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Course: Doctor of Business Administration (DBA).
Module: Identity and Approaches to Applied Business Research (BMDB7001).
Assignment 1
1.1 My Past Educational Studies and Training Experiences

It is pertinent for me to narrate my past educational studies and training experiences in this piece to give a glimpse of how I have become so excited about organisational culture which is an aspect of Human Resource Development.     

In 2005, when I lived with my family in a block of 14 flats in Abuja, we had 4 security guards who ran shifts to guard the house. My family was kind to all the security men because, we believed that, even though they are not our relatives, they are human beings and deserved some love and respect. In 2006, when my family was due to move house, the guards came to beg my husband to employ them in our new house. My husband explained to them that we could only employ one person as our new house was only a bungalow. They held a meeting among themselves and decided that we go with Adele while the rest of them planned to resign their appointments as guards for the house. When I inquired the reasons behind their actions, they told me that only my family, out of 14 flats treated them like human beings while the rest of the people looked down on them as commoners and poor. Till date, Adele remains our domestic employee and has refused to go look for greener pastures. In fact, he has started to view himself part of my family and not ready to go in the nearest future. 

It was during my MBA course that I fully understood why Adele has stuck with us over the years. Among other things, I have come to understand in Human Resources Management that most employees like to stick with organisations whose environments are friendly. In addition, during my personal studies, I came across the Two-factor theory proposes by Herzberg in 1964 which theorises that an organisation can increase job satisfaction and decrease job dissatisfaction by improving the nature of job and the working environments (). Therefore, when I gathered that the hospitality industry in the UK was suffering from high rate of employee turnover, I became so eager to investigate the factors responsible for the challenge by   scrutinising the internal environment.


1.2 A List Sources Consulted for my Future Research

Before I arrived at a definite question/objective for the proposed research, I had to consult a list of reputable sources. From the literature, I understood that the high rate of staff turnover faced by the hospitality industry in the UK had to do with Human Resource Management, an umbrella that covers staff recruitment, training and development, motivation and maintenance () in addition, I realised that the aspect of HRM that handles employee retention is ‘maintenance’ which is usually achieved by creating an enabling culture ().

In my search for credible sources, I have realised that trade newspapers, referred journals, books, thesis and databases are available to provide me with the data/information I need for the proposed research. The trade newspapers, though not very credible, provide me with the update news of what happens in the UK’s hospitality industry. However, I assumed they are credible because they report the exact words of important stakeholders in the industry such as …. In addition, I have been able to obtain refereed journals of organisational human resources management published by some reputable organisations such as Academy of Management, Journal of Management, Academy of Management Review and so on.  My criteria for judging and selecting the journal articles are validity and reliability. ……. Moreover, some textbooks are also valuable to this research. They are those that are widely used and cited in the refereed journals. Furthermore, some theses, especially those conducted in the areas of human resources management, employee retention have given the researcher some insights. A lot of reputable thesis are found on UWTSD library. Finally, some reputable databases are very useful to this research. They include UWTSD Library, SAGE and the others which will be discovered during the research. However, the list of the consulted sources is presented …….

 
1.3 The Currency and Applicability of Concept and Themes Interrogated 
· It is likely that your initial search could be wide ranging, but as your analysis deepens you will identify areas of particular interest to focus your future investigations.








 A Theory and its Applicability

2.1 Two-factor theory or Motivation-Hygiene Theory 

This theory was proposed by Herzberg in 1964 to motivate employees in workplace. He theorised that there exist some motivators can be put in places for employees to experience job satisfaction. These motivators include giving them a sense of achievement and recognition when they excel, making their tasks challenging bur interesting for the, involving them in decision making, giving them the required autonomy and sense of responsibility to complete tasks, giving them promotions when due, and encouraging them to grow on the job by learning new skills. On the other hands, Herzberg also theorised that that organisations could provide some hygiene factors which do not provide job satisfaction but can cause job dissatisfaction if they are absent. These factors include provision of fair and clear organisational policies, appropriate supervision, healthy relationships devoid of decimations, fear and bullying, conducive work condition, job security and employee status. 

Herzberg also observed that a company can be in one of the following four states at a time and this determines the job satisfaction and dissatisfaction of its employees:
a) High Hygiene and High Motivation: This state seems to be the ideal and recommended state for organisations because it is characterised by insignificant complaints while employees are highly motivated.
b) High Hygiene and low Motivation: The employees have insignificant grievances but are not motivated, they only work for the monetary benefits.
c) Low Hygiene and High Motivation: The employees are highly motivated, but they have many complaints because the work condition and pay are poor.
d) Low Hygiene and Low Motivation: This is the worst state because the workplace is characterised by too many complaints and the employees are not motivated.

2.2 The Strengths and Weaknesses of Two-factor theory

This theory does not only give employees autonomy in their responsibilities also gives them the opportunity to participate for in organisational decision making and participating in challenging tasks which boost their growth and development (). 

This theory has been criticized heavily over the years. The most common criticisms are a) It is perfect on white collar jobs only. b) It focuses only on employee satisfaction and neglects employee productivity. c) it does not take individual differences into consideration.
 

Based on the description of this theory, it focuses more on staff satisfaction than employee productivity. however, it is a perfect for the proposed research because, if the staff are satisfied with the workplace and all factors which may cause dissatisfaction are removed, employee retention is guaranteed.  
 

2.3 Application of Two-factor Theory in Several Environments

In the literature, this theory has been successfully applied to different organisations in different countries. Singh and Bhattacharjee (2019) conducted a research to test applicability of Herzberg’s theory o the job satisfaction of 478 academics in central universities of Northeast India based on the distance of their hometowns from their workplaces. The results revealed that those who live in the Northeast showed better job satisfaction towards the motivation and hygiene factors than those who live farther away. Furthermore, Slimane (2017) conducted a research to find out why there existed a steady surge in the number of pharmacists in Saudi Arabia. He used the two-factor motivation theory and Job Characteristics theory to measure the motivation and job satisfaction in four hospitals. The results revealed that enticing salaries, recognition, and promotion were the major motivators for the pharmacists. Moreover, Zhang, Jinpeng and Khan (2020) used the motivator-hygiene theory as a theoretical framework to investigate how social media, which is seen as a hygiene factor, influences employees’ motivation to share knowledge in enterprises in China. The results revealed that when the motivators and hygiene factors were satisfied, the employees were motivated to share knowledge. Also, the absence of social media weakened the employees’ motivation to share.

From the forgoing, it has been established that Herzberg’s two-factor theory can be applied in different organisations and nations. It has been successfully applied among academicians in India, among pharmacists in hospitals in Saudi Arabia and in enterprises in China. 






2.4 Concept Map of How my Theme Developed

A concept map of how my theme evolved is attached in Appendix 1. The theme is ‘Employee Retention’ which is considered as one of the functions of Human Resources Management in addition to employee recruitment, employee training and development, employee performance appraisal and employee reward management (). The map extends from employee retention to organisational culture to depict that employee retention is only feasible in organisations which are characterised by motivation and hygiene factors. Herzberg’s two-factor theory postulates that motivator factors, which include recognition, challenging work, and so on can lead to job satisfaction. On the other hand, the absence of hygiene factors which include job security, competitive salaries and so on can lead to job dissatisfaction. Therefore, an organisation which desires employee retention should intensify the motivating factors and eliminate the factors which can lead job dissatisfaction.
 
2.5 Possible objections, Availability of Data, Research risk and Personal Capacity

2.6 Sources of Support 

Some sources of support have been identified in this research from the planning to analysis stages. First, in the planning stage, the research needs support with how to obtain some 4star journals in order to boost credibility of the research.  At the moment, the researcher is able to access only peer-reviewed articles which are not enough for a DBA. Second, in the data analysis stage, the researcher would require assistance with some statistical analysis to analyse the quantitative data. 

Nevertheless, no funding assistance is required as the data collection process, which is survey will not require much money. The researcher only buys a day-rider bus ticket to go round 20 locations of Travelodge to distribute survey sheets to public relations officers of the branches who would distribute them to their managers and employees. The researcher would also spend some stipends on stamps and envelops which she gives the respondents to post the completed survey sheets.

The possibility if bias is very limited in this research as it is value-free, meaning, the researcher is not involved in any way in the data collection process other than delivering the survey questions to the PROs of the hotel branches.

A Research Theme Methods

3.1 My Area of Specialism 
3.2 Research Methods 
I hereby analyse the research topic using the three types of research methodologigical approaches - quantitative, qualitative, and mixed method. This is necessary to enable the researcher to choose the most feasible approach for the research.  Define advantages and disadvantages of each approach.
3.3  The challenges to reliability and validity of different data collection approaches, linked to your applied theme.
3.4 Proposed Research Proposal 
with a valid methodology to achieve stated objectives. Locate your chosen method in the spectrum of possible methodologies. 
3.4 Key Resourses 
 sources that will be used in your research, including the use of non-refereed sources.
3.5 Ethical Consideration
Risk factorsin pursuing your research and the chosen methodology planned.
 






















Appendix 1 Concept Mapping of How my Theme Developed 
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Appendix 2 Concept Map of Research Proposal
What features characterise a strong organisational culture?
Which features of a strong organisational culture does Travelodge possess?
Which features of a strong organisational culture does Travelodge lack?

The impacts of Organisational Culture on Employee Retention in Travelodge

7 research Questions
1. Topic



To investigate whether the organisational culture of Travelodge is capable of employee retention or not.

8.Methodology
Quantitative
2. Aim


   Effects of Organisational  Culture on Employee Retention
There exists, the problem of high staff turnover in hospitality industry in the UK

9. Data Analysis Method
Descriptive Statistics and SPSS
3. Problem Statement

                                                                             Managers and Employees of 10 Travelodge Branches

Realism
Positivist
Value-free

                          6. Theoretical Framework 
11.Sourses of Literature
10. Research Philosophy 
Motivator-Hygiene Factor
Surveys
5. Method of Data Collection
4. Sources of Data
Theses
Journals
Books
Trade Newspapers
Databases








Appendix 2 List of Sources Consulted 



























Bibliography 
Singh, M. and Bhattacharjee, A. (2020), "A Study to Measure Job Satisfaction Among Academicians Using Herzberg’s Theory in the Context of Northeast India", Global business review, Vol. 21, No. 1, pp. 197-218.
Slimane, N.S.B. (2017), "Motivation and Job Satisfaction of Pharmacists in Four Hospitals in Saudi Arabia", Journal of health management, Vol. 19, No. 1, pp. 39-72.
Zhang, X., Jinpeng, X. and Khan, F. (2020), "The Influence of Social Media on Employee’s Knowledge Sharing Motivation: A Two-Factor Theory Perspective", SAGE open, Vol. 10, No. 3, pp. 215824402094249. Sage Journals 


image1.png
M myday Login X \ 0 Course: Identity and A1 X \ § Primo by Ex Libris - her X \ W Organizational culture X \ Employees Stay for Cai X \ G uwtsdlogo- Google S X & PressReleases 2020|1 X + - X
C @ uwtsdacuk/news/press-releases/press-2020/university-of-wales-trinity-saint-david-to-open-office-in-new-delhi html * » @
Apps M Gmail @ YouTube R Maps

' UtYHUW'\JBWI Sant STUDY ABOUT STUDENT LIFE INTERNATIONAL RESEARCH ALUMNI Q -
University of Wales
Trinity Saint David

In this section

UNIVERSITY OF WALES TRINITY SAINT DAVID
TO OPEN OFFICE IN NEW DELHI + Newssoom Homepase

+ Open and Visit Days

» Coronavirus - UNTSD
11.09.2020 Response and Recovery
+ Perspectives | Podcasts
The University of Wales Trinity Saint David (UWTSD) will open a new office in India later this year, dedicated to student
recruitment opportunities and establishing new partnerships in the region.

+ Vice Chancellor's Message
Contact Us
Prifysgol Cymru P

Y D ri n d Od D eWi S ant UWTSD, please email press@uwtsd.ac.uk

University of Wales
Trinity Saint David

The office, which is based in New Delhi, will be opened in partnership with the Elizabeth School of London (ESL). ESL, who

have assisted over 20,000 UK, EU and International students gain places at higher educational institutions in the UK, will

@ School fees wales.pdf ~ Showall | X

H L Type here to search





