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Abstract 
Purpose of Research Activity:  
This dissertation will focus on understanding the reasons and motivations behind increased employee turnover in the higher education sector. It will do this by measuring the loyalty index to the organisation and analysing the classical motivation strategy currently used, using Trinity Saint David University as a case study. The research assumed that financial incentives have become more effective and reliable in increasing employee loyalty to the organisation and raising job satisfaction while decreasing the effectiveness of the recognised classical motivational strategies. Within the framework of self-determination theory, this research proposes  ​​linking a high level of autonomy in the organisation to job satisfaction, thus reducing the rate of employee turnover. 
The research used qualitative methods to collect data. The study involved conducting semi-structured interviews to collect primary data.
Qualitative research used inductive analysis to ensure patterns and themes were obtained through specific analyses or data. This approach helps explore new phenomena, such as employee turnover, the causes of which are discussed in this research.
Limitations of the research: Despite the number of important research papers that explore the effectiveness of motivational techniques on employee performance in general. However, there are no research papers related to Trinity Saint David University specifically or any other secondary data about the same topic covering Wales Universities or even the higher education sector in the UK; this encouraged the researcher to explore the effectiveness of the current motivation strategies that are used at the university and whether this research will lead us to add new knowledge and other technical recommendations that will help the HR department to be more effective in the future. 
The research location is Walse, specifically Swansea City. It contains two prestigious universities, Swansea University and Trinity Saint David University, which were chosen as a case study.  
In addition, one of the limitations was that the research sample size was too small. 
Results: The research reached several positive results, for example, that 40 per cent of employees prefer financial motivation strategies over classical motivation strategies, and this is due to the economic and political changes that the United Kingdom has experienced since the outbreak of the Covid pandemic and the high rate of inflation, which continues to worsen in light of the political transition and its consequences from the rule of the Conservative Party to the rule of the Labor Party.
Implantation and recommendations: The research recommended increasing the use of the financial incentive strategy, increasing the rate of independence and transparency, and involving change management personnel to work side by side with the HR  department to ensure the validity and suitability of the plans developed by the personnel management team, and working to increase the rate of cooperation between departments.




Chapter One Introduction  
A well-functioning and successful educational system depends on the employees and the academic faculty (Ali, B.J. and Anwar, G., 2021). So, any educational institution's administration or HR department is conscious of keeping their employees motivated and follows the most effective motivational strategies to improve employee performance at higher education institutions. (Kuswati, Y., 2020) 
The task of retaining competent and qualified employees to compete with other educational institutions is a challenging task at all, especially considering the competitive challenges that exist between educational institutions (Hentschke, G.C., Lechuga,2023). The employee or academic member plays an essential role in developing, refining, and transforming the ordinary individual into a thinking person who contributes to the development of society into a successful community (Panwar, M., 2020.) 
Retaining employees in their jobs and ensuring reliable performance depends on reducing their intentions to move to other institutions, and here comes the significant role played by the institutions’ strategic motivation plans.  
 Employee mobility is always possible—also termed “switching behaviour” from one department to another. With good opportunities, employees and academics may intend to leave the university or institution, creating problems by losing many experienced academic personnel (Richardson and Watt, 2005).  
 Indention to what was mentioned above, an American study indicates that the turnover rate of employees and academics in the field of the higher education sector is a high rate that may reach 8%  
A study in the United States of America (USA) reveals that approximately 7.7% of full-time faculty members of different universities and colleges switched their jobs to other institutions (Climek, M., Henry, R. and Jeong, S., 2024.). Approximately 19,000 professionals left their jobs in the Asia–Pacific region, including medical staff and lecturers from various colleges and universities. (Guzeller, C.O. and Celiker, N., 2020).   
They usually hunt for better opportunities in Canada, Germany, the Western, etc. (Reddy, K. and Koundal; M.G., 2023). The same scenario is observed in the United Kingdom with respect to the education system (Gerhardt, T. and Karsan; S., 2022). Therefore, the employer must know how to retain existing academics for the institution’s betterment. It may not be possible to know the employees' turnover determinants because of the differences in the motivational strategies used by organizations. (Kung, J.Y., et al.2020).
However, it is possible for the institution to predict the actual turnover of their employees (Kash et al., 2010). To sort out the problem of TIs in academics or employees, some important tactics can be used by the policymakers and management, i.e. the level of commitment to the organization the commitment that affects the TIs of employees. (Nguyen, T.D. and Springer, M.G., 2023).
McGregor asserts neither approach is appropriate since the basic assumptions of Theory X are incorrect. 
Drawing on Maslow's hierarchy of needs, McGregor argues that a need, once satisfied, no longer motivates. The company uses monetary rewards and benefits to satisfy employees' lower-level needs. The motivation disappears once those needs have been satisfied (Wangdi, T. and Tobgay, S., 2022.)

The past literature indicates mixed results about the relationship between commitment and motivation. Some researchers suggest that motivation drives commitment (Vickers, N.J. 2017). In contrast, (George, 2011) argues that commitment leads to motivation. Although several studies reveal the role of motivation and commitment to turnover intentions, there is still a shortage of literature in the context of the educational sector (Guzeller, C.O. and Celiker, N., 2020). 
Comprehensively, most of the past available literature It is crucial to incorporate Eastern perspectives into the literature, as they provide a unique and valuable insight into the relationship between commitment and motivation.  
Furthermore, there is a significant lack of research that explicitly considers HR motivational strategies in the educational sector in the UK. This scarcity of research underscores the need for this study, which has the potential to significantly impact the educational sector. Hence, this study aims to identify motivational factors that may enhance employees' level of commitment and analyse the Impact of motivational strategies on Employee Performance and the resulting influence on their TI. This research posits that. 
Motivation leads to the level of employees' commitment to the organisation and their desire to stay linked to the effectiveness and quality of the organisation's motivation strategies. This research explores the effectiveness of these strategies at Trinity Saint David University through the three dimensions of the institution: organisational commitment. Afram, J., Manresa, et al., 2022. 
This research explores the direct and indirect role of motivation in turnover imitations through the three dimensions of organisational commitment (OC), which are considered mediators between the motivation dimensions and TIs.  
Because of OC, the three-dimensional concept has attracted research scholars of different disciplines, namely public policy, sociology, managerial, and organisational. Therefore, over the past 50 years, OC has remained a considerable research phenomenon.  This research is among the very few that try to evaluate this complex model, which bases its premise on the "self-determination theory (SDT)" motivational scale: the absence of motivation (AM), extrinsic motivation (ExM), and intrinsic motivation (InM); and the "theory of OC" multi-dimensions: affective commitment (AC), continuous commitment (CC), and normative commitment (NC) for TIs considering the "theory of planned behaviour (TPB)." That is the phenomenon based on attitude.
Research Question:  
1. How do motivational techniques affect employees' turnover intentions and overall job satisfaction in the higher educational sector, and how do they relate to employee retention? 
2. What motivational strategies are preferred by employees at the university?  
Aims of Research Activity:  
To explore the effects of classic motivational techniques on employee performance in higher education, drawing insights directly from the University of Trinity Saint David employees. This research has the potential to not only enhance our understanding of employee motivation in higher education but also to provide practical recommendations for improving the well-being and performance of employees in this sector.  
Objectives of Research Activity:  
1. To identify the effective range of motivational techniques currently utilised in the university.  
2. To explore employee preferences for specific motivational incentives over others.  
3. To recommend actionable strategies for HR managers to enhance employee performance through targeted motivational practices. 
Proposed methods: The study aims to investigate the most effective motivational techniques for enhancing employee performance within the higher educational sector: a case study of the University of Wales, Trinity Saint David. To accomplish this, the study employs a qualitative research method suitable for exploring sensitive topics like those addressed in this project. Qualitative research allows individual interpretation based on human experiences or activities rather than solely relying on quantitative results (Saunders, 2019).  
Guest, MacQueen, and Namey,.2011) state that qualitative research methods "allow researchers to respond to context and understand complex phenomena within those contexts." Although each of these methodological stances assumes that the central efforts of a qualitative research study are to understand the experiences and meaning-making efforts of the studied participants, how these researchers acquire their understanding and knowledge varies considerably.  
The research involves conducting semi-structured interviews on a sample of employees, including faculty members, administrative staff, and managers, to delve deeper into their experiences with motivational techniques.  
Qualitative data can provide rich insights into the underlying factors influencing employee performance and satisfaction. To understand the nature of work and the motivational techniques provided to them, the responses of critical informants will be analysed thematically to identify commonalities Braun & Clarke (2006), leading to valid recommendations aligned with the study's objectives.  
Ethical considerations will be followed to ensure the interviewees' comfort and anonymity are maintained throughout the process (Khan, I.A., 2015).  
Data Collection Methods of Analysis: A descriptive research design was carried out to investigate the effect of motivations on employee performance in the higher educational sector, specifically in the University of Wales Trinity Saint David in The United Kingdom. This study's population will comprise a small group of 4 or 6 participants identified and invited from the university teaching staff and non-teaching staff. Semi-structured interviews will be used to determine the effect of motivation on employee performance at Trinity Saint David University in the UK (Ruslin, R., Mashuri, S., et al.,2021).  
The proposed tool, Thematic analysis, has been widely used as an instrument for analysing qualitative data in the fields of psychology, sociology, education, and health sciences. It is applied and articulated in several standards, differently and often confusingly, but categories of topics suggest their growing and dominant position in these disciplines or fields of research (Castleberry, A. and Nolen, A., 2018). The thematic analysis of data collected from focus groups, interviews, narratives, open-ended survey questions, and other text-based sources is appropriate in this proposed 
research, to identify implicit and explicit ideas, opinions, experiences, and meanings identified in, (Braun, V. and Clarke, V., 2012). 
Also, Personal Interviews The research employed face-to-face interviews to gather data from the targeted universities. The method had various advantages, including the ability to clarify the research question to ensure that different respondents interpreted the questions in the same way. The semi-structured interview was also associated with any exploratory research where the importance of qualitative information collected was high. Additionally, more information was obtained when on-site by asking additional questions to enable a more detailed breakdown of the data.
Contributions to the Field: The research focuses on motivational strategies and their impact on the performance of employees in the higher education sector, thus contributing to bridging the gap and limitations of past literature in various ways. 
First, it conceptualises motivation strategies by critically analysing Masulo based on classifying employees' psychological and financial needs, Herzberg's well-acknowledged two-factor theory. This study provides a lot of helpful information through an empirical investigation of classical motivational studies that can be effectively used by high-education management in their decision-making process and to decrease employee turnover. Numerous studies have been conducted in developed countries focusing on applying organisational motivational strategies. Still, barely any study contributes to developing the importance of enhancing financial motivation, focusing on the higher education sector. 
Developing this approach would significantly contribute by investigating motivational strategies implemented at distinct levels within the selected case study institution. The research method is robust and comprehensive because it considered the fragmented and conflicting literature on motivation strategies and compiled it from various sources. The research provides a clear framework for understanding these strategies' impact by linking them to performance and categorising Case Study University's HR practice. Using empirical data allows the researcher to investigate the prevalence of these strategies, their perceived impact on performance, and their effects on organisational loyalty.













Chapter 2 
            Literature Review and theoretical foundation
In a business context, motivation refers to the internal and external factors that stimulate an individual's desire and energy to be continually interested in and dedicated to a job, role, or task. It involves consistently putting forth effort to reach specific objectives and achieve goals. Motivation involves the incentives, rewards, recognition, or conditions that drive employees to perform at their best, aligning their personal goals with the organisation's objectives. (Jafari-Sadeghi, V., 2020.) 
Key Theoretical Frameworks of Motivation in Business:  This section delves into the most prevalent definitions of motivation in business theories. While numerous scholars have endeavoured to define motivation, a closer look at their definitions reveals a rich variety of approaches, each with its own unique perspective and insights. This diversity underscores the depth and complexity of the concept of motivation. Consequently, recent definitions of motivation in business theories are synthesised. In this context, incentives emerge as pivotal elements in corporate management, driving employee performance and aligning personal and organisational goals. (Gopalan, V., Bakar, et al., 2020). Exploring the concept of motivation started with clarifying the dependent variable; motivation involves the sense of needs and the desire that will, therefore, prompt an individual to act. (Thomas, A. and Gupta, V., 2022). 


There are several alternative definitions of motivation, as follows: A widespread definition of motivation is an inner state that arouses, directs, and maintains behaviour. (Sanchez-Santamaria, J., Boroel-Cervantes, et al., 2021). However, the terminology used here narrowly interprets motivation, limited to one aspect. Motivation is said to be induced when something external is done to the individual to affect behaviour (M Grant & Shin, 2012).  Induced motivation can be regarded as a function of perception of the effectiveness of needs. This proposition's underlying supposition is that behavioural decisions should ideally be functions of perceptions of the situation and not determined by the satisfaction of needs. This review will demonstrate that motivation defines the reasons that guide our actions and behaviours. It is an organic desire fueled by specific internal or external rewards or incentives. Understanding motivation is crucial in deciphering human behaviour, as it provides insights into the reasons behind our actions. While there are many variations of what is best for different situations, all types of motivation consist of three similar components that can be used to increase overall motivation (Kalogiannidis, S., 2021). 
Positives and Negatives of Current Motivation Theories: Motivation theories have significantly contributed to our understanding of human behaviour, but like any theoretical framework, they have their strengths and limitations (Gagné et al., 2022). 
Positives: Theories provide a framework for understanding behaviour. They explain why people act in specific ways, allowing for prediction and intervention. Inform practical applications: Many theories have been successfully applied in various fields, such as education, business, and healthcare, to improve performance and well-being. Stimulate research: By identifying gaps in knowledge, theories encourage further exploration and development of motivational concepts (Urhahne, D. and Wijnia, L., 2023). Highlight the complexity of motivation: Most contemporary theories acknowledge the multifaceted nature of motivation, considering both intrinsic and extrinsic factors. (Heimlich et al., N.M., 2008). 
Negatives: Oversimplification of human behaviour: Some theories may oversimplify the complex interplay of factors influencing motivation—limited generalisability (Chang & Chen, 2015; Keller, 2010). Many theories are based on specific populations or contexts, limiting their applicability to diverse groups. Conflicting findings: Different theories often propose contradictory explanations, challenging determining the most accurate perspective (Keller, 2000; Li & Keller, 2018). 
Neglect of individual differences: Some theories may need to adequately account for individual variations in motivation and responses to motivational strategies. Ethical concerns: Certain motivational techniques, such as manipulation or coercion, raise ethical questions; indicating that no single theory is universally applicable is essential. (Hirsh et al. Galinsky, A.D., 2018).  A comprehensive understanding of motivation often requires integrating insights from multiple perspectives. Additionally, the effectiveness of motivational interventions depends on carefully considering the specific context and individual characteristics.




Types of Motivational Techniques:  
Within the framework of the previously mentioned definitions of motivation and its importance, we must mention the most important types of motivation methods used so that we can know the extent of their effectiveness and then apply the scientific theories appropriate for each method of motivation. The human resources department in any organisation works to create a series of motivational measures that will raise the efficiency of employees and improve the work environment, which reflects the organisation's success and helps to hope for its prosperity. (Bawa, M.A., 2017).  

1. Intrinsic Motivation: According to Riordan and Gatco, intrinsic motivation will profoundly affect supremacy and happiness (Alshenqeeti, 2020).  
As they state: "a person must derive satisfaction from the current situation, and satisfaction will create commitment and determination, which in turn will foster top-level execution” ( Matunhay, L.M.et al Pailago, K.L., 2024). 
Socieman makes a similar statement by indicating that people working at a place they use in a manner consistent with the organisation and its values are likely to be motivated without external empowerment (Chen, Zhang, et al., 2019). 
(Faraz et al.2021) Finally, Argyris and Gaizer associate their model of the emotionally mature employee with increased satisfaction and motivation to achieve, learn and confirm the employee's self. (Zhang & Su, 2023) In the educational sector and long-term care contexts, intrinsic motivation is often viewed as because of one or a combination of employee values as either adherence to the organisation or the belief in the magnitude of work being performed, or a sense of empowerment, satisfaction, internal gratification, or relatedness, choice, affection, and growth. (Pincus, J.D., 2023). 
This occurs when the individual is motivated by producing the required goods or services, witnessing the satisfaction of this work, or deriving satisfaction directly from affiliated values or beliefs of the organisation. (Ford, B.Q. and Gross, J.J., 2018). 
The British Red Cross is an example of the motivational influence of belief values and organisation.  
The work they perform directly satisfies their needs, but the importance of the organisation and the associated values of dedication, love, and concern contribute to their motivating force. Daniel Pink maintains that it is worthwhile to distinguish between the rewarding outcomes people receive and the rewarding results that benefactors receive because of their actions or work (Gunderman et al.; A.P., 2011). 
The beneficent may perform the task without concern for a particular outcome they will receive or for reaching predetermined criteria of excellence. While, in many cases, it is not the action itself but its integrated details and affiliating values that offer the only potential source of gratification, it is likely that the optimised grace is responsible for the complex view of human nature (Morris, L.S., Grehl, et al. Westwater, M.L., 2022 
2. Extrinsic Motivation: 
Learning is the best example of extrinsic motivation. People prefer to avoid learning, solving mathematical and logical exercises, or doing homework. However, after finishing these treatments, and receive fame, get good grades, or prevent our punishment, which also means getting good grades; we study, which is an excellent example of extrinsic motivation. Of course, learning without extrinsic motivation can reach an extent which is attainable. It is not easy to find a child that the concept of a fanatic teacher fundamentally increases the knowledge of the subject that this teacher instructs (Bear, G.G., et al Farley-Ripple, E., 2017).  
The scores have been levelled, finally. Extrinsic motivation is about that good old carrot and stick idea. If we do something good, we get a guarantee for a pat on the back or a goodie. If we do something terrible, the stick comes out. Depending on these reactions, our behaviour follows. B.F. Skinner, a renowned psychologist, has also suggested that the root of our behaviour is only the result that it produces - changes in the environment as a reaction to their exterior reactions are general meters and the basis for extrinsic motivation (Ryan et al., E.L., 2000) 
Extrinsic motivations include those that result from doing something because it leads to a separate reward or avoids an exterior punishment.  
3. Positive Reinforcement  
Financial incentives significantly impact workers and their setting; they are trying to relate them directly to their job performance. When financial rewards are linked to individual performance, workers typically focus on it. If done incorrectly, these incentives cover specific behaviours performed based on eligibility criteria or evaluation of customer satisfaction (Gunderman et al., A.P., 2011) 
As a result, workers begin to pay less attention to others, which can lead to adverse effects. A higher demand for services can result in stress and employee burnout and adversely affect team cooperation. It prompts them positively and negatively through a work effort to create inappropriate social behaviour. (Hilmarsson, and Rikhardsson,2011).  
Potential negative consequences of incentives and bonuses are addressed. Organisational members are encouraged to correct social behaviour related to violations of moral standards or to carry out what they need to achieve better financial results. Rewards are always given and tied to how the process is executed, not just the results (Miendlarzewska et al.; S., 2016). 
Positive reinforcement is a delicate and carefully devised technique in which workers react well to various incentives. This technique is based on the premise that if excellent employee performance is recognised and rewarded, there is a great likelihood that this positive behaviour will happen again later (Shaw et al.; N., 2015). 
Bonuses and the like must be related to the worker's effort, individually or collectively. The individual or team must also be identified as the causes of success for job satisfaction and understanding desirable behaviours or attitudes (Seifert et al.; P., 2012). 
Using those above to demand better results can motivate one to engage in some bad social behaviour. It is also worth noting that the timing of reinforcement must be appropriate for each individual. Admitted individuals are sensitive to positive effects on the elderly and children, changing the order of occurrence of reinforcement expectations of positive attitudes (Miendlarzewska et al.; S., 2016). 
 
4-Goal Setting  
Goal setting is a process involving distinct principles of motivation. Three essential principles relate to goal setting.  
The first principle is that specific and challenging goals motivate more than easy, vague, and general goals.  
The second principle states that well-defined and attainable goals through learning and effort can enhance performance. The last principle is that setting a performance goal can lead to higher task performance when the goal-seeker receives goal-directed feedback.  
Goal setting facilitates performance through four mechanisms:  
Goals directly help to enhance task persistence; they also indirectly affect this by leading to the development of goal-directed strategies and action plans. People are motivated to expend effort for a variety of cognitive reasons.  
Committing to a goal can led to the exertion of effort using feedback and self-regulation (Siegert et al.; W.J., 2004) 
Goal setting is another motivational technique.  
The goal-setting theory, developed by Locke, states that the procedure for developing goals and the difficulty level of the goals selected are influenced by a person's level of performance. The primary personal factors influencing goal setting are national culture, personal attributes, and behaviour (Kanfer et al.; R.E., 2017).  
Within the organisational context, goal setting involves establishing specific and challenging goals, using various means for realising success, and providing feedback and monitoring. A goal is defined as a result that a person is committed to achieve. Challenging goals are objectives that require hard work and dedication to accomplish. The greater the challenge in motivational and performance outcomes associated with the goal. The organisation typically uses goal setting to improve task performance, initiatives, creativity, and satisfaction (Kanfer et al.; R.E., 2017). 
5- Recognition and Rewards  
The guiding principle of presenting rewards so that rewards are linked directly to attainable behavioural and motivational intentions supports the prospect theory, the enumeration theory, which emphasises the intention of behaviour about the price of reward, based on the proposed eradication theory, and the depreciation of motivation. In addition, the nature of the reward system can affect performance by increasing the number of resources available equivalent in exchange for productive behaviours (Abdullah et al.; N., 2016).  
This interacts with several other factors in the model, such as personality, trust in management, and type of compensation package. Given the theoretical framework of motivation, expectations, and OCB, individual behaviour will be analysed, specifically investigating the impact of various aspects of extrinsic motivation (Hidi, S., 2016). 
The relationship between this and positive adverse outcomes at work. Estimation: What are the intentions behind translating, producing, or demonstrating OCB?  
There are three levels of motivational techniques. The first level is ending a stimulus or starting a stimulus. Using negative or positive reinforcement as appropriate, an individual is taught never to give in to negative feelings. For example, while expecting praise for decent work and completing it is inappropriate, individuals with these feelings not be motivated to do their jobs because they are not praised. Negative people are motivated by incentives that create anxiety (Samdal et al.; E., 2017). Encouragement causes individuals to perform the behaviour that follows praise without self-citation. A poor attitude results from something that should be expected, such as a reward to motivate behaviour. The other two levels contain numerous motivational practices, such as establishing internal relationships, motivation by stimulating content, and non-financial rewards (Putra et al.; G., 2020).  
These strategies significantly impact employee satisfaction, which is crucial for a positive work environment. Carefully designing compensation packages and mechanisms to create an atmosphere where employees trust management, innovation, and compensation is the foundation of any successful enterprise. Papers, tokens, experiences, awards, and celebrations are helpful for several recommendations, for example, recognising and rewarding employees' good or better work to influence employees' behaviour, increase organisational citizenship (OCB), organisation, improve performance, satisfaction, and decision loyalty.
Introduction to Self-Determination Theory: 
Within the framework of the literature on various motivation methods and theories and an explanation of the essential definitions of motivation, self-determination theory will be used to measure its effectiveness and its reflection on employees' performance and the extent of their satisfaction with their workplace at Trinity Saint David University. 
In recent years, there has been increasing interest among managers and organisations in understanding and obtaining knowledge of motivation to enable factors that improve performance. Interest in motivation has led several management researchers to address the same facet of motivation, namely the drive or pull that leads individuals towards specific goals and behaviours. Self-determination theory is an approach to human motivation and personality concerned with the development and consequences of the socio-cultural conditions of human behaviour (Deci et al., R.M., 2017). It is based on humans' evolved inner resources for personality development and behavioural self-regulation. Early works on this theory focused on the vices of hedonic activity and how they led to maladaptive motivational regulations and pathways. Recent advances have elaborated on the concept of "activities" (both hedonic and nonhedonic) that can fulfil basic psychological needs and enhance the quality of motivation and wellness (Meyer et al.; E.R., 2010). 
Uniquely, Self-determination Theory distinguishes motivation across a dimensional continuum (from no self-determination to high self-determination) and proposes that these several types of motivation can have differential consequences for learning and task engagement.  
A fundamental insight underpins robust research and a practical program on the need to support and foster intrinsic motivation in various contexts, including the workplace. This theory has been widely applied in organisational psychology and has shown promising results in improving employee performance.  
The theory proposes that individuals have three basic psychological needs: autonomy, competence, and relatedness. These needs are said to be essential for intrinsic motivation and well-being. The theory of Self-determination adopts that individuals have three basic needs: autonomy, competence, and relatedness. Supportive actions of engenderers are that contexts organised by the rich distinctions made within the broader self-determination theory framework foster positive motivational, emotional, and learning outcomes in employees.  
Empirical evidence is reviewed to verify whether some of the need-supportive actions predicted by the self-determination theory can be identified in a naturalistic instructional context and whether they positively relate to indicators of employees' motivation and learning. Other evidence is also reviewed to provide initial data on how contexts that comply with self-determination theory propositions may differ from contexts that do not (Gunasekare, U.LT.P., 2016). 
Critical Implications of SDT in Employee Performance: Autonomy: Allowing employees to control their work and make decisions can enhance their intrinsic motivation and job satisfaction.
Competence: By providing opportunities for skill development and recognising achievements, we can instil a sense of competence in our employees. This not only boosts their confidence but also encourages continuous improvement, ensuring a skilled and confident workforce.  
A supportive and collaborative work environment fosters relatedness, or the sense of connection employees feel towards their colleagues and the organisation (La Guardia, J.G.& Patrick; H., 2008).  
Competence: Once the necessity for autonomy is established, it is equally important to consider the role of competence in intrinsic motivation. Unlike the innate needs for autonomy and relatedness, individuals' aspiration for competence must be induced. This induction is primarily the role of social agents and the cultural contexts into which individuals have been adopted. A significant difference exists between 'high' and 'low' probability activities; however, the zest for controlling and leisurely 'risky activities' is alive and well within even the most cautious individuals. Feeling competent within the topographical, visual-auditory, temporal, and social domains of the activities at hand is essential for motivation to be further pursued. The current goals and feedback-seeking behaviour can reflect the confidence and concern for competence the pursuer holds. However, it is essential to note that contextually determined perceptions of competence can skew this behaviour and lead to either the avoidance of ludic situations within the exact domains or attempts to find more controllable situations.

Relatedness: Besides providing workplace environments supportive of autonomy and competence in job design and feedback, it is also essential to consider the role of an individual’s sense of relatedness and social contract to their engaged activities. The experience of relatedness relies solely on social and environmental factors and contextually induced perceptions; these feelings also pertain to certain social relationships with each individual.  Like the need for autonomy and competence, relatedness has become fundamental to human nature. However, that being said, the definitions and schematic outlines of the basic needs for autonomy, competence, and relatedness set the stage for its practical applications. 
Traditional Theories vs. Self-Determination Theory: Economic-oriented theories such as Taylor’s scientific management, Hawthorn experiments, and McGregor’s X-Y theory assume that employees’ objectives in organizations are profit maximization and personal convenience satisfaction.  
These traditional theories had a significant impact in the mid-1900s. However, motivation was of minor importance during those times because wages and salaries were rationally low, and workers needed to comply with organizations with limited availability of competitive work positions (Oubrich, M., Hakmaoui, A., et al ., 2021.).
Behaviour theories regard external mechanisms as the main drivers of behaviours. For example, operant conditioning, proposed by Skinner, claimed that events influencing behaviour are limited to situations with reinforcements or punishments. Vroom expected that expected satisfaction from behaviours could be calculated. In this case, satisfaction is contingent and produced by other perceived exogenous or external outcomes (Chen et al., 2019).  The expectancy, growth, drive, and group theories follow these considerations. Self-determination theory-SDT 
SDT regards people as proactive beings with presumed tendencies towards growth, approximation of important challenges, and eventual development of the self. It is based on the idea that motivation leads to behaviour due to needs and expected satisfaction from targets, In this case, motivation is seen as the driving force behind the behaviour, with needs and expected satisfaction acting as the fuel that propels individuals towards their goals. In SDT, self-regulation is internal and cognitive-oriented activities, which imply that people attempt to understand the actions and events surrounding them and build terms of conceptualisation.  
Cognitive approaches consider that motivation is intent-oriented and directs and energises behaviours. In this case, motivation is regarded as an internal reasoned thinking mechanism relying on expected satisfaction. This approach leads to external orientation by focusing on objectives and fulfilment needs. (Preisendorfer, P. and Diekmann, A., 2021). 
Challenges and Limitations of Applying Self-Determination Theory: 
The research on self-determination theory (SDT) is becoming increasingly popular within organisational settings and broader work contexts. 
Many aspects of SDT have been studied regarding outcome variables, dependency on various context-related perspectives, and employee or organisational characteristics (Deci, E.L., Olafsen et al., Ryan., 2017). 
However, progress regarding the challenges and limitations of SDT in these contexts has remained relatively undeveloped. For example, the applicability of SDT may be problematic due to the significant impact of cultural differences in the manifestation of ongoing and contextual regulations of behaviour. ( Gunasekare, U.L.T.P., 2016).
Hence, a more nuanced and culturally sensitive approach to specific SDT hypotheses may be necessary, impacting the overall effectiveness of the theory within a specific context. 
Previous studies on SDT have largely overlooked its applicability in organisations and work contexts. In recent years, several "contextualised" behaviour regulations have been proposed about SDT, but most of these proposals have been interpreted only from a broader individual or personality-related viewpoint. In particular workplace environments, exploring contextualised behaviour regulations and their impact on outcome variables has been relatively limited. 
(Meyer, J.P. and Maltin, E.R., 2010). 
The urgency and importance of further research are evident, as much of the existing research has failed to comprehensively consider personal and contextual environmental effects or has primarily focused on one perspective (Gunasekare, U.L.T.P., 2016 ). 
Thus, it is crucial to broaden the current state of knowledge regarding contextualised applications of SDT in organisations, significantly since the outside environment is increasingly influencing behaviour and strategies within organisational contexts. 
Implications for Practice: 
Self-Determination Theory (SDT) is a valuable framework for understanding employee motivation and performance. It emphasises the importance of fulfilling three basic psychological needs: autonomy, competence, and relatedness.  
When these needs are met, employees are more likely to experience intrinsic motivation, leading to better performance, higher job satisfaction, and lower turnover rates12. 
Critical Implications of SDT in Employee Performance: 
Autonomy: Granting employees the freedom to manage their work and make decisions can significantly boost their intrinsic motivation; this empowerment often leads to a surge in creativity, productivity, and job satisfaction, painting a promising picture for the organisation's future1.Competence: Offering opportunities for skill development and acknowledging achievements is a powerful way to make employees feel competent.  
This recognition boosts their confidence and fuels their drive for continuous improvement, making them feel valued and appreciated2. Relatedness: Fostering a supportive and collaborative work environment, such as through team-building activities, regular team meetings, and open-door policies, helps employees feel connected to their colleagues and the organisation. This sense of belonging can improve teamwork and overall morale. 
 Practical Applications: 
Leadership Styles: Leaders are the linchpin in effectively applying SDT principles. By embracing a supportive and empowering approach, they can steer the organisation towards a culture of intrinsic motivation. Their role in providing constructive feedback, encouraging employee input, and recognising individual contributions is pivotal in this journey. Policies: Implementing policies that foster work-life balance, professional development, and open communication is a collective effort that can help meet employees' psychological needs and enhance their performance. 
Training and Development: Tailoring training programs to align with employees' interests and career goals can increase their engagement and motivation to learn and perform better, 
by integrating SDT into management practices, organisations can create a more motivated, satisfied, and high-performing workforce. 
(Deci et al., 2017).






















Chapter Three 
Research Methodology
Introduction: 
Research, according to McNeil (1990) 
"Is fundamentally promoted by simple human curiosity." 
Considering the social, financial, and political challenges facing workers at all levels of the higher education sector and within the framework of educational institutions' attempts to reduce the turnover of scientific competencies or administrative employees, this research discusses the effectiveness of currently recognised motivation strategies and their impact on employees' motivations to continue working at the same institution. 
The research used Trinity Saint David as an example of a case study due to its diverse departments and various roles its employees hold, making it a suitable representation of the higher education sector. The participant works in different departments at the University, specifically Swansea Business Campos.   
The research will use self-determination and organisational commitment theories to explore the extent to which an organisation is serious about retaining its employees through its incentive plans. It will also measure employees' loyalty to the organisation by analysing data and information collected through personal interviews with the research participants. 
Research Question:  
1. The central research question of this study is:  
How do motivational techniques influence employees' day-to-day performance and overall job satisfaction in higher education, and how are they linked to employee retention? This question is paramount in the higher education sector, where employee turnover is a significant concern.  
2. What motivational strategies are preferred by employees at the University? and why  
Aims of Research Activity: The researcher's target is to delve into the effects of motivational techniques on employee performance in higher education, drawing insights directly from the University of Trinity Saint David employees. This research promises to deepen our understanding of employee motivation in higher education and offer actionable recommendations that could significantly enhance the well-being and performance of employees in this sector. 
Objectives of Research Activity:  
1. Identify the effective range of motivational techniques currently utilised in the University.  
2. To explore employee preferences for specific motivational incentives over others.  
3. To recommend actionable strategies for HR managers to enhance employee performance through targeted motivational practices. 
Proposed methods:  
 
The study aims to investigate the most effective motivational techniques for enhancing employee performance within the higher educational sector: a case study of the University of Wales, Trinity Saint David. To accomplish this, the study employs a qualitative research method suitable for exploring sensitive topics like those addressed in this project. Qualitative research allows individual interpretation based on human experiences or activities rather than solely relying on quantitative results (Saunders, 2019). Guest, MacQueen, and Namey state that qualitative research methods "allow researchers to respond to context and understand complex phenomena within those contexts." Although each of these methodological stances assumes that the central efforts of a qualitative research study are made to understand the experiences and meaning-making efforts of the studied participants, how these researchers come to acquire their understanding and knowledge varies considerably.  
The research involved conducting semi-structured interviews on a sample of employees, including faculty members, administrative staff, and managers, to delve deeper into their experiences with motivational techniques. Qualitative data can provide rich insights into the underlying factors influencing employee performance and satisfaction, as well as help them understand the nature of work and the motivational techniques provided to them. The responses of critical informants will be analysed thematically to identify commonalities, leading to valid recommendations aligned with the study's objectives. Ethical considerations will be followed to ensure the interviewees' comfort and anonymity are maintained throughout the process, providing reassurance about the integrity of the study (Khan, I.A., 2015). 
Data Collection Methods of Analysis:  
A descriptive research design was carried out to investigate the effect of motivations on employee performance in the higher educational sector, specifically in the University of Wales Trinity Saint David in The United Kingdom. This study's population will comprise a small group of 3 or 4 participants identified and invited from the university teaching staff and non-teaching staff. Semi-structured interviews will be used to determine the effect of motivation on employee performance at Trinity Saint David University in the UK (Ruslin, R., Madhuri, S., et al.,2021). The proposed tool, Thematic analysis, has been widely used to analyse qualitative data in psychology, sociology, education, and health sciences. It is applied and articulated in several standards, differently and often confusingly, but categories of topics suggest their growing and dominant position in these disciplines or fields of research (Castleberry, A. and Nolen; A., 2018). 
The thematic analysis of data collected from focus groups, interviews, narratives, open-ended survey questions, and other text-based sources is appropriate in this proposed research to identify implicit and explicit ideas, opinions, experiences, and meanings identified in (Braun, V. and Clarke; V., 2012). 
The inductive analysis approach was used in qualitative research to ensure patterns and themes were obtained through specific analyses or data. This approach is helpful in exploring new phenomena, such as employee turnover, the causes of which are discussed in this research. (Vears, D.F. et al., 2022).  
The researcher can develop an accurate understanding of the research topic through the evidence and information collected from the participants, which can be helpful in making broader generalisations later. (De Paoli, S., 2024). 
 
Participants 
The research will involve conducting semi-structured interviews with a sample of employees, including faculty members, administrative staff, and managers, to delve deeper into their experiences with motivational techniques. To understand the nature of work and the motivational techniques provided to them. The responses of key informants will be analysed thematically to identify commonalities. Ethical considerations will be followed to ensure the interviewees' comfort and anonymity are maintained throughout the process. 
Methods of Data Collection:  
Research relies on data collection and analysis. The methods used in data collection depend largely on the nature of the study the researcher is pursuing, (Cooper and Schindler, 2008) described two classifications of data collection: monitoring and communication study. They see monitoring as studies in which the researcher inspects a subject's activities or the nature of some material without attempting to elicit responses from anyone. For example, counting traffic at an intersection, Licensed plates recorded in a restaurant parking lot, observation of the action of a group of decision makers.  
In a communication study, the researcher questions the subjects and collects their responses by personal or impersonal means. The collected data may result from interviews or telephone conversations, self-administered or self-reported instruments sent through email or transmitted electronically or by other means, or instruments presented before or after a treatment or stimulus condition in an experiment. (Cooper and Schindler,2008:143) 
Research methods: 
(Riordan ,2005) argued that research Methods are, founded in philosophical perspectives. 
According to Riordan, quantitative emanate from positivism and post positivism. Moreover, qualitive methods emanate from the narrative, humanistic and interpretive perspective. (Anderson,2009) puts the difference between interpretive and positivist approaches thus: 
Positivist researchers tend to value quantitative data (the term given to data that can be quantified and counted).  
Interpretivist researchers appreciate the value of qualitative data (the term given to data based on managing, expressed through words and language.  
Interviews: Interviews are the primary data collection technique for gathering data in qualitative methodology. (Cooper and Schindler:170) 
These interviews are conducted face-to-face with the participant at a time. There are no fixed ways of conducting an interview (McNeil,1990). The researcher adopts a direct approach that is suited to the research form and topic and enables the maximum amount of information to be acquired.  
A set of questions was designed to achieve the research's aims. One striking benefit of this research method is that the researcher can interact with the participant, observe the participant's reactions, create an atmosphere that the participant likes (for example, a quiet environment sitting facing interview), and determine the tone of the conversation generally (McNeil,1990). 
 Identifying the participants 
The researcher selected individuals with direct experience or expertise related to the research topic: HR employees, lecturers, front office staff, etc. Diversity will be one of the key elements to ensure diverse perspectives by including participants from different backgrounds. Availability: people who are likely to be available and willing to participate in the interview process. The researcher will use various methods to find participants, for example, Professional Networks: the researcher will leverage our professional network and academic connections to find potential interviewees. Online Platforms: LinkedIn, Twitter, or specialised forums and communities to identify experts and practitioners. 
Questions were administered to five (5) employees of a different department within the University of Wales Trinity Saint Davied (UWTSD) based on the level of their work experience. The participants are spread across different departments within the organisation, hence the view of every employee represented in the sample frame.( Robinson, L., Adair,2016)  
Validity & Reliability in Research: 
Triangulation is a widely used and essential technique in qualitative research to enhance the credibility and validity of the findings. It involves collecting data from several sources, such as different population groups or stakeholders, using multiple data collection methods, and/or using numerous researchers to explore the research question from various perspectives and methodological approaches. Multiple data sources may offer a better chance of getting a "rich picture" of the area under investigation, thus enhancing understanding of complex social phenomena. (Cohen, L., et al 2017). 
Triangulation has a long-established tradition and appeared in social science and qualitative research literature quite early. Early work in anthropology can be seen as an explicit attempt to use this notion in a qualitative study. Despite these early roots, the technique was not widely used in social science literature in the 1950s and 1960s. In 1965, it was noted that "Triangulation is a goal, that is, the combination of methodologies in the study of some problem to enhance the coverage and accuracy of the study." A resurgence of interest in triangulation resulted from the 1970s when naturalistic field research methods, such as ethnography, reappearance as a legitimate research strategy. (Brewer, J., 2000.)  
The acceptance of triangulation in qualitative research was part of this redefinition and legitimisation of qualitative research methods. (Heale, R. et al, 2013). The technique is now frequently found in a variety of qualitative research methodologies. It is suggested that most formal written research contains mixed methods or triangulation "to increase the reliability of the data." It is also recommended that "triangulation can be used to understand checks better to ensure validity. (Parker, L., 2014). 
Types of Triangulation Techniques 
Triangulation can be considered a research paradigm aimed at making the best possible logical case for research data justifiable based on random error, researcher reliability, and validity. This logic can be applied in different research methods, and the concept of triangulation has led researchers to develop similar techniques for addressing unique validity issues in their research. Triangulation has been used to improve qualitative research by combining different criteria. Different classifications of triangulation exist; however, there are four types upon which all agree. (Donkoh, S. and Mensah, J., 2023). Quantitative triangulation techniques have been applied in educational research to estimate the degree of agreement between teacher- and student-collected ratings and determine teacher-collected data's concurrent validity and reliability. (Abdalla, etal.,2018). 
· Methodological Triangulation: 
· Involves using different data collection methods (e.g., interviews, observations, focus groups) to study the same phenomenon. This helps to confirm findings across different approaches and reduces the risk of method bias. 
· Data Triangulation: 
· It involves using various data sources (e.g., different participants, times, or locations) to gather a broader range of perspectives. This can include using data from different demographics or contexts to validate findings. 
· Investigator Triangulation: 
· It involves using multiple researchers to collect and analyses data. Different researchers can bring unique perspectives and interpretations, which can help mitigate individual biases. 
· Theoretical Triangulation: 
· It involves applying different theoretical frameworks to interpret the same data. This can provide a more nuanced understanding of the findings and highlight various aspects of the data. (Santos, K.D.S., Ribeiro etal,2023) 
The most used triangulation technique yields more reliable findings, provides a comprehensive perspective on the phenomenon, and refines the findings by obtaining the same result. Data triangulation, which is the earliest type of triangulation, involves searching for evidence from different data sources to strengthen the study results. Triangulation through the investigator (researcher) involves different persons, facilities, or organisations with multiple individuals conducting data collection and analysis to help improve objectivity and guard against bias and preconceptions. The key to triangulation through an investigator is using multiple investigators who disagree preferentially rather than investigating the same issue from the same perspective. 
Benefits and Limitations of Triangulation 
There are several good reasons to use triangulation in qualitative research. One of the main benefits of using triangulation is that the results of one single approach can be compared with the results of another, increasing the reliability and validity of the findings. (Hageman, A.M., 2008). 
Secondly, triangulation has resulted in a more complex and rich understanding of the research phenomenon, as it draws on different data sources and perspectives. Different methods reveal different ways of experiencing a particular situation or more layered expressions of such experience. Along with getting more diverse data, triangulation allows for more detailed and verified conclusions based on the data. Combining other methods helps the research to bring diverse qualities of understanding together in terms of interpretation. (Ammen Werth, E., Iller, etal 2003). 
Thirdly, triangulation, by combining different methods and researchers, encourages innovative thinking because innovations and insights come from examining the phenomena' complex multiplicities. Although triangulation in qualitative research is emphasised, it is essential to recognise that it also produces specific challenges or limitations that need to be carefully addressed.  
Firstly, conflicting data or interpretations from the different sources of verification do not clarify and enhance the understanding of the phenomenon. Instead, they result in more work for the researcher analysing the conflicting interpretations since this requires interpreting the root causes of such discordance.  A second and final consideration is that triangulation is time- and resource-intensive. 
Use of the interviews and justification of the research method: 
The choice of interview questions used in this research is semi-structured. A semi-structured interview generally starts with a few specific questions and then follows the individual's tangents of thought with interviewer probes.  
The researcher adopted the semi-structured interview, which allowed the researcher to formulate and prepare a set of specific questions relevant to the subject. 
All the questions used in the interviews are in standardised open-ended formats, which enable participants to respond faster and more accurately, allowing for more easily analysed and compared responses. 
Hypothesis 1:  
The current motivation strategies used to motivate employees have lost much of their effectiveness due to the economic changes that the United Kingdom is experiencing. 
 Hypothesis 2:   
Increasing the independence of employees in the organisation contributes significantly to increasing their loyalty to the organisation  
Researcher Bias in Academic Literature: 
1. Introduction to Researcher Bias 
Writing academic literature is the principal method by which researchers communicate their findings to the public and contribute to understanding the world. (Roulston, K. and Shelton,2015) However, research is subject to a variety of biases, and it is the responsibility of researchers to identify biases within their work and attempt to control them, the power of a study to withstand criticism is significantly related to the efforts of researchers to remove bias from it. (Collier, D., 1995). The ability to comprehend and detect bias in the literature is a critical talent for a critic or user of academic literature to attain, as it enlightens and empowers them to evaluate research critically. (Mehra, B., 2020). 
Moreover, although biases continue to exist within research, it is apparent from the undertakings to calculate, study, and mitigate them that there is a growing comprehension of their presence and adverse impacts. Credibility, untrue information, and lack of systematic examination have emerged as significant risks in several types of biases. The existence of biases can harm the integrity and quality of the research that has been carried out, making it crucial for researchers to be cautious and vigilant in their work. (Chenail, R.J., 2011.) 
2. Types and Examples of Researcher Bias 
Regardless of discipline, studies are highly likely to contain biases of some form. These biases can be separated into several categories. Confirmation bias is when a researcher has a preconceived hypothesis, approach, or understanding of the outcome they are looking to confirm and, as a result, only focuses on information that will support their hypothesis or position. Publication bias excludes analogous studies that were either unsuccessful or did not prove the suggested hypothesis. Selection bias is when a presenter selectively focuses on one study over others that may hold more evidence against their hypothesis or method. Another form of bias is interviewer bias, where the interviewer has a preconceived idea that leads them to ask leading questions or produce hypotheses regarding the information given by the interviewee. 
This preference for one form of data is often due to the researcher's focus or a need to explain through language bias—the need to justify their primary research rather than taking a holistic approach, including the entirety of the language data. Researcher bias is ever-present in studies, but more so in qualitative than quantitative data. Bias is not an intentional skewing based on the researchers' views or outcomes; it occurs due to the things they prioritise or consider important for their overarching research.  
Thus, it is essential to explore the concept of bias in qualitative research and offer an extensive discussion of two of the most common and broad types of bias that researchers face: participant bias and research bias (Johnson et al., 2020).  
These biases can fundamentally shape and distort the methodology and methods, the results, and ultimately, the findings of a research endeavour using a qualitative approach. Recalling that bias—in research, a constellation of signifiers or theories—is the researchers' positioning of knowledge and truth, fleshed out mainly in the literature as enduringly through participant bias and researcher bias; understanding and being concise concerning bias in research are pivotal areas in the conduct of rigorous qualitative research. (Burkholder & Phillips, 2022) 
3- Mitigate bias in this research; the researcher resorted to  
Leverage diverse data sources in a process we call triangulation to minimise the effects of a single participant's or the researcher's bias. One technique for reducing the impact of bias generated by a researcher on the quality of data is peer debriefing; in addition, transparency can reduce participants' perceptions of malevolence or researcher manipulation since they can, in many studies, potentially audit the process and perhaps even play a role in it. (Holmes IV, O., Lopiano, et al., 2019). 
According to UWTSD University, the dominant principle that guides research is that the highest contemporary ethical standards must conduct it. Research ethics are norms for conduct that distinguish between acceptable and unacceptable behaviour. Ethics promote research aims, such as knowledge, truth, and avoidance of errors. 
 Ethical considerations: 
It is essential to adhere to ethical norms in research, for example, prohibitions against fabrication, falsifying, or misrepresenting research data; this promotes the truth and significantly avoids error. In the context of business research, where there are no formal written codes, the responsibility of determining what is ethical lies with the researcher and the supervisor (Collis and Hussey,2009). This empowers the researcher to uphold the highest ethical standards. 
  
That notwithstanding, this research was conducted in line with the general principle of ethics in research to uphold honesty, avoid bias, objectivity, integrity, respect for intellectual property, protect confidentiality, social responsibility, respect for human dignity, privacy, and autonomy. Data was ethically sourced by adhering to The Data Protection Act 2018, the UK's implementation of the General Data Protection Regulation (GDPR), which sets out strict guidelines for collecting and using personal data. 
 By this, the researcher ensured that there was no deceit in obtaining the data and that there would be no third-party usage of the data other than the purpose for which it is obtained: academic purposes. The data is respected and used only for its intended purpose, ensuring its value and integrity. 
Also, the data collected has been stored securely using the University's trusted software, ensuring that the research data is protected and safe. 
Limitations of study:  
The research limitation refers to the potential weaknesses (Collis and Hussey,2009). This research encountered several limitations due to the type of methodology chosen to gather and analyse the data. For example, the interviewer is UK-based and chose only semi structured face-to-face interviews. Interviewees were sceptical about discussing the organisation's motivation strategies due to the sensitive nature of the subject under study. These limitations may have influenced the depth and breadth of the findings.  
the participants who agreed to participate wanted anonymity and were against any publication. This ethical consideration was respected, and the researcher had to write down only the essential information. This led to a decrease in the amount of sub-data that should have been collected despite the amount of primary data that had been collected. 
In addition, narrowing the research sample size to only four participants mean generalisation will be inappropriate. As a result, it could be deemed inadequate to reflect an accurate representation, implying that generalisation in this research cannot be guaranteed.  
On the issue of , (Strauss and Corbin,1994) criticised researchers using grounded theory for analysis as often concentrating on their methodology coding and not theoretical coding. As is the case in this research, the implication is that this dissertation might not contribute anything empirical to the self-determination and organisational commitment theories theory other than answering its aims and objectives. 
Timescale for the research:  
The research started in April 2024, with some preliminary investigation into motivation strategies in the Motivational Strategies and Employee Performance: Examine the effectiveness of different motivational techniques and their impact on employee productivity and satisfaction then the methodology and the title of the research were developed and changed to Motivation for Excellence: Analysing the Impact of Motivational Strategies on Employee Performance in Trinity Saint David University In the Context of The Higher Education Sector—self-determination theory. It takes almost two months for the interview and the data collection.
Summary: The introduction to this chapter of the thesis discussed the reasons for monitoring the increasing employee turnover in the institution, and the research used Trinity Saint David University as a case study. 
 The research questions also indicated the importance of knowing the impact of motivational strategies on the performance of university employees which strategies are most acceptable to employees and why they prefer them. To answer the above, the researcher used qualitative research methodology. He also used personal interviews in designing the research to collect information and data directly from the research participants. The research philosophy was based on interpretive phenomenological analysis. The research sample was selected from different departments within the institution, age groups, and jobs. The researcher was also keened to include both male and female genders. 
The research derived its authority and credibility from multiple sources of information, which varied between collecting direct data through personal interviews and then analysing and comparing it with data already published in other research that dealt with the same topic in the context of the higher education sector, in what is known as the process of triangulation The research showed that there is a limitation in the results it can achieve due to the lack of time and lack of resources. The research assumed that there is a direct relationship between financial motivational motives and an increase in the rate of employee turnover. It also assumed that employees' independence is one of the most important motivations for remaining at work within the organisation.








Chapter Four Findings and Discussion  
The penultimate chapter analyses the primary and secondary data gathered in the dissertation to deduce its implications for the research objectives. 
4.0 INTRODUCTION  
Although scholars and researchers unanimously agreed that the qualitative research results were unreliable, they decided on how essential it is for the researcher to use methodological steps in the research topic. In analysing words and themes relating to organizational commitment and self-determination in the UK, significant emphasis is placed on adhering to what (Bowen,2005) referred to as in-vivo open coding (respondents’ exact words). In-vivo coding became apparent because interviewees were against being interviewed by telephone (limitation). Therefore, to ensure accurate reportage and not preconceived ideas, in-vivo coding was unavoidable (summary of notes taken during the interviews in Wales, specifically Swansea City ). (Thomas.J & Angela,2008) 
Although the methodological design of this research was designed to answer the research objectives and hypotheses, this chapter of the research will measure the results against the objectives, which were included in the second and third chapters, which are 
1. Identify the effective range of motivational techniques currently utilised in the university.    
2. To explore employee preferences for specific motivational incentives over others. According to Binet and Field (2007), the researcher must strive to measure everything to ensure progress is achieved.   
 
The above not only confirms the chosen methodology but also enhances the accuracy of the interpretations of the findings,  
at the same time, it is crucial to address the limitations, reliability, and validity; the researcher has made strenuous efforts to adhere to all academic rules in this instance. This commitment to academic rigour should reassure the reader about the quality and trustworthiness of the research (Bridges, D., 2019). It is, therefore, important to mention that transferability is the least worry of this dissertation or qualitative research (Stenbacka, 2001).  
The study's rationale is to evaluate the effectiveness of motivational techniques on employee performance in higher education, drawing insights directly from the University of Trinity Saint David employees. Below is the in-vivo analysis of the semi-structured interviews conducted for the research. However, appendix (3) presents a matrix analysis incorporating the researcher's observations. 
4.1 Analysis of the Participant's Interviews and Discussion  
This research adopted two hypotheses. The first one was that the current motivation strategies used to motivate employees have lost much of their effectiveness due to the economic changes that the United Kingdom is experiencing. The first assumption arose due to several American and European studies that monitored a broad movement of academics and employees in the higher education sector, known as the employee turnover rate.  
The second hypotheses were, Increasing the independence of employees in the organisation, which contributes significantly to increasing their loyalty to the organisation. 
As all the interviewees elected for anonymity, the four interviewees (Employees) drawn from different departments in the University of Wales, Trinity Sant Davied, will be referred to as respondents (P1) – (P4). An analysis is on a question-by-question basis of the responses they offered. 
Within the framework of the theory of organizational commitment (OC), which was referred to in the second chapter of this thesis (literature review) 
The results were interesting, as it was not observed that there is a direct relationship between the theory of job commitment and financial motivation, as the results indicate that most employees in the organization have a sense of general satisfaction with the financial compensation they receive and that there are other motivations that are more important to them, which create a strong sense of belonging in them. For example, the answers of the academic participants to the first question are as follows: 
Q1Regarding the financial benefits, how satisfied are you with the financial package as an employee in the organisation? (P2) and (P3) expressed high satisfaction with the financial remuneration they received during their years of work at the university. Still, Participant No. 2 said hesitantly that this satisfaction is also related to the extent of the heavy workload. Participant No. 3 compared his current level of financial satisfaction with what he had previously received at another educational institution for the same job. 
The researcher concluded that the age group of participants 2 and 3 played a significant role in their level of satisfaction, as they belong to a group over 55 years old, their desire to achieve financial gains becomes less, compared to their desire to search for a calm work environment characterized by cooperation and helping them achieve moral satisfaction. 
Participants (P1 and P4) expressed different opinions regarding the financial wage; (P4) explained that the economic challenge that the Kingdom is going through, which has contributed to increasing the rate of inflation in the markets and the rise in the mortgage ceiling, has become a pressure and a financial burden that makes him constantly search for another job opportunity with a higher income.  
At the same time, he sees (P1) said that the work environment is essential. However, financial stability has become a challenging goal for those working in middle administrative positions in the higher education sector, especially with the continuous increase in the prices of products and services. 
Q2 How do you find the well-being policy in the organisation? Is it active enough? 
Regarding the answer to the second question, (P1) expressed his knowledge of the existence of a modern version of the welfare protocol in the organisation, published in 2024. At the same time, (P2, P3, and P4) agreed that they were not fully aware of the effectiveness of this part of their work, as nothing had happened that would make them resort to using it, but due to previous work experience; they know that moral support within the work organisation is available when needed. The results of answering the second question, which was designed to measure the level of emotional commitment towards the organization’s employees, showed that there was a significant lack of employees’ knowledge of the organization’s welfare policy, which explains the existence of what is called the absence of motivation (AM). 
The third question was designed in two parts to measure the level of loyalty to the organisation. The first part of the question measures the desire to move to another organisation's turnover intentions (TIs), and the second part allows the researcher to deduce the effectiveness and continuity of commitment (ECC) among employees. The answer was as follows  
Q3 Have you been thinking about moving to another organisation? If yes, please provide a reason for that.  The answer to this question showed excellent results in measuring the level of loyalty to the organization within the framework of the self-determination theory used in this research, as the answers were very similar. For example, while all the participants answered negatively to this question, the real reasons for the denial varied. For example, Participant 1 attributed his unwillingness to move to the fact that the work environment is flexible and his ability to make decisions independently is excellent; the reason for this is the extent of understanding between him and the leadership. However, workload has been perceived as a problematic predictor or outcome for several reasons: workload can be both a cause and a result of work-related attitudes; it can be experienced differently by individuals; and it can be mediated by or intrinsic to motivational processes. 
Participant 2 agreed with Participant 4 that turnover intentions (TIs) could allow academic professionals or employees to leave for another organization if the financial return is more significant than the current one and the managerial position or job title is appropriate to their experiences. 
Q4 Would you recommend the organisation as a good workplace for others? 
While Participant No. 4 answered a definite yes to this question, Participant No. 3 answered hesitantly before answering yes, referring to the reason for his hesitation in answering the question to the significant and continuous change that the university is witnessing now in the academic labour market at the global level in general and in the UK as well in particular, P3 also added that there is a difficulty to select employees or academics who they can meet business needs, with a small budget in the same time they can get an outstanding offer in EU Universities, which has become a difficult task for those in charge of the recruitment process in the UK.  
P1 answered yes, even though the participant blamed the organisation for the difficulty of job promotion. P1 started working for the university ten years ago but was never promoted. P1 added that if achieving career progress was not important for the new employee, the organisation would be a good place for stable work.  P2 answered "no" and explained that the main reason for this answer was the large and numerous job burdens he had accumulated. He believes that these burdens can be shared with another employee. Still, the organisation's general policy is to reduce the number of new employees and rely more on the existing ones.  
The answer to this question indicated that implementing self-recognition motivation can lead to a more motivated, satisfied, and productive workforce, which is vital for the success of any organisation, (Stephan., et al., 2024.) Positive feedback and recognition from peers and supervisors can significantly boost motivation. Feeling valued for one’s contributions encourages continued effort. (Kwarteng, S., et al.., 2024). 
4.2 Thematic Findings of In-vivo Coding 
In chapter three, the choice of the inductive analysis approach was geared toward identifying patterns in the data using thematic codes (Collis & Hussey, 2009) to see if they would match with the concept and theoretical bearing of the research. These themes and patterns are words the advocates of the concept identified as critical (Zineldin, 2004; Dagnino & Padula, 2007) for the success of motivators.  
Mindfully, the researcher avoided forcing these words upon the participants but allowed them to develop from the data gathered (Gupta, A., 2024). Figure 4.0 represents the codes (words), measured by the number of times they were mentioned by the interviewees and the importance attached to each as (High, Medium, or low. 
Figure 4.0 The Coded Words Analysis    
	Interviewees  
	Current Motivators  
	Payment  
	Life Balance   
	Business environment  
	Independence 
	 Desir for Change  

	P 1  
	Medium 
	High 
	High 
	High 
	High 
	High  

	P2 
	 High 
	Medium 
	High 
	High 
	High 
	High 

	P3 
	 Medium 
	High 
	High 
	Medium 
	High 
	High 

	P4 
	 High 
	High 
	High 
	High  
	Medium  
	High 

	P5 
	Medium 
	Medium 
	High  
	High 
	Medium 
	High 


The results indicate that almost most of employees see the financial incentive they receive in the organization as rewarding and fair, until now. However, some participants have pointed out the importance of increasing the wage (see the answers of participants No. 1 and 4). Most employees feel a strong sense of independence, but they also have a strong sense and genuine desire to change in several aspects; for example, Participant No. 2 believes that the university's senior management must be more transparent when a change negatively affects junior employees or some departments, so it must be discussed more transparently.(Frima, M. et al., 2022).  Most participants expressed their desire to change the routine that affects the university's decision-making dynamics.  
Looking at the results of the questions that measure commitment to the organization, we find that the organization has tangible success in stimulating and strengthening the sense of commitment among employees by enhancing the feeling of independence. As was pointed out in the second and third chapters, the second hypothesis suggests that the higher the sense of autonomy among employees, the more this helps to strengthen the emotional connection to the organization and stimulate normative commitment for moral reasons, which helps to create another type of commitment, which is called continuing This explains the awareness of the costs associated with leaving the organisation.( Afolashade, I.S., Jimoh,2024) 
The model of three components of commitment, suggested by (Meyer et al., 2002), is a widely recognized framework in organizational psychology that explains employee commitment through three distinct dimensions: affective, normative, and continuance commitment. Affective commitment refers to an emotional attachment and identification with the organization, where employees stay because they want to. (Park, J. (2023). Affective commitment involves an emotional connection and desire to stay with the organization, often driven by personal alignment with its values or culture.  
Continuance commitment, on the other hand, stems from the perceived drawbacks of leaving, such as financial losses or potential impacts on one’s career. (Chua, L. C. (2007). The model highlights the multifaceted nature of commitment, emphasizing that employees may stay with an organization for different reasons, each influencing their behaviour and engagement in unique ways. (Hassan., Mohamed,.et al.,2006). 
The bellow image explains the Theoretical frameworks of organisational commitment and employee turnover while considering the connection with working conditions, financial motivations, and the social and economic changes that are taking place in the UK.  
Figure 4.0.1. Three-component model (Meyer et al., 2002) 
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Discussion:  
Most of the studies conducted so far on employee organisational commitment behaviour are conducted on employees who enjoy some degree of job security work in a classic work environment and do not perform more than one job at a time. 
The rapid development in Western society (Kolade et al., 2022) which led to the introduction of different and new patterns of work, for example (work from home, remote work, temporary work, and extra) (Spinrad, M.L. et al., 2022). along with the increased demand for university education in societies (Crawford, J. and Cifuentes-Faura, J., 2022.),all of the above led to a reconsideration of the extent of efficiency of the methodology and generality of these studies in light of the emergence of significant social and financial challenges in recent years, which have led to an increase in the rate of employees turnover. It showed the need to systematically reconsider the strength and generalizability of these studies and theories. 
Over the years of scientific research, the theory of organizational commitment has been developed  (Meyer, J.P., Stanley et al., 2012). 
This theory is linked to job satisfaction, and it is one of the recurring concepts in the scientific literature related to analysing employees’ behaviour toward the organization and measuring the level of commitment toward the organization. 
In this chapter, the analysis of personal interviews with participants from the research sample showed a close relationship between the salary's satisfaction index and increased job commitment among employees; almost the majority of them answered positively regarding their satisfaction with financial remuneration ( see question number one). 
While the results answered that there is a real job satisfaction rate within the organization linked to satisfaction with financial pay, these same results did not indicate whether satisfaction or commitment was achieved first. The results were not able to determine this causality, but the prevailing opinion is that, according to emotional attachment theory, more immediate positive emotions, such as satisfaction, create more lasting affiliations, such as organizational commitment. (Afolashade, I.S., Jimoh,2024). 
Given the above, job satisfaction, defined as the positive feelings that an employee feels within the organization (Chaudhary, Vemuri, et al., 2024), can be said to be a prevalent characteristic within Trinity Saint David University. This can be demonstrated through the research participants’ answers to the first question. The existence of a flexible work environment is inferred from the participant’s answers to the second and third questions, which show a moral connection to the organization. Concerning behavioural outcomes, it is common to find a positive relationship with most of the behaviour's organizations desire, for example, the intention to continue in the organization, organizational citizenship behaviour, and performance (Pulido-Martos, M., Gartzia.,2024).  
In relation to the inhibitors, we can highlight the negative relationship with peer support, with superiors (supervisor support) or with pay satisfaction, and negative relationships with unclear promotion expectations, role ambiguity and excessive workload, among other things (Currivan, 1999). Different concepts of organisational commitment exist, and therefore, we find differences in the standards for measuring it, despite the scientific community’s disagreement regarding the definition and measurement of organisational commitment precisely. 
Although no complete agreement has been reached within the scientific community about its definition and measurement, for example ( De Frutos, Ruiz & San Martin, 1998), (Bergman, 2006; Ko, Price & Mueller,1997) and (Solinger, Van Olffen & Roe, 2008) (Vandenberg & Self, 1993), the dominant model is still the one proposed by the team of Allen and Meyer (Allen & Meyer, 1990; Meyer & Allen, 1984,1991). Starting basically from the idea that commitment is an attitude (Mowday  &  Steers,1979; Porter, Steers, Mowday & Boulian, 1974) and that calculative commitment (Hrebinia &Alutto, 1972; Ritzer & Trice, 1969) may be defined according to the concept of Becker's side-bet  (1960),  we now find a multidimensional model of the construct.  
  
Meyer and Allen(1984, 199 and Allen and Meyer,1990) developed their three-component model to integrate existing one-dimensional conceptualisations. First, Becker (1960) argues that commitment comes with the awareness of the cost associated with leaving the organisation; secondly, Mowday et al. (1982) define commitment as an emotional attachment to the organisation, and thirdly, Wiener (1982) conceptualises commitment as a moral obligation toward the rules. 
 [image: A diagram of a work flow
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The results of this research were abundant on both the human and academic levels due to the massive amount of primary information collected directly from the research sample, which showed that the classic motivation strategy used within Trinity Saint David’s institution can be divided into three basic dimensions (Mayer, Baker, and Vanderberg, 2004). affective commitment (AC) 
Emotional commitment stems from the employees’ desire to belong to the organization, demonstrated by the participant’s answers to the third question.  The second dimension was also monitored: Continuance Commitment  (CC), known as continuous commitment, was also monitored, based on the idea that leaving the organization would be costly, as they would need to work to meet their financial and psychological needs. Normative commitment (NC) is the feeling of obligation towards the organization of employees in the organization that comes through feeling a healthy work environment and a tangible sense of cooperation, as participants 4 and 3 answered. 
Conclusion: 
In chapter four, the research underscores the importance of non-financial motivators, such as autonomy, emotional support, and a positive work environment, in fostering employee commitment. While financial compensation remains important, addressing systemic issues like workload and transparency is crucial for sustaining long-term employee loyalty and satisfaction. The findings contribute to the broader discourse on organizational commitment, particularly in the context of evolving work patterns and economic challenges in the UK. 








































Chapter Fife-Conclusion and recommendation  
The chapter draws on the dissertation's concluding thoughts and statements; considering the critical issues discussed in the various chapters, the ability of accept or reject the research hypothesis will became clear and suggested recommendations will follow.  
Limitations and Delimitations According to Collis and Hussey (2009), whether one is conducting a large or small research project, it is highly likely that some potential areas or investigations will be excluded. Therefore, it is necessary to comment on any such reservations (limitations/delimitations) at the end of the investigations to help appreciate the research process.   
A limitation identifies potential weaknesses in the research, and a delimitation explains how the study's scope is focused on one particular area or topic Collis & Hussey, (2009).   
This section reiterates the enormous difficulties encountered during the research, emphasising what could have been done differently if given a chance again, for instance, due to the sensitive nature of the topic and given the distances between the participants in the research sample, which forced the researcher to travel long distances to conduct personal interviews, it was possible to take most of the information from the human resources department, especially since most of the recommendations proposed at the end of the research will be directed to developing motivational strategies in the organisation through the human resources department, this would have helped ease some of the complications.   
The reliance on only one-to-one interviews further restricted the small sample size of 6 interviewees, whittled down to only 5. This was because one of the participants pulled out at the last hour, not wanting to discuss strategy in the meeting or even on the phone; even sourcing published secondary data related to the university in the higher education sector was equally challenging for the researcher based in the UK. Several phone calls and emails were made to the library and to the HR department requesting a report showing some statistics for the employee turnover intentions from 2020 to 2024, but the report was not available.   
The researcher sincerely believes that working on the existence of annual reports related to monitoring the movement of employee turnover at the university in its various departments is an important and necessary matter that is beneficial to the institution as a whole and not only to the personnel affairs sector but also to academic researchers who are entrusted with monitoring and analysing information and data and deriving effective solutions and strategies for preserving and developing human resources.  
Notably, with hindsight, the findings should have also covered at least one of the top senior management members, the organisation's decision-makers, so that the research can shed light on the extent of understanding of decision-makers at the university to the phenomenon of employees' turnover intentions and measure the extent of readiness to provide opportunities to create a more stimulating work environment and design motivational strategies that are in line with the economic changes that have occurred in the United Kingdom Undoubtedly, this would have improved the generalizability of the findings.  
The interviews during the research also failed to include persons in executive positions in HR and, therefore, lacked the credentials of such strategic thinkers (CEOs or other executive persons). Their knowledge and experiences of motivation strategies or other forms of strategic financial motivation plans elsewhere within the UWTSD would have been brought to bear on the findings and the conclusions of whether increasing independence and increasing financial motivation was a viable strategy in the UWTSD or the current classic motivation strategies are compelling enough. As such, the legitimacy of such claims in this research would be somewhat questionable, as well as the reliability and validity of the findings.  
Nevertheless, the research had clear aims and objectives to justify. Given the circumstances, such objectives were attained, but it is essential that provisions are made to take care of such limitations and delimitations in future research. However, in order to draw a definitive conclusion on the hypothesis of the research, a summary of all the topical issues surveyed are depicted objectively in the notes below, chapter-by-chapter.  
Conclusion: The dissertation started with an introductory chapter designed to define the rationale explicitly, as well as the aims and objectives of the research. To this effect, the research critically analysed the potential suitability of the current motivation strategies used in the UTWSD, assuming that classical motivation theories have become insufficient to increase employee loyalty to the organisation, measuring and determining whether there is a preference for some incentives over others.   
This will reveal the effectiveness of the motivation plans currently used in the organisation and then create practical recommendations for the personnel affairs sector to increase employee loyalty and decrease employee turnover.  
Goal Attainment (Chapter 2):   
The first target of his chapter was to evaluate critically and explore the concept of motivation in a business context, focusing on the internal and external factors that drive individuals to perform and achieve organisational goals.   
It synthesises key theoretical frameworks, critiques existing motivation theories, and introduces Self-Determination Theory (SDT) as a comprehensive approach to understanding employee motivation and performance. However, In This chapter underscores the importance of understanding motivation through traditional and contemporary lenses; while conventional theories focus on external rewards and behaviourist approaches, SDT provides a holistic framework emphasising intrinsic motivation and psychological needs, By addressing autonomy, competence, and relatedness, organisations can foster a more engaged and productive workforce. However, further research is needed to address cultural and contextual limitations in applying SDT across diverse organisational settings. Guay, F., 2022.  
While Self-Determination Theory (SDT) is widely adopted in contemporary management practice, it has received its fair share of critiques. The main thrust of SDT's critiques comes from scholars in organizational studies, potentially revealing limitations that do not surface in research in realms other than business studies. Dubord, M.G. and Forest, J., 2023.   
Most critics deconstruct SDT according to its focus on psychological needs and autonomy orientation, and these messages even find considerable flaws in the assumption of universalism. Some scholars argue that the critiques do not reflect the general empirical evidence in favour of the central tenets of SDT. Kong, D.T. and Ho, V.T., 2016  
 
  
 
  
 
Goal Attainment (Chapter 3):  
 
In conclusion, this chapter outlines the research methodology employed to explore the effectiveness of motivational strategies on employee performance and retention within higher education   
This chapter presents a comprehensive overview of the research methodology implemented to assess the impact of motivational strategies on employee performance and retention within the higher education sector. The University of Wales Trinity Saint David serves as a pivotal case study.  
Adopting a qualitative approach, this study employs semi-structured interviews with faculty, administrative staff, and managers to capture in-depth, contextual insights into employee experiences and preferences. Thematic analysis is informed by self-determination theory and organisational commitment theory, enabling a sophisticated interpretation of the data and a deeper understanding of the key factors shaping employee motivation and loyalty.  
 We place a strong emphasis on ethical considerations, prioritizing participant anonymity and data protection to uphold the integrity of our research. While acknowledging inherent limitations, such as a small sample size and potential biases, this study employs triangulation to bolster the reliability and validity of our findings. Ultimately, this research strives to deliver actionable recommendations that can significantly enhance motivational practices in higher education, thereby enriching both academic discourse and practical strategies for improving employee retention and performance.  
Goal Attainment (Chapter 4):  
The findings of this chapter highlight the complex interplay between financial and non-financial motivators in shaping employee commitment within higher education institutions. While financial satisfaction remains a significant factor, particularly for younger employees facing economic pressures, the research underscores the critical role of autonomy, emotional support, and a positive work environment in fostering long-term loyalty. The study also reveals gaps in communication regarding well-being policies and the need for greater transparency and workload management to enhance employee satisfaction. By aligning organizational practices with the Three-Component Model of Commitment—affective, continuance, and normative—institutions can better address the evolving needs of their workforce. Ultimately, this research contributes valuable insights into sustaining employee motivation and commitment in the face of contemporary economic and social challenges.  
The dissertation offers an in-depth explanation of the procedures and processes involved in conducting the research.  
 Hussain, 2018). For example, the way that the questions of the interview were distributed to staff members, how data was captured and managed, the sample group structure, the methods of data analysis, and the tools used for this purpose. The way the participants were reached during the research phase was explicated, indicating why selected methods were most effective according to the purpose and demographic factors of the sample group.  Results and a subsequent discussion are also delineated based on the data and experience collected. When captured data is combined with the implemented literature review, answers to important research questions form. The results section examines the data collected during the research phase, considering patterns and trends. These findings are then compared against the initial hypothesis in order to determine congruency and where certain measured variables led to predictions being confirmed or not.  
Moreover, the role demographic factors play in how they influence perceptions of motivation among employees is analysed. By placing observed results and experiences within the framework established by existing motivational theories, it is possible to interpret data more accurately, thereby gaining better insight into the causes of employee turnover intention. The data provided by the model was also considered in the section regarding discussing the results. Speculative understanding concerning the implications of the generated results within treatments of retention and application of motivational strategies is revealed. An institution of higher education is considered, but observations should be readily translated into applications to other administrative settings.  
Recommendations:  The recommendation will take the form of the following:  
Firstly, the recommendations for the research ways of dealing with some of the difficult issues raised in the interviews, followed by proposals for successful implementation and, crucially, the recommendations for further research.  
Recommendation Improving Motivations Strategies Approach:  
Using the strategy of offering a mix of extrinsic rewards and encouraging intrinsic motivation to motivate employees requires a management framework. Organizations can consider using the Self-Determination Theory to guide job enrichment. This strategy requires leaders to receive continuing education in the principles of Self-Determination Theory. Dubord, M.G. and Forest, J., 2023   
Leaders should be guided in providing feedback on possible motivators or reshaping current ones. Appropriate and inappropriate motivations for employees should be re-evaluated in performance reviews; this can help maximize intrinsic and extrinsic reward potentials within the new management strategy. While grounded on weaknesses in Self-Determination Theory, these recommendations may also address other weaknesses described in original motivation models. Organizational leaders must evaluate the business culture to determine programs that suit the business best. Recognizing that people differ in what motivates them and how they are motivated, the culture will indicate, to a great extent, the approach that will best fit. Any approach should provide for regular review and feedback to enable ongoing adjustment. Guay, F., 2022.  
The results of the research in the fourth chapter demonstrated employees’ desire for more transparency, which gives them opportunities to truly participate in decision-making or accept any decisions or changes in the work environment if they feel that they were truly engaged effectively. Jiang, H. and Shen, H., 2023.  
 Recommendation for implementation:  
Through preliminary information related to measuring the importance of the financial incentive in raising the level of loyalty to the organization, it was concluded that it is essential to link this incentive with its counterpart of the moral incentive, which is career advancement, to create a feeling of job satisfaction among employees.  
The research recommends the importance of continuous communication between the Department of Personnel Affairs and employees through training and educational programs explaining the importance of their work. At least one individual from the Department of Change and Stability must be involved in the plans that the Department of Personnel Affairs will present to the employees to measure the extent of their applicability on the ground and avoid burdening employees with workloads.  
In collaboration with HR, the change teams are tasked to prescribe the right type of training required by the staff and those responsible for implementing a motivational strategy that is compatible with the economic changes that the country is going through and imposes a special situation on the higher education sector, which is a leading and effective sector in the economy of the United Kingdom. This will ensure employees have the skills to facilitate smooth organisational knowledge-sharing and learning processes. It will also alleviate the employee's turnover intentions or move to another institute.  
Institutions should prioritise fostering a culture of recognition, professional growth, and inclusivity to enhance motivation strategies for employees and management staff in the higher education sector. Recognising and rewarding achievements through formal awards or informal acknowledgements can significantly boost morale and reinforce a sense of accomplishment. Providing opportunities for continuous professional development, such as workshops, training programs, and access to research grants, can empower staff to advance their skills and careers, thereby increasing job satisfaction and engagement. Promoting a collaborative and inclusive work environment where diverse perspectives are valued can also strengthen team cohesion and foster a sense of belonging. Transparent communication between management and employees is also crucial, as it builds trust and ensures that staff feel heard and supported in their roles. By aligning institutional goals with individual aspirations and creating a supportive ecosystem, higher education institutions can cultivate a motivated workforce committed to achieving personal and organizational success.  
Recommendation for further research:  
Understanding Employee Turnover Intentions and Organizational Loyalty 
Employee turnover has a significant impact on an organisation, both financially and in terms of the loss of important knowledge. Core employees are most valuable both financially and in terms of expertise. Despite this importance, little research has been carried out to try to understand why core employees decide to quit an organisation. This research was trying to fill some of this gap by considering the effectiveness of the classic motivation on the turnover intentions of core employees: what factors contribute to this, and how can organisations reduce this intent. (Naidu, 2018).  
Empirical Evidence on the Relationship Between Financial Motivation and Employee Turnover 
Employee motivation is an essential element of managerial strategy in enhancing employee performance and retention  
(Hussain, 2018). Employees receiving financial motivation are likely to reduce their turnover intention, thus increasing organizational loyalty. Subsequent studies showed that financial motivation improved organizational loyalty and increased commitment to quality. Salary, bonus, and pension are considered as external motivations engaging employees in more rational job analysis and decision-making. Moreover, financial motivation is universally acceptable, making it appropriate for any industry. However, more research to explore  
 the relationship between financial motivation and employee turnover would be further analysed if it were studied more widely, a theoretical framework will be constructed, including a moderated-mediation analysis of organisational context and individual differences in financial motivation. The effectiveness of financial motivation, the mechanism underlying the possible relationships, and implications for management are also explored. Limitations are addressed alongside suggestions for future research. The financial motivations support for employees and organizations can further lower employee turnover intentions.? 
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