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ABSTRAKT

ProtoZze motivovani za¥stnanci jsou @leziti pro kazdou spoteost, cilem této prace bylo
Zjistit, jaka je motivace za#stnand v bance XY, a ugat takové navrhy na zlepSeni v
oblasti motivace, aby byli zatstnanci v praci vice motivovani a také spokojeni.

Prace je rozélena na dv ¢asti: teoretickd a praktickd. Co s&dyteorie, pozornost je
vénovana problematice peb, podita, motivi, motivanich teorii, frustraci a
sociologicko-psychologickému vyzkumu. Praktickadst se zabyva bankou XY, jejim
odctlenim Lidskych zdraj a mozné motivaci jejich zamstnand. Nekolika zangstnaném
byly rozdany dotazniky, abychom se vice dm#i o motivainich faktorech v bance.
Dotazniky byly posléze vyhodnoceny. Praktickdast uzaviraji navrhy na zlepSeni
motivace zardstnané. Tyto navrhy jsou zaloZeny na vysledcich dotazrokohacené o
rozhovory sitemi zangstnanci banky. V zavu jsou vypsany odhadované naklady spojené
se zavedeningthto navrii.

Kli¢ova slova: zagstnanec, motivace, peba, podét, motiv, dotaznik, rozhovor

ABSTRACT

Since the motivated staff is the crucial matteréoery company, the aim of this thesis was
to discover what the motivation of employees in bank XY is and to suggest some
improvements regarding motivation so that theseleyeps would feel more motivated as
well as satisfied at their work.

The thesis is divided into two parts: theory analgsis. Concerning the theory, an
attention was paid to issues like need, incentiwetive, motivation theories, frustration,
and sociopsycholological research. The analytieal geals with the bank XY, its Human
Resource department, and possible motivation adritployees. In order learn more about
motivational factors in the bank, questionnairegewdistributed to several employees.
Then the results were evaluated. The last parthef @nalysis is represented by the
suggestions for improvements concerning employgegivation. These suggestions are
based on the results from questionnaires enrichigd personal interviews with three
bank’s employees. The estimated costs for impleatient of these improvements are
mentioned at the end.

Key words: employee, motivation, need, incentivetiue, questionnaire, interview
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INTRODUCTION

Most of the companies around the world know thativating their employees is the
crucial point regarding their company effectivenedse employees are considered to be
the most essential source for such a company. ifimestwhen people employed by a
company were assumed to be something like worlkasgguments with no needs, wishes,
or expectations is luckily not the case any more.

Motivating employees is not as recent as we megipect. Even in the first half of the
last century there were employers who partly foduse their employees’ satisfaction at
the workplace, trying to expose them to numerouasntives in order to make them happy
and more productive in their job. As the time pdss¥ery company dedicated some of its
premises as well as budgets to personnel depadmiately known as human resource
departments which are today concerned with thestdigle recruiting employees, their
training, development, and motivation, as well esppring their reward systems or health
and safety rules.

| personally became interested in motivation issu2008 while studying the summer
term at Letterkenny Institute of Technology, Irelat®ne course called Psychology and
Work attracted my attention and partly became tispiration for writing this thesis — there
| became interested in human resource managensemsisparticularly in the question of
employees’ satisfaction and motivation.

This thesis will be divided into two sections. Tirst part is theoretical, the second
one is analytical. Within the theory, we will deaith human resource management in
general, and then with basic motivation conceptiongtivation theories, as well as with
the ways how motivation is measured. Concerning sbeond part, we will focus on
applying the received theory into working enviromneof the bank XY. Some
guestionnaires for employees will be prepared ansequently evaluated. In addition to
this, | am going to lead personal interviews wittmg employees from several bank’s
branches in order to find out more about their padion. Some pieces of information will
be taken also from a representative of human resalgpartment. After all these findings,
several improvements regarding employees’ motimatvdl be suggested at the end of the

analytical part.
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1 HUMAN RESOURCE MANAGEMENT

In the past, employees were seen as one of tharoesof production. Almost no attention
was paid to their needs and desires. Undoubtedlynan resources are nowadays
considered to be the most valuable resource foewcly high company performance as
well as one of the crucial factors when setting argkting company’s objectives. Thus
there is the significant need to recruit and marekain such employees who are of benefit
to the particular corporation.

On the other hand, the staff has also some expmttaand wishes in the employment.
They want to feel comfortable as well as recognietheir job. Knowing employees’
needs, wishes and desires contributes to the corigpparformance as well as its profit.
Nowadays managers are aware of this fact and kmystty to find out how to satisfy their
staff. Employees’ recruitment, their selection,inigg, benefit programmes and other
matters are mainly the responsibility of a humasouece department in each company.
Therefore human resource management is seen esegit and coherent approach to the
management of an organisation’s the most valuedtsass people working there who

individually and collectively contribute to the aetement of company’s objectivés.

1.1 Human resource management activities
Further on, we will point out the main activie§ BHRM?. Most of them are already fully
developed in the bank XY. The activities are foliogz
* Organisation (organisation design; organisatioeaktbpment; job design)
¢ The employment relationship — by creating a clinadtgust
* Resourcing (recruitment and selection)
* Performance management — by measuring and assessfognance
» Staff motivation
¢ Human resource development (HRD) — by learningpitrg; or career management
* Reward management — by financial and non-finameiabrds
« Employee relations

¢ Health and safety

! Michael ArrmstrongA Handbook of Human Resource Managen(eondon: Kogan Page Limited, 1999),
3.

2 Michael ArrmstrongA Handbook of Human Resource Managen(eomdon: Kogan Page Limited, 1999),
12-14.
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2 PERSONALITY

Since this bachelor thesis deals with motivatiore should introduce the topic of
motivation with this brief chapter on personaliyis Armstrond suggests, it would be

much easier and better for company managementelfyamember of the staff were the
same. But as it is commonly known, the oppositéh "wish" is the truth. People differ

from each other due to their ability, intelligenpersonality, background, culture as well
as due to their gender, race, and possible digabili

Defining personality has never been a simple ti&ny scientists, psychologists and
philosophers have been trying to grasp the maia idedefining personality. In 1991
Toplis* explained the term personality as all-embracingtérms of the individual’s
behaviour and the way it is organised and coordthathen he or she interacts with the
environment.

Simply said, the personality may be described esnabination of stable physical and
mental characteristics that give the individual/lrés identity. These characteristics
include how one looks, thinks, behaves and feedpeEially one’s behaviour is important
for the purpose of motivation. Motives which wilé lexplained in other section have an

enormous impact on one’s motivated behaviour.

% Michael ArrmstrongA Handbook of Human Resource Managenfieandon: Kogan Page Limited, 1999),
93.

4 Michael ArrmstrongA Handbook of Human Resource Managenfieondon: Kogan Page Limited, 1999),
95.

® Stephen Simons, "Personality — Topic 1" (papesemted at Psychology and Work course at Letterkenny
Institute of Technology, Letterkenny, Ireland, Redoty 4-6, 2008).
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3 MOTIVATION

Employees together with their motivation towardtigatar work have been getting more
and more attention during the recent years. Thelames are not only the most valuable
assets in company. They are often a competitivarggdge of the company. That is why
the management has to be able to define not ontyisvtworth” motivating but also which
instruments have to be used to support motivatidghedemployees.

We start this chapter on motivation with a disauson a difference between two
approaches to motivation and motivated behavioanc€rning this issue, there is a small
clash between two types of interpretations. Thst fane is more preferred in Anglo-
American environment while the second one is mikidyl to appear in other cultures, e.g.
Czech culture.

The main problem is that in Anglo-American litena not much attention is paid to
the relationship among need, incentive and motiMee English writers such as Armstrong
and others prefer talking about extrinsic and msiic motivation rather than about the
relationship need — incentive — motive. The exicimsotivation is seen as a set of offered
incentives and intrinsic motivation as a set ofeinmotives. They suggest that one of the
two sets may exist despite the existence of therskone.

Now, we will move to the second explanation of mated behaviour. In our culture

we emphasize the importance of three interconnestsgponents:

* Need

* |ncentive

* Motive
Need

A need may be described as a lack of somethingata ghat requires supply or relief.
Moreover, it is seen as a necessity, urgent wamplg put, if an employee lacks
something in the working environment, he/she hdsetoffered some incentives which can
fulfil this need. If the need is urgent and theeodd incentive is for him/her worth enough,
this employee will experience an inner force — @t which will influence his/her

behaviour toward particular action.
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Armstrond suggests that motivation is caused by either d¢omscor unconscious
recognition of unsatisfied needs which create degw obtain something. Every individual
then creates his/her behaviour pathway which ipesgd to lead them and help achieve
their goal. In addition to this, it is believed thfathe goal is achieved, the same or similar
pathway will be selected in the future.

Next to needs, we may distinguish other sourcesnofivation such as interests,
values, ideals, attitudes, or habhitdll of these sources together with needs areaahe

birth of motivated behaviour.

Incentive

The second component is represented by incentivme8mes the word stimulus (pl.
stimuli) is used instead the word incentive. Anentive is offered from outside. The
incentives may be either tangible or intandiblemong the tangible incentives we often
include pay, bonuses, quality of working environmedmealth and safety precautions,
contributions to food, accommodation and healtle.car

Intangible incentives are connected with highgel®f Maslow’s pyramid which will

be discussed later in the chapter on motivatiohabries (p.23). In comparison with
tangible incentives, intangible ones cost no motethe company. Praise, recognition,
good communication, challenge, responsibility, anidresting work represent some of the

typical examples of intangible incentives offerecetnployees.

Motive

Beside needs and incentives, we distinguish the #ey aspect of motivation — motive.
Motive is the "driving force" of our behaviour. Amaling to Online Etymology
Dictionary’, the origin of this word goes to Medieval Latio; the word motivus which

meant moving or impelling. Here we see the conoadbetween today explanation of the

® Michael ArrmstrongA Handbook of Human Resource Managenfieandon: Kogan Page Limited, 1999),
106-107.

" Michaela Prasilova, "Jak motivovat spolupracovAlkyKitelské listy, http://ucitelske-
listy.ceskaskola.cz/Ucitelskelisty/Ar.asp?ARI=1038&AI=2168

8 valerie Kilianova, "Motivace a vedertizeni podle cil, delegovani”, ZaRohem,
http://blog.zarohem.cz/clanek.asp?cislo=220

° Douglas Harper, "Motive", Online Etymology Dictiary
http://www.etymonline.com/index.php?search=motive&shmode=none.
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word motive, which is said to be the inner forcachhguides and gives direction to one’s
behaviour. It really resembles what the Latin origiiggests.

We may say that motives have five main feattiréghe following list points out the

most noticeable characteristics of motives:

* Motives are individualistic — everybody has his/lbgvn motives. There are not
probably any two people whose motives would be #ix#te same and who would
be satisfied by one thing up to the same level.

* Motives change — it is obvious that our motivesngethroughout our lives. The
things which may satisfy somebody in his/her egdars will not provide them
with such pleasure in their retirement.

* Motives may be unconscious — as our mind has coansand unconscious parts,
we do not have to be aware of all our motives.

* Motives are often inferred — sometimes it may hapipat we do not know where
motives of other people come from and thus arécdifffor us to understand them.

* Motives are hierarchical — similarly as the needstives are ranked according to

their importance for us.

It is generally acknowledged that different pedpdee different motives. In the past it
was supposed that the only motivation for employeas the money. Unfortunately, even
nowadays this presumption is considered to be dyeparameter in preparing motivation
programmes in some companies. On the other haad;a$t majority of corporations are
aware of the fact that money is not the only kirfdnwtivation for their staff. Such
management tries to find out what motivates thebosdinates and they support them to
reach their employees’ goals.

There is huge number of employees’ mottvemong the most important ones we
may mention following:

*  Money

* Promotion

+ Performance

9 Barry L. Reece and Rhonda Brandtiman Relations in OrganisatioBoston: Houghton Mifflin
Company, 1999), 175-176.
" FrantiSek Blohlavek,Jak7idit a vést lidj (Brno: CP Books, a.s., 2005), 42-43.
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* Friendship

e Safety

* Development
* Responsibility

e Creativity

As seen in the above paragraphs, we may say tloatikg other people motives will
help us understand what motivates them, and also e as a superior or a boss can
increase their motivation in order to satisfy notyatheir needs and wishes concerning the
job but also the needs of the company.

The crucial point is when an individual startso® aware of the relationship between
his/her emerged need and the offered incentive twbhan satisfy this need. This point
leads to the birth of motive and motivated behawvidgself as we mentioned earlier.
Therefore we may say that until the need togethtr the incentive occurs, there cannot
be a motive or motivated behaviour of an individual

Then it is obvious that in Anglo-American literegua set of incentives is replaced by
the term extrinsic motivation and a set of motibgsthe term intrinsic motivation. The
only term that stays the same and plays an eskpattan both concepts is the term need.
But now there is a question up to which degree rttemtioned terms — incentive vs.
extrinsic motivation and motive vs. intrinsic mattion — really overlap and whether we
can freely interchange them or not. We will consiiliem to be freely interchangeable in

this thesis.

3.1 Definition of motivation
Motivation'® is the set of processes that stimulate, guide sarstain human behaviour
towards achieving a goal. Here we see that theegsms connected with individual's
motivation are divided into three types of behaviou

* Initiating behaviour

e Guiding behaviour

e Sustaining behaviour

12 Michael Morley et al.Principles of Organisational behaviour: An Irishxt€Dublin: Gill & Macmillan
Ltd, 1998) 56-57.
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Initiating behaviour could be explained as the lveha that needs to be taken off by some
driving force, motive, which consequently initiatdge action. For instance, a feeling of
thirst is the force that will motivate a personstarch for something to drink on condition
that something to drink exists. Applied to McCleallts Acquired Needs Theory, one of
the three needs, a need for power will cause th&opeo want to be in charge of others.
Simply put, this initiating behaviour is that kil moment when the person finds out that
he/she lacks something. Consequently he/she discdwe incentive which could satisfy
this lack, this need. Finally he/she realizes theartance of satisfying the need through
the offered incentive. At the point, the motive,timated behaviour is born.

Once the behaviour has taken off, it is guidedother decisions which the person
makes and by the best possible alternatives whécbrhshe chooses in order to find the
right way to achieve the goal. The essential thgthat in order to reach that aim, the
motivated behaviour must have a certain level dlustness and substantiality. It means
that the goal has to be worth achieving and itom@qdishment will satisfy the person’s

need.

3.2 Intrinsic and motivation
As we foreshadowed in the beginning of the chaptes, distinguish two types of
motivation: intrinsic and extrinsic. This distinati is preferred more in Anglo-American
literature. First, we will deal with intrinsic mettion. Armstrond® sees this type of
motivation as self-generated factors which guiden& behaviour in a particular way.
These factors are also believed to have deeperlargdterm effect because they are
inherent in every individual. They are supposethtdivate employee more than money or
other external rewards. Such an employee workthifove of the job that brings him/her
the enjoyment.

Malone and Leppét defined intrinsic motivation as ‘what people wilb without
external inducement’. They also tried to design iramments that are intrinsically

motivating. According to their research, factoratthromote intrinsic motivation are:

13 Michael ArrmstrongA Handbook of Human Resource Managengenindon: Kogan Page Limited, 1999),
109-110.

4 Purdue University Calumet, "Intrinsic motivation",
http://education.calumet.purdue.edu/vockell/edpsiiedpsy5/edpsy5 _intrinsic.htm.
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» Challenge — people feel motivated when their woftere a certain level of
challenge and difficulty.

» Curiosity — working environment will attract theeition of an employee who will
want to try new things.

« Control — employee needs to feel some control ¢verwork he/she is doing as
well as over his/her environment.

* Fantasy — people use mental images of things atdti@s that will consequently
stimulate their behaviour.

« Competition — an employee compares his/her retuttse performance of others.

» Cooperation — most of the staff feel happy whery tten help others in their team
with achieving the goal.

» Recognition — an employee feels satisfaction wihers appreciate his/her work.

3.3 Extrinsic motivation
Extrinsic motivation is offered by the managemehttlee company. It can be either
positive or negative. Among positive ways of exgitnmotivation we include payment
bonuses, promotion, or additional days off. Witltad) pay or wrongly-used criticism are
the examples of negative extrinsic motivation.

According to Brandf, the external rewards are often good incentivesnatteginning
a new job or when the company wants to encouragettff to develop good work habits
which bring benefits to themselves as well as edbmpany. It has been also discovered
that the extrinsic reward cannot be offered fordwerthe company. Unlike the intrinsic
motivation, extrinsic motivation usually has shtmtm effect on the employee. It is
essential that extrinsic motivation, or in otherrdvaffered incentives, is supported by
intrinsic motivation. In an ideal case, the empks/avill be provided with a certain number
of external rewards and at the same time they ballpermitted to experience internal

satisfaction.

!> Barry L. Reece and Rhonda Brandtiman Relations in OrganisatioBoston: Houghton Mifflin
Company, 1999), 173-174.
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3.4 Motivational cycle
The motivational cycl€ has five steps. We will demonstrate the individst@ps of the
cycle on example of this bachelor thesis.

1. Need — The thesis is supposed to be written tily ¥a.

2. Build-up of tension — The author of this thesisvisrried about the time. She fears
that her abilities are not good enough and thattithe will soon run out. Other
activities have to be set aside in order to fitighthesis in time.

3. Focused activities — The books are borrowed anginet search for information
starts. Several books and other material are rElagl.research is started, and the
thesis is started being written.

4. Achievement of goal — The thesis is finished anddd in.

5. Satisfaction and tense reduction — After completimg work, the author is very

pleased and happy and has time for other activities

'8 Barry L. Reece and Rhonda Brandtiman Relations in OrganisatioBoston: Houghton Mifflin
Company, 1999), 174-177.
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4 FRUSTRATION

This chapter will shortly deal with frustration et consequence of unsatisfied needs and
wishes of employees. As we have already mentiohathans have their desires which
they wish to be realised. But not every need ohwen be achieved. This depends on how
important the wish was for the person. When it ustja plain idea which is not
materialised, we will not carry much. But whenstsomething very important, something
that we really wish and want, and it cannot be eatd due to some barriers, we will start
to feel demotivated, and the frustration appears.

The most typical case could be an employee’s eldsirget some days off. The
employee has been looking forward to the days affaf long time. Unfortunately, at the
end he/she will not get the permission by our suiper. Probably he/she will be very
disappointed or even angry and may behave venyanally.

Here are the main causes which lead to demotivatil frustration of employe®€s

e Supervisor’'s unconcern to good work results

e Supervisor's unconcern to mistakes in work process

* Chaos + bad organisation of work

* Inequity in reward system

e Undeserved praise to other employee/s

e Undeserved reproach and criticism

* Rude behaviour + mockery

* Lack of interest in employees’ own ideas

» Supervisor’s unconcern to deal with the problemsutiiordinates

* Not enough responsibility

* Lack of work, materials, resources, etc.

People react to frustration in different ways. élare some common reactions and
methods which individuals use when coping with tiratson"®:
e Aggression — toward his colleagues, boss, or family

« Rational problem-solving methods to overcome theidra

Y FrantiSek Blohlavek,Jak7idit a vést lidj (Brno: CP Books, a.s., 2005), 43.
18 FrantiSek Blohlavek,Jak7idit a vést lidj (Brno: CP Books, a.s., 2005), 44.
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* Regressive behavior - reverting to earlier and nponaitive ways of coping with
the goal barrier.

» Developing some reasonable alternative approadkeabwith the barrier.

* Flight, or leaving the scene — for instance, theyhdt want to face the challenge of
their work anymore and rather quit the job.

* They put forth a lot of energy and reinforce thefifort to overcome the barrier -

this reaction to frustration seems to be the onlsitpve one.

We listed the main causes of demotivation andtypé&al responses to frustration.
From these lists we can notice that every employiggt become a victim of frustration.
We can demonstrate it on the perception of equitgfiity'® in reward system.

When the employees perceive the equity and farrtbgy feel happy and motivated
to keep current or higher levels of their inputhieTopposite case is when the people
perceive the inequity which can be either positiveegative. Positive inequity is when we
notice that somebody is treated unfair in comparisdh us, e.g. we get much higher pay
for the same work than the other person. In thermbcase we can perceive negative
inequity and it is when the other person is tredettier than we are. It means that the other
employee gets higher pay and more benefits fos#imee work which we do as well. Here
we perceive negative inequity and after some tinee may become more and more
frustrated by this fact.

Which instruments an employee will use to fightstration depends on every person.
The best option would be to reinforce the efforghilize the powers and talk about this
inequity with the superior. Good manager shouldehame to talk to him/her and to do
something with this situation. The company managentes to know that if their
employees perceive negative inequity for a longetithey would start to feel demotivated
and their performance would fall sharply. Such eyeés would be a contribution for the

company no more.

9 Michael Morley et al.Principles of Organisational behaviour: An Irishxt€Dublin: Gill & Macmillan
Ltd, 1998), 72.
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5 MOTIVATION THEORIES
There were several motivation theories created digntists and psychologists over the
20th century. In this chapter we will mention soofethem. Further on we will briefly
focus on some theories, especially on content aadeps ones. Here is a list of leading
theories according to Armstrofig

e Instrumentality Theory

* Need/Content Theories

» Hertzberg's motivators and Hygiene Factors Theory

» Cognitive/Process Theories

* Behavioural Theory

* Social-learning Theory

e Attribution Theory

* Role-modelling Theory

Instrumentality theory

The instrumentality theory was introduced alreadythe end of the 19th century by
Frederick Winslow Taylor. Instrumentality theonaiths that people go to work only for
one reason — the pay. The most important thingstmh an employee is the connection
between his/her performance and the reward. Tdoytoself stated that it is impossible to
get workmen to work much harder than the average areund them unless they are

assured of a large and permanent increase inghaeft

Need/Content theories

In accordance with the name itself, need theosssrae that human beings have an innate
package of motives which they follow. It means thabple have a set of needs or desired
outcomes. In addition to this, content theories lemsze the fact that our behaviour is

motivated by unsatisfied needs which are imporfantus at the particular momefft.

2 Michael ArrmstrongA Handbook of Human Resource Managenfiemndon: Kogan Page Limited, 1999),
110.
2 Michael ArrmstrongA Handbook of Human Resource Managenfemndon: Kogan Page Limited, 1999),
111.
22 Michael ArrmstrongA Handbook of Human Resource Managenfemndon: Kogan Page Limited, 1999),
111.
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Among content theories we include Maslow’'s Hiergrobf Needs Theory (1954),
Alderfer's ERG Theory (1972) and McClelland’s Acagd Needs Theory (1975).

Probably the most famous and influential contéebty is the one by psychologist
Abraham Maslow. He stated five hierarchical categgoof needs as they are shown in the
Appendix P I. The core of this theory is the betieit once the lower need is satisfied, a
person can accomplish a ‘higher-order’ need. Wehtnitgansform this pyramid for the
purpose of employee’s job motivation. This situatias it is demonstrated in Brand’s
Effective Human Relations in OrganisatidhsWe will get the table (Appendix P II)
showing how Maslow’s five-level pyramid is refledtén employees’ needs within the

workplace.

Hertzberg’'s motivators and Hygiene Factors Theory

Within this theory we distinguish two terms — matiers (satisfiers) and hygiene factors
(dissatisfiers). The main idea here is that motiksatare capable of motivating the
employees whereas hygiene factors are not capdlaayomotivating behaviol® The
rocket in Appendix P Ill supports this statemert.shows the relationship between
motivators and hygiene factors.

The hygiene factors are also known as maintenfacters and they are felt as the
matters which are often taken for granted by engsasy If the hygiene factors are present,
the employee will not be dissatisfied but at thesdime he or she will not be motivated.
To be motivated he/she needs motivation factoré siscrecognition, stimulating work,

responsibility, advancement, etc.

Cognitive/Process theories

In comparison to the need theories, the cognitheoities explore the process through
which outcomes become desirable and are pursuételdpdividual. These individuals are

able to select their goals and choose the pathrttsathent> The process theorists focused

# Barry L. Reece and Rhonda Branidtyman Relations in OrganisatioiBoston: Houghton Mifflin
Company, 1999), 181

24 Michael Morley et al.Principles of Organisational behaviour: An IrishxtgDublin: Gill & Macmillan

Ltd, 1998), 65-66.

% Stephen Simons, "Motivation - Topic 4" (paper presd at Psychology and Work course at Letterkenny
Institute of Technology, Letterkenny, Ireland, Mar2008).
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not only on what people want and expect from tjgbrbut also on how they believe that
they can get if® We distinguish three content theories:

* McGregor’'s Theory X and Theory Y

* Adams’ Equity Theory

* Vroom’s Expectancy Theory

Talking about process theories, Adams’ Equity Tiieeeems to be the most
influencing one. The basic principle of this the@ya presumption that employees would
compare their inputs with the outptitsit means that they would make comparison
between what they put into their job and what tgetyout of it. Consequently, they would
be very much interested in whether they were tcedd@rly in comparison with other
employees. Adams supposed that employees wouldiaeatheir and other employees’
work. The overview of employee’s inputs and outpsitshown in Appendix P IV.

To sum up this chapter, it can be said that mbshe theories mentioned above are
still valid these days. Even though Maslow’s Hiergr of Needs Theory is more than fifty

years old, it might be still seen as the most @lutieory concerning human motivation.

% Michael Morley et al.Principles of Organisational behaviour: An IrishxtgDublin: Gill & Macmillan
Ltd, 1998), 67-68.
2" Michael Morley et al.Principles of Organisational behaviour: An IrishxtgDublin: Gill & Macmillan
Ltd, 1998), 71-75.
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6 METHODS OF SOCIOPSYCHOLOGICAL RESEARCH

In this chapter, we will focus on those methodsafiopsychological research which can
be of big help when recognising what motivates ¢hgployees. All of these methods

enable us to obtain not only primary data but alscondary ones. Before we start to talk
about the social psychological research in detalhave to emphasise two core conditions
of the research - trustworthiness and reliabilifytloe respondents as well as of the

researchef®

Within such an empirical research we distinguislr imain categorié
* Questioning
* Observation
* Experiment

» Various types of analyses

One internet article deals with staff motivatiamahe importance of its measuritffg.
It sees the motivated staff as competitive advanthgrefore it is essential to know which
incentives should be offered. According to thecéetithe researches which help discover
what employees want have to be conducte