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[bookmark: _gjdgxs]Abstract
Introduction
Numerous businesses capitalise on their human resource in developing resilience to today’s complex and turbulent markets. Organisations in the changing business culture are progressively adapting motivation strategies in boosting employee performance. However, an existing evidence gap has inhibited motivational strategies implementation in improving employee performance. Hence, the study aims to examine motivating strategies in UK organisational workplaces and their impact on employee performance.
Literature Review
The section reviews existing studies on motivation strategies and their impact on employee performance in business organisations. Management teams can adopt different approaches to motivating their workers in an attempt to accomplish specific goals. Various motivation strategies for employees in the workplace are categorised into extrinsic motivation, identified motivation, intrinsic motivation and introjected motivation. Markedly, employee motivation is an important HRM procedure in business organisations operating in today’s business environment. Three popular motivation theories include Herzberg’s two-factor theory of motivation, Maslow’s hierarchy of needs, and Taylor’s motivation theory. Essentially, employee motivation contributes significantly to improved performance, so companies must adopt strategies to maintain motivation to optimize employee productivity.
Research Methods and Methodologies
The quantitative research focuses on examining the impact of motivation strategies on employee performance in modern workplaces. Positivism is a suitable research philosophy for this quantitative as it favours the research objectives of examining the impact of motivating strategies on employee performance through quantifiable data. In this research, the quantitative methodology was utilised in investigating the relationship between motivation strategies and employee performance at the workplace. Markedly, the primary research was designed to engage 160 individuals (10 managers and 150 employees) in the data generation procedure. Convenience sampling refers to a non-probabilistic sampling procedure that entails collecting conveniently positioned samples on the ground. Notably, questionnaires were utilised in gathering quantitative insights on employee performance in the workplace. The researcher relied on descriptive statistics in summarising bulk data gathered using questionnaires from 160 participants.
Data Analysis and Discussions
The data analysis and findings chapter present the results of the descriptive statistical analysis procedure for the quantitative research. The discussion section presents the interpretation of findings for the quantitative research based on the set objectives and questions. The quantitative research reinforces the evidence that powerful motivation strategies help in improving employee performance in workplaces. The quantitative research shows that motivation strategies have a major impact on employee performance in modern workplaces.
Conclusion, Limitations and Recommendations
The quantitative research confirms the existence of a strong connection between motivation strategies and workers' performance in workplaces. Various limitations of this primary research include limited sample size, time constraints, deductive reasoning, and limited resources. Still, the evidence from the quantitative study can be used in informing HRM decisions in SMEs (small and medium-sized enterprises) and major companies globally.
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[bookmark: _1fob9te]Chapter 1: Introduction
[bookmark: _2et92p0]1.1 Background
[bookmark: _tyjcwt]Numerous businesses capitalise on their human resource in developing resilience to today’s complex and turbulent markets. The situation forces managers to explore effective strategies for optimising employee performance during their operations in current markets. Uka and Prendi (2021) observe that high-performing workforces enable businesses to accomplish long-term competitiveness, productivity, and efficiency objectives. Motivated and talented employees also support businesses in developing flexible systems to effectively handle current market dynamics. Essentially, high-performing and skilled workers enable organisations to cope with market dynamics like regulatory changes, changing consumer preferences, and technological advancements (Aaker & Moorman, 2023). Therefore, organisations in the changing business culture are progressively adapting motivation strategies in boosting employee performance. Still, the business strategy has prompted researchers to explore the existing interconnection between employee motivation and performance in current workplaces (Iqbal, 2019). The study aims to examine motivating strategies in UK organisational workplaces and their impact on employee performance.
[bookmark: _hz7jsh5srupp]
[bookmark: _3dy6vkm]1.2 Problem Statement
[bookmark: _1t3h5sf]The intense competition in modern markets has forced businesses to explore evidence-based strategies for motivating and retaining employees. Most managers understand that effective motivational strategies help in creating a high-performing workforce and preventing employee attrition (Armstrong & Taylor, 2020). However, an existing evidence gap has inhibited motivational strategies implementation in improving employee performance. In particular, insufficient knowledge has created doubts concerning the effectiveness of motivation packages in improving workplace performance. For instance, good performance in workplaces results from multiple factors, including time, technology, competencies, supportive resources, and compensation packages (Aggarwal et al., 2022). The statement suggests that motivational tactics are not the causal factors for improved performance in organisational workplaces. Some individuals believe that failure to provide these packages creates problems like unsatisfactory workplace performance, collaboration challenges, and increased turnover rates in organisations. Hence, the insufficient knowledge demonstrates the need to determine the connection between motivation packages and employee performance. 
[bookmark: _v9gbs06nzrfv]
[bookmark: _4d34og8]1.3 Research Purpose
The research aims to precisely investigate the impact of motivating strategies on employee performance at workplaces. Quantitative research uses statistical data collection and analysis methods in assessing the connection between the two variables. The analysed data provides a detailed relationship between employee performance and the selected motivation strategies. The generated evidence fills the existing research gap in the effect of motivation packages and employee performance in modern workplaces. Evidence from the quantitative research is expected to guide important HRM decisions in modern business organisations. Hence, evidence from quantitative research can justify and guide motivation strategies implementation in improving employee performance in modern workplaces. 

[bookmark: _2s8eyo1]1.4 Research Objectives
I. To examine the effects of employee motivation strategies on work output in modern organisations.
II. To assess the relationship between motivating strategies, employee performance level, and job satisfaction. 

[bookmark: _17dp8vu]1.5 Research Questions
I. How do motivating strategies impact workplace performance parameters like work quality, meeting deadlines and target achievement?
II. Which motivating strategies bring about high employee performance, and how do these strategies differ in impact within the organisation? 

[bookmark: _3rdcrjn]1.6 Research Significance 
The quantitative research examines the relationship between motivation strategies and employee performance in modern businesses. Markedly, the research on motivation strategies and their impacts on employee performance is critical in academics and practical fields. According to Anwar and Abdullah (2021), discovering motivating strategies enables management teams to boost the general employee performance in their organisations. The research evidence supports the strategic human resource management operation by demonstrating the existing connection between motivation strategies and employee performance. The strategy offers management teams a chance to capitalise on their human capital in pursuing profitability, continuous expansion, and competitiveness goals (Turner et al., 2019). Motivation strategies also support managers in fostering a positive workplace culture that addresses global challenges of employee engagement and retention. The research evidence further informs policy development operations that seek to create healthy working environments in modern businesses (Chams & García-Blandón, 2019). Hence, motivation strategies implementation as performance boosters creates mutually beneficial outcomes for businesses and employees. 

[bookmark: _26in1rg]1.7 Structure of the Dissertation
The quantitative research consists of five key sections, namely the first chapter (introduction), second chapter (literature review), third chapter (research methods), fourth chapter (data analysis and discussion), and fifth chapter (conclusion, recommendations, and limitation). The introduction section provides the conceptual background, problem statement, objectives, and significance of the quantitative research. The section also provides research questions and aims to guide the research on motivational strategies’ impact on employee performance in workplaces. The literature review section analyses relevant conceptual, empirical, and theoretical evidence for the topic. The chapter presents the research gap that necessitates further studies to investigate the existing relationship between variables. The research methods chapter comprises several elements, namely research design, research methodology, study procedure, data analysis, limitations, assumptions, and ethical considerations. The fourth chapter analyses and discusses the collected data to fill the existing research gap in this area. The final chapter consists of a conclusion, recommendation, and limitation section for this primary research. 























[bookmark: _lnxbz9]Chapter 2: Literature Review
[bookmark: _1ksv4uv]2.1 Introduction
[bookmark: _44sinio]Many managers understand that high-performing human capital allows businesses to accomplish their objectives and goals. Management teams observe that resources such as advanced technology can be utilised in boosting performance in organisational workplaces. Nevertheless, Armstrong and Taylor (2020) stress that high workplace performance can only be accomplished if employees receive adequate motivation. The outcome makes motivation an important concept in the assessment of positive staff behaviour in modern organisational workplaces. The strategies support businesses in transforming their employees into essential resources for competitiveness in modern markets (Turner, 2019). Still, motivation strategies implementation in improving workplace performance requires management teams to comprehend the existing connection between motivation strategies and staff performance. The situation demands a thorough investigation of the impact of motivation strategies on employee performance in modern workplaces. 
[bookmark: _2jxsxqh]The section reviews existing studies on motivation strategies and their impact on employee performance in business organisations. The literature review creates a clear picture of the existing evidence gap in the research area to guide future studies. Therefore, the literature review describes the motivation concept with respect to employee behaviour in current workplace settings. The section addresses various motivation strategies, their definitions, and their characteristics. The assessment utilises existing models and theories in explaining the employee motivation process and the factors influencing the effectiveness of motivating strategies. The review includes the advantages and disadvantages of motivating strategies in modern workplace settings. The section discusses various motivation strategies that help in improving employee performance in organisational workplaces. Additionally, the section discusses how these motivation strategies distinct impact within business organisations. 
[bookmark: _mnr0xuz44n1q]
[bookmark: _z337ya]2.2 Employee Motivation 
Employee motivation has become an important agenda in businesses operating in the current business environment. According to Bushi (2021), motivation represents a force that helps in sustaining, directing, and energising an individual’s effort aimed at accomplishing specific goals. The professionals observe that the internal force influences arousal and sustains a specific behaviour in employees (Bushi, 2021; Uka & Prendi, 2021). Similarly, Vinoy Vincent and Kumar (2019) state that motivation is an inspirational process which impels the team members to pull their weight effectively by giving their loyalty to the group, to carry out the tasks properly and to play a part in the job the group has undertaken. Uka and Prendi (2021) consider motivation as a psychological force that shapes a person’s determination to accomplish specific goals and objectives. The statement implies that the psychological force comprises various elements that help in creating, controlling, and sustaining particular human behaviour (Lorincová et al., 2019). The argument also suggests that human desires, needs, and goals can regulate and influence their attitude towards specific tasks and matters. 
[bookmark: _3j2qqm3]Uka & Prendi (2021) suggest that motivation is a convoluted force that creates desirable employee behaviour in organisational workplaces. The complexity of this psychological force results from its existence as an inferred factor in organisations. The situation implies that the assessment of motivation is performed indirectly through observation of people’s behaviours. Behavioural evaluation supports professionals in comprehending underlying motivation for involvement in specific work processes. Work motivation is energetic external and internal forces that trigger specific work-related behaviour (Esteve & Schuster, 2019). Experts observe that workplace motivation strategies have an indirect and direct effect on individuals’ performance within workplace settings (Vo et al., 2022). Essentially, the psychological force is a combination of several factors that influence a person’s behaviour and features multiple approaches. Hence, management teams can adopt different approaches to motivating their workers in an attempt to accomplish specific goals. 
[bookmark: _ira9i2fosi9u]
[bookmark: _1y810tw]2.3 Motivational Strategies 
[bookmark: _4i7ojhp]Management teams utilise motivation strategies in creating goal-related behaviours in their workplaces. Specifically, HRM teams combine different tactics in motivating their workforce to increase chances for organisational success. Various motivation strategies for employees in the workplace are categorised into extrinsic motivation and intrinsic motivation (Esteve & Schuster, 2019). Extrinsic motivation refers to the situation where people adopt specific actions and behaviours in response to specific external rewards/incentives (Cherry, 2022; Locke & Schattke, 2019). Rewards that create this form of motivation in workers are job promotions, perks, praise, pay rises, bonuses, and awards (Bernardes et al., 2022; Stone et al., 2024). According to Van den Broeck et al. (2021), major categories of external motivations in modern workplaces include external regulation, established regulation, integrated regulation, and introjected motivation. In particular, introjected motivation occurs in individuals as a result of their exposure to external pressures in workplaces (Gillet et al., 2020; Van den Broeck et al., 2021). In such situations, individuals participate in specific workplace activities to adhere to specific requirements or stay abreast with popular workplace operations. However, there is a growing need to determine the impact of this motivational strategy on individuals’ self-esteem and personal values. 
Intrinsic motivation refers to the internal drive that results from a person’s desire to accomplish specific objectives. The motivation results from self-generated parameters that affect a person’s behaviour in a specific environment (Bernardes et al., 2022). In these situations, people indulge in specific activities for inherent challenge or gratification instead of external rewards or pressures (Locke & Schattke, 2019). For instance, some employees derive motivation from workplace activities that they consider challenging, interesting, and essential. Individuals also like participating in work processes that offer them reasonable autonomy and professional development opportunities (Ryan & Deci, 2020). Experts observe that the desire to acquire competencies like knowledge and skills encourages individuals to work diligently in organisations. Hence, supervisors and managers should concentrate on exposing workers to job roles that offer sufficient skill, challenge, complexity, and diversity. Finally, identified motivation represents what happens when an individual indulges in an activity due to external reasons but eventually realises its true value (Ryan & Deci, 2020). The category of motivation arises when individuals can comprehend the existing relationship between desired outcomes and their actions. In such situations, employees act based on the goals and values they internalise through habitual functioning.
[bookmark: _2xcytpi]Existing studies indicate that motivational strategies have features that lead to their impact on human behaviours. Specifically, motivational strategies have characteristics such as interaction between employees and situations, goal-oriented behaviour, complex nature, system-oriented strategies and positive/negative motivation. For instance, motivational tactics create behaviours or actions that align with specific personal and organisational goals. In this regard, the psychological forces are designed to satisfy personal needs and achieve particular goals. Locke & Schattke (2019) observes that external motivation capitalises on goal-driven factors like rewards or incentives gained through task completion. Researchers view motivation as an interactive process between people and specific situations, which implies that does not exist as a personal trait (Locke & Schattke, 2019). The system-oriented aspect implies that motivators influence individuals’ behaviours within organisations or workplace teams (Schmid & Dowling, 2020). Motivation strategies employ either negative or positive reinforcements in triggered a specific human behaviour. Additionally, motivation strategies have complex and dynamic attributes because of their connection to human behaviours. 
[bookmark: _21ndv9tceng4]
[bookmark: _1ci93xb]2.4 Importance of Motivating Strategies in the Workplace
[bookmark: _3whwml4]Employee motivation is an important HRM procedure in business organisations operating in today’s business environment. In particular, motivation strategies are crucial organisational initiatives that ensure the proper utilisation of human resources, leading to production increment and efficiency. The HRM tactic increases organisation productivity by encouraging individuals to work diligently. The trends explain that motivated employees’ urge to contribute more towards the achievement of corporate objectives compared to their disheartened counterparts. Similarly, motivational efforts have a transformational impact on organisational work cultures, which creates a workplace team that maintains a commitment to achieving shared corporate objectives (Altman, 2021). Such workforces help business organisations in achieving goals such as high profitability, increased competitiveness, and rapid expansion. Effective motivation initiatives usually orient workplace activities towards long-term organisational goals, which minimises the chances of organisational failure. Therefore, employees who receive motivation develop deep-rooted qualities, which benefit organisations, customers, and shareholders (Mahapatro, 2022). The process creates a professional team that is enthusiastic towards innovation and positive growth in companies. 
 Extrinsic and intrinsic motivators normally encourage employees’ involvement in collaborative processes in cross-functional workplaces. For optimal utilisation of non-human resources, the employees need to get involved in decision-making and policy formulation processes. Fostering conducive labour relations influences the willingness of employees to work and cooperate among team members (Fischer et al., 2019). Motivation improves employee performance by satisfying their needs resulting in increased dedication and improved outcomes. The strategy also instils a positive attitude, transforming employee negativity into constructive ones aligning with the organization's goals (Uka and Prendi, 2021). The strategy plays a crucial role in minimizing employee attrition rates by addressing their needs and providing incentives. The tactic allows human resource managers to create a loyal workforce by encouraging employees to perform beyond certain expectations. Ultimately, motivation strategies clarify goals, prioritize and reduce absenteeism by making workplaces enjoyable. Motivation strategies implementation helps support continuous professional development through the enhancement of employee’s skills and knowledge (Armstrong & Taylor, 2020). Additionally, motivational strategies allow managers to develop proactive workforces that adapt effectively to the current market and workplace dynamics. 

[bookmark: _2bn6wsx]2.5 Models and Theories of Employee Motivation
[bookmark: _qsh70q]Experts have developed multiple theories that explain the employee motivation process in organisations. The developed theoretical frameworks rely on adequate evidence in explaining human behaviours that result from their exposure to different motivations. Models and theories focus on what drives employees to work toward specific goals, the decision-making involved and the impact on performances. Existing motivation theories explain how different motivators encourage individuals to embrace certain behaviours and focus on achieving specific goals in workplaces. Based on Ryan and Deci's (2020) findings, employee motivation theories mainly focus on intrinsic factors, defined as the desire to satisfy human needs. Extrinsic factors state that employees are motivated by external factors such as bonuses and salaries (Hubley et al., 2023). Hence, existing motivational theories can guide HRM teams in overcoming challenges faced during the establishment of motivated workforces in organisations. Three popular motivation theories include Herzberg’s two-factor theory of motivation, Maslow’s hierarchy of needs, and Taylor’s motivation theory.
Herzberg's two-factor theory stresses that human motivation results from their interaction with dissatisfiers and satisfiers. The Herzberg motivation theory was developed in 1959 by Frederick Herzberg a behavioural scientist. This theory was from the interviews he conducted with employees, asking them when they felt good or bad at work and why. Markedly, Herzberg developed the knowledge for this model through observation of job dissatisfaction and satisfaction for engineers and accountants. Herzberg concluded that Motivators and hygiene were the two mutually exclusive factors influencing employee satisfaction and dissatisfaction (Jain et al., 2019; Mitsakis & Galanakis, 2022). Hence, organizations can implement Herzberg's theory in devising methods for increasing motivation and hygiene in workplaces, which would involve giving employees more command over their work, feedback policy, improving their workplace conditions and reviewing employee welfare continuously (Jain et al., 2019). However, the theoretical framework makes a consideration that financial incentives only provide short-term motivation, which necessitates the adoption of additional incentives to address long-term motivation needs. 
Similarly, Maslow’s hierarchy of needs theory explains how the fulfilment of various needs leads to employee motivation. Notably, the hierarchy of needs theory was published in 1943 by Psychologist Abraham Maslow in his paper,” A Theory of Human Motivation" (Jain et al., 2019). The Maslow theory, by use of a pyramid, outlines the five human needs: self-actualisation, esteem, love and belonging, safety needs, and physiological needs (Navy, 2020; Fasil, 2024). The focus on fulfilling human needs at different levels helps in creating motivation among specific populations, including workers. For instance, high salaries and work-life balance help in satisfying human physiological needs in workplaces (Bohórquez et al., 2021). Likewise, providing a safe and conducive working environment addresses human safety needs, which encourages individuals to work in such environments. Job promotion, awards, and recognition help in satisfying employees’ self-actualisation and esteem needs. Therefore, employees get motivated when their different levels of needs are met using specific compensation and reward systems. 
Taylor’s motivation theory focuses on the work strategy design for motivating employees in workplaces. Frederick Winslow Taylor established Taylor’s motivation theory after the publication of The Principles of Scientific Management in 1909. Taylor explored that optimizing the way people work was more efficient than making them work harder. Taylor’s interest in efficiency suggested that simplifying tasks and good relations between employers and employees increased productivity (Bruce, 2020). According to Taylor, money’s existence as the main motivational factor in workplaces makes it highly effective in work process design. In this regard, the American engineer stressed the development of piecework in preventing employee demotivation while guaranteeing organisational profitability. The strategy creates a division of labour that protects employees from challenging and unsatisfactory work processes. Tailor believes that exposure to easy and repetitive tasks creates employee satisfaction, which prevents absenteeism and high labour turnover. 

[bookmark: _3as4poj]2.6 Advantages, Disadvantages and Challenges of Effective Motivating Strategies
Employee motivation is critical to a company's success and provides several benefits that contribute to overall efficiency and well-being. First and foremost, motivated employees exhibit higher productivity, focus, commitment, and a positive attitude, which translates into higher profits (Kang, 2020). Motivated employees who feel valued, recognised, and rewarded also increase job satisfaction and reduce absenteeism and turnover (Bohórquez et al., 2021; Sidabutar et al., 2020; Popescu et al., 2024). Additionally, motivation fosters greater creativity and innovation, encouraging employees to think outside the box, leading to better products and processes (Fischer et al., 2019; Kremer et al., 2019). The result is improved employee engagement, driving loyalty and customer service, which benefits your company in the long run. Lastly, motivated employees experience physical and mental health, reducing stress-related illnesses, minimising sick days, and ultimately enhancing overall performance, contributing to a healthier and more cost-effective work environment (Vonderlin et al., 2023). The positive outcomes explain the need to adopt effective motivational strategies in modern workplaces. 
[bookmark: _1pxezwc]Still, managers should consider the disadvantages and challenges related to motivation strategies implementation in organisational workplaces. While motivating employees can be beneficial, there are also potential drawbacks. For example, Conides (2019) observes that motivated employees can experience burnout due to constant pressure to perform, leading to poor performance. HRM professionals should visualise motivation efforts that create overconfidence in some employees, which generates undesirable outcomes for businesses. Essentially, overconfidence can hinder growth because motivated people sometimes resist constructive feedback during their operations in collaborative workplaces. When motivated employees compete, interpersonal conflicts can occur that affect team dynamics. Employees with a tunnel vision have demonstrate limited creativity and adaptability in modern workplaces. In extreme cases, strong incentives can lead to unethical behaviour and damage a company's reputation. Despite these risks, finding a balance will ensure a positive work environment that supports employee growth while avoiding undue pressure (Kelebek and Alniacik, 2022). Mindful management helps manage potential downsides and fosters a productive workplace.
[bookmark: _5if307jx2mdu]
[bookmark: _49x2ik5]2.7 Relationship between Motivating Strategies and Employee Performance 
[bookmark: _2p2csry]Creating high-performance workplaces requires managers to implement various motivational strategies. According to Li et al. (2021) employee motivation contributes significantly to improved performance, so companies must adopt strategies to maintain motivation to optimize employee productivity. Key factors include appropriate compensation and recognition of each team member's value to promote retention and maintain motivation. Establishing a positive company culture is extremely important as it promotes job satisfaction and engagement (Altman, 2021). Every Human resource department is tasked with creating a positive work environment by recognizing and rewarding employee contributions (Ali and Anwar, 2021; Girdwichai & Sriviboon, 2020). Additionally, involving employees in goal-setting meetings can boost morale, making all team members feel valued and motivated. Regular feedback through employee engagement surveys is critical for companies to effectively understand and respond to employee needs and foster long-term motivation and performance improvements (Girdwichai & Sriviboon, 2020). Nevertheless, motivation strategies adoption in improving employee performance creates the need to strengthen the relevant evidence base to prevent doubts and implementation challenges. 
[bookmark: _sgp2o9qag2hw]
[bookmark: _147n2zr]2.8 Factors Influencing the Effectiveness of Motivating Strategies
Management teams must understand that the effectiveness of motivating strategies is dependent on different factors. Cote (2019) indicates that motivation strategies are influenced by factors such as the need to understand individual preferences. Tenney (2024) adds that motivation strategies are dependent on factors like work-life balance, flexibility, compensation packages, the work environment, and organisational culture. Align motivational approaches that contribute to effectiveness with diverse employee motivations. Employees tend to comprehend their roles in the place of work where there is clear communication of goals and expectations. Management teams must embrace flat and collaborative processes to encourage teamwork and open communication in their workplaces (Dahlan et al., 2021). Flexible work arrangements are also required to accommodate individual preferences that contribute to motivated employees. Creating motivated workers requires managers to recognise their rights for the empowerment and autonomy of every employee. Generally, managers must consider these factors when designing motivational strategies for their workplaces. 

[bookmark: _3o7alnk]2.9 Research gap	
Employee motivation is a relatively new topic that requires further research to facilitate validation and improvement. The literature review suggests that the existing evidence gap in this topic can hinder motivational strategies usage in improving workers' performance in workplaces. Future studies should examine existing motivational strategies for the organisational workforce in regard to their impact on employee performance. Further evidence should be generated concerning the impact of motivation strategies on employee performance. The sole responsibility for motivation in boosting workforce performance has not been properly investigated. Similarly, further assessment of the relationship between motivation strategies, employee performance and job satisfaction should be conducted to inform future HRM functions. Strengthening this evidence gap can support managers in creating effective motivation strategies for their employees. 

[bookmark: _23ckvvd]2.10 Summary
Business managers focus on using evidence-based motivation strategies in creating a high-performance workforce for their organisations. Motivation refers to a force that maintains, regulates, and stimulates human behaviours in environments like workplaces. The complex processes generate goal-related behaviours that influence the performance level of every employee. Specifically, various motivation strategies that influence employee performance in the workplace are broadly categorised into extrinsic motivation, identified motivation, intrinsic motivation and introjected motivation. The motivation strategies provide benefits like effective human resources utilisation, increased productivity, enhanced employee performance, and work efficiency. Theoretical frameworks that explain employee motivation in workplaces are Herzberg’s two-factor theory of motivation, Maslow’s hierarchy of needs, and Taylor’s motivation theory. Existing studies indicate that motivation strategies help in improving employee performance in modern organisations. However, further research should be conducted to address the existing evidence gap in this topic.

[bookmark: _ihv636]Chapter 3: Research Methods and Methodologies
[bookmark: _1hmsyys]3.1 Introduction 
[bookmark: _41mghml]The quantitative research focuses on examining the impact of motivation strategies on employee performance in modern workplaces. Specifically, the primary research addresses the existing research gap in the topic of motivation process and performance optimisation in workplaces. The study accomplishes this key objective through the identification and analysis of different employee motivation strategies in modern workplaces. The research also examines how these strategies affect employee performance in modern workplaces. Notably, the quantitative research method facilitates the implementation of deductive logic in generating comprehensive details concerning the variables’ relationship. Evidence from primary research helps in validating knowledge presented in existing studies on this topic. Various components for the research methods and methodologies section are research methodology, research design, study procedure, data analysis process, and ethical assurances. 
[bookmark: _o0mub0d8ndzw]
[bookmark: _2grqrue]3.2 Research Methodology 
Research methodology refers to the continuous process that facilitates data/information gathering, analysis and interpretation. The stepwise process enables researchers to accumulate sufficient evidence for addressing specific research gaps and objectives (Kogan et al., 2019). For instance, the current study seeks to generate an adequate evidence base for addressing the research problem concerning motivation strategies application in improving employee performance. The methodology comprises operations like choosing a research design, selecting a data collection method, sampling, data gathering, data analysis, and interpretation. Saunders et al. (2019) consider that researchers develop research work in various stages, namely research philosophy selection, research approach selection, and research strategies determination. Additional stages in the research work development operation are data collection and activity scheduling operation (Saunders et al., 2019). The study characteristic (quantitative or qualitative) occurs as an important determinant of the data collection procedure. 

[bookmark: _vx1227]3.2.1 Research Philosophy
[bookmark: _3fwokq0]Philosophical assumptions play an important role in the definition of research approaches for specific studies. Research philosophy is ways data about a phenomenon is collected, analysed and used (Saliya, 2023). Al-Ababneh (2020) observe that research philosophies function as intersections for specific research designs and methods. The researchers consider that this aspect makes philosophical assumptions highly crucial in the development of specific studies. Positivism is a suitable research philosophy for this quantitative as it favours the research objectives of examining the impact of motivating strategies on employee performance through quantifiable data (Hackfort & Schinke, 2020; Al-Ababneh, 2020). The positivism assumption helps in creating structured procedures that support generalisation and objective quantification (Maksimovic & Evtimov, 2023). In this scenario, researchers test universal laws against data gathered through systematic procedures. The Western philosophy also emphasises empirical observation for the research objectives. 
[bookmark: _4i0j4v9xhn2z]
[bookmark: _1v1yuxt]3.2.2 Research Paradigm
A research paradigm is a pattern, model, and methodology for performing research and producing knowledge. The concept describes a set of understandings, beliefs, and ideas that support specific practices and theoretical frameworks. The statement implies that the research paradigm functions as a belief system that guides data collection and interpretation processes. Different research paradigms utilised in generating comprehensive knowledge about specific topics are methodology, epistemology, and ontology. Research paradigm guides considering both the philosophical and methodological aspects (Saunders, 2019). Research paradigms are further categorised into pragmatism, constructivism, positivism, objectivism, and critical theory paradigms. The preferred research paradigms for this quantitative study are positivism and objectivism. The positivism paradigm stresses the implementation of quantitative methods to determine causal relationships and create generalisable research findings (Casula et al., 2021). The objectivism paradigm allows the researcher to assume a neutral position to create room for observation of employee performance without being biased. 

[bookmark: _4f1mdlm]3.2.3 Suitable Research Approach
[bookmark: _2u6wntf]Research approaches refer to the procedures and plans for study that comprise operations like assumption development, data gathering, data analysis, and the interpretation procedure. Hancock et al. (2021) describe the research approach as a general plan and procedure for conducting a study. Key research approaches utilised in modern investigations include mixed methods, and qualitative, and quantitative research procedures. The quantitative research method employs deductive reasoning in generating generalised findings about specific social situations (Borgstede & Scholz, 2021). On the contrary, qualitative research utilises inductive reasoning in generating crucial knowledge regarding specific situations. The mixed method research combines both qualitative and quantitative approaches in generating broad and in-depth knowledge about specific situations. Notably, the quantitative method is the most suitable research approach for investigating the existing relationship between motivation strategies and employee performance in modern organisations.
[bookmark: _4gt8q0iylzjk]
[bookmark: _19c6y18]3.3 Research Design 
[bookmark: _3tbugp1]In this research, the quantitative methodology was utilised in investigating the relationship between motivation strategies and employee performance at the workplace. The researcher relied on the research method in examining the situation systematically through a computational procedure. Essentially, the quantitative research method facilitates the collection of numerical data patterns and correlations and facilitates statistical analysis of the impact of motivating strategies on employee performance. In this primary research, the researcher utilised deductive logic in providing a broad picture of the role of motivational techniques in boosting workplace performance (Mehrad & Zangeneh, 2019). Markedly, the primary research was designed to engage 160 individuals (10 managers and 150 employees) in the data generation procedure. Selected participants for the study were expected to be senior and subordinate workers in companies operating in different locations across the UK. In particular, a questionnaire survey was employed in examining employees’ perceptions regarding various motivation strategies at their workplaces. 
[bookmark: _l7e2il81puoi]
[bookmark: _28h4qwu]3.4 Study Procedure 
[bookmark: _nmf14n]3.4.1 Instrumentation
In primary studies, researchers are tasked with choosing effective instruments for data collection operations. In these scenarios, professionals are expected to choose instruments that suit their data collection procedures and research objectives. The statement implies that research must consider target data and information when choosing data collection instruments. In this regard, the researcher considered a cross-sectional questionnaire survey suitable for this quantitative research. A questionnaire survey is preferred because it is simple to administer and takes less time to conduct (Saunders, 2019; Hashim et al., 2022). The researcher prepared cross-section questionnaires using Google Forms and sent them to selected participants via email and social media platforms. Every questionnaire comprised 30 Likert scale, open-ended, and closed-ended questions that addressed perspectives on motivation strategies available in their organisations. The designed questionnaire for this quantitative research is provided in the Appendix section for this dissertation. 

[bookmark: _37m2jsg]3.4.2 Sampling Methods
[bookmark: _1mrcu09]The sampling procedure supported the researcher in raising adequate participants and resources for the quantitative research. The researcher intended to generate a sample that would accurately represent entire employee populations in UK companies. The population target is basically employees within modern workplace settings. In particular, the convenience sampling method was used because it does not involve complex procedures (Saunders, 2019). Convenience sampling refers to a non-probabilistic sampling procedure that entails collecting conveniently positioned samples on the ground (Doebel & Frank, 2023). In this scenario, the researcher distributed questionnaires to easily accessible managers and subordinate employees in UK companies to economise on the limited resources. 
[bookmark: _nfn56vkv5uy5]
[bookmark: _46r0co2]3.4.3 Data Collection Process
[bookmark: _2lwamvv]Data collection is an important phase of the research methodology for this quantitative research. The procedure supported the researcher in gathering sufficient data for addressing the research question and objectives for this quantitative research. In this scenario, questionnaires were utilised in gathering quantitative insights on employee performance in the workplace. Specifically, questionnaires were employed in gathering insight from 160 individuals working in different companies across the UK (Creswell & Hirose, 2019). The questionnaires were administered through online platforms like email and social media for convenience and time-saving purposes (Kurzhals, 2021). The strategy allowed questionnaire distribution and completion to be performed within a 4-month duration. The researcher relied on WhatsApp and Facebook in engaging participants, distributing questionnaires, and receiving completed questionnaires for this study. 
[bookmark: _oy501sajicx9]
[bookmark: _111kx3o]3.5 Data Analysis
[bookmark: _3l18frh]The data analysis procedure helped in transforming the bulk data from the questionnaire survey into understandable content. The analysed data enabled the researcher to visualise the existing relationship between motivation strategies and employee performance at organisational workplaces. The researcher relied on descriptive statistics in summarising bulk data gathered using questionnaires from 160 participants. Important descriptive statistics that provide a clear picture of the relationship between these variables are count and percentages (Cooksey, 2020). The data analysis process was performed three weeks following the completion of the questionnaire survey procedure (Cooksey & Cooksey, 2020). The analysed data for questionnaires was presented using graphs and charts. The analysed data helped in addressing the existing research gap on the topic of motivation strategies and employee performance in organisations. 
[bookmark: _3q4aby8yfgqk]
[bookmark: _206ipza]3.6 Ethical Assurances
The researcher made several ethical considerations in the data collection procedure for this research. Ethical principles that guided this primary research include informed consent, confidentiality, and data security (Boiral et al., 2019). The ethical considerations allowed the researcher to safeguard participants’ rights and the integrity of the study. For instance, the researcher sought informed consent from the participants through verbal and text formats. At this point, the researcher informed participants about the purpose and risks of the primary research. The researcher protected participants’ confidentiality rights by substituting their names using pseudonyms (Tolich & Tumilty, 2020). Firewalls, effective antivirus software, and strong passwords were utilised to safeguard participants’ confidential details. 

[bookmark: _4k668n3]3.7 Summary 
The quantitative study aims to examine the impact of motivation strategies on employee performance in the workplace. In this research, a positivist research philosophy was utilised in guiding the quantitative research. The study relied on the quantitative approach in generating generalised insight into motivation strategies implementation in modern companies. Hence, the researcher utilised a questionnaire survey to gather quantitative data from 160 individuals working in different companies across the UK. The convenience sampling procedure provided an efficient for recruit a sufficient population for the primary research. Eventually, the researcher relied on the descriptive statistics procedure in analysing bulk data from the questionnaire survey. 










[bookmark: _2zbgiuw]Chapter 4: Data Analysis and Discussions
[bookmark: _3ygebqi]4.1 Introduction
[bookmark: _2dlolyb]The chapter comprises the data analysis, research findings and discussion processes for the quantitative research. The data analysis and findings chapter present the results of the descriptive statistical analysis procedure for the quantitative research. The data is organised in a manner that effectively addresses various research objectives and questions for the research. The findings for every question in the questionnaire are presented in the “Findings” section of the Appendix section. Graphs and charters are utilised in presenting key findings for the quantitative research. The discussion section presents the interpretation of findings for the quantitative research based on the set objectives and questions. The section compares the results with evidence from existing studies to validate the observed relationship between motivation strategies and employee performance at organisational workplaces. 
[bookmark: _9lodteldj20p]
[bookmark: _sqyw64]4.2 Findings and Data Analysis 
Motivation Strategies
Tables 1 and 2 indicate that different employee motivation strategies are available at numerous organisational workplaces. The motivation strategies were categorised into extrinsic and intrinsic motivation strategies. Various extrinsic motivators for employees in modern organisations include monetary incentives, praise, job appreciation, technology, engagement and responsibility, competition packages, and a conducive work environment. For instance, 78% of participants strongly agreed that recognition is an important motivation strategy for employees in modern workplaces. Around 57% of the participants observed that advanced technology has become a key requirement in modern workplaces. 70 percent of the participants strongly agreed that their businesses have maintained a commitment to providing a conducive working environment for their employees. 
Additional external motivators for employees in modern workplaces include job security, healthy peer relationships, decision-making authority, paid leave, good relationships with superiors, and job promotion. For instance, approximately 87% of the participants agreed (strongly agreed=67% and agreed=20%) that job promotion opportunities motivate employees to continue working with their companies. On the contrary, intrinsic motivators for employees in the workplace include belonging, enjoyment, reasonable autonomy, purpose, problem-solving activities, and professional development opportunities. For example, 95% of the participants observed that continuous professional development opportunities encourage employees to work diligently in their workplaces. 
	[bookmark: _3cqmetx]Description 
	Strongly agree 
	Agree
	Not Sure  
	Disagree 
	Strongly disagree 

	Recognition 
	78%
	15%
	5%
	2%
	0%

	[bookmark: _1rvwp1q]Work environment 
	70%
	18%
	6%
	4%
	2%

	Salary and bonuses 
	69%
	21%
	7%
	3%
	0%

	Adequate equipment and materials
	60%
	19%
	13%
	5%
	3%

	Job Promotion Opportunity 
	67%
	20%
	12%
	1%
	0%

	Subordinate relationship with superiors 
	75%
	18%
	3%
	3%
	1%

	[bookmark: _4bvk7pj]Growth opportunity
	81%
	14%
	3%
	1%
	1%


Table 1
	Description
	Always
	Sometimes
	Not sure
	Rarely
	Never

	Technology provision 
	57%
	16%
	10%
	11%
	6%


Table 2

Importance of Motivating Strategies in the Workplace 
Tables 3-7 indicate that the importance of motivating strategies at modern workplaces is improved job satisfaction, increased employee happiness, enhanced workplace engagement, and improved employee commitment. Motivation strategies also help in creating a positive company culture in a business organisation. For instance, 94% of the participants agreed (strongly agreed=74% and agreed=20%) that compensation and rewards facilitate satisfactory service delivery to clients. Similarly, 90% of the participants agreed (strongly agreed=69% and agreed=21%) that high salaries enhance employee satisfaction in organisations. 70% of the participants observed that motivation strategies boost employee commitment in workplaces. Likewise, 70% of the participants expressed satisfaction (fully satisfied=54% and satisfied=16%) working in companies with a flat organisational structure. Still, only 46% of the participants expressed happiness with their current jobs while 29% felt dissatisfied with their jobs. 
	Description 
	Strongly agree 
	Agree
	Not Sure  
	Disagree 
	Strongly disagree 

	Compensation and rewards and satisfactory service delivery to clients
	74%
	20%
	4%
	2%
	0%

	Employee motivation strategies and positive company culture 
	33%
	28%
	30%
	9%
	0%

	Compensation and long-term goals accomplishment 
	35%
	47%
	16%
	2%
	0%


Table 3
	Description
	Always
	Sometimes
	Not sure
	Rarely
	Never

	Employee commitment 
	70%
	14%
	8%
	5%
	3%


Table 4
	Description
	Yes
	Not Sure
	No

	Feeling valued in the workplace
	55%
	16%
	29%

	Engagement in the Workplace 
	59%
	18%
	23%

	Objectives, priorities, and goals
	70%            
	7%
	23%


Table 5
	Description
	Fully satisfied
	Satisfied
	Not sure
	Dissatisfied
	Extremely dissatisfied

	Flattening Organisational Structure
	54%
	16%
	22%
	5%
	3%

	Remote work initiative and job satisfaction
	19%
	30%
	33%
	14%
	4%


Table 6
	Description 
	Very happy
	Happy
	Neutral
	Not very happy
	Not at all happy

	Happiness with the current job 
	15%
	31%
	25%
	15%
	14%


Table 7

Relationship between Motivating Strategies and Employee Performance
Tables 8-11 demonstrate a huge relationship between motivation strategies and employee performance in workplaces. In Table 8, 96% of the participants agreed (strongly agreed=87% and agreed=9%) that proper compensation packages ensure the timely completion of projects in business organisations. Similarly, 80% of the participants (strongly agreed = 49% and agreed = 31%) observed that motivation strategies help in improving employee performance at the workplace. Around 84% of the participants (strongly agreed = 51% and agreed = 33%) indicated that effective motivation strategies help in improving the quality of work in companies. Participants also observed that effective compensation programs lead to impressive employee performance parameters like an innovative workforce, enhanced organisational competitiveness, diligence, and improved collaboration processes. For instance, 93% of the participants confirmed that good relationships with superiors and work diligence among employees. 65% of these individuals observed that powerful motivation strategies and support employee retention programs for employee, which lead to improved organisational performance. 
	Description 
	Strongly agree 
	Agree
	Not Sure  
	Disagree 
	Strongly disagree 

	Compensation and timely project completion
	87%
	9%
	3%
	1%
	0%

	Motivation strategies and employee performance 
	49%
	31%
	13%
	5%
	2%

	Effective motivation strategies and high-quality work delivery
	51%
	33%
	9%
	6%
	1%

	Strong compensation program and innovative workforce
	27%
	37%
	29%
	6%
	1%

	Reward and compensation programs and enhanced organisational competitiveness 
	25%
	33%
	35%
	7%
	0%

	Continuous professional development and employees’ hard work/diligence  
	81%
	14%
	3%
	1%
	1%

	Effective motivation program and improved teamwork processes in workplaces 
	67%
	20%
	7%
	5%
	1%


Table 8
	Description
	Very important
	Important
	So-so
	Less important
	Not important

	Motivation strategies significance 
	40%
	51%
	7%
	2%
	0%


Table 9
	Description
	Always
	Sometimes
	Not sure
	Rarely
	Never

	Powerful motivation strategies and Employee retention
	29%
	36%
	26%
	8%
	1%

	Open communication and improved workplace collaboration
	44%
	50%
	5%
	1%
	0%


Table 10

Factors Influencing the Effectiveness of Motivating Strategies
	Some participants observed that businesses experience challenges in implementing effective motivation strategies for their employees. Specifically, 55% of the participants (strongly agreed=24% and agreed=31%) observed that implementing rewards and compensation programs is a challenging process for businesses. Nonetheless, 41% of these individuals were not sure about the pressure of motivation projects on business organisations. Still, 94% of the participants agreed (strongly agreed=74% and agreed=20%) that weak reward and compensation programs and employee attrition problem. 
	[bookmark: _2r0uhxc]Description 
	Strongly agree 
	Agree
	Not Sure  
	Disagree 
	Strongly disagree 

	Implementing rewards and compensation program is challenging process for businesses 
	24%
	31%
	41%
	4%
	0%

	Weak reward and compensation programs and employee attrition problem
	74%
	20%
	4%
	2%
	0%


Table 11

[bookmark: _1664s55]4.3 Discussions  
[bookmark: _3q5sasy]The quantitative research indicates that high-performing employees allow businesses to accomplish their goals and objectives. The strategy enables businesses to exploit their limited human capital in pursuing their long-term profitability, continuous expansion, and competitiveness goals. Hence, businesses must implement innovative strategies for maintaining high-performing workforces to optimise their chances for success. Modern organisations depend on motivation strategies in improving employee performance at their workplaces. However, the strategy requires businesses to investigate the existing connection between motivation tactics and employee performance. The situation necessitates the investigation of the usage of different motivation strategies in improving workers’ output and job satisfaction. Notably, the quantitative research reinforces the evidence that powerful motivation strategies help in improving employee performance in workplaces. 
[bookmark: _25b2l0r]The research findings prove that motivation is an intricate force that defines employees’ behaviours in organisational workplaces. The primary research indicates that motivational factors trigger emotions and feelings that influence individuals’ actions and behaviours. For instance, the study indicates that these factors can make employees feel valued by their organisations. Motivation strategies are designed to create happiness and satisfaction in employees, which encourages them to embrace shared organisational goals (Bohórquez et al., 2021). The evidence supports the argument describing work motivation as energetic external and internal forces that generate particular work-related behaviour. The quantitative research confirms that motivation strategies generate direct and indirect effects on employees’ performance in organisations. For instance, participants observe that strong reward and compensation programs enhance individuals’ commitment to offering their best effort in workplaces. Hence, business organisations should combine different motivation strategies to maintain high-performing personnel. 
The quantitative study indicates that business organisations can utilise different motivation strategies in goal-oriented behaviours at workplaces. Markedly, motivation strategies available in modern businesses are broadly placed into extrinsic and intrinsic categories. The extrinsic motivator category comprises factors like competition packages, monetary incentives, engagement, accountability, a conducive work environment, technology, praise, and job appreciation (Bernardes et al., 2022; Armstrong & Taylor, 2020). Additional extrinsic motivators for current business organisations include job promotion, job security, decision-making authority, good relationships with superiors, healthy peer relationships, and paid leave. In the literature review, Van den Broeck et al. (2021) observe that external motivators can be broadly categorised into integrated regulation, introjected motivation, external regulation, and established regulation groups. The research findings indicate that various intrinsic motivators for employees include professional development opportunities, enjoyment, problem-solving activities, reasonable autonomy, purpose, and belonging. Essentially, these factors create an internal drive that motivates people to pursue specific goals and objectives. 
[bookmark: _kgcv8k]Evidence from the quantitative study aligns with information provided by different theories of employee motivation. Key employee motivation theories that explain the human behaviour associated with strong rewards and compensation programs implementation include Taylor’s motivation theory, Maslow’s hierarchy of needs, and Herzberg’s two-factor theory of motivation. For instance, the study supports the claim in Herzberg’s two-factor theory of motivation stresses that human motivation results from their interaction with different dissatisfiers and satisfiers (Mitsakis & Galanakis, 2022). Satisfiers that motivate individuals to work diligently in workplaces include monetary compensation, recognition, a conducive work environment, reasonable autonomy, engagement opportunities, and professional growth opportunities. The findings support the claim by Maslow’s hierarchy of needs theory concerning the role of needs fulfilment in enhancing employee motivation. Human needs and their corresponding fulfilling factors include self-actualisation (job promotion), esteem (recognition), love and belonging (workplace engagement), safety needs (safe working environment), and physiological needs (high salaries) (Navy, 2020; Aggarwal et al., 2022). The findings further support the claim in Taylor’s motivation theory that proper work strategies like collaborative workplaces and open communication help in motivating employees. 
[bookmark: _34g0dwd]The research findings show that motivation strategies play an important role in today’s business organisations. According to the survey, motivation strategies have important roles in modern workplaces, including improved employee commitment, enhanced workplace engagement, strong workplace teams, increased employee happiness, long-term goals accomplishment, and improved job satisfaction. Bashir et al. (2020) observe that motivation strategies help in promoting employee commitment in workplaces. The researchers observe that the strategies support teamwork processes and goal-sharing in workplaces (Altman, 2021). Studies consistently indicate that motivated workers share long-term corporate goals like high profitability, increased competitiveness, and rapid expansion. Mahapatro (2022) stresses that effective compensation programs support businesses in creating workplace teams that are enthusiastic towards positive company growth and innovation. Current trends in motivation enhancement in modern companies include remote work initiatives and flattening organisational structures. In the quantitative research, most participants expressed satisfaction in working in companies with collaborative workplaces and a flat organisational structure. 
[bookmark: _1jlao46]The quantitative research shows that motivation strategies have a major impact on employee performance in modern workplaces. Key factors demonstrating the existence of a strong relationship between these variables include work quality, workplace innovation, employee diligence, timely project completion, target achievement, and work output. The research reinforces the existing claim that proper compensation packages help in ensuring timely project completion in businesses (Aggarwal et al., 2022). A well-compensated workforce also delivers excellent customer services and high-quality products, which supports companies in improving brand loyalty. The strategy also supports businesses in generating innovative ideas to overcome competition pressure in current markets. Maintaining innovative workforces requires businesses to embrace employee collaboration and open communication processes. The research further reinforces the argument concerning the role of powerful motivation strategies in optimising work output and minimising resource wastage. 
Finally, findings from the quantitative study indicate that managers must consider different factors when adopting employee motivation strategies. According to this research, the factors make the implementation process for employee motivation strategies a challenging process. Challenges that management teams encounter when implementing motivation strategies include pressure to perform, overconfidence, and team formation challenges. In the literature review, Conides (2019) considers that constant pressure to perform creates burnout issues among employees. Inhibitors like negative attitudes and interpersonal conflicts inhibit team formation in modern workplaces. Therefore, management teams must focus on overcoming these challenges to ensure the successful implementation of different motivation strategies in their organisations. Failure to adopt these strategies can create various complications in their organisations, including employee attrition, reduced workplace productivity, and low innovation. 

[bookmark: _43ky6rz]4.4 Summary
	The quantitative study reinforces evidence from previous studies regarding the role of motivation strategies in improving employee performance at workplaces. Evidently, research findings indicate that motivation strategies help in improving employee performance in workplaces. The primary research supports the argument that motivation exists as a complex force that influences employees’ behaviours in workplaces. Extrinsic and intrinsic motivators normally encourage employees to participate in different teamwork processes within organisational workplaces. The functionality of these motivators can be explained using motivation theories and models like Taylor’s motivation theory, Maslow’s hierarchy of needs, and Herzberg’s two-factor theory of motivation. Important role motivation strategies in modern workplaces include enhanced workplace engagement, improved job satisfaction, a strong workplace team, long-term goal accomplishment, increased employee happiness, and improved employee commitment. The quantitative study indicates that motivation strategies create improvement in employee performance parameters such as workplace innovation, work output, employee diligence, work quality, target achievement, and timely project completion.






[bookmark: _dr0a2d1h1sg7]Chapter 5: Conclusion, Limitations and Recommendations
[bookmark: _3hv69ve]5.1 Conclusion
Today, organisational sustainability and success in highly competitive markets depend on workers’ willingness to provide their intellectual capital. Management teams must invest in high-performing workforces to accomplish objectives and long-term goals. Investment in a quality workforce enables companies to accomplish long-term competitiveness, innovation, profitability, and progressive growth goals. Hence, HRM teams are tasked with adopting effective motivation strategies to improve employees’ performance. Nevertheless, the strategy requires management teams to comprehend the existing relationship between workplace motivation and employee performance. The quantitative research addresses this need through an investigation of the impact of motivation strategies on employee performance in current workplaces. The study strengthens the evidence of this research by comparing primary research findings with evidence from existing studies. In this study, the convenience sampling procedure was utilised in creating the right population (N=160) for the questionnaire survey procedure. The bulk data from the questionnaire survey was analysed using the descriptive statistics method and presented using tables and charts. The researcher adhered to ethical principles like informed consent, confidentiality, and data security in the data collection process. 
[bookmark: _1x0gk37]The quantitative research confirms the existence of a strong connection between motivation strategies and workers' performance in workplaces. The research findings prove that motivation is a convoluted force that influences employees’ behaviours in workplaces. Generally, motivators for employees in modern workplaces are categorised into extrinsic and intrinsic motivators. Extrinsic motivators for employees in modern workplaces include paid leave, competition packages, monetary incentives, engagement, good relationships with superiors, healthy peer relationships, job promotion, job security, conducive work environment, and job appreciation. Different intrinsic motivators for employees in current workplaces include professional development opportunities, enjoyment, problem-solving activities, reasonable autonomy, purpose, and belonging. The motivational effect of these factors is explained using motivation theories such as Taylor’s motivation theory, Maslow’s hierarchy of needs, and Herzberg’s two-factor theory of motivation. Important role motivation strategies in modern workplaces include improved employee commitment, improved job satisfaction, enhanced workplace engagement, increased employee happiness, a strong workplace team, and long-term goals accomplishment. The primary research indicates that motivation strategies create improvements in employee performance parameters like work quality, workplace innovation, work output, timely project completion, employee diligence, and target achievement. 
[bookmark: _xfw0arydjwea]
[bookmark: _4h042r0]5.2 Limitation 
[bookmark: _2w5ecyt]The quantitative study has some limitations that should be addressed through future primary studies. Various limitations of this primary research include limited sample size, time constraints, deductive reasoning, and limited resources. Sample size is a major limitation for the quantitative research considering that it was intended to engage 160 participants in the questionnaire survey. The researcher chooses the sample size to suit the limited timeframe and resources for the study (Casula et al., 2021). In this case, the researcher intended to perform the entire study within a six-month duration, whereby only three weeks were available for the questionnaire completion. Future quantitative should utilise a sample size of 200-999 employees to increase its accuracy in addressing the research objectives. The quantitative method implies that the study only utilises deductive reasoning in addressing research questions and objectives. Hence, mixed-method research can help in addressing these objectives and questions using deductive and inductive logic (Haseldine et al., 2024). Combining quantitative and qualitative methods can create broad and in-depth details on the research topic. 
[bookmark: _bf52e1p3g9sf]
[bookmark: _1baon6m]5.3 Recommendations
[bookmark: _3vac5uf]The evidence from the quantitative study can be used in informing HRM decisions in SMEs (small and medium-sized enterprises) and major companies globally. The researcher considers that employee motivation program design is a challenging procedure for managers in modern businesses. The generated knowledge can guide HRM teams in designing effective motivation strategies in their organisations, which can improve their employees’ performance. The research supports the HRM procedure using quantitative data and three key motivation theories for the modern management context. The professionals can design compensation and reward programs that address employee psychology and organisational behaviour. The primary research highlights multiple motivational strategies that can support organisations in capitalising on their human capital in pursuing long-term objectives and goals. Business organisations can implement the strategy in developing an empowered, satisfied, and high-performing workforce, which can boost their competitiveness, productivity, and profitability. 
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[bookmark: _243i4a2]Questionnaire 
	[bookmark: _j8sehv]A questionnaire for the Research on the Impact of Motivating Strategies on Employee Performance at Workplaces 
1.       1. Do you feel valued at your workplace?
    ○ Yes                  ○ Uncertain                 ○ No
2. Do your superiors and colleagues consider your opinions at the workplace?
    ○ Yes                  ○ Uncertain                 ○ No
3. My company is committed to providing conducive working environment in all its outlets. your business organisation guarantees safety of its employees?
           ○ Strongly agree            ○ Agree            ○ Not sure               ○ Disagree            ○ Strongly disagree
4. Recognition is an important motivation strategy for employees in the workplace.
    ○ Strongly agree            ○ Agree            ○ Not sure               ○ Disagree            ○ Strongly disagree 
5. Do you require advanced technology at your current workplace?
    ○ Always                      ○ Sometimes             ○ Not sure           ○ Rarely          ○ Never
1. The company always offers me adequate equipment and materials to perform my workplace responsibilities.
    ○ Strongly agree            ○ Agree              ○ Not sure           ○ Disagree         ○ Strongly disagree 
2. I have clear objectives, priorities, and goals in my workplace.
    ○ Yes                     ○ Not sure                     ○ No
3. What employee motivation strategies are available at your current workplace? 

4. I am committed to offering my best effort at the workplace every day. 
            ○ Always              ○ Sometimes              ○ Not sure               ○ Rarely             ○ Never
10.  How happy are you with your current job?
            ○ Very happy        ○ Happy          ○ Neutral           ○ Not very happy         ○ Not at all happy
11. Motivation strategies help in improving employee performance at workplaces. 
           ○ Strongly agree        ○ Agree               ○ Not sure              ○ Disagree            ○ Strongly disagree
12. Effective motivation strategies encourage employees to provide high quality work. 
           ○ Strongly agree        ○ Agree                ○ Not sure              ○ Disagree             ○ Strongly disagree
13. How do you individually evaluate the significance of motivation strategies in organisations?
           ○ Very important       ○ Important          ○ So-so                 ○ Less important     ○ Not important 
14. Powerful motivation techniques support organisations in retaining talented employees.
           ○ Always               ○ Sometimes             ○ Not sure             ○ Rarely                  ○ Never 
15. Effective rewards and compensation programs facilitate satisfactory service delivery to customers. 
            ○ Strongly agree        ○ Agree                 ○ Not sure        ○ Disagree           ○ Strongly Disagree
16. Weak reward and compensation programs create employee attrition program in companies. 
            ○ Strongly agree         ○ Agree                ○ Not sure               ○ Disagree           ○ Strongly disagree
17. Highly compensated employees focus on completing project tasks on time.
            ○ Strongly agree         ○ Agree                 ○ Not sure            ○ Disagree          ○ Strongly disagree
18. Strong compensation program supports management teams in creating innovative workforces.
            ○ Strongly agree          ○ Agree                 ○ Not sure            ○ Disagree          ○ Strongly disagree
19. Companies with powerful reward and compensation programs achieve competitive advantage in the market. 
            ○ Strongly agree           ○ Agree                 ○ Not sure           ○ Disagree          ○ Strongly disagree
20. Providing effective rewards and compensation programs is a challenging process for most business organisations.
            ○ Strongly agree            ○ Agree                 ○ Not sure          ○ Disagree            ○ Strongly disagree
21. Compensating and rewarding employees fairly enables companies to accomplish their long-term goals.
           ○ Strongly agree            ○ Agree                 ○ Not sure               ○ Disagree           ○ Strongly disagree
22. High salaries and bonuses improve job satisfaction. 
            Strongly agree            ○ Agree                 ○ Not sure               ○ Disagree           ○ Strongly disagree 
23. How do you feel about your organisation’s rush to implement the remote work initiative for its employees?
            ○ Fully satisfied        ○ Satisfied           ○ Not sure       ○ Dissatisfied        ○ Extremely dissatisfied
24. Open communication encourages me to participate in collaborative activities at my workplace. 
            ○ Always              ○ Sometimes           ○ Not sure     ○ Rarely               ○ Never
25. Continuous professional development opportunities encourage employees to work diligently in their workplaces. 
            ○ Strongly agree        ○ Agree            ○ Not sure       ○ Disagree           ○ Strongly disagree
26. Effective motivation strategies support managers in creating a positive company culture. 
            ○ Strongly agree         ○ Agree            ○ Not sure       ○ Disagree          ○ Strongly disagree
27. Effective motivation program improve teamwork processes in modern workplaces.
            ○ Strongly agree         ○ Agree             ○ Not sure     ○ Disagree          ○ Strongly disagree
28. What is your experience working in companies with a flat organisational structure?
            ○ Fully satisfied          ○ Satisfied          ○ Not sure     ○ Dissatisfied      ○ Extremely dissatisfied
29. Job promotion opportunity motivate employees to continue working with their companies.
            ○ Strongly agree          ○ Agree              ○ Not sure    ○ Disagree           ○ Strongly disagree
30. Good relationship with co-workers and supervisors encourages employees to work diligently at their workplaces. 
            ○ Strongly agree           ○ Agree               ○ Not sure     ○ Disagree           ○ Strongly disagree

















[bookmark: _338fx5o]Findings 
	A questionnaire for the Research on the Impact of Motivating Strategies on Employee Performance at Workplaces 
1. Do you feel valued at your workplace?
○ Yes (55%)                ○ Not sure (16%)             ○ No (29%)
1. Do your superiors and colleagues consider your opinions at the workplace?
○ Yes (59%)                ○ Not sure (18%)             ○ No (23%)
2. My company is committed to providing conducive working environment in all its outlets. your business organisation guarantees safety of its employees?
  ○ Strongly agree (70%)  ○ Agree (18%)  ○ Not sure (6%)  ○ Disagree (4%)  ○ Strongly disagree (2%)
4. Recognition is an important motivation strategy for employees in the workplace.
 ○ Strongly agree (78%)  ○ Agree (15%)  ○ Not sure (5%)  ○ Disagree (2%)  ○ Strongly disagree (0%)
5. Do you require advanced technology at your current workplace?
         ○ Always (57%)    ○ Sometimes (16%)       ○ Not sure (10%)       ○ Rarely  (11%)      ○ Never (6%)
6. The company always offers me adequate equipment and materials to perform my workplace responsibilities.
 ○ Strongly agree (60%)  ○ Agree (19%)  ○ Not sure (13%)  ○ Disagree (5%) ○ Strongly disagree (3%)
7. I have clear objectives, priorities, and goals in my workplace.
    ○ Yes (70%)               ○ Not sure (7%)                   ○ No (23%)
8. What employee motivation strategies are available at your current workplace? 
· Extrinsic motivators: Monetary incentives, praise, job appreciation, engagement and responsibility, competition packages, and conducive work environment, job security, healthy peer relationship, decision making authority, paid leave, good relationship with superiors, and job promotion. 
· Intrinsic motivators: Belonging, enjoyment, reasonable autonomy, purpose, problem-solving activities, and professional development opportunities.  
9. I am committed to offering my best effort at the workplace every day. 
            ○ Always (70%)       ○ Sometimes (14%)        ○ Not Sure (8%)      ○ Rarely (5%)      ○ Never (3%)
10. How happy are you with your current job?
       ○ Very happy (15%)  ○ Happy (31%) ○ Neutral (25%) ○ Not very happy (15%) ○ Not at all happy (14%)
11. Motivation strategies help in improving employee performance at workplaces. 
        ○ Strongly agree (49%)  ○ Agree (31%)  ○ Not sure (13%)  ○ Disagree (5%)  ○ Strongly disagree (2%)    
12. Effective motivation strategies encourage employees to provide high quality work. 
         ○ Strongly agree (51%)  ○ Agree (33%) ○ Not Sure (9%)   ○ Disagree (6%)  ○ Strongly disagree (1%)
13. How do you individually evaluate the significance of motivation strategies in organisations?
         ○ Very important (40%) ○ Important (51%) ○ So-so (7%) ○ Less important (2%)  ○ Not important (0%)
14. Powerful motivation techniques support organisations in retaining talented employees.
           ○ Always (29%)      ○ Sometimes (36%)     ○ Not Sure (26%)       ○ Rarely (8%)       ○ Never (1%)
15. Effective rewards and compensation programs facilitate satisfactory service delivery to customers. 
           ○ Strongly agree (74%)  ○ Agree (20%)   ○ Not Sure (4%)  ○ Disagree (2%) ○ Strongly Disagree (0%)
16. Weak reward and compensation programs create employee attrition program in companies. 
          ○ Strongly agree  (74%)   ○ Agree (20%)   ○ Not Sure (4%) ○ Disagree (2%) ○ Strongly disagree (0%)
17. Highly compensated employees focus on completing project tasks on time.
          ○ Strongly agree (87%)   ○ Agree (9%)   ○ Not Sure (3%)  ○ Disagree (1%)  ○ Strongly disagree (0%)
18. Strong compensation program supports management teams in creating innovative workforces.
          ○ Strongly agree (27%)  ○ Agree (37%)  ○ Not Sure (29%)  ○ Disagree (6%)  ○ Strongly disagree (1%)
19. Companies with powerful reward and compensation programs achieve competitive advantage in the market. 
          ○ Strongly agree (25%)  ○ Agree (33%)   ○ Not sure (35%)  ○ Disagree (7%)  ○ Strongly disagree (0%)
20. Providing effective rewards and compensation programs is a challenging process for most business organisations.
          ○ Strongly agree (24%) ○ Agree (31%)  ○ Not Sure (41%)  ○ Disagree (4%) ○ Strongly disagree (0%)

21. Compensating and rewarding employees fairly enables companies to accomplish their long-term goals.
           ○ Strongly agree (35%)  ○ Agree (47%)  ○ Not Sure (16%) ○ Disagree (2%)  ○ Strongly disagree (0%)
22. High salaries and bonuses improve job satisfaction. 
           ○ Strongly agree (69%)  ○ Agree (21%)  ○ Not Sure (7%)  ○ Disagree (3%)  ○ Strongly disagree (0%)
23. How do you feel about your organisation’s rush to implement the remote work initiative for its employees?
          ○ Fully satisfied (19%)  ○ Satisfied (30%)  ○ Not Sure (33%) ○ Dissatisfied (14%)  ○ Extremely dissatisfied (4%)
24. Open communication encourages me to participate in collaborative activities at my workplace. 
            ○ Always (44%)      ○ Sometimes (50%)     ○ Not Sure (5%)      ○ Rarely (1%)        ○ Never (0%)
25. Continuous professional development opportunities encourage employees to work diligently in their workplaces. 
          ○ Strongly agree (81%)   ○ Agree (14%)  ○ Not Sure (3%)  ○ Disagree (1%)  ○ Strongly disagree (1%) 
26. Effective motivation strategies support managers in creating a positive company culture. 
          ○ Strongly agree (33%)  ○ Agree (28%)  ○ Not sure (30%)  ○ Disagree (9%)  ○ Strongly disagree (0%)
27. Effective motivation program improve teamwork processes in modern workplaces.
          ○ Strongly agree (67%)	  ○ Agree (20%)   ○ Not Sure (7%)   ○ Disagree (5%)  ○ Strongly disagree (1%)
28. What is your experience working in companies with a flat organisational structure?
          ○ Fully satisfied (54%) ○ Satisfied (16%) ○ Not sure (22%) ○ Dissatisfied (5%) ○ Extremely dissatisfied (3%)
29. Job promotion opportunity motivate employees to continue working with their companies.
           ○ Strongly agree (67%) ○ Agree (20%) ○ Not sure (12%) ○ Disagree (1%) ○ Strongly disagree (0%)
30. Good relationship with co-workers and supervisors encourages employees to work diligently at their workplaces. 
            ○ Strongly agree (75%) ○ Agree (18%)  ○ Not sure (3%)   ○ Disagree (3%)  ○ Strongly disagree (1%)
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Motivation Strategies
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Figure 1: Recognition as a motivation strategy 
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Figure 1: Promotion as a motivation strategy
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Figure 3: Conducive environment as a motivation strategy
[image: ]
Figure 4: Growth Opportunity as a motivation strategy
Importance of Motivating Strategies in the Workplace
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Figure 5: Compensation and satisfactory services delivery to clients 
[image: ]
Figure 7: Satisfaction with flat organisational structure 
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Figure 8: Happiness with the current job 
Relationship between Motivating Strategies and Employee Performance
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Figure 9: Compensation and timely project completion
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Figure 10: Motivation strategies and employee performance
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Figure 11: Effective motivation strategies and high-quality work delivery
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Figure 12: Motivation strategies significance 
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Figure 13: Open communication and workplace collaboration
Factors Influencing the Effectiveness of Motivating Strategies
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Figure 13: Challenges in implementing employee motivation strategies 
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Figure 14: Weak motivation strategies and employee attrition 
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