 
designed and used for primary data collection.

	 Sampling Technique: Proportionate Random Sampling.

	 In order to test the influence of gender and age on factors 
of motivation, Mann-Whitney test and Kruskal Wallis test 
were conducted respectively. To test whether the gender and 
age has an influence on the level of motivation, t-test and One 
way ANOVA were conducted respectively to carry out both 
the tests, SPSS package was employed.

VI. Analysis And Interpretation

Fig. 1 Factors For Motivation
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	 The above figure shows that aim 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.

Table VI Level of Motivation

Table VII Test of Influence of Gender on Factors of Motivation

Test Statistics (A)

A  Grouping Variable: Gender
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	 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 
reasonable.

	 From the above, it is clear that, since the values are not 
<0.05, gender has no influence on factors of motivation.
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Table VIII Test of Age on Factors of Motivation
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Test Statistics (a,b)

a) Kruskal Wallis Test
Grouping Variable: Age



Table IX Test of Gender on Motivation Level

Independent Samples Test

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

	 From the above table, we infer that, since the value is not <0.05, age has no influence on factors of motivation.

Table X Test of Age on Motivation Level

ANOVA

 GENDER N Mean  Std. Deviation  Std. Error  
Mean  

MOTIVATION 
LEVEL 

MALE 32 2.88  1.040 .184  
FEMALE 68 3.10  .964 .117  
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Table XI Post Hoc Tests
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* The Mean Difference Is Significant At The .05 Level.

31

	 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. Findings of The Study

1.	 68% of the respondents are female.

2.	 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.

4.	 33% of the respondents accept that aim (goals and targets) 
motivate comparatively higher when compared to other 
factors.

5.	 39% of the respondents are highly motivated and also the 
motivation level remains reasonable at an overall level.

6.	 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.

References

[1]	 Biswajeet Pattanayak, “Human Resource Management”, 2nd Edition, 
Eastern Economy Edition, pp. 169-170.

[2]	 David A Decenzo & Stephen B Robbins, “Human Resource 
Management”,  7th Edition,John Wiley & Sons Inc,pp. 45-47.

[3]	 HRM Review, The ICFAI University Press,January 2011, Vol.11, 
No.1, pp. 22-23.

AJMS - Vol.1 No.2 July-December 2012 

C. Swarnalatha and T.S. Prasanna

[4]	 HRM Review, The ICFAI University Press,September 2009, Vol.9, 
No.9, pp. 20-24.

[5]	 P. Subba Rao, “Essentials of Human Resource Management and 
Industrial Relations”, 3rd Revised and Enlarged Edition,Himalaya 
Publishing House, pp. 374-375.

[6]	 Personnel Today, National Institute of Personnel Management, 
October-December 2010, Vol.31, No.3, pp.40-44.

[7]	 SS Khanka, “Human Resource Management”, Text and Cases, S 
Chand & Company Ltd, pp. 186- 87.




