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[bookmark: _Toc203137208]1. Introduction
In today’s competitive and demanding business environment, employee motivation has come out as an evaluative determinant of organisational success. Businesses and organisations face pressure to improve performance, innovate, and remain adaptable, meaning that the productivity of the workforce becomes very important. This is because motivated employees tend to engage, commit, and produce, contributing in a direct way to the achievement of the business or organisational goals. However, maintaining high levels of motivation across teams, often diverse teams, comes with challenges for many organisations. 
Motivation is a complex concept that incorporates psychological, social and organisational factors. Motivation is not just driven by financial incentives or formal recognition of employees. The link between motivation and productivity is established in management literature because numerous studies indicate that motivated employees tend to show greater initiative, higher quality of work, and increased job satisfaction. 
On the other hand, a lack of motivation often results in higher absenteeism, poor job performance, and high staff turnover. This means that managers play an essential role in influencing employee motivation because their leadership style, communication practices, and ability to understand individual needs will directly impact the workplace climate and employee attitudes. In other words, managers are not only supervisors but also facilitators of motivation, meaning they are responsible for creating an environment where employees feel empowered, valued, and aligned with the bigger organisational or business goals.







[bookmark: _Toc203137209]2. Research Aim & Objectives
This research proposal aims to evaluate in a critical way how managers motivate employees to improve productivity at work. The research is relevant in the current post-COVID era, where the sector continues to recover and adapt following disruptions, and where remote work, economic uncertainty, and changing employee expectations have reshaped and continue to reshape workplace dynamics. This study will explore the key motivational strategies used by sport and leisure managers and assess how these approaches impact employee engagement and performance. It will also examine the specific challenges managers face when trying to motivate diverse teams in a sector characterised by shift work, high staff turnover, and varied job roles. Additionally, the research will consider how recent changes in workplace expectations have influenced managerial practices. Finally, by exploring both successful strategies and common challenges, the study can offer valuable views for organisations aiming to strengthen employee engagement and performance.

[bookmark: _Toc203137210]3. Literature Review
The study of what motivates people in the workplace has developed through various theoretical perspectives, including economic, psychological, and behavioural. Classic motivation theories are categorised into content and process theories (Franca, 2018). In the words of Uzonna (2013), content theories focus on what motivates people, while process theories examine how motivation happens.
One of the most influential content theorists is Abraham Maslow, whose Hierarchy of Needs says that people (employees) are motivated through a tiered structure of needs, beginning with physiological and progressing to self-actualisation (Maslow, 1943). Even though the theory is foundational, it has also been critiqued because of cultural bias. For instance, Haire et al. (1963) and Velnampy (2007) argue that the prioritisation of needs depends across cultures and organisational levels.
Frederick Herzberg’s Two-Factor Theory builds on this by distinguishing between hygiene factors such as pay and job security, and motivators such as achievement and recognition (Herzberg, 1966). Herzberg claims that while hygiene factors prevent dissatisfaction, true motivation arises from intrinsic elements of the job. Empirical support comes from Sajuyigbe et al. (2013), who found that recognition and praise are strongly correlated with performance, especially in emerging economies. In contrast, process theories such as Vroom’s Expectancy Theory (1964) argue that motivation results from an individual’s expectation that effort leads to performance and performance leads to desirable rewards. Vroom’s model would be relevant in performance-driven industries, though it can oversimplify the emotional and social complexities behind motivation.
Furthermore, Equity Theory (Adams, 1963) introduces fairness as a key motivator, arguing that perceived inequities in input-output ratios reduce job satisfaction. Empirical findings by Griffeth and Gaertner (2001) confirm that perceived unfairness in pay administration strongly predicts intention to quit. Reinforcement Theory (Skinner, 1953) complements these perspectives by focusing on behaviour shaping through rewards or punishments. This model is powerful in task-based environments, but has limited applicability in roles requiring autonomy, creativity, or intrinsic satisfaction.
In the words of Vrancic (2015), intrinsic motivators such as recognition and career progression tend to outperform extrinsic motivations in terms of sustaining productivity and job satisfaction. And while financial incentives remain a powerful tool for performance, they are not universally effective because a McKinsey (2009) survey showed that employees value praising and developmental opportunities more than monetary rewards. Furthermore, Ng et al. (2010)  found that younger employees prioritise development and meaningful relationships over traditional benefits like job security and salary, showing that generational differences should be taken into account by managers who create motivational climates. In other words, praise from managers, transparency in reward systems and fairness tend to affect employee morale (Vrancic, 2015). 
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In the words of Smith (2012), ontology is the science of what, aiming to offer a complete and detailed categorization of entities across all realms of existence. Steup and Neta (2005) describe epistemology as the exploration of how personal interests impact our evidence and the limitations of rationality, indicating that it is connected to one's ontology.
The two definitions will help us determine which method will enhance our research. We have decided on an interpretivist approach for our study. This choice is based on the understanding that the ontology will be constructed socially, indicating that our research will consist of various processes, experiences, and practices obtained from primary data collected from individuals in our upcoming study. Additionally, we opted for this approach because it enables the researcher to concentrate on narratives, perceptions, and interpretations, allowing for the selection of qualitative research methods(Potrac, Jones & Nelson, 2014). One downside of this approach is that the researcher becomes part of the research process, which can introduce subjectivity and potentially influence the research outcomes. 
Now that the approach has been established, the research method, qualitative or quantitative, will be selected. Creswell and Creswell (2018) describe the qualitative research method as the process involving the process of collection, analysis, interpretation and writing of the results of a study.  Pathak et al (2013) describe qualitative research as a method to gather non-numerical data to explore concepts, opinions, or experiences. Qualitative research methods include interviews, focus groups, and case studies (Seaman, 2008). On the other hand, quantitative research is described by Watson (2015) as a systematic investigation that uses numerical data and statistical techniques to measure and analyse variables, aiming to establish relationships, patterns, and trends. Sukamolson (2007) adds to this by describing quantitative research as the numerical representation and manipulation of observations to describe and explain a phenomenon. 
Finally, a third research method, the mixed research method, is a research approach that combines both quantitative and qualitative data collection and analysis within a single study (Tashakkori and Teddlie, 2010). Creswell (1999), adds to this by describing mixed research methods as a method in which the researcher incorporates both qualitative and quantitative methods to understand a complex phenomenon qualitatively as well as explaining it through numbers, charts or basic statistical analysis. 
Considering the interpretivist approach, the method chosen for our research would be a qualitative method – interviews. As one of the aims of our research is to understand the key motivational strategies used by sport and leisure managers and assess how these approaches impact employee engagement and performance, our research will be collecting primary data from interviewing Managers of a sports centre located in Bristol.
In the words of Amis (2005), conducting interviews will allow the researcher to seek to examine the current perspective, feelings and perceptions of the individuals who make decisions within the leisure facilities. Consequently, we have selected this approach as it will provide us with comprehensive insights that will allow for an in-depth examination of the present issues and the ways different managers motivate their employees. Additionally, interviews present numerous benefits for our researchers because they offer flexibility, have a high response rate, enable the researcher to determine the sequence of questions, and can reflect reality. However, as noted by Alshenqeeti (2014), some drawbacks associated with interviews include their time-consuming nature, their limited scope, and the possibility of unconscious bias.

[bookmark: _Toc203137212]5. Ethical Considerations
In the words of McFee (2014) and Swain (2016), ethical considerations are central to the integrity of any research, especially within a qualitative, interpretivist approach where participants’ personal experiences and perceptions are explored (Seaman, 2008). This study will comply with the ethical guidelines set out by academia. The participants in the research will receive a detailed informed consent form outlining the research purpose, procedures, and their rights, including the right to withdraw at any stage without consequence (Du Toit, 1980; Merz, 2002). Moreover, the participation in the study will be voluntary, and the researcher will not place pressure on the individuals to take part. To ensure confidentiality, the researcher will anonymise data and store it following the UK General Data Protection Regulation and the Data Protection Act 2018. The researcher will protect participants' identities through the use of pseudonyms or numerical codes (Lahman et al., 2023). Finally, the researcher will adhere to academic integrity by avoiding plagiarism, acknowledging all sources, and conducting the research with transparency and honesty, because, as Farrimond (2012) says, by conducting ethical research, the researcher not only safeguards participants but also ensures credibility of the findings.

[bookmark: _Toc203137213]6. Research Significance & Limitations
This research can hold considerable significance for organisations in the sport and leisure sector, especially in the current post-COVID era, where employee motivation and productivity are under increased attention. The study will aim to provide practical views into how managers' behaviours influence engagement in the workplace, as well as performance and motivation. The study can also hold considerable significance because the information which will be collected can help with future managerial training and help managers in their future approaches. Additionally, the research will contribute to other academic literature which already exists by bridging theoretical models of motivation with managerial practices from the real world. Nevertheless, the research will also possess limitations because the research will be qualitative and have an interpretivist approach, meaning that findings will be context-specific and may lack statistical generalisability. Moreover, another limitation may be the potential for subjectivity, which can arise from both the researcher and participant, which could influence the interpretation of the data. Finally, another limitation of the research may be that access to a broad and diverse participant pool may be restricted by availability or willingness to engage, which could limit the scope of perspectives captured in the interviews. 
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