[bookmark: _Toc303070346]
[image: ]

	
UNDERGRADUATE DISSERTATION
RESEARCH PROPOSAL FORM



 
Please complete the following research proposal and submit it to Turnitin. 

Which project option are you taking? 



	NAME: Tekle Atobrhan

	STUDENT ID No.: 2210427

	DRAFT RESEARCH TITLE QUESTION: “Critical evaluation of how managers motivate employees to increase productivity at work in an organisation.”
INTRODUCTION:
According to Uka (2021), Motivation is critical in influencing employees' performance and efficiency. Managers are responsible for promoting motivation through different methods, such as financial rewards, acknowledgement, opportunities for career advancement, and establishing a positive working atmosphere. Even though extensive research has been conducted on motivation, there is still a need to understand how these theories can be practically applied in various organisational environments. This research aims to bridge this gap by quantitatively assessing how managers inspire their employees and the resulting impact on efficiency.

Justification for Research:

1. Relevance to Current Business Practices:
Motivation continues to be crucial in today's quickly evolving business landscape. Given the move towards remote and hybrid work structures, comprehending how managers can motivate employees effectively is more critical than ever. This study will offer insights into current business strategies and benefit academic literature and real-world management (Janovac, 2021).
2. Contribution to Academic Knowledge:
Extensive research has been conducted on motivational theories; however, empirical studies that quantitatively evaluate the application and effectiveness of these theories in practical environments are needed. This dissertation will provide data-driven insights into the impact of motivational strategies on employee productivity, thereby bridging the divide between theory and practice (Fawehinmi, 2020).
3. Practical Implications:
The results of this study will benefit managers and HR professionals in their daily work. This research will suggest boosting employee motivation and productivity by pinpointing the most effective motivational techniques. The study's practical focus ensures that the findings will be valuable for organisations aiming to enhance their performance (Kalogiannidis, 2021).
4. Personal and Professional Development:
Undertaking this research will allow the researcher to acquire critical abilities like analysing data, designing surveys, and interpreting statistics. These abilities help the researcher pursue a career in management, human resources, or any area involving organisational growth and employee connections (Sugiarti, 2022).

	RESEARCH OBJECTIVES:
- Identifying the main motivational techniques employed by managers in various organisations.
- Evaluating how these techniques contribute to increasing employee productivity.
- Examining the statistical correlation between managerial motivation techniques and employee productivity.
- Providing recommendations for managers to motivate their employees optimally.

RESEARCH QUESTIONS: 

1. How do managerial motivational approaches impact employee productivity across different organisational settings?
2. Which motivational strategies do managers most commonly utilise in various sectors?
3. What kinds of motivational tactics (such as monetary rewards, acknowledgement, and career growth opportunities) are frequently implemented by managers?
4. Which motivational approaches are considered most effective by employees and managers?
5. How do diverse motivational strategies affect employee job satisfaction and engagement?
6. Do motivational methods exhibit varying effectiveness based on the size (small, medium, large) and nature (public, private, non-profit) of organisations?
7. What challenges do managers face when endeavouring to motivate their employees?


	LITERATURE REVIEW:
Maslow's Hierarchy of Needs:
The Maslow theory suggests that human needs are organised in a hierarchy, and people are driven to satisfy these needs in a particular sequence, starting from physiological needs and progressing to self-actualisation. In the work context, this theory implies that managers must guarantee that fundamental needs are addressed before employees can be incentivised by higher-level needs such as acknowledgement and self-improvement (Cui, 2021).

Herzberg's Two-Factor Theory:
Herzberg categorised the factors affecting job satisfaction and motivation into hygiene factors and motivators. Hygiene factors, such as salary and work conditions, aim to prevent dissatisfaction, while motivators, like achievement and recognition, drive satisfaction and performance. According to this theory, it is crucial to establish an environment that incorporates motivators to boost employee motivation (Mwabu, 2019).
Self-Determination Theory (SDT):
SDT highlights the importance of internal motivation and meeting three fundamental psychological needs: independence, capability, and connection. According to SDT, workers exhibit higher motivation and efficiency when they perceive authority over their tasks, are skilled in their capabilities, and have strong relationships with others (Ryan, 2020).

Contemporary Research:
Recent research has investigated how different methods of motivation affect the contemporary work environment. For instance, studies on remote work have emphasised the significance of independence and confidence in inspiring workers. Other research has investigated the impact of corporate culture, leadership approaches, and employee involvement in nurturing motivation and efficiency (Basel, 2022).

Vroom's Expectancy Theory:
According to Vroom's Expectancy Theory, motivation depends on an individual's belief that effort will lead to performance (expectancy), the conviction that performance will lead to desired outcomes (instrumentality), and the value of those outcomes (valence). This theory implies that managers must ensure employees are confident that their efforts will result in performance and that this performance will yield valuable rewards (Monday, 2020).

Locke's Goal-Setting Theory:
Locke's Theory of Goal Setting suggests that employees' performance can be improved through specific and challenging goals and by providing appropriate feedback. The theory emphasises clear objectives' significance, difficulty level, and employees' commitment to achieving those goals. Managers can motivate employees by setting precise, achievable, and challenging goals and regularly providing feedback on their progress (Swann, 2021).
Providing Recognition and Rewards:
Acknowledging employees' achievements in team meetings and company-wide communications is an essential form of public recognition. Additionally, providing bonuses, raises, or other financial incentives to employees demonstrating outstanding performance can be highly effective. Recognising and rewarding employees for their positive behaviours can boost morale significantly and reinforce these behaviours, ultimately making employees feel valued and appreciated (Danish, 2010).
Offering Opportunities for Professional Growth:
Training and Development encompasses active engagement in various workshops and educational programs and acquiring certifications to refine and expand skill sets. Career Progression revolves around providing clearly defined and transparent pathways for professional advancement and career growth. Impact pertains to identifying and cultivating opportunities that foster a culture of continuous enhancement, elevate overall job satisfaction, and ensure the retention of high-performing employees (Sugiarti, 2022).


Fostering a Positive Work Environment:
A comfortable work environment ensures that employees can perform at their best. When employees feel at ease in their work environment, they can better meet the organisation's targets, resulting in performance that aligns with expectations (Laras, 2021).
Empowering Employees:
Fostering a work environment where employees are encouraged to take the initiative and given the authority to make decisions can instil a sense of ownership and accountability. Actively involving employees in discussions about processes, projects, and organisational changes can create a collaborative atmosphere that promotes innovation and excellence in performance (Andika, 2020).

	SUMMARY OF RESEARCH –SURVEY METHOD: 

This study will employ a quantitative research design to evaluate the impact of managerial motivational strategies on employee productivity. The quantitative approach is chosen for its ability to systematically measure variables and analyse relationships using statistical methods, providing objective and generalisable findings (Kumar, 2020).

- Research Methods:
- Surveys
-Organisational Data Analysis

Why Surveys?
When considering research methods for my undergraduate dissertation, I strongly lean towards utilising surveys due to several key advantages they offer. Surveys can reach a large and diverse sample, making obtaining representative and applicable findings across various industries and organisational contexts possible. Additionally, the efficiency of surveys is particularly beneficial given the time constraints associated with an undergraduate dissertation. By collecting quantifiable data, surveys enable statistical analysis to identify trends, correlations, and causal relationships between motivational strategies and productivity, aligning with my research objectives (Pandey, 2021).

Why Organisational Data Analysis?
Using organisational data alongside survey data provides objective measures of productivity and performance in research, enhancing practical relevance. The statistical analyses included in the report are descriptive statistics to summarise survey data, correlation analysis to explore relationships, regression analysis to identify impact, Analysis of Variance to compare effectiveness across groups, and Structural Equation Modelling to test a theoretical model (Taherdoost, 2021).

	SUMMARY OF SAMPLING FRAMEWORK: 
The target sample for this research will include:

1. Employees from various departments within different organisations.
2. Managers who are responsible for supervising and motivating employees.
Employees:
Participants will be from various industries, such as technology, healthcare, manufacturing, finance, and retail, to ensure a wide range of perspectives. The sample will consist of entry-level and senior employees representing diverse motivational experiences and viewpoints. Additionally, employees with varying lengths of service, from new hires to long-tenured staff, will be included to gain insight into potential differences in motivational needs and strategies based on experience.
Managers:
The study will include managers at different hierarchical levels, such as team leaders, mid-level managers, and senior managers, to explore how motivational approaches vary based on managerial responsibilities. Additionally, managers from various departments, including human resources, operations, sales, and marketing, will be chosen to understand motivational strategies specific to their respective sectors.
Why This Sample is the Best for the Research:

- Effective communication with employees and managers will lead to a comprehensive grasp of all aspects of motivation, from implementation to reception.
- Including a diverse range of industries will ensure that the research findings are not limited to a specific sector, increasing the broader relevance of the conclusions.
- Involving employees and managers at various hierarchical levels will enable the examination of potential discrepancies in motivational needs and strategies based on position and experience.
- By combining quantitative data from employees with qualitative insights from managers, we can gain a comprehensive perspective, enhancing the depth and trustworthiness of the research.
This approach to the study's design ensures that the research will yield valuable, relevant, and widely applicable findings about managers' methods of motivating employees and improving productivity in diverse organisational settings.

	ETHICAL ISSUES:
Consent for Participation: All participants will be fully informed about the research, their involvement, and their rights. This will be accomplished through detailed consent forms that clearly outline the purpose of the study, the procedures involved, and the potential risks and benefits. Before their involvement, participants must carefully read and sign these consent forms to indicate their willingness to participate in the study. Protection of Privacy and Anonymity: To safeguard the participants' privacy and to prevent any potential repercussions, the study will implement rigorous measures to ensure the anonymity of their identities and responses. This will involve anonymising data by removing or coding identifiers. The data will be securely stored using encrypted digital files to protect it. Access to the raw data will be restricted to the research team exclusively.

	TIME SCALE:
Below is the timeline, which highlights essential stages and tasks required to complete the research project successfully within the specified timeline.
Month 1:
 Planning and Literature Review
Week 1: Research Design and Proposal Development
Refine the research questions and goals. 
Create a comprehensive research proposal.
Week 2: Literature Review
Conduct an extensive review of existing literature on motivational theories and current research. Recognise areas where the existing literature is lacking and improve the research framework.
Week 3: Ethical Approval
Gather and present the required paperwork to the appropriate institutional review board for ethical approval.
Week 4: Development of Framework for Sampling Choose and identify organisations for potential collaboration. Create a stratified plan for random sampling to ensure that all subgroups are represented accurately.
Weeks 5-6: Create survey and interview inquiries after reviewing the literature and defining the research goals. Formulate consent forms and participant information documents.
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Appendix 
Survey Questionnaires 
Section 1: Demographic Information
1. Age:
 A, 18-24
 B, 25-34
 C, 35-44
 D, 45-54
 E, 55-64
 F, 65 and above

2. Gender:
 A, Male
 B, Female
 C, Other
 D, prefer not to say

3. Education Level:
 A, High school diploma
 B, associate degree
 C, bachelor’s degree
 D, master’s degree
 E, Doctorate
 F, Other (please specify): _______________

4. Years of Work Experience:
A, 0-2 years
B, 3-5 years
C, 6-10 years
D, 11-15 years
E, 16-20 years
F, 21+ years

5. Current Position:
 A, Entry-level
 B, Mid-level
 C, Senior-level
 D, Manager
 E, Executive
 F, Other (please specify): _______________

6. Industry:
 A, Technology
 B, Healthcare
 C, Finance
 D, Education
 E, Manufacturing
 F, Retail
 G, Other (please specify): _______________

Section 2: Motivational Strategies

7. How often does your manager set clear and specific goals for you?
 A, Never
 B, Rarely
 C, Sometimes
 D, Often
 E, Always

8. How often do you receive recognition for your work?
 A, Never
 B, Rarely
 C, Sometimes
 D, Often
 E, Always

9. What type of recognition do you receive most frequently? (Select all that apply)
A, verbal praise
B, Written commendation
C, Public recognition (e.g., in meetings)
D, Monetary rewards (e.g., bonuses)
E, Other (please specify): _______________

10. How satisfied are you with your organisation's professional growth opportunities?
 A, very dissatisfied
 B, Dissatisfied
 C, Neutral
 D, Satisfied
 E, very satisfied
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