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	Draft Research Title Question:
A Critical Evalution of how managers motivate employees to increase productivity at work in an organization. A case study of the banking sector in the United Kingdom.

Introduction

Psychology and management have both examined employee motivation in detail giving rise to fundamental theories about what motivates employee behavior including Herzberg’s Two- Factor Theory and Maslow’s Hierarchy of Needs. Current methods also consider extrinsic and intrinsic motivators, realizing that monetary rewards, chances for professional advancement, and a positive work atmosphere are all crucial factors in employee motivations and not the mere compensation package as  Hidayati and Zulher (2022) put across.
A company’s ability to motivate its workforce is essential to its success, and in the cutthroat business world of today, businesses are always looking for new and innovative
Ways to boost output and achieve long-term expansion. Prayudi and Komariyah (2023) mention that given that motivation directly affects job satisfaction, staff retention, and overall organizational success, managers’ motivational strategies must be explored and tested to ascertain they attain they attain the goal. This problem is especially pertinent given the workforce’s growing diversity and the changing nature of labor because of economic fluctuations and technological improvements, which makes it worth investigating.

Study Justification.
The potential advantages for staff members and companies alike highlight the necessity of accurately assessing managerial techniques for employee motivation.
A higher level of dedication, inventiveness, and productivity are more common among motivated workers, and this can boost an organization's performance and provide it with a competitive edge. However, how motivation can lead to lower morale among staff members, increased turnover rates, and decreased production.
This research will specifically focus on the banking sector in the United Kingdom which is a critical component in the UK’s economy availing jobs for thousands of people and contributing towards economic growth. There is a need to undertake this research for several reasons which are put forward by Fu et al. (2022), first, the banking sector is a stressful one, there are numerous technological changes that threaten the opportunities of some employees, and it is also a very competitive landscape that requires each business to have a unique offering. It is only by having a motivated task force that a bank can weather the challengers in the banking sector and remain relevant to its target market.


	RESEARCH OBJECTIVES and RESEARCH QUESTION.
Research aim
This dissertation's main aim will be to evaluate how managers motivate employees to increase productivity at work in an organization.
Specifically, this will be a case study of the banking sector in the UK.

 Research objectives
1. To examine the current motivation techniques being employed in the banking sector in the UK.
2. To appraise the role of leadership in employee's management in the banking sector in the UK.
3. To assess the effectiveness of financial and non-financial incentives on employee motivation.

Research questions
1. What are the current motivation techniques being employed in the banking sector in the UK?
        2. What is the role of leadership in employee motivation in the banking sector in the UK?
               3. What is the effectiveness of financial and non-financial incentives on employee motivation?



	LITERATURE REVIEW
Motivation techniques being employed at organizations
According to Wahyudi et al. (2020), motivating employees cannot be overstated as this is the route towards high performance and productivity. But then, motivation is not a one-size-fits-all as it will take time to establish what precisely motivates your task force and how to motivate them. Regarding employee motivation, there are financial and non- financial   incentives and Albalush and Devesh (2023) puts across, financial rewards are tangible while non-financial ones are intangible.
[bookmark: _Int_JX2Joc4g]Financial rewards at work such as bonuses and profit-sharing entail rewarding the employees based on the performance evaluation where there are KPLs put in place and an individual’s is measured against the metrics put across. In a journal by Bauer, Eberhardt and Smeets (2021), the duo goes on to point out that benefits such as retirement plans, paid leave, and health insurance also fall under financial incentives and even though they vary between employes they are a great way of keeping the workforce motivated.
Employees' motivation and performance are core factors that determine the effectiveness of any organization. Many motivational approaches have been discussed and applied organizationally to improve employee performance. Monetary incentives including bonuses, profit sharing and payment by results are widely used, Research has indicated that monetary rewards result in improved performance in the short run (Shibly & Weerasinghe,2019). However, excessive use of financial incentives can demotivate employees, particularly if they view the incentives as controlling rather than encouraging (Gneezy et al., 2011).
The non- financial motivational techniques are numerous as it is all about recognizing what each employee holds dear and availing it for motivation or as a reward for work done. Recognition and awards are a wonderful way for motivating employees which can be done through public recognition and certification which help in fulfilling the psychological need for professional growth through training and furthering one’s education which cultivate employee's loyalty (Lakshan, Low and Villiers,2021).
In the same way, ill-defined job design can result in job dissatisfaction and burnout, negating the desired motivational impact (den Boer et al., 2021).

Role of leadership in employee motivation
[bookmark: _Int_Gm33pYI4]In their work, Megawati, Hamdat and Aida (2023) illuminate that leaders have an essential role to play when it comes to ensuring employees are invested in their roles and are motivated to give their best in their roles. Being a leader means all the actions taken have an impact on the personnel and this can either hinder or encourage good performance. Successful leaders can meet the personal and professional goals of their team members by motivating, inspiring, and guiding them toward the achievement of organizational objectives. Proficient management expresses a distinct and captivating outlook for the company which offers clarity of vision. This vision gives workers a sense of direction and motivation by illuminating the greater goal of their efforts. The management is responsible for goal alignment and when team and individual goals are in line with the organization’s goals, leaders make sure that workers understand the importance of their contributions. This connection creates a sense of accomplishment and well-defined goals, which boosts motivation.
[bookmark: _Int_tRklcGOo][bookmark: _Int_WYV8xemT]The leadership style being utilized by the leaders of an entity also plays a role in motivating or demotivating the workers. While there are various leadership styles, they all have an impact on the employee which automatically also affects the motivation levels. For instance, employee needs are given top priority by servant leaders, who offer resources and support to ensure their success and that of the company/ High levels of motivation are facilitated by this leadership style, which also cultivates loyalty, trust, and a strong feeling of community. Through fostering creativity, rewarding individual achievement, and cultivating a pleasant work atmosphere, transformational leaders on the other hand inspire and drive their teams. They emphasize team goals being in line with the organization's mission and personal growth (Ismael,2023).
Proficient leaders acknowledge and value their staff members’ effort and dedication towards the accomplishment of their set goal. Acknowledgement can come in many forms, including verbal compliments, prizes, or public recognition, all of which boost motivation.
A culture of gratitude and support is fostered by leaders who recognize and celebrate both individual and team accomplishments, as honoring success, and landmarks serve to highlight the value of every worker’s effort (Qomariah et al., 2022).

	Effectiveness of financial and non-financial incentives on employee motivation

Considering it affects retention rates, job contentment, and productivity, employee motivation is essential to the success of an organization. Employers deploy a combination of monetary and non-monetary rewards to inspire their staff. Every incentive has its advantages and can work well in certain situations. Managers cannot create complete motivational plans unless they have a thorough comprehension of each technique's peculiarities ( Albalush and Devesh,2023). Pay raises are a clear, observable way to commend employees for their hard work and dedication. They work especially well in fields where compensation is the main source of motivation as it helps retain staff, draws in talent, and offers prompt financial relief and appreciation. By creating a direct link between employee success and business performance, profit sharing and bonuses motivate staff to strive toward shared objectives. This increases motivation in the short term. Syschronizes worker objective with company performance and can spur increase output pivotal time (Chi et al.,2023).
Chi et al. (2023) proceeds to explain that acknowledgement satisfies the psychological desire for respect and admiration, which can be a strong incentive as it creates a supportive work environment, raises employee self-esteem. And encourages engagement and comment. Employees who strive for both personal and professional improvement are motivated by opportunities for training, education, and career advancement. This in turn improves skill sets, gets workers ready for future positions, boosts retention and workplace satisfaction.
Albalush and Devesh (2023) reports that while these techniques are both employed to motivate employees considering each attains specific roles of late non- financial incentives are preferred to financial incentives. This is because while financial incentives boost extrinsic motivation, non-financial incentives have been found to address intrinsic factors which are linked to better satisfaction levels and engagement.

Research gap
[bookmark: _Int_OQAl5doo]Although numerous studies have addressed the usefulness of motivational tactics in raising worker output, it is unclear which particular methods have the greatest influences in the banking industry and this will be the primary focus of this research.

	Summary of research-survey method
[bookmark: _Int_RRZOYAEx]This will be secondary research which entails making use of other researchers’ work to inform the current one. Secondary research, unlike primary research, is cost-effective, easily accessible, supports wide comparison of data, and gives access to extensive data. By making use of secondary research in this work, the findings will be widespread covering the whole banking sector and will make it possible to offer recommendations which will cut across (Fischer, Boone and Neumann, 2023). Various databases will be used to access credible data which will include academic research, industry reports, and journals addressing the matter under research.

Research methods
To ensure that both qualitative and quantitative data are gathered in this research, mixed methods will be employed. Qualitative data will help gather in-depth information which will complement quantitative data which is numeric in nature. For the research questions to be answered fully, numeric, and non-numeric data will be essential to be included in this work (Samuels,2022).

Research design
[bookmark: _Int_OIPlpNeV]When it comes to research design, the explanatory design is the best suited one considering the aim of this research. Understanding the links between variables and explaining the dynamics of cause and effect are the goals of explanatory research. It will clarify how various managerial incentive strategies affect worker productivity in this environment. The researcher will be able to investigate and elucidate the connections between employee productivity (dependent variable) and motivating techniques (independent variables) using this methodology (Fischer, Boone and Neumann, 2023).

	Summary of sampling framework
Not applicable.

	Ethical Issues
A major ethical concern is the issue of obtaining informed consent from all the participants. Subjects should be able to understand the objectives of the research, their involvement in the study, and their ability to withdraw from the study at any time with no repercussions. Anxiety is another key factor; the researcher must be sure all information and answers given will be kept confidential and will only be used for this research. Moreover, the researcher must also avoid coercion or undue influence and ensure that the participants are not compelled to participate.
When it comes to secondary research there are ethical considerations that must be observed to ensure that the findings are in no way compromised. Since this research will involve other researchers’ works, this will require in-text citations to avoid malpractice and plagiarism. Other than having in-text citations to acknowledge the original researchers, this work will also have a bibliography at the end which will list all sources used. 

	Time scale
	Activity
	Time

	Formulating the aims and objectives
	1 week

	Getting approval
	2 weeks

	Prepare literature review
	1 week

	Data collection
	2 weeks

	Report compiling
	1 week
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