

Dissertation – Proposal
LCBB6000
BA (Hons) Business Management 

Explore the impact of motivating strategies on employee performance at Workplace.
Student name: Ralitsa Yordanova
Student ID: 2023562
University of Wales Trinity Saint David





Submission date: 18/12/2023


Table of Contents
Chapter 1: Introduction	3
1.1	Background of the study	3
1.2 Significance of the proposed research	4
1.3 Research Purpose	4
1.4 Research objectives	4
1.5 Research Questions	4
Chapter 2: Literature Review	5
2.1 Introduction, Definition, Characteristics of Motivating Strategies	5
2.2 Importance of Motivating Strategies in the Workplace	5
2.3 Models and theories of employee motivation	6
2.4 Advantages, Disadvantages and Challenges of Effective Motivating Strategies	7
2.5 Relationship between motivating strategies and employee performance.	8
2.6 Factors influencing the effectiveness of motivating strategies	8
Chapter 3: Research Methods and Methodology	9
3.1 Research Philosophy	9
`3.2 Research Paradigm	9
3.3 Research Approach	9
3.4 Research Methodology	10
3.5 Research strategy	10
3.6 Sampling Methods	10
3.7 Data collection methods/tools	10
3.8 Ways of interpreting data	10
3.9 Time prospects of the Research (Gantt chart)	11
3.10 Ethical Considerations	11
3.11 Conclusion	11
References	12

                                                   
[bookmark: _Toc153788132][bookmark: _Toc153788424]                                                       Chapter 1: Introduction
1.1 [bookmark: _Toc153788133][bookmark: _Toc153788425]Background of the study
According to Uka and Prendi (2021), employee performance at workplaces is a crucial factor for its success as it influences efficiency, productivity, and overall business outcomes. Generally, employees play a key role in enhancing competitiveness of an organization and its overall performance. In other words, employee performance determines organizational performance. Therefore, organizations in the changing business culture are progressively adapting to the motivation strategies in boosting employee performance. A strong interconnection between employee’s motivation and performances is evident in the existing literature (Iqbal, 2019).  Therefore, the proposed study aims to identify motivating strategies in UK organizations and their impact on employee performance. 
[bookmark: _Toc153788134][bookmark: _Toc153788426]1.2 Significance of the proposed research
          The research on motivation strategies and their impacts on employee performance is critical in academics and practical fields. As noted by Anwar and Abdullah (2021), organizational performance is boosted by discovering strategies that favor productivity. The research helps strategic human resource management in the business perspective, where human capital is pivotal for presenting empirical evidence for effective motivation strategies. It also maximizes resource allocation, making organizations to focus on the most impactful factors. The research identifies strategies fostering positive workplace culture that address global challenges of employee engagement and retention. Also, it contributes to development of policies in government and regulatory bodies promoting healthy working environments (Chams and García-Blandón, 2019).
[bookmark: _Toc153788135][bookmark: _Toc153788427]1.3 Research Purpose
This research aims to precisely investigate the impact of motivating strategies on employee's performance at workplaces. Use statistical methods and data analysis, this research aims to provide a detailed relationship between employee performance and the motivation strategies used.
[bookmark: _Toc153788136][bookmark: _Toc153788428]1.4 Research objectives
I. To identify and group the motivating strategies organizations use to enhance employee performance.
II. To examine the impact of motivating strategies on employee performance and explore how these strategies influence work output.
III. To assess the relation between motivating strategies and the extent of employee performance and job satisfaction.
[bookmark: _Toc153788137][bookmark: _Toc153788429]1.5 Research Questions
I. How motivating strategies impact performance like work quality, meeting deadlines and target achievement?
II. Which motivating strategies bring about high employee performance, and how these strategies differ in impact within the organization? 


Chapter 2: Literature Review
[bookmark: _Toc153788138][bookmark: _Toc153788430]2.1 Introduction, Definition, Characteristics of Motivating Strategies
This literature review will address motivation strategies, their definitions, and their characteristics. However, it will discuss the importance of motivating strategies in Workplaces, and models and theories of employee motivation. It includes the advantage and disadvantages of motivating Strategies, relationships between motivating strategies and employee performance and the factors influencing the effectiveness of motivating Strategies.
Vinoy Vincent and Kumar (2019) state that motivation is an inspirational process which impels the team members to pull their weight effectively by giving their loyalty to the group, to carry out the tasks properly and play part in the job the group has undertaken. Motivating strategies are techniques that promote the individual’s goal-related behavior. Motivation strategies categorized into four types: Extrinsic motivation, intrinsic motivation, Introjected motivation and identified motivation (Zeng et al., 2018). However, motivation strategies have the following characteristics: Interaction between employees and the situation, Goal-oriented behavior, system-oriented strategies and positive/negative motivation.
2.2 Importance of Motivating Strategies in the Workplace
Motivating strategies are crucial in workplaces by ensuring proper utilisation of human resources, leading to production increment and efficiency. Employees that receive motivation develop deep-rooted qualities which benefit the organization (Mahapatro, 2022). For Optimal utilisation of non-human resources, the employees need to get involved in the plans and policies. Additionally, motivation improves employee performance by satisfying their needs resulting to increased dedication and improved outcomes. It also instills a positive attitude, transforming employee negativity into constructive ones aligning with the organization goals. However, motivation plays a crucial role in minimizing employee rate of replacement by addressing their needs and providing incentives. Ultimately, motivating strategies clarify goals, prioritize, and reduce absenteeism by making workplaces enjoyable. Fostering conducive labor relations influence the willingness of employees to work and cooperate among team members. Motivating strategies enhance skills, knowledge, and human-relations (Ireson et al., 2018).
2.3 Models and theories of employee motivation
Models and theory's focus on what drives employees to work toward specific goals, the decision making involved and the impact on performances. Based on Ryan and Deci (2020) findings, employee motivation theories mainly focus on the intrinsic factors, defined by the desire to satisfy human needs. Extrinsic factors state that employees are motivated by external factors such as bonuses. Three popular motivation theories include Herzberg’s Two Factor theory of motivation, Maslow’s Hierarchy of needs, and Taylor’s Motivation Theory.
The Herzberg motivation theory was developed in 1959 by Frederick Herzberg a behavioral scientist. This theory was from the interviews he conducted with employees, asking them of when they felt good or bad at work and why. Herzberg concluded that Motivators and hygiene were the two mutually exclusive factors influencing employee satisfaction and dissatisfaction. However, organizations can implement the Herzberg's theory and increase motivation and hygiene by giving employees more command over their work, feedback policy, improving their workplace conditions and reviewing employee’s welfare continuously (Bevins, 2018).
The hierarchy of needs theory was published in 1943 by Psychologist Abraham Maslow in his paper,” A Theory of Human Motivation". The Maslow theory, by use of a pyramid outlines the five human needs: Self-actualization, Esteem, Love and belonging, Safety needs, Physiological needs (Navy, 2020). Therefore, employees get motivated when their different needs are met.
Frederick Winslow Taylor established the Taylor’s motivation theory after the publication of The Principles of Scientific Management in 1909. It explored that optimizing the way people work was more efficient than making them work harder. Taylor’s interest in efficiency suggested that simplifying tasks and good relations between employer and employees increased productivity (Bodrožić and Adler, 2018).
2.4 Advantages, Disadvantages and Challenges of Effective Motivating Strategies
Sivapragasam and Raya (2018) Employee motivation is critical to a company's success and provides several benefits that contribute to overall efficiency and well-being. First and foremost, motivated employees exhibit higher productivity, focus, commitment, and a positive attitude, which translates into higher profits. Motivated employees who feel valued, recognised, and rewarded also increase job satisfaction and reduce absenteeism and turnover. Additionally, motivation fosters greater creativity and innovation, encouraging employees to think outside the box, leading to better products and processes (Kremer et al., 2019). The result is improved employee engagement, driving loyalty and customer service, which benefits your company in the long run. Lastly, motivated employees experience physical and mental health, reducing stress-related illnesses, minimizing sick days, and ultimately enhancing overall performance, contributing to a healthier and more cost-effective work environment (Vonderlin et al., 2023).
While motivating employees can be beneficial, there are also potential drawbacks. Conides (2019), motivated employees can experience burnout due to constant pressure to perform, leading to poor performance and low turnover. Overconfidence can hinder growth because motivated people can resist constructive feedback. When motivated employees compete, interpersonal conflicts can occur that affect team dynamics. Tunnel vision can limit creativity and adaptability. In extreme cases, strong incentives can lead to unethical behavior and damage a company's reputation. Despite these risks, finding a balance will ensure a positive work environment that supports employee growth while avoiding undue pressure (Kelebek and Alniacik, 2022). Mindful management helps manage potential downsides and fosters a productive workplace.
2.5 Relationship between motivating strategies and employee performance.
According to Hanaysha and Majid (2018), Employee motivation contributes significantly to improved performance, so companies must adopt strategies to maintain motivation to optimize employee productivity. Key factors include appropriate compensation and recognition of each team member's value to promote retention and maintain motivation. Establishing a positive company culture is extremely important as it promotes job satisfaction and engagement. It is Human resources department’s role in creating a positive work environment by recognizing and rewarding employee contributions (Ali and Anwar, 2021). Additionally, involving employees in goal-setting meetings can boost morale, making all team members feel valued and motivated. Regular feedback through employee engagement surveys is critical for companies to effectively understand and respond to employee needs and foster long-term motivation and performance improvements (Mone et al., 2018).
2.6 Factors influencing the effectiveness of motivating strategies
Cote (2019) indicates that motivation strategies influenced by factors such as, the need to understand individual preferences. Align motivational approaches that contribute to effectiveness with diverse employee motivations. Nevertheless, employees tend to comprehend their roles in the place of work where there is clear communication of goals and expectations. However, flexible work arrangements accommodate individual preferences that contribute to motivated employees.
Chapter 3: Research Methods and Methodology
3.1 Research Philosophy
Research philosophy is ways data about a phenomenon is collected, analyzed and used (Qutoshi, 2018). Positivism is a better choice of the research philosophies as it favours the research objectives on examining the impact of motivating strategies on employee performance through quantifiable data. Also, it emphasises on empirical observation for the research objectives. 
`3.2 Research Paradigm
Research paradigm guides considering both the philosophical and methodological aspects (Saunders, 2019). The preferred research paradigm is objectivism. It maintains a neutral party by allowing room for observation of employee’s performance without being biased. 
3.3 Research Approach
 Research approach is a general plan and procedure for conducting the study (Hancock et al., 2021). Deductive approach in the research approach is suitable for hypothesis testing and structured framework to investigate the relationship between motivating strategies and employee performance.
3.4 Research Methodology
Quantitative research method facilitates collection of numerical data patterns and correlations and facilitates statistical analysis on the impact of motivating strategies on employee performance.
3.5 Research strategy
A cross-sectional questionnaire survey will be used on the proposed research. A questionnaire survey is preferred because it is simple to administer and takes less time to conduct (Saunders, 2019). 
3.6 Sampling Methods
The population target is basically on employees within a workplace. Convenience sampling will be used because it does not involve complex procedures (Saunders, 2019). 
3.7 Data collection methods/tools
Structured surveys and performance metrics are data collecting instruments that facilitate quantitative insights on employee’s performance offer objective measures of employee performance.
3.8 Ways of interpreting data 
Descriptive statistics summarise data trends, while inferential statistics allow for drawing conclusions about the impact of motivating strategies on employee performance.
3.9 Time prospects of the Research (Gantt chart)
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3.10 Ethical Considerations
Ethical principles will be followed. They include informed consent, confidentiality, data security. Ensuring ethical conduct safeguards participant rights, confidentiality, and the integrity of the study.
3.11 Conclusion 
The aim of the proposed research is to explore the impact of motivating strategies on employee performance. Theories that will guide the research include Herzberg’s Two Factor theory of motivation, Maslow’s Hierarchy of needs, and Taylor’s Motivation Theory. All three show what motivates employees to perform better.  The research will be quantitative, and data will be collected through convenience sampling. Questionnaire surveys will be used to collect the data from employees and then analysed through descriptive statistics.   Ethical principles will be adhered to.  The research is expected to contribute to the body of empirical literature about strategies to foster positive workplace culture that address global challenges of employee engagement and retention.
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