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Abstract 

 

This research aims to expose the importance and impact of work motivation on the performance of 

workers and its role in an engineering services company, as well as to identify the most efficient 

incentives to achieve such motivation. On the other hand, it seeks to explain how other factors such as 

organizational climate and leadership intervene in the development of personnel, as well as to recognize 

the most viable incentives that SMEs could provide, since they are mostly family businesses that have 

few resources and the profit they obtain often represents an obstacle to granting economic incentives. A 

quantitative approach is used through the application of a questionnaire and a performance evaluation 

instrument, which aims to achieve the objective of establishing the relationship between the variables 

and identifying the key factors to be able to increase the competitiveness of organizations. It was possible 

to identify the impact of motivation on work performance through the analysis of the results obtained.  

 

Importance of Motivation in Job Performance: Case Study Engineering Services Company 

   

Objective Methodology Contribution 

To determine the relationship between 

the variables motivation and 

performance in an engineering services 

company during the period August 

2023 - August 2024. 

 

 

This research corresponds to a non-experimental 

design since none of the variables were 

manipulated during the study. It also corresponds 

to a transversal character, since the 

measurements of the variables were carried out 

at a single moment. 

To carry out the research, an engineering 

services company located in the municipality of 

Puebla is considered as the object of study. It has 

a staff of 29 workers, of which 20 are operators 

and 9 are administrative. 

To carry out the motivational evaluation in the 

workers, an 18-question questionnaire was used 

that includes topics addressed in the theoretical 

framework: communication, assignment of 

activities, job performance, teamwork, 

recognition, trust, incentives. 

The questionnaire is on the Likert scale level 5, 

which is a measurement method used mainly for 

the purpose of quantifying the opinion of the 

sample or population. The questions that make 

up the questionnaire cover topics such as the 

incentives sought to the perception of the work 

environment in the company and its activities, 

with the aim of knowing the factors that, given 

the context of the company, represented a greater 

impact on staff motivation. On the other hand, to 

evaluate the performance of the workers, a 

tabulated evaluation of the manager towards the 

workers was used. 

 

 

Based on the results obtained through the 

development of research and the application of 

instruments, it can be concluded that staff 

motivation plays a key role today in being able 

to establish and define methods that allow the 

capabilities of workers to be enhanced while 

increasing productivity. 

Without a doubt, motivation continues to be an 

issue in question due to the profile of each 

collaborator, however, understanding and 

addressing their needs is key to decision-making 

and thus continuing to increase competitiveness. 

In this sense, motivation does not act in isolation, 

but also includes elements such as effective 

communication, trust, empathy, teamwork and 

commitment, which make up a potential mix of 

activity and attitude of the worker in his 

environment. 

The current challenge for companies, and 

especially SMEs, is to be able to manage this 

element in order to grow together, since 

unfortunately current efforts have focused 

mostly on the management of processes and 

monetary resources, leaving aside human capital, 

which is one of the most important assets of 

organizations. 

The main contribution of this research lies in 

providing theoretical an methodological 

information on the relevance of motivation 

today, as a key factor that allows companies to 

be more productive and competitive by 

generating synergy in work teams and promoting 

the integration of the essential factors of 

personality and leadership in daily management. 

 

 

 

Motivation, Job Performance, Human Capital 
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Resumen  

  

La presente investigación expone la importancia e impacto de la motivación laboral en el desempeño de 

los trabajadores y su papel en una empresa de servicios de ingeniería, al igual que identificar los 

incentivos más eficientes para alcanzar dicha motivación. Por otra parte, se busca explicar la intervención 

de los factores clima organizacional y liderazgo en el desarrollo del personal, al igual que reconocer los 

incentivos más viables que podrían proporcionar las PyMEs, ya que se trata en su mayoría de empresas 

familiares con pocos recursos, y la utilidad que obtienen muchas veces representa un obstáculo para 

otorgar incentivos. Se utiliza un enfoque cuantitativo mediante la aplicación de un cuestionario y una 

evaluación del desempeño, lo cual pretende alcanzar el objetivo de establecer la relación existente entre 

las variables e identificar los factores clave para elevar la competitividad de las organizaciones. Se logró 

identificar el impacto de la motivación en el desempeño laboral mediante el análisis de los resultados 

obtenidos.     

 
Importancia de la Motivación en el Desempeño Laboral: Caso de Estudio Empresa de Servicios de Ingeniería  

   

Objetivo Metodología Contribución 

Determinar la relación entre las variables 

motivación y desempeño en una empresa de 

servicios de ingeniería durante el periodo agosto 

2023 – agosto 2024. 

 

 

La presente investigación corresponde a un 

diseño no experimental ya que ninguna de las 

variables fue manipulada durante el estudio. 

Asimismo, corresponde a un carácter 

transversal, ya que las mediciones de las 

variables se realizaron en un solo momento. 

Para realizar la investigación se considera como 

objeto de estudio una empresa de servicios de 

ingeniería ubicada en el municipio de Puebla, la 

cual cuenta con una plantilla de 29 trabajadores, 

de los cuales 20 son operarios y 9 

administrativos. 

Para realizar la evaluación motivacional en los 

trabajadores se utilizó un cuestionario de 18 

preguntas que incluye temas abordados en el 

marco teórico: comunicación, asignación de 

actividades, desempeño laboral, trabajo en 

equipo, reconocimiento, confianza, incentivos. 

El cuestionario es en escala Likert nivel 5, el 

cual es un método de medición utilizado 

principalmente con el propósito de cuantificar la 

opinión de la muestra o población. Las 

preguntas que conforman el cuestionario 

abarcan temas como los incentivos buscados 

hasta la percepción del clima laboral en la 

empresa y sus actividades, con el objetivo de 

conocer los factores que dado el contexto de la 

empresa representaron un mayor impacto en la 

motivación del personal. Por otro lado, para 

evaluar el desempeño de los trabajadores, se 

utilizó una evaluación tabulada del gerente 

hacia los trabajadores. 

 

 

Con base en los resultados obtenidos mediante 

el desarrollo de investigaciones y la aplicación 

de instrumentos, se puede concluir que la 

motivación del personal juega un papel clave 

hoy en día para poder establecer y definir 

métodos que permitan potenciar las capacidades 

de los trabajadores al tiempo que se incrementa 

la productividad. 

Sin duda, la motivación sigue siendo un tema en 

cuestión debido al perfil de cada colaborador, 

sin embargo, comprender y atender sus 

necesidades es clave para la toma de decisiones 

y así seguir incrementando la competitividad. 

En este sentido, la motivación no actúa de 

forma aislada, sino que también incluye 

elementos como la comunicación efectiva, la 

confianza, la empatía, el trabajo en equipo y el 

compromiso, que conforman una mezcla 

potencial de la actividad y actitud del trabajador 

en su entorno. 

El reto actual de las empresas, y en especial de 

las PYMES, es poder gestionar este elemento 

para crecer en conjunto, ya que 

lamentablemente los esfuerzos actuales se han 

centrado mayormente en la gestión de procesos 

y recursos monetarios, dejando de lado el 

capital humano, que es uno de los activos más 

importantes de las organizaciones. 

El principal aporte de esta investigación radica 

en aportar información teórica y metodológica 

sobre la relevancia de la motivación en la 

actualidad, como factor clave que permite a las 

empresas ser más productivas y competitivas 

generando sinergias en los equipos de trabajo y 

promoviendo la integración de los factores 

esenciales de la personalidad y el liderazgo en 

la gestión diaria. 

 

 

 

Motivación, Desempeño laboral, Capital Humano 
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Introduction 

 

Motivation plays an important role in everyone's life, and in the labour aspect, it also represents a topic 

of high impact, because the interest that the staff shows for the company, its productivity and its optimal 

development must be considered. On the other hand, companies have the main objective of obtaining the 

highest possible productivity, which from a social aspect shows a contradiction with the main interests 

of the workers, who look for an adequate organisational climate in the company in which they carry out 

their work. 

 

Companies must have a good work motivation for their workers to develop more efficiently, 

however, they must identify the incentives that have a better impact on staff to achieve their needs as 

individuals, and thus be able to progress together the company and its workers. 

 

Angulo (2018), highlights in his research that staff have suggested that top management should 

give more importance to employees rather than capital. A good alternative would also be to have 

participative leadership so that staff are more motivated and do not feel insecure or distrustful when 

participating in meetings. Communication is basic for the development of all companies, and if 

employees have greater participation, as a consequence they will be more motivated to perform their 

tasks, as they see their opinions reflected in the area in which they work. 

 

According to Romero (2019), the aspects that most affect workers' performance are working 

conditions, welfare conditions and remuneration, leadership and professional development. It has been 

found that people seek to have their personal needs met in order to stimulate their work performance and 

achieve greater efficiency within the company. Based on the findings of Salazar (2020), it is found that 

employee behaviour is influenced by a lack of encouragement at work, such as feelings of control and 

pressure from management, leading to poor motivation enrichment to perform their jobs. 

 

Much of this motivation is influenced by salary rewards, bonuses and improved working 

conditions in general. In order for employees to perform at their best, they must feel a sense of ownership 

of the work they do and receive some reward from the company in order to generate interest and 

excitement for their work. It is of utmost importance that the company-employee relationship takes place 

in an environment of trust, security and empathy. 

 

On the other hand, Fuentes (2020) concluded in his research that a large part of work engagement 

is directly related to personnel, as achievement needs are intrinsic to people and can be reflected in all 

aspects of their lives. Actions such as employee training are insignificant, as they do not meet the personal 

needs of each employee, neither is promotion to more senior positions, and financial remuneration even 

seems to have a negative influence on job performance. 

 

It is essential to remember that personal needs will always override work needs, so employees 

must be motivated not only by financial incentives, but also morally. 

 

Sumba (2022), shows that the lack of interest on the part of employees is largely due to the fact 

that the organisational climate is often inadequate, a consequence of poor strategic planning on the part 

of the top management of SMEs, who lack sufficient knowledge as they are largely family businesses. 

Finally, the main characteristic of SMEs is that most of them are companies that do not have a suitable 

organisation, and this means that employees are often affected by this, as the lack of planning is a cause 

of disinterest among workers and this has a negative impact on productivity. 

 

Development 

 

Company 

 

An industrial company, according to Chávez (s.f.), are those of great magnitude with respect to size, 

personnel and machinery, which are in charge of acquiring raw materials to later transform and 

commercialise them. As mentioned, industrial companies tend to have a significantly larger number of 

employees compared to other types of companies, so there are more factors to consider in order to have 

an optimal organisational climate and thus be able to build a productive and motivated company at the 

same time. 
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Similarly, most industrial companies focus on perfecting their processes until they have as few 

errors or downtimes as possible, which is why workers often find themselves working extra days or tasks 

that do not correspond to their areas. Taking into account the previous points, it can be seen that industrial 

companies are those dedicated to the transformation of raw materials for trade, and have quality measures 

in their processes to obtain the highest possible productivity. 

 

Labour performance 

 

Taking the idea of García (2001), performance is defined as the actions or behaviours analysed in the 

personnel that are of importance or value for the fulfilment of the organisation's objectives. Similarly, 

performance can be measured in individual or group terms, as required. On the other hand, it must be 

complemented by a continuous orientation towards effective performance, which is achieved when 

workers perform their activities in alignment with the organisation's goals so that both parties can meet 

their objectives. 

 

Taking up the idea put forward by Pérez (2001), the evaluation of work performance is defined 

as the process by which the results obtained from the work performed are analysed, as well as the degree 

of absenteeism, with the aim of discovering how productive the worker is, after which it can be analysed 

whether future performance can be improved by means of certain measures that the company can opt for, 

such as incentive systems to improve performance. 

 

Organisational culture 

 

Organisational culture, according to Riaza (2021), is defined as the norms and/or values by which a 

company is managed, and it is important to have a good internal and external organisational culture, as 

this ensures adequate development. 

 

Negocios y empresa (s.f.) indicates that there are main elements that influence organisational 

culture, which are: 

 

- Customs: Equipo editorial Etecé (2020), points out that customs are habits that are obtained 

through repetition and constancy. 

- Routines: Gardey and Pérez (2021) say that routines are acquired by repeating the same task or 

activity numerous times, subsequently developing them semi-automatically without the need to 

use reasoning. 

- Emotions: According to Equipo Editorial Sanarai (2023), emotions are psychophysiological 

reactions or alterations that occur in response to external stimuli. 

- Attitudes: According to Monsalve (2023), attitudes are the posture presented by a person or 

persons with respect to external situations, and can be applied in different circumstances. 

- Convictions: Real Academia Española (n.d.) shows that beliefs are conformities or assent 

regarding something. 

- Forms of interaction: Esneca (2022), states that social interaction is the action of emitting a 

message with the aim of generating stimulus in another person or persons. If no stimulus is 

produced, it is not an interaction. 

- Behaviours: Mimenza (2023), presents that behaviours are the actions that a subject executes, and 

it is the mode of expression with respect to an environment, situation or context. 

 

Human capital 

 

According to the Royal Spanish Academy (2022), a worker is a person who has a paid job, such 

distribution includes, but is not limited to, the economic, as it can also be compensated morally or being 

provided with certain facilities. Specifically, workers in the industrial area have the characteristic of 

having specific knowledge about the tasks they have to carry out, most of the time it is physical or manual 

work. 

 

The quality or efficiency of these tasks can be affected by the performance of the workers, and it 

has been found that this performance is influenced by the motivation of the workers at the time of 

executing their actions. 
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On the other hand, Facturama (2023), points out that a worker is an individual hired to perform a 

certain action or actions in exchange for a salary, and his or her rules and relationship with the employer 

is governed by the Federal Labour Law (LFT). 

 

Ángel Hermosilla (2003), points out that among the new skills required of the industrial worker 

are the capacity for rotation, polyvalence, flexibility, responsibility and initiative, giving way to aspects 

such as teamwork or creativity. In addition, creativity is considered a key factor in the new industry, with 

the power of ideas being the most relevant for the competitiveness of companies in the contemporary 

market. 

 

From the context of the human factor in companies, the conditions under which they operate 

represent one of the most important areas for the implementation of technologies and the generation of 

Industry 4.0, because key elements such as organisational culture, resistance to change and lack of 

integration of processes can lead to an organisation not effectively developing the implementation of 

technological elements that allow them to gradually improve their administrative and operational 

operations. 

 

Methodology 

 

The present research corresponds to a non-experimental design since none of the variables were 

manipulated during the study, and it also corresponds to a transversal character, since the measurements 

of the variables were carried out at a single point in time. In order to carry out the research, the object of 

the study is an engineering services company located in the municipality of Puebla, which has a staff of 

29 workers, of which 20 are operators and 9 are administrative. 

 

The total population of workers (29 members) will be taken to obtain the sample to apply the 

instrument. To calculate the sample of the population, the following formula was used:  

 

                            (1) 

 

Where n is the sample size, N is the population size, Z is the confidence level dependent 

parameter, e is the error level, while p and q are the probabilities of the event occurring or not occurring. 

Substituting the data, we obtain:  

 

               (2)  

  

Given the result obtained, a sample of 26 workers will be considered. 

 

Techniques and instruments for collecting information or data 

 

In order to carry out the motivational evaluation of the workers, a questionnaire of 18 questions 

was used, comprising topics addressed in the theoretical framework: communication, assignment of 

activities, work performance, teamwork, recognition, trust, incentives. 

 

The questionnaire is on the Likert scale level 5, which is a measurement method used mostly for 

the purpose of quantifying the opinion of the sample or population. The questions that make up the 

questionnaire cover topics such as desired incentives to the perception of the working environment in the 

company and its activities, in order to know the factors that, given the context of the company, 

represented a greater impact on staff motivation. 

 

On the other hand, for the evaluation of the employees' performance, an evaluation of the manager 

towards the employees was used:  
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Box 1 

Table 1 

Performance evaluation 

 

Operational and/or Administrative Area 

Position Name Score Range 

1    

2    

3    

4    

    

 Result   

 Score                            Range 

 

 

 

 

    

Value Range Description Action 

5 1-10 
Poor performance Trial period 15-30 days. 

Re-evaluation 

4 11-20 
Sufficient performance Trial period 30-60 days. 

Training 

3 21-30 
Performance close to expected Candidate for training, 

wait for next evaluation. 

2 31-40 Satisfactory performance Compensation 

1 41-50 Exceptional performance Compensation 

 
Source: Engineering Services Company (2023. 

 

Results and Discussion 

 

According to the results of the performance evaluation in January 2024, it was obtained that the majority 

of the staff was with a grade 2, however, there are 3 workers who obtained grade 3 in the evaluation 

applied, so it is considered that the overall performance is in a positive state for the company, however, 

as mentioned above, it could improve slightly to find a regularisation of all workers and the activities 

they exercise. 

 

For the month of March there has been an improvement in terms of job performance, as certain 

workers who did not reach rank 2 finally achieved it in the last evaluation, on the other hand, the overall 

result obtained a score of 33.5, which is considered as an overall performance of grade 2 (Satisfactory) 

and which meets the objectives set. 
 

Returning to the idea put forward in the theoretical framework by Calderón (2023), labour 

conformity is the level of acceptance that workers have in relation to the tasks they carry out, so in the 

present case it is highlighted that workers are satisfied and satisfied with respect to the activities they 

currently perform, since the average obtained was 4. 192, being this value considered as high and positive 

for the company, on the other hand, the variance obtained a value of 0.481, which indicates that the 

general labour conformity is adequate, this allows workers to express themselves on various aspects of 

the company and this helps positively to the growth of the same, as well as facilitates them to adequately 

perform the tasks that are given to them. 
 

The enthusiasm with which the workers carry out their work is also an aspect to consider in 

relation to the appropriate performance in the development of the companies, taking up this idea, question 

2 obtains as results a value for the mean of 4.192, since the majority of the answers obtained were with 

a value of 4 and 5, with 50% and 34.6% of the total answers, respectively. As a result, it can be deduced 

that the work motivation of the workers with regard to their activities is adequate, as no disagreement 

was expressed in this respect. 
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Monotony in the activities can bring negative results in the company, because according to the 

theoretical framework, it can lead to work fatigue and risks for the physical and mental health of the staff, 

which has a negative impact on their performance. Therefore, question 3 asks about the conformity with 

the variety of tasks performed by the workers, and from the answers obtained it can be concluded that 

there is diversity in them, since the mean value was 4.154 and the variance was only 0.455, which is a 

low value that reflects positivity on the part of the workers, since most of the answers are between the 

values of 4 and 5. 

 

For question 4, which asks about the conformity with having accepted the current work being 

carried out, the values obtained were 4.307 for the mean and 0.301 for the variance, which reflects a great 

majority of the workers' conformity with the work they accepted. It is worth noting that only one response 

had a value of 3 and the rest were between the values of 4 and 5, which shows that the staff has received 

the work as they expected when they accepted the job, so it is not considered that there is nonconformity 

in the company as a whole regarding this topic. 

 

According to the ORT Uruguay University (n.d.), internal communication is one of the pillars for 

good organisational performance, so it is important to ensure and promote it among and with workers. 

Taking into account the above, from the responses obtained it can be concluded that the internal 

communication that currently exists can be considered adequate, as the average of the responses obtained 

was 4, while the variance has a value of 0.56, which shows that communication is acceptable and 

adequate, however, there is some area of opportunity, as there is also a considerable percentage that has 

been shown to be neutral. 

 

As discussed in the theoretical framework, teamwork is of great importance for workers to be in 

an appropriate state and for the company to perform efficiently, therefore, Cardona and Wilkinson 

(2006), consider that teamwork requires coordination by workers to meet the proposed objective. 

 

Taking into account the previous idea, question 6 shows that 50% of the workers completely agree 

with collaborating with their colleagues, while 42.3% agree, in addition, the mean of responses obtained 

a value of 4.423, while the variance was 0.413, these being considered healthy values for the development 

of the company. 

 

Considering the idea addressed in the theoretical framework by Forward (2023), moral incentives 

are those that are not monetary, but through the valuation in the job that is performed, so it is an aspect 

that should be considered so that workers can develop in a better way and be in an appropriate work 

environment. 

 

Based on the above, it can be concluded that there is an acceptable work motivation in the company, 

since the mean of the answers in question 7 had a value of 4 with 53.8%, while the rest of the answers 

are proportionally distributed between the values of 5 and 3, so the resulting variance has a value of 

0.48%, which is considered low. 

 

According to Maslow's pyramid, the need for recognition in public is important for the 

development of an individual, so question 8 asks about the conformity with receiving recognition in front 

of co-workers, and the results obtained were 3.885 for the mean and 0.746 for the variance, which shows 

that there is a disparity in the answers, since the values are distributed in a similar way, and this may be 

due to the fact that some individuals prefer public treatment more than others. 

 

It is important that workers' opinions are taken into account, as this encourages their collaboration 

as well as their commitment to their work. Taking the above idea, question 9 asks the worker's perception 

of how their opinion is taken into account in the company, and the results obtained were 3.807 for the 

mean and 0.721 for the variance, so it can be concluded that there is a diversity of opinion among the 

workers, and this may be directly due to their performance. 

 

For question 10, the comfort of workers when expressing their disagreements with senior 

management is questioned, and the values obtained for the mean and variance were 3.653 and 0.875, 

respectively, so it is considered a possible area of opportunity in the company, since 42.3% expressed 

neutrality and this may demonstrate a lack of worker-employee trust in the topic of complaints or 

suggestions. 
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According to Díaz (2015), labour trust allows the mission and vision of the company to be 

developed efficiently and collaboratively, so it is important that it is carried out in a comprehensive 

manner, therefore, question 11 considers the labour trust that exists in the company, and the results 

obtained show that, In contrast to the results of question 10, there is good direct trust between the 

individual and his or her superiors, which may be due to the fact that when it comes to complaints, they 

are not listened to or taken into account by senior management, but the interpersonal worker-boss 

relationship is better. 

 

Returning to Maslow's pyramid, question 12 asks about conformity with the type of recognition 

given to workers, obtaining 38.5% of responses as neutral, a mean of 3.308 and a variance of 1.261, the 

latter being the highest value obtained for variance of all the questions. Taking into account the above, 

the results of question 12 reflect that there are different opinions regarding the perceived recognition, 

and this may be due to the performance of each worker or, on the other hand, a lack of confidence in 

expressing their opinion to the company's senior management, since according to the results obtained 

from question 11, 26.9% do not feel confident in talking to their superiors. 

 

Taking the results obtained from question 13, it can be deduced that the feedback provided by 

superiors to their workers is regular, as 46.2% of workers agree with the feedback that already exists in 

the company, but on the other hand, the mean of the responses obtained was 3.923 and the variance was 

0.553, this is because a significant percentage of the company has shown indifference in this regard and 

this shows a possible need on the part of superiors to provide feedback on the activities carried out by 

workers so that they can further improve their performance. 

 

According to Giraudier (2004), the work climate is a key point in the development of companies 

and their potential growth, and is the product of good organisational practices that involve the agreement 

of the workers, and in this case, they have shown to be mostly satisfied with the climate that exists in the 

company, since 57.7% have declared to be in agreement. The mean obtained was 3.923, while the 

variance had a value of 0.553, which is considered good as there was no considerable diversity in the 

responses. 

 

Considering what was addressed in the formulation of the problem, it is relevant to develop a 

sense of belonging in the staff so that they can feel an integral part of the work team and thus increase 

their commitment to the company and its objectives. 

 

Taking into account the previous idea, question 15 asks whether the worker considers himself to 

be an integral part of the company, and the answers obtained conclude that the sense of belonging is 

positive in the company, as the mean number of answers was 4.077%, and the value for the variance was 

0.474, these data show that the workers do not show any disagreement with regard to feeling excluded 

in the need to carry out team work, which can have a positive impact on the organisational climate and 

other factors. 

 

Taking the results obtained from question 16, it is concluded that the economic incentives granted 

by the company are an aspect that could be improved, since the mean obtained had a value of 3.5, which 

is considered regular, and the variance was 1.14, a considerably high value, this is due to the fact that 

there is a lot of diversity in the answers, this may be a consequence of the fact that the incentives granted 

are based on the performance of the worker, so that each individual's perception may vary. Likewise, it 

should be considered that, as mentioned in the theoretical framework, the viability of this type of 

incentive depends entirely on the economic disposition of the company, and in this case, it is not 

considered viable to implement more incentives of this nature. 

 

Taking up the idea of SAP Concur Team (2023), career development incentives foster growth 

opportunities for employees, as better personal results enable them to perform better in their skills. 

Taking into account the above, it can be deduced that self-fulfilment needs are in a regular state for the 

company, as the average response obtained was 3.846 which is considered average, and the variance 

obtained was 0.695, as the majority of staff agree (42.3%) and neither agree nor disagree (30.8%). Data 

should be presented as concisely as possible, in the form of figures or tables, although very large tables 

should be avoided. In addition, the wording should be a logical sequence of what was obtained through 

the application of a methodology or statistical test. 
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Conclusions 

 

With what was obtained through the development of the research and the application of the instruments, 

it can be concluded that staff motivation plays a key role today in establishing and defining methods to 

enhance the capabilities of workers while increasing productivity. 

 

Undoubtedly, motivation is still a subject in question due to the profile of each employee, 

however, understanding and attending to their needs is key to decision making and thus continuing to 

increase competitiveness. In this sense, motivation does not act in isolation, but also comprises elements 

such as effective communication, trust, empathy, teamwork and commitment, which form a potential 

mix of activity and attitude of the employee in his or her environment. 

 

The current challenge for companies, especially SMEs, is to be able to manage this element in 

order to grow as a whole, as unfortunately current efforts have focused mainly on the management of 

processes and monetary resources, leaving aside the human capital, which is one of the most important 

assets of organisations. 

 

The main contribution of this research lies in contributing in a theoretical and methodological 

way to the relevance of motivation nowadays, as a key factor that allows companies to be more 

productive and competitive, generating synergy in work teams and promoting the integration of the 

indispensable factors of personality and leadership in daily management. 
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