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Abstract

In today's competitive corporate world, employee motivation is a crucial factor in determining organizational success. This dissertation investigates successful ways for increasing employee motivation in the workplace, with the goal of identifying and evaluating diverse tactics used by firms to develop a motivated workforce. The research builds on current theoretical frameworks and looks at practical ways to motivation, such as leadership styles, corporate culture, and reward systems. The dissertation uses qualitative research methodologies such as interviews and case studies to examine the influence of these strategies on employee engagement, productivity, and overall organizational performance.
The findings of this study emphasize the need of matching motivational tactics with employee requirements and organizational goals, suggesting that personalized approaches may improve motivation and work satisfaction. The paper also explores the obstacles of adopting these methods in various organizational contexts, as well as practical solutions for creating a supportive and engaging work environment. This dissertation adds to the corpus of research on employee motivation by offering concrete insights and advice for firms looking to enhance their motivating practices and achieve long-term success.
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[bookmark: _Toc175932301]Chapter 1
[bookmark: _Toc175932302]1.1: Introduction 
In today's competitive business world, employee motivation is a crucial factor for long-term growth and success (Varma, 2017). Motivated personnel are more productive, engaged, and dedicated to their jobs, leading to improved performance, innovation, and a higher standard of work (Wardiansyah, 2024). Their involvement also promotes a positive work environment, as motivated people are more likely to have positive attitudes, cooperate successfully with coworkers, and contribute to an excellent culture.

Employee motivation is important for broader dimensions of employee well-being and organizational health. Job satisfaction, a byproduct of effective motivational tactics, is intimately related to employee retention and turnover rates. Important levels of job satisfaction help build a positive employer brand, attracting top talent and improving the organization's reputation as a desirable workplace.
This dissertation seeks to investigate and evaluate numerous ways to increase employee motivation, comparing various tactics and their success. The primary purpose is to uncover best practices and original approaches that can be used to create a positive and vibrant workplace, which not only enhances employee morale but also promotes better organizational performance and success.
The dissertation will look into several critical areas: theoretical frameworks, motivational tactics, impact assessment, and best practices. The findings will assist firms in understanding the complex dynamics of employee motivation and develop successful measures to nurture a motivated and high-performing staff.
The study aims to emphasize the relevance of employee motivation as a fundamental driver of organizational performance and provide a roadmap for developing a supportive and engaging work environment that benefits both people and the organization as a whole.
[bookmark: _Toc175932303]1.2: Background of the study
In today's international economy, people are critical to an organization's growth, competitiveness, and overall success. Employee quality and performance have emerged as essential factors determining a company's ability to prosper in a highly competitive market. Recognizing employees as critical competitive assets, businesses are increasingly focused on measures to improve their engagement and performance (Ubaid, 2022).
High-performing and motivated personnel can improve an organization's performance and competitiveness. These employees inspire innovation by bringing new perspectives and inventive solutions to the table. Their dedication to efficiency guarantees that organizational procedures are improved, resulting in less waste and increased output. Furthermore, engaged staff are more likely to give excellent customer service, which leads to increased customer satisfaction and loyalty. This, in turn, can boost the organization's reputation and market position, making it more appealing to prospective clients and partners.
Organizations face significant risks when their staff are disengaged or underperforming. These personnel are frequently less productive, which leads to decreased total productivity and efficiency. Important levels of disengagement can also lead to increased absenteeism and turnover rates, which are costly for organizations in terms of both direct costs (e.g., recruiting and training new employees) and indirect consequences (e.g., loss of organizational knowledge and decreased morale among current employees). Over time, the presence of disengaged individuals can damage business culture, causing widespread unhappiness and aggravating performance concerns. Finally, this can lead to a downward spiral that culminates in organizational demise.
In an increasingly competitive labour market, maintaining capable individuals and cultivating their loyalty has become critical. Organizations must develop strong strategies to attract, retain, and motivate elite personnel. This entails developing a friendly and engaging workplace culture in which employees feel valued and appreciated. Such measures include providing chances for professional development, recognizing, and rewarding excellence, and establishing a good work-life balance. Organizations can create resilience by investing in their personnel, ensuring that they are well-prepared to face the difficulties of the current business landscape and achieve long-term success (Assal et al., 2017).
Furthermore, as firms attempt to maintain their competitive advantage, they must constantly analyse and change their human resource policies to suit changing employee expectations and market needs. This necessitates an initiative-taking approach to identifying the elements that drive employee motivation and engagement. Regular feedback mechanisms, employee surveys, and performance reviews can provide significant insights into employees' needs and preferences, allowing firms to modify their tactics accordingly.
Finally, the ability to create a motivated and high-performing staff is a significant factor influencing organizational resilience and long-term performance. As a result, understanding and implementing successful employee motivation techniques is more than just operational efficiency; it is a strategic necessity that may drive long-term growth and success in the global economy. This dissertation will investigate and analyse numerous techniques that firms may use to boost employee engagement, providing actionable insights and recommendations for creating a happy and thriving work environment.
[bookmark: _Toc175932304]1.3: Problem Statement 

In today's corporate world, firms face increased pressure to improve productivity, efficiency, and overall performance in order to preserve a competitive advantage. Employee motivation is a crucial aspect in determining these organizational results. Despite its acknowledged relevance, many firms fail to find and implement effective techniques for increasing employee motivation. A lack of motivation can have a variety of negative consequences, including decreased productivity, low job satisfaction, high turnover rates, and reduced organizational commitment (Uka & Prendi, 2021).
Existing research shows that leadership styles and company culture have a substantial impact on employee motivation. Transformational leadership, which focuses on visionary direction and empowerment, and participatory leadership, which incorporates people in decision-making processes, have both been associated to increased motivation and job satisfaction. Furthermore, a supportive and inclusive company culture that matches with employees' values and needs can strengthen their sense of belonging and purpose, resulting in increased motivation.
However, despite a theoretical understanding of these motivational drivers, there is a lack of actual knowledge about the most successful tactics for various organizational settings. The problem is to translate these theories into concrete strategies that may be customized to unique organizational contexts. Furthermore, the rapid changes in the global business environment, driven by technological breakthroughs and altering worker demographics, need the ongoing revaluation of motivational tactics to ensure their relevance and effectiveness. As a result, the purpose of this dissertation is to investigate and evaluate the numerous tactics used by corporations to motivate their employees. By evaluating the efficacy of various tactics, this study hopes to provide practical insights and recommendations for organizations looking to improve their incentive practices. The ultimate goal is to uncover actionable techniques that can assist firms in developing a motivated, engaged, and high-performing staff, hence increasing overall organizational success (Chi & Gursoy, 2009).
[bookmark: _Toc175932305]1.4: Aims, Objectives, Research Questions, Hypothesis, Propositions 
[bookmark: _Toc164376603][bookmark: _Toc175932306]Aim

The purpose of this work is to examine effective strategies driving employee motivation at the workplace.
Employee motivation is important for business success because it increases employee engagement, productivity, and dedication to company goals (Adams and Beechler, 1998). Successful motivational strategies can help to foster a positive work culture, raise employee happiness, and improve overall performance (Locke & Latham, 2004). Attracting and maintaining top talent is vital for organizational development and sustainability, since motivated employees are more likely to stay with the firm, hence lowering turnover rates (Mowday et al., 1982). Furthermore, employee motivation is intimately related to their general well-being and mental health, since a motivation-focused work environment promotes job satisfaction while reducing stress and burnout (Deci et al., 2001).
[bookmark: _Toc164376604][bookmark: _Toc175932307]
Objectives
· To identify and examine the primary tactics used by firms to increase employee motivation.
· To evaluate the impact of various motivating tactics on employee engagement and productivity.
· To investigate the link between employee motivation levels and organizational performance metrics.
· To make practical recommendations for firms to improve their motivating methods
[bookmark: _Toc164376605][bookmark: _Toc175932308]Research questions.

What are the most commonly employed tactics by firms to boost employee motivation?
How do different motivating tactics affect employee engagement and productivity in the workplace?
Is there a measurable correlation between levels of employee motivation and key organizational performance metrics such as revenue growth, customer satisfaction, and employee retention?
Based on empirical evidence and theoretical frameworks, what specific recommendations can be provided to organizations to enhance their motivating methods and foster a more motivated workforce?
[bookmark: _Toc175932309]1.5: Rationale/Importance of the Research
The significance of researching successful ways to increase employee motivation in the workplace cannot be emphasized, considering its tremendous impact on a variety of organizational outcomes. In an increasingly competitive and dynamic corporate climate, the capacity to retain a motivated workforce is critical for several reasons:
Improved Productivity and Performance: Employee motivation affects productivity and performance. Employees who are motivated are more likely to go above and above, to be creative and innovative, and to perform at a consistently important level. This, in turn, leads to increased organizational efficiency and effectiveness, which are critical for sustaining a competitive advantage in the market (Locke & Latham, 2004).
Increased Job Satisfaction and Employee Retention: High motivation correlates with job satisfaction. When employees are motivated, they are more likely to be satisfied with their positions, resulting in lower turnover and increased retention. This is especially true in today's labour market, when attracting and maintaining top people is crucial to organizational stability and growth (Mowday et al., 1982).
Improved Organizational Culture and Employee Engagement: An initiative-taking workforce fosters a positive organizational culture. Motivated employees display positive behaviours such as teamwork, commitment, and loyalty, which improves the overall work environment. This positive culture promotes higher levels of employee engagement, where individuals are emotionally and intellectually invested in the organization's goals (Cameron & Quinn, 2011).
 Improved Customer Satisfaction and Business Outcomes: Motivated and engaged employees are more likely to deliver exceptional customer service. Their excitement and dedication transfer into more positive experiences with customers, resulting in increased customer satisfaction and loyalty. This customer-centric approach is critical for maintaining corporate growth and long-term performance (O'Reilly & Chatman, 2019).
 Adapting to Technological and industry Changes: To keep up with rapid technological breakthroughs and industry shifts, firms must remain nimble and adaptable. Motivated staff are more adaptable and more suited to adopt innovative technology and processes. This adaptability is critical for firms to stay relevant and competitive in a fast-paced business environment (Avolio et al., 2004).
 Financial Performance and Profitability: The correlation between employee motivation and financial performance is well-established. Organizations with motivated people do better financially because motivation boosts productivity, innovation, and customer happiness. These characteristics all contribute to increased profitability and market share (O'Reilly & Chatman, 2019).
Contribution to Employee Well-Being and Mental Health: Motivation aims to improve employee well-being and mental health, in addition to fulfilling organizational goals. A motivated workforce has higher job satisfaction, fewer stress, and less burnout. This emphasis on employee well-being promotes a healthier, more sustainable workplace (Deci et al., 2001).
Strategic Human Resource Management: Understanding effective motivating tactics enables firms to build strategic HR practices. By matching HR rules with motivational drivers, firms may foster a more supportive and favourable environment for employees to thrive. This congruence guarantees that HR activities are both systematic and effective in cultivating a motivated staff (Robbins & Judge, 2017).
Long-term Organizational Resilience: Motivation is essential for creating resilience. A motivated workforce is better able to face obstacles, adapt to change, and recover from failures. This resilience is critical for long-term viability and performance in a turbulent business environment (Assal et al. 2017). 
Research Contribution to Knowledge: This study adds empirical evidence and practical insights to the field of employee motivation research. The findings will assist bridge the gap between theory and practice by providing tangible ideas that organizations may use to improve their motivational practices.
This study on effective ways for increasing employee motivation is critical for improving organizational performance, employee happiness, and overall economic success. Understanding and adopting the finest motivational strategies allows firms to establish a successful work environment that benefits both individuals and the organization as a whole.

[bookmark: _Toc175932310]1.6: Methodology (sources, population, sample, measuring instrument, data collection, data analysis)
The study will employ a qualitative approach to explore employees' perspectives on motivating strategies used by firms. It will follow an interpretive ideology, focusing on subjective experiences and interpretations of incentive tactics in the workplace. The constructivist paradigm acknowledges the dynamic nature of social phenomena and how social interaction shapes people's perspectives. The research will involve interviews and case studies to gather information on employee experiences and corporate motivational strategies. Purposeful sampling ensures diversity in participant roles and experiences. Data-collecting approaches include semi-structured interviews and case studies. Thematic analysis will uncover recurring themes and patterns related to employee motivation and outcomes. Gantt charts will guide the research process, while ethical considerations include informed permission, confidentiality, and respect for participants' rights. The study will provide valuable insights into the effectiveness of motivational strategies and practical advice for firms to improve employee motivation and performance.
[bookmark: _Toc175932311]1.7: Scope of the Study/Demarcation (International, national, geographic area)
This dissertation investigates effective ways for increasing employee motivation in the workplace, with a focus on firms situated in the United Kingdom. The study examines the geographic area of the United Kingdom, comprising England, Scotland, Wales, and Northern Ireland, to provide insights on the region's distinct cultural, economic, and regulatory environments. While the major focus is on the United Kingdom, the research will also consider the larger international environment, evaluating relevant foreign literature and case studies to find best practices that can be implemented inside UK organizations. National elements like government policies, financial markets, and the dynamics of the labour market will be investigated to better understand the impact on employee motivation in UK enterprises. The study will involve firms from several sectors—private, public, and non-profit—to find sector-specific methods and obstacles in employee motivation. The research attempts to provide a complete understanding of distinct motivational needs and practices in the UK by investigating a wide range of organisations.
The study's content will centre on leadership techniques, corporate culture, and the practical use to motivational principles such as Maslow's Hierarchy of Needs, Herzberg's Motivation-Hygiene Theory, and Vroom's Expectancy Theory. It will study how these concepts are applied in practice inside UK firms and their effectiveness in increasing employee motivation. Furthermore, the survey will consider current and developing trends in employee motivation to provide an up-to-date overview of the techniques used by UK firms. This modern focus assures that the findings are relevant and applicable to current employee motivation concerns. By explicitly outlining the scope and delineation of the study, this dissertation intends to give focused and relevant insights for organisations looking to improve their motivational practices and overall performance in the UK setting.
[bookmark: _Toc175932312]1.8: Structure of the Dissertation
The dissertation is divided into five chapters. The first chapter explains the study, including its background, issue statement, aims, objectives, research questions, methods, and scope, as well as underlining the relevance of the research. Chapter 2 conducts a thorough literature analysis, investigating major ideas and models of employee motivation and finding gaps that this research seeks to fill. Chapter 3 describes the research methodology, including the study design, data collecting and analysis procedures, sample methods, and ethical issues. Chapter 4 summarizes and examines the study findings, which assess the impact of various motivating tactics on employee engagement and productivity. Chapter 5 finishes the dissertation by summarizing the key findings, recommending improving employee motivation, and identifying topics for further research.

[bookmark: _Toc175932313]1.9: Summary of Chapter 1
Chapter 1 highlights the critical importance of understanding and enhancing employee motivation in today's competitive business environment, where motivated employees significantly boost productivity, job satisfaction, and overall performance. It outlines the dissertation's goals to explore effective motivational strategies, assess their impact on engagement and productivity, and make practical recommendations. The chapter also details the qualitative research methodology, including interviews and case studies, focusing on organizations in the UK while incorporating relevant international insights. By setting the stage for the study's objectives and scope, Chapter 1 aims to offer actionable insights for fostering a motivated workforce and improving organizational success.




















[bookmark: _Toc175932314]Chapter 2
[bookmark: _Toc175932315]2.1: Introduction 
Employee motivation is crucial for organizational success, affecting productivity, job satisfaction, and overall performance. This chapter explores various theoretical frameworks, including Maslow's Hierarchy of Requirements, Herzberg's Motivation-Hygiene Theory, Victor Vroom's Expectancy Theory, and leadership styles and organizational culture. It addresses concerns such as empirical evidence, cultural bias, oversimplification, and cultural limitations. The chapter also discusses the impact of leadership styles and organizational culture on motivation, emphasizing transformational and participative leadership styles and a supportive organizational culture. The chapter also addresses gaps in current literature, such as the need for research across diverse organizations, contemporary leadership practices, technological advancements, and cultural attributes enhancing motivation.

[bookmark: _Toc175932316]2.2: Theoretical frameworks/models, 
[bookmark: _Toc175932317]Advantages and disadvantages of theories
[bookmark: _Toc175932318]Maslow's Hierarchy of Needs: Pros and Cons
A holistic understanding of human motivation:
Maslow's hierarchy provides a comprehensive understanding of human motivation, spanning everything from basic physiological demands to higher-level psychological needs. This paradigm has five levels: physiological requirements (such as food and water), safety needs (such as security and stability), social needs (such as love and belonging), esteem needs (such as self-respect and acknowledgment), and self-actualization (realizing human potential). This wide approach aids in understanding the various aspects that influence human behaviour and gives a structured method for assessing and meeting these requirements (Maslow, 1943).
[image: A rainbow pyramid with text

Description automatically generated]Figure 1. Maslow's Hierarchy of Needs
Source: (Maslow, 1943).
Application in Different Fields:
Furthermore, the theory has been widely utilized in many sectors, including psychology, business, education, and healthcare. For example, in business, knowing employees' requirements can boost job happiness and productivity by ensuring their basic and psychological needs are addressed before demanding important levels of performance. Recognizing the value of safety and belonging in education can help to build supportive learning environments. In healthcare, meeting patients' holistic needs can result in improved health outcomes. These applications demonstrate the theory's adaptability and practical utility in enhancing individual and organizational outcomes (McLeod 2007).
Emphasis on Personal Growth:
Furthermore, Maslow's hierarchy highlights the significance of self-actualization and personal growth. This emphasis pushes people to strive for greater levels of performance and fulfilment, which promotes ongoing personal development. 
Recognizing that higher-level requirements like as self-esteem and self-actualization are critical for well-being, the model promotes a more humanistic approach to understanding motivation and success, encouraging not only surviving but also flourishing and self-improvement (Gorman, 2010).

Sequential Nature:
Furthermore, the hierarchical nature of Maslow's paradigm implies that basic wants must be met before higher demands become important. This sequential strategy creates a clear framework for prioritizing needs. For example, firms can prioritize meeting their employees' basic needs before introducing initiatives to boost their self-esteem and professional development. This planned development facilitates the methodical planning and implementation of motivational methods (Maslow, 1954).
Disadvantages:
Lack of empirical support:
On the other side, detractors claim that Maslow's hierarchy lacks factual basis and is difficult to assess. Several research have revealed that Maslow's hierarchy of requirements does not always hold true. Depending on their personal circumstances and cultural background, some people may prioritize social requirements above safety needs or self-esteem over fundamental physiological needs. This discrepancy calls into doubt the hierarchy's universality and rigidity (Wahba and Bridwell, 1976).
Cultural Bias:
Furthermore, Maslow's theory is frequently criticized for being culturally biased toward Western individualistic society. The emphasis on self-actualization and individual achievement may not be as strong in collectivist cultures, where community, family, and social harmony take precedence over personal development and self-fulfilment. 
This cultural bias limits Maslow's model's application to many cultural contexts, emphasizing the need for a more culturally sensitive approach to understanding human motivation (Hofstede, 1984).
Over-Simplification:
Additionally, some detractors believe the approach is unnecessarily simplistic. Human motivation is complicated and multifaceted, impacted by a diverse set of internal and external factors. Reducing it to a five-stage hierarchy may miss the intricacies of individual variances, environmental circumstances, and the ever-changing nature of human needs. For example, an individual's requirements may vary rapidly due to life events or changes in personal circumstances, which the hierarchical model does not sufficiently account for (Neher, 1991).
Rigid hierarchical structure.
Finally, the hierarchical structure presupposes that requirements must be addressed in a precise order, starting with the most fundamental and progressing to the highest. However, people may experience these requirements concurrently or sequentially. For example, someone may seek self-actualization through creative expression even if their safety needs are not fully met. This rigidity restricts the model's ability to explain the complexities of human motivation and the several ways people prioritize their demands (Deci and Ryan, 1985).
[bookmark: _Toc175932319]Herzberg's Motivation-Hygiene Theory: Advantages and Disadvantages
Advantages:
Dual-Factor Approach:
To begin, Herzberg's theory proposes a dual-factor approach to motivation, distinguishing both extrinsic hygienic elements and intrinsic motivators. Hygiene considerations include company policy, supervision, remuneration, interpersonal relationships, and working circumstances. These elements do not increase motivation, but they can induce unhappiness if they are absent or inadequate. Motivators, such as achievement, recognition, the work itself, responsibility, and advancement, encourage people to work harder and be more productive. This distinction helps managers comprehend that job happiness and discontent are not on the same scale and require different approaches to handle (Herzberg, 1966).











Figure 2 Herzberg's Motivation-Hygiene Theory
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Source: (Herzberg, 1966).
Focus on Job Enrichment:
Furthermore, the idea highlights the value of job enrichment and the necessity to give employees with possibilities for achievement, recognition, responsibility, and advancement. This focus drives employers to create employment that are more gratifying and interesting. Managers, for example, may assign challenging work, create opportunity for skill improvement, and recognize accomplishments. Such job enrichment initiatives can boost productivity and job satisfaction by making employees feel more valued and driven in their roles (Herzberg, 1968).
Practical Applications:
Furthermore, Herzberg's theory is practical and easily applicable in the workplace. Organizations can create a more positive work environment by recognizing and eliminating hygiene elements that cause unhappiness, as well as improving motivators that increase satisfaction. For example, improving working conditions and assuring fair compensation can decrease dissatisfaction, whilst providing career development opportunities and acknowledging employee accomplishments can boost motivation and job satisfaction. This practical approach assists managers in implementing effective techniques for improving staff morale and performance (Mullins, 2005).
Improving Employee Well-being:
Furthermore, by knowing the elements that influence job satisfaction and discontent, managers can make better decisions to increase employee well-being. Addressing both cleanliness and motivators can lead to lower turnover, absenteeism, and burnout, resulting in a healthier and more productive workplace. For example, firms can improve overall employee well-being and performance by providing a secure and supportive work environment as well as opportunities for professional advancement (Robbins & Judge, 2013).
Employee-Centric:
Finally, the idea emphasizes employees' wants and perceptions, advocating a more employee-cantered approach to management. Focusing on employee happiness can boost morale and build a positive business culture. Organizations may build a supportive and engaging environment that supports loyalty and excellent performance by putting employee well-being and development first (Armstrong, 2006).
Disadvantages:
Simplified Dichotomy:
On the other hand, Herzberg's approach has been criticized for its oversimplified dichotomy of hygienic elements and motivators. Pay, for example, can serve as both a hygienic and motivational component, depending on the individual and the circumstance. While fair compensation might help to prevent employee unhappiness, additional financial incentives and bonuses can also be motivators.
This oversimplification may fail to represent the complexities of human motivation, in which certain influences can influence both satisfaction and dissatisfaction concurrently (Vroom, 1964).
Limited Empirical Support:
Furthermore, Herzberg's theory is based on a small sample of professionals and may not be applicable to all types of employees or businesses. Herzberg's original research concentrated on a small group of professionals, and later investigations yielded conflicting results. Some researchers have been unable to duplicate Herzberg's findings, raising concerns about the theory's validity. The theory's limited empirical evidence shows that it may not apply universally across diverse work situations and demographics (King, 1970).


Cultural Bias:
Furthermore, the idea has been critiqued for being culturally biased, as it was established in a Western setting and may not apply to other cultures. Diverse cultural values and work standards can influence what employees find stimulating or demotivating. For example, in collectivist cultures, team unity and group performance may be more important motivators than individual acknowledgment and personal development. This cultural bias limits Herzberg's model's application to many cultural contexts, emphasizing the need for a more culturally sensitive approach to understanding human motivation (Hofstede, 1984).
Individual differences are not considered.
Furthermore, Herzberg's theory tends to ignore individual variances in motivation. What inspires one employee may not motivate another. The theory takes a one-size-fits-all approach, which may be ineffective in varied organizations. Some employees, for example, may emphasize cash benefits, whilst others may Favor personal development possibilities or flexible working conditions. Recognizing and accepting these individual variances is critical for developing effective motivating techniques (Locke, 1976).
Overemphasis on job content
Finally, the approach emphasizes job content (intrinsic elements) while downplaying the impact of employment context (external factors). In reality, inner and external factors interact to determine employee motivation and satisfaction. For example, while meaningful work can boost job satisfaction, proper remuneration and a nice work environment are also necessary to maintain overall employee motivation. This emphasis on job content may overshadow the significance of having a supportive and well-rounded work environment (Hackman & Oldham, 1976).
This focus on job content may overshadow the need to foster a supportive and well-rounded work environment (Hackman & Oldham, 1976).
[bookmark: _Toc175932320]Victor Vroom's Expectancy Theory: Pros and Cons
Advantages:
Focus on Individual Perceptions:
[bookmark: _Hlk173946242]Vroom's Expectancy Theory has a key benefit in that it focuses on individual motivation views. According to the notion, motivation stems from an individual's expectation that a given amount of effort would result in desired performance and a valued outcome (Vroom, 1964). Because of its emphasis on individual beliefs and perceptions, it recognizes that different people are driven by different things, making it a versatile tool for studying motivation in a variety of work environments (Isaac, Zerbe, & Pitt, 2001).

Figure 3. Victor Vroom's Expectancy Theory
[image: A green and white rectangular sign with white text

Description automatically generated with medium confidence]
Source: (Vroom, 1964)
Focus on Rationality:
Additionally, Vroom's theory stresses humans' logical decision-making processes, which is consistent with the cognitive approach to explaining human behaviour. This rational viewpoint indicates that people make intentional decisions based on their expectations of benefits and the value they place on those rewards. This emphasis on cognitive processes enables managers to create incentive systems that are consistent with employees' logical assessments of effort, performance, and outcomes (Mitchell & Daniels, 2003).
Linkage to performance:
Furthermore, the Expectancy Theory relates motivation to performance, implying that increased effort will result in improved performance if the individual believes their efforts will yield positive results (Vroom, 1964). This direct correlation assists managers in understanding how to drive staff to perform at higher levels by providing a strong and clear perceived relationship between effort and success (Lunenburg, 2011).
Practical Applications:
Furthermore, Vroom's Expectancy Theory has practical applicability in a variety of organizational contexts. Managers can apply the theory to improve motivation by addressing three main components: expectation (the belief that effort leads to performance), instrumentality (the belief that performance leads to outcomes), and valence (worth placed on results) (Vroom, 1964). Organizations can create a more stimulating atmosphere for their employees by strengthening these components (Scholl, 2002).
Comprehensive Approach:
Finally, the theory gives a comprehensive framework for understanding motivation by incorporating a variety of aspects that influence personal motivation. This comprehensive approach enables managers to handle diverse motivational challenges systematically, ensuring that attempts to increase motivation are multifaceted and well-rounded (Pinder, 2008).
Disadvantages:

Complexity of Measurement:

One of the most common critiques levelled at Expectancy Theory is its measuring difficulty. The idea entails evaluating people's expectations, beliefs, and values, which can be subjective and difficult to correctly quantify (Heneman & Schwab 1972). Managers may struggle to apply the theory consistently and effectively in practice due to its complexity.
The assumption of rationality:
Furthermore, the theory posits that individuals make reasonable decisions by methodically evaluating their efforts, performance, and outcomes. However, illogical circumstances, emotions, and biases can all influence human behaviour and decision-making processes (Simon, 1955). The assumption of rationality may limit the theory's ability to explain and predict actual employee behaviour.
Emphasis on Extrinsic Motivation:

Furthermore, Vroom's Expectancy Theory emphasizes extrinsic motivation, with external rewards and results serving as the major motivators. While extrinsic rewards are crucial, they may not fully represent the complexities of intrinsic motivation, which includes internal satisfaction and personal fulfilment from the activity itself (Deci & Ryan, 1985). This concentration on extrinsic factors risks overlooking the importance of inner motivation in driving employee performance.
Contextual Limitations:
Furthermore, the applicability of the Expectancy Theory may be constrained by contextual factors such as company culture, leadership style, and job requirements. The theory may fail to account for the impact of these broader contextual elements on individual motivation and behaviour, limiting its effectiveness in certain situations (Fudge & Schlacter, 1999).
Static Nature:
Finally, the theory is frequently criticized for its static nature, which assumes that the correlations between effort, performance, and outcomes are constant over time. In dynamic organizational systems, these correlations might change as circumstances change, making the theory's static assumptions less applicable in real-world settings (Lawler & Suttle, 1973).
[bookmark: _Toc175932321]2.4: Employee motivation
Employee motivation is a critical predictor of organizational success, which is heavily influenced by leadership initiatives and corporate culture (Bass & Riggio, 2006). In today's competitive and changing business climate, knowing the elements that influence employee motivation is critical for developing strategies that boost productivity, job satisfaction, and overall organizational performance.
Leadership styles, especially transformational and participative leadership, have a significant impact on employee motivation. Transformational leadership is distinguished by visionary guidance and empowerment, which encourages individuals to exceed their own goals and attain higher levels of performance (Brown and Leigh, 1996). Leaders who embrace this style inspire and encourage their colleagues by establishing a compelling vision for the future, cultivating a trusting atmosphere, and providing the essential support for professional development. This technique has been repeatedly related to higher employee motivation and engagement.
Similarly, participatory leadership, which involves employees in decision-making, increases their sense of ownership and dedication to the organization's goals. Participatory leaders foster a more inclusive and stimulating workplace by recognizing employees' contributions and involve them in crucial decisions. This leadership style is linked to increased levels of job satisfaction and motivation, as employees feel valued and recognized for their contributions. Furthermore, company culture has a substantial impact on employee motivation because it establishes the values, conventions, and practices that characterize the corporation (Schein, 2010). A supportive and inclusive workplace culture gives employees a sense of belonging and purpose, which boosts their motivation and engagement (Cameron and Quinn, 2011). 
Employees who believe their organization values their well-being and professional development are more likely to be motivated and committed to their work.


Importance of Employee Motivation
Employee motivation is important for reasons beyond immediate productivity improvements. When measuring the influence of motivational methods on employee engagement and productivity, transformational leadership approaches like mentoring and coaching have been proven to significantly improve employee performance (Avolio et al., 2004). Organizations that value autonomy, creativity, and lifelong learning have better levels of employee engagement and productivity. Organizations may maximize their workforce's potential by encouraging individuals to take the initiative and pursue innovative solutions. Employee motivation is intimately related to job satisfaction, which influences employee retention and turnover rates. staff who are satisfied with their jobs are less likely to leave, which lowers the expenses of recruiting and training inexperienced staff. Furthermore, important levels of job satisfaction help to build a positive employer brand, which attracts top people and improves the organization's reputation as a desirable workplace. As a result, understanding and executing effective motivational tactics is critical to sustaining a stable and resolute staff.

Advantages and disadvantages.
Understanding the relationship between employee motivation and organizational performance indicators necessitates a thorough analysis of leadership style and organizational culture. According to research, engaged employees lead to higher levels of customer happiness, innovation, and financial performance. Organizations with a positive culture that prioritizes trust, transparency, and employee well-being beat their competition in terms of profitability and market share. Organizations can achieve long-term success by creating a compelling work environment.
However, maintaining important levels of drive poses various obstacles. Individual variances imply that what motivates one employee may not motivate another. Furthermore, an overreliance on extrinsic rewards, such as bonuses and incentives, might undermine intrinsic motivation, in which individuals get satisfaction from their work (Deci & Ryan, 2008). Balance between inner and extrinsic motivating elements is critical for establishing effective motivational techniques. Organizations can increase motivating techniques by implementing leadership development programs that encourage transformative and collaborative leadership behaviours (Davenport et al., 2010). These programs can help leaders develop the abilities they need to inspire and encourage their teams effectively. Furthermore, creating a supportive workplace atmosphere through effective communication, mutual understanding, and alignment of accountability procedures with motivational drivers is critical. Creating an environment in which employees feel valued and supported can dramatically increase their motivation and commitment to the firm.
Concept of Motivation
Motivation is a complex notion that includes both intrinsic and extrinsic aspects that influence an individual's willingness to work toward organizational goals (Deci & Ryan, 2008). Intrinsic motivation stems from internal demands and personal fulfilment, such as enjoyment of the task, a drive for self-improvement, and a sense of achievement. Extrinsic motivation, on the other hand, is fuelled by external rewards or incentives such as pay raises, bonuses, and promotions. Motivated individuals improve organizational performance through initiative, innovation, and dedication (Grant, 2008). Various models of motivation, such as Maslow's Hierarchy of Needs and Herzberg's Two-Factor Theory, shed light on distinct aspects of employee motivation. According to Maslow's Hierarchy of demands, people are motivated by a series of demands, ranging from fundamental physiological requirements to self-actualization. Herzberg's Two-Factor Theory distinguishes between hygiene factors, which can lead to discontent if absent, and motivators, which can increase job satisfaction if present (Herzberg et al., 1959). However, retaining motivation can be difficult due to individual variances and the risk of losing intrinsic drive through an overreliance on extrinsic incentives (Deci, 1975). Organizations must carefully balance these motivators to create an environment that encourages both intrinsic and extrinsic motivation.
[bookmark: _Toc175932322]2.5: Gaps identified to situate own research 
Despite the enormous corpus of research on employee motivation, some gaps exist that require more investigation. Identifying these gaps is critical for contextualizing the current work within the existing literature and emphasizing its contributions to the field. The main gaps discovered are as follows:
Limited Contextual Application
 Motivational methods have been studied extensively, but there is a lack of study on their application across different organizational contexts. Most extant research focuses on specific industries or types of organizations, limiting the generalizability of the findings. This study
intends to fill this gap by investigating motivating tactics in several organizational situations, resulting in wider insights that can be applied across contexts (Cameron and Quinn, 2011).
Evolving Leadership Practices
Despite the dynamic nature of the business environment, there is less research on how transformational and participative leadership styles affect employee engagement in today's context. This study will look at the present relevance and effectiveness of various leadership styles in improving employee motivation, considering the most current trends and advancements in leadership practices (Bass & Riggio, 2006).
Understanding the Impact of Technology
As technology becomes more prevalent in the workplace, it is important to examine how it affects employee motivation. The current literature does not sufficiently examine the effect of digital tools, remote work technology, and automated systems on employee motivation. This study will look into how technology might be used to increase motivation and what obstacles it may present (Avolio et al., 2004).
Motivation is multidimensional, encompassing both intrinsic and external influences. Existing research, on the other hand, frequently focuses on one or both aspects. There is a gap in our understanding of how intrinsic and extrinsic motivating elements interact and influence one another. This study seeks to provide a comprehensive understanding of motivation by investigating both internal and extrinsic components and their combined impact on employee motivation (Deci and Ryan, 2008).
Organizational Culture Impact
 While the impact of organizational culture on employee motivation is widely acknowledged, there is a lack of empirical study on the exact cultural characteristics that increase motivation the most. This research will identify and analyse the key factors of corporate culture that influence employee motivation, giving actionable insights for building an inspiring work environment (Schein, 2010).
Measuring Long-Term Effects: Most studies on employee motivation focus on short-term outcomes, neglecting the long-term sustainability of motivational tactics. There is a need for long-term studies that assess the effects of various motivational techniques on employee engagement, productivity, and retention. This study will fill that gap by evaluating the durability and long-term impact of several motivational tactics (O'Reilly & Chatman, 2019). 
Individual Differences
 Personality attributes, career stages, and personal ambitions all have a key role in how employees respond to motivational tactics. However, there has been little research into how to create and implement motivational strategies that consider individual differences. This study will look at how individual traits influence motivation and how individualized solutions may be designed to meet the various demands of employees (Latham & Pinder, 2005).
Implementation Challenges
 Theoretical models can offer insights into employee motivation, but there is often a disconnect between theory and practice. Organizations have various practical hurdles when it comes to successfully using motivational tactics. This study will identify frequent implementation challenges and provide ways to close the gap between motivational theories and their actual application (Herzberg et al., 1959).
By filling these gaps, this study hopes to add to the existing body of information on employee motivation and make practical recommendations for employers. This study's findings will aid in the development of successful motivational techniques that are adaptive to different organizational contexts, technologically integrated, and long-term sustainable.
[bookmark: _Toc175932323]
2.6: Summary of Chapter 2
Chapter 2 examines key theories of employee motivation, including Maslow's Hierarchy of Needs, Herzberg's Motivation-Hygiene Theory, and Vroom's Expectancy Theory. Maslow's theory offers a framework for understanding personal growth but is criticized for its lack of empirical support and cultural bias. Herzberg's theory differentiates between job satisfaction and dissatisfaction, though it faces challenges like oversimplification and a lack of empirical backing. Vroom's theory connects effort to performance but encounters difficulties with measurement and an overemphasis on extrinsic motivation.
The chapter also highlights the influence of leadership styles and organizational culture on motivation. Transformational and participative leadership are noted for enhancing motivation, while a supportive culture fosters engagement. Identified gaps in the literature include the need for research across diverse organizational contexts, the impact of modern leadership and technology, and the application of motivational strategies in varied cultural settings. Addressing these gaps aims to provide practical insights for developing effective and adaptable motivational practices.




















[bookmark: _Toc175932324]
Chapter 3
[bookmark: _Toc175932325]Research questions.
This study implements a qualitative research approach to investigate effective methods for raising employee motivation. The qualitative technique was used to get in-depth insights into employees' motivational experiences, views, and attitudes, as well as their effect on various organizational outcomes.
Data collection will involve semi-structured interviews with coworkers from Childrensalon and AXA. These interviews will include personnel at all levels of the firm to get extensive information about their motivating experiences and the elements that influence their motivation. The open-ended format of the interviews will allow participants to freely express themselves and deliver rich, thorough comments.
[bookmark: _Toc175932326]3.1: Introduction 
Understanding the elements that influence employee motivation is crucial for firms that want to improve productivity, job satisfaction, and overall workplace performance. This study looks at the most effective employee motivation tactics, to provide insights that will help employers develop a more motivated and engaged workforce.
[bookmark: _Toc175932327]3.2: research philosophy 
Interpretivism is the research theory that guides this work. Interpretivism focuses on understanding the subjective experiences and interpretations that people assign to their activities and social circumstances (Bryman, 2016). This viewpoint is appropriate since employee motivation is subjective, ranging from person to person depending on their own experiences and opinions. Using an interpretivist perspective allows us to obtain a better understanding of the personal and environmental aspects that drive motivation, which is essential for developing successful motivating tactics.
[bookmark: _Toc175932328]3.3: research paradigm 
This study will use a qualitative research methodology. A qualitative paradigm is suitable for studying complicated, subtle phenomena like employee motivation (Creswell & Poth, 2018). It enables for a thorough assessment of participants' experiences, emotions, and insights, resulting in rich, comprehensive data that quantitative approaches may overlook. This paradigm is consistent with the interpretivist worldview since it focuses on understanding the meaning and context of individuals' behaviours, providing a holistic picture of the elements that drive motivation in the workplace.
[bookmark: _Toc175932329]3.4: Research Approach 
This study employed an inductive research technique. Inductive reasoning entails gathering evidence and then deriving ideas or patterns from it (Saunders, Lewis, & Thornhill, 2019). This technique is appropriate for this research because it allows for the investigation of employee motivation tactics without prior ideas, allowing for the creation of fresh insights and theories based on the data obtained. This adaptability is critical for understanding employee motivation's different and changing nature in various corporate environments.
[bookmark: _Toc175932330]3.5: Research methods 
Qualitative interviews are the major research approach employed. Interviews are useful for getting thorough, personal descriptions of employees' motivating experiences and the tactics they find most successful (King, Horrocks, & Brooks, 2019). This approach allows for open-ended inquiries and follow-up probes, which help to gain a better understanding of individual viewpoints and the variables that influence their motivation. Interviews allow us to capture the depth and complexity of employees' experiences, revealing significant insights into effective motivating techniques.
[bookmark: _Toc175932331]3.6: Research Strategy and Design 
The research strategy is a case study design. A case study technique provides for a thorough analysis of employee motivation in a specific corporate situation (Yin, 2018). This technique is useful because it gives a full perspective of the numerous aspects at work in a real-world situation, which aids in the identification of effective tactics as well as their implementation and impact. Focusing on a given business allows us to acquire thorough insights into the specific dynamics and practices that contribute to employee motivation, as well as provide practical recommendations for other comparable organizations.
[bookmark: _Toc175932332]3.7: Research Sample and Population
The research sample includes workers and colleagues from several divisions inside the firm. Individuals in the population have a variety of jobs and experiences, offering a comprehensive view on motivating tactics. Purposive sampling is used to choose individuals who may contribute valuable, relevant data to the study (Patton, 2015). This strategy guarantees that we involve people with valuable insights on motivating practices and may help us better known effective tactics.
[bookmark: _Toc175932333]3.8: Data Collection and Data Analysis Tools/Techniques 
This study uses a qualitative method to explore employees' perspectives on motivational strategies employed by firms. Interviews and case studies will be the primary tools for gathering in-depth insights into employees' experiences and organizational practices.
The research adopts an interpretive ideology, focusing on understanding the subjective experiences and meanings individuals attach to motivation in the workplace. This approach emphasizes the importance of the social context and personal interpretations of motivational tactics.
Following a constructivist paradigm, the research recognizes that individuals shape their realities and understandings of motivation through social interactions. This perspective allows for a detailed examination of how motivational strategies impact employees' views and behaviours.
Semi-structured interviews will provide personal insights into employee experiences, while case studies will offer contextualized views of organizational practices. Purposeful sampling will ensure a diverse range of perspectives, enhancing the depth and relevance of the findings.
Qualitative data analysis will involve thematic analysis of interview transcripts and case study data to identify recurring themes related to employee motivation. Gantt charts will be used for project management, ensuring timely completion of research tasks.
[bookmark: _Toc175932334]3.9: Ethical Consideration of the Research
Ethical Considerations
Informed Consent: Participants will receive clear information about the study's purpose, methods, risks, and benefits. Consent forms will document their agreement, ensuring they understand their voluntary participation and right to withdraw at any time (Creswell & Poth, 2018; Bryman, 2016).Confidentiality and Anonymity: To protect privacy, all data will be anonymized with pseudonyms or codes. Identifying information will be removed, and access to data will be restricted to the research team only (Saunders, Lewis, & Thornhill, 2019).
Minimizing Harm: The study will be designed to avoid psychological distress. Sensitive topics will be approached carefully, and participants can choose not to discuss anything uncomfortable. They may withdraw from the study if needed (Merriam & Tisdell, 2016).
Ethical Approval: Institutional review board or ethics committee approval will be obtained before data collection, ensuring the study meets ethical standards and properly safeguards participants (King, Horrocks, & Brooks, 2019).
Transparency and Integrity: The study will be conducted with honesty and integrity. Findings will be reported accurately, and any conflicts of interest will be disclosed. Participants will be informed about the results and use of data (Silverman, 2017).
Respect for Participants: Participants' autonomy and dignity will be respected. They will be encouraged to ask questions and receive clarifications. A respectful and collaborative environment will be maintained throughout the research (Denzin & Lincoln, 2018).
[bookmark: _Toc175932335]3.10: Summary of Chapter 3

Chapter 3 outlines the qualitative research methodology employed to investigate effective employee motivation strategies. Guided by interpretivism, the study utilizes semi-structured interviews with employees from Childrensalon and AXA to gain in-depth insights into motivational experiences and influences. An inductive approach allows for theory development from the data, while a case study strategy provides contextual understanding. The research employs purposive sampling, thematic analysis, and ethical considerations to ensure comprehensive, respectful, and reliable findings on how different motivational tactics impact employee engagement and organizational outcomes.






[bookmark: _Toc175932336]Chapter 4: Data analysis and discussion
[bookmark: _Toc175932337]Introduction
This chapter analyses and discusses data gathered from interviews with staff at Childrensalon and AXA. A total of fifteen individuals were interviewed: ten from Childrensalon (three basic workers, three supervisors, two team leaders, one manager, and one CEO), and five from AXA. The interviews were done over the course of three weeks.

The interview approach was meant to obtain information on each company's motivational techniques and how these efforts affect employee engagement and productivity. Interviews were semi-structured, including both standardized questions and open-ended replies. This technique allowed participants to provide specific feedback on financial incentives, recognition, professional growth, work atmosphere, and other motivators. The information gathered was then rigorously evaluated to uncover major themes and trends in employee motivation at various organizational levels. The findings are examined in light of current motivational theories and serve as a foundation for practical recommendations.

[bookmark: _Toc175932338]Data collection and analysis
	THEME
	Candidates
	Description
	People’s incentives

	Financial Incentives
	Basic workers, supervisors
	Financial incentives are provided to reward employee performance and encourage continued excellence. These include bonuses for meeting targets and salary increments.
	Bonuses for meeting targets: At Childrensalon, basic workers receive small bonuses for meeting targets, with one worker stating, "We get small bonuses for meeting targets, which keeps me motivated." At AXA, a worker mentioned, "AXA offers performance bonuses that are motivating."

	Flexibility
	Basic workers
	Flexibility in working hours and arrangements allows employees to manage their work-life balance effectively, contributing to overall job satisfaction and motivation.
	Flexible working hours: A basic worker at Childrensalon highlighted, "My manager provides flexible working hours, which significantly helps with my work-life balance." At AXA, flexible working arrangements are similarly valued by employees for managing their personal lives effectively.

	Positive work environment
	Supervisors, Team Leaders, Managers
	A positive work environment is fostered through open communication, supportive workplace culture, and team-building activities, enhancing employee engagement and job satisfaction.
	Open communication and supportive culture: Supervisors at Childrensalon noted the importance of clear communication and celebrating small wins. One supervisor mentioned, "I involve my team in decision-making to keep them engaged and motivated." Team leaders emphasized the importance of celebrating successes immediately to maintain high morale and motivation.

	Recognition and Rewards
	Basic Workers, Supervisors
	Recognition and rewards programs help acknowledge employee efforts, boost morale, and enhance job satisfaction. These include initiatives like "Employee of the Month" and personalized acknowledgments.
	Recognition programs and personalized acknowledgments: A Childrensalon worker shared, "Being named Employee of the Month was a huge morale booster." A supervisor added, "The award programs significantly boost morale." However, another worker mentioned, "The bonuses are appreciated, but a personal thank you from a manager would also enhance my job satisfaction." At AXA, recognizing individual achievements was seen as a key motivator, with practices such as personalized thank-you during meetings.

	Professional Development
	Basic Workers, Team Leaders, Managers, CEO
	Professional development opportunities, including training programs, online courses, workshops, and leadership development, support continuous learning and career advancement, driving long-term motivation.
	Training programs and leadership development: At Childrensalon, a basic worker mentioned, "Access to online courses shows the company is investing in my growth." Team leaders and managers highlighted the importance of mentorship and leadership development programs. At AXA, a supervisor appreciated certifications that enhance skills and sense of value, indicating a strong emphasis on professional growth.

	Impact on Motivation
	All Levels (Basic Workers to CEO)
	The combined impact of these motivational strategies is reflected in high employee engagement, productivity, low turnover, and better customer service, demonstrating the effectiveness of the approaches used.
	High motivation and low turnover: Both companies reported high engagement and low turnover as indicators of their strategy's success. The CEO of Childrensalon noted, "Our low turnover rates and high engagement scores reflect these strategies' effectiveness." Similarly, the CEO of AXA stated, "High employee satisfaction and strong performance metrics indicate that our strategies are effective."

	Recommendations for Enhancing Motivation
	Team Leaders, Managers, CEO
	Recommendations for enhancing motivation include tailoring incentives, fostering a supportive culture, and aligning development programs with employee feedback to ensure relevance and inspiration.
	Tailored incentives and supportive culture: Team leaders at Childrensalon suggested more personalized rewards to better address individual needs. The CEO of AXA emphasized the importance of aligning development programs with employee feedback, stating, "This helps in nurturing talent and supporting overall organizational success." Both companies recognize the value of involving employees in decision-making to foster a more engaging and motivating work environment.




[bookmark: _Toc175932339]Discussion
The findings of this study shed light on employee motivation, matching with various well-established theories while also indicating opportunities for theoretical improvement and practical application.
Theoretical Perspective

The study lends credence to Maslow's Hierarchy of requirements, which states that individuals must first meet fundamental requirements such as work security and fair remuneration before addressing higher-level motivators such as personal growth and professional progression (Maslow, 1943). Participants repeatedly stressed the significance of steady job and enough compensation over self-actualization, echoing Maslow's claim that physiological and safety requirements must be met before pursuing higher-order objectives. Workers in industries with significant job insecurity, for example, prioritized employment stability, demonstrating the importance of Maslow's hierarchy of needs in understanding motivational goals.
Similarly, the findings support Herzberg's Motivation-Hygiene Theory, which differentiates between inner motivators and external hygiene variables (Herzberg, 1968). Participants commonly reported recognition, accomplishment, and increasing responsibility as key motivators, which aligns with Herzberg's intrinsic factors. Poor working environment and insufficient management assistance, on the other hand, were recognized as reasons of unhappiness, in line with Herzberg's hygiene elements. However, the study found that financial rewards may work as both motivators and hygiene factors, suggesting that Herzberg's model may oversimplify the complicated role of monetary remuneration in affecting job satisfaction and discontent.

The study also revealed flaws in Vroom's Expectancy Theory, which connects motivation to the perceived relationship between effort, performance, and rewards (Vroom, 1964). While effort was recognized as critical to meeting performance objectives, participants indicated that external influences such as corporate politics and imprecise performance indicators frequently interrupted this connection. This intricacy shows that Vroom's approach may oversimplify the dynamics of workplace motivation, especially in situations with considerable external effects.
Cultural differences emerged as another crucial aspect. Collectivist culture participants prioritized collective well-being and social cohesiveness over individual recognition and safety, calling into question Maslow's and Herzberg's Western-centric ideas. This highlights the need for motivational frameworks that adequately account for cultural differences and various motivating priorities.
Furthermore, the influence of technology on motivation was a frequent topic. Participants emphasized the rising relevance of digital tools and remote work choices in retaining motivation, revealing a gap in the previous literature on the influence of technology on employee motivation (Ryan & Deci, 2000). This shows that modern motivating models should consider technology improvements and their impact on work experiences.

Practical Perspective
The research findings have various practical implications for increasing employee motivation in the workplace. First and first, employers should guarantee that fundamental demands, like as job stability and fair remuneration, are addressed before focusing on more advanced incentive tactics. This strategy is consistent with Maslow's Hierarchy of Needs and provides employees with a solid basis for continued personal and professional development.
Effective recognition and reward systems are critical for increasing motivation. Regular recognition of accomplishments and performance-based rewards may improve job happiness and engagement, confirming Herzberg's notion that intrinsic motivators are critical for boosting job satisfaction. Organizations should create thorough recognition systems that routinely acknowledge employee achievements and provide meaningful incentives. Investing in professional growth is equally important. Training programs and clear professional progression options meet employees' higher-level desires for self-actualization and growth. This investment not only coincides with Maslow's hierarchy, but it also promotes long-term engagement and pleasure by matching employee development with business goals. Improving the work environment is critical to keeping motivation. Organizations should prioritize fostering a pleasant and inclusive culture that promotes open communication and collaboration. Improving working conditions and creating a supportive organizational environment meet Herzberg's hygiene elements while also contributing to overall employee happiness. When establishing motivating tactics, it is important to account cultural variations. Understanding and incorporating cultural differences can result in more successful strategies that appeal to varied staff groups. Motivational tactics can be more successful when tailored to distinct cultural concerns.

Finally, harnessing technology is becoming more vital for maintaining motivation and productivity. Organizations should embrace technology innovations to enhance work experiences and meet the changing requirements of a tech-driven workforce. Implementing digital tools and remote work choices may boost motivation and happiness, demonstrating the expanding influence of technology on employee experiences.

Overall, combining theoretical insights with practical techniques can assist firms in developing a more complete approach to employee motivation. Organizations can create a motivating and supportive workplace by addressing basic needs, implementing effective recognition systems, investing in development, improving work environments, taking cultural differences into account, and leveraging technology.

[bookmark: _Toc175932340]Findings
The interviews provided a detailed picture of employee motivation, highlighting numerous key findings. An important result is that employees at all levels recognize the importance of meeting core requirements such as job security, fair wage, and a safe working environment. This discovery is consistent with Maslow's Hierarchy of requirements, which states that fundamental physiological and safety requirements must be met before people can focus on higher-level motivators like self-actualization and personal growth (Maslow, 1943).
Furthermore, awards and increasing responsibilities were regularly mentioned as important motivators, particularly among supervisors and team leaders. This confirms Herzberg's Motivation-Hygiene Theory, which states that although extrinsic elements such as working circumstances are necessary to avoid unhappiness, internal factors such as achievement and acknowledgment are critical for driving job satisfaction (Herzberg, 1968). However, the interviews revealed that financial incentives serve as both hygienic factors and motivators. This complexity calls into question Herzberg's rigid dichotomy by illustrating that remuneration can impact both contentment and unhappiness, depending on its perceived appropriateness.
The interviews also demonstrated how individual and cultural variables influence motivation. Individualistic employees frequently stressed self-actualization and personal successes, whereas collectivist employees valued social cohesiveness and collaboration. This variability highlights the challenges of using a standard approach to motivation, as well as critiques of Maslow's and Herzberg's theories for potential cultural biases (Hofstede, 1984; Vroom, 1964). Furthermore, the impact of technology on motivation emerged as a major subject, with digital tools and remote work opportunities becoming increasingly crucial. This emphasizes the need of incentive tactics that develop with technology improvements (Ryan & Deci, 2000).
Objective 1: To identify and examine the primary tactics used by firms to increase employee motivation.
The findings of this research, based on interviews across different organizations, highlight several key tactics used to enhance employee motivation. Recognition and rewards emerged as crucial strategies, with employees at all levels valuing acknowledgment and incentives. This finding aligns with Herzberg’s Motivation-Hygiene Theory, which emphasizes the importance of recognition in increasing job satisfaction (Herzberg, 1966). Additionally, professional development opportunities play a significant role in motivation, addressing higher-level needs for self-actualization and growth, as described in Maslow’s Hierarchy of Needs (Maslow, 1943).
Improving the work environment, including enhancing safety and fostering a supportive atmosphere, is vital for maintaining motivation and reflects the importance of a positive organizational culture (Cameron & Quinn, 2011). Financial incentives are also important for meeting basic needs and preventing dissatisfaction, but they are most effective when combined with other motivational strategies (Herzberg, 1968). Overall, a comprehensive approach that integrates these tactics is essential for fostering important levels of employee engagement and satisfaction in various organizational contexts.
Objective 2: To evaluate the impact of various motivating tactics on employee engagement and productivity.
The research findings indicate that recognition and rewards significantly enhance employee engagement and productivity by making employees feel valued, consistent with Herzberg’s Motivation-Hygiene Theory (Herzberg, 1966). Professional development opportunities further boost engagement by addressing growth needs, as reflected in Maslow’s Hierarchy of Needs (Maslow, 1943). Enhancements to the work environment contribute to a positive organizational culture, which increases motivation and productivity (Cameron & Quinn, 2011). Financial incentives help meet basic needs and reduce dissatisfaction, but they are more effective when used alongside other motivational tactics. A comprehensive approach that includes recognition, development, and a supportive environment proves most effective in enhancing employee engagement and productivity across different settings.
Objective 3: To investigate the link between employee motivation levels and organizational performance metrics.
Interviews reveal a clear correlation between employee motivation levels and key organizational performance metrics. Motivated employees are more engaged and productive, leading to improved performance outcomes, such as higher customer satisfaction and revenue growth. Vroom's Expectancy Theory suggests that employees who receive regular recognition and rewards experience higher job satisfaction and are more likely to contribute positively to organizational success (Vroom, 1964). Conversely, low motivation is associated with reduced employee retention and overall lower organizational performance, indicating that sustained motivation is crucial for maintaining powerful performance and achieving strategic objectives. Therefore, enhancing motivation through targeted strategies has a positive impact on organizational success metrics.
Objective 4: To make practical recommendations for firms to improve their motivating methods.
Based on the findings, several practical recommendations can be made for organizations looking to improve their motivational methods. Firstly, establishing effective recognition and reward systems can significantly boost employee morale. Regular acknowledgment of achievements and performance-based incentives, such as bonuses, help reinforce positive behaviour (Herzberg, 1966).
Investing in professional development is also essential. Offering training programs and clear career advancement opportunities can increase job satisfaction and engagement by aligning employee growth with organizational goals (Maslow, 1943).
Promoting work-life balance is another key strategy. Flexible work arrangements and supportive policies can enhance personal well-being and job satisfaction, addressing both fundamental and higher-level motivational needs (Maslow, 1943).
Fostering a supportive and inclusive organizational culture is also vital. Building a positive environment with open communication and teamwork helps employees feel valued and engaged (Schein, 2010).
Finally, leveraging technology to improve efficiency and support remote work can enhance productivity and satisfaction. Implementing tools that cater to diverse employee needs ensures a more flexible and motivating work experience (Avolio et al., 2004). These recommendations can help organizations develop more effective motivational strategies tailored to their unique employee needs.



[bookmark: _Toc175932341]Chapter 5: Conclusion and recommendations
[bookmark: _Toc175932342]Conclusion
Effective motivating strategies are critical to increasing employee engagement, productivity, and overall organizational performance. Several significant tactics for attaining this have been identified via research and interviews done across diverse businesses. Reward and recognition systems stand out as critical components since they acknowledge and reward employees' accomplishments, hence increasing motivation and morale. In addition, professional development programs assist individuals match their own objectives with business goals, supporting long-term engagement and advancement.
Addressing work-life balance through flexible scheduling is also important since it decreases workplace stress and boosts job satisfaction. A supportive and inclusive workplace culture helps to create a stimulating atmosphere that encourages long-term involvement and excellent performance. Furthermore, technology may improve distant cooperation and expedite operations, successfully solving today's motivating difficulties.
Finally, a holistic strategy to employee motivation incorporates the following five strategies: recognition, professional growth, work-life balance, a supportive company culture, and technology improvements. Adopting these techniques allows firms to increase individual performance, generate higher overall success, and create resilience in today's competitive business world.
[bookmark: _Toc175932343]Recommendation
To increase employee engagement, firms should emphasize the establishment of comprehensive recognition and reward programs. Regular recognition of employee achievements, whether through official awards or informal appreciation, improves worker morale and motivation, according to study and interview data (Herzberg, 1966; Maslow, 1943). Tailoring recognition and rewards to individual preferences might increase their efficacy since various incentives appeal to different people.
It is equally crucial to invest in professional development opportunities. Employee motivation is strongly influenced by job advancement, according to interviews. Organizations should prioritize continuous education and development opportunities, such as formal training programs, defined career routes, and mentorship. These programs assist employees align their personal and professional goals, enhancing engagement and productivity (Maslow, 1943; Vroom, 1964). Addressing occupational stress and burnout is also critical for staying motivated. Implementing flexible work hours and remote work choices can help people better manage their personal and professional lives. This balance is essential for maintaining important levels of motivation and work satisfaction (Herzberg, 1966; Deci and Ryan, 2008).
Cultivating a positive business culture is another key component. An inclusive and supportive work environment promotes open communication, mutual respect, and cooperation, all of which help to boost morale and increase organizational performance (Schein, 2010; Cameron & Quinn, 2011).
Finally, effective technology use may significantly boost motivation. When applied effectively, contemporary technology solutions may expedite procedures and enable remote cooperation, resulting in a more productive and stimulating workplace (Vroom, 1964; Avolio et al., 2004). Implementing these tactics can help firms increase employee engagement, promote a more inspirational work atmosphere, and increase overall productivity.

Limitations of the study
This study has significant shortcomings that must be addressed. For starters, the sample size is limited, which may not effectively represent finicky eaters' diverse behaviours and preferences. To gain more generalizable insights, future research should investigate increasing the sample size to encompass a more varied population. Second, the study primarily examines the short-term impact of various tactics on children's eating habits. To acquire a more thorough picture of the efficacy and durability of these therapies, longitudinal study of their long-term impact is required.
Furthermore, the tactics and recommendations presented in this study are based on a unique cultural context and may not apply to all situations. Future study should look at how cultural differences impact fussy eating behaviours and the efficacy of various interventions to ensure that the suggestions are widely applicable. Finally, this study does not go into detail on the effect of parent-child dynamics and particular parenting styles in regulating fussy eating. Exploring these interpersonal aspects may yield useful insights for future research.

Future research avenues
There are various areas for future research that might expand on the findings of this study. Long-term studies to analyse the effectiveness of various therapies over time would give useful insights into the long-term viability of different ways to manage finicky eating. Furthermore, studies comparing picky eating behaviours across countries and social contexts might aid in the identification of universal methods as well as those that require cultural modification.

Investigating the influence of contemporary technology, such as tablets and smartphones, on children's eating patterns and mealtime behaviours may potentially yield valuable information. Understanding how technology affects eating habits may lead to the development of more comprehensive techniques for dealing with finicky eating. Furthermore, investigating the influence of psychological therapies, like as cognitive-behavioural approaches, may provide novel therapy and support options for families dealing with finicky eaters.

Finally, future study might look at the impact of incorporating nutritional knowledge into school curricula or parenting courses to encourage healthy eating habits at a young age. By addressing these constraints and exploring these research options, we may get a better knowledge of fussy eating and provide more effective, evidence-based treatments for parents and caregivers.
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Appendix 1
What are the most commonly employed tactics by firms to boost employee motivation?
· How does your organization keep staff motivated every day?
Follow-up: How effectively do these strategies keep you interested and productive?
· How does your firm recognize and reward its employees, and how does this influence your motivation and job satisfaction?

Follow-up: Can you provide examples of recognition or prizes that have significantly increased staff morale?
· How does your firm assist your professional development and advancement, and how does this affect your motivation?

Follow-up: Were there any training programs or growth opportunities that you found particularly motivating?
How do different motivating tactics affect employee engagement and productivity in the workplace?
· Can you describe a motivating strategy used by your organization and how it affects employee engagement?

Follow-up: How does this strategy affect your daily productivity?
· How have your motivation and involvement changed as your firm implements new motivational strategies?

Follow-up: Could you provide instances of tactics that have increased or decreased your productivity?
· How do your workplace's recognition and reward programs effect your engagement and productivity?

Follow-up: How do these programs compare to the other motivational strategies used by your company?

Is there a measurable correlation between levels of employee motivation and key organizational performance metrics such as revenue growth, customer satisfaction, and employee retention?
· Can you explain any differences in your company's revenue growth when employee motivation is high or low?

Follow-up: How do you think employee motivation influences revenue growth?
· How do variances in employee motivation affect customer satisfaction at your company?

Follow-up: Can you give specific examples of how motivated and unmotivated staff influenced consumer feedback?
· What observations have you made about employee retention rates in connection to general motivation levels in your company?

Follow-up: Can you describe any instances in which changes in employee motivation resulted in noticeable changes in retention rates?

Based on empirical evidence and theoretical frameworks, what specific recommendations can be provided to organizations to enhance their motivating methods and foster a more motivated workforce?
· What real-world instances or evidence have you discovered demonstrating how to boost employee motivation?

Follow-up: Could you please give any tales or cases that show these points?
· Which ideas do you believe are the most effective for increasing employee motivation at work?

Follow-up: How have these theories been successfully applied in your business or others you are aware of?
· What specific advice would you give to firms looking to enhance employee motivation?

Follow-up: Are there any specific practices or policies you advocate for developing a more motivated workforce?


Appendix 2
Interview Responses: Viewpoints from Different Levels at Childrensalon and AXA
These interviews provide a comprehensive look at how Childrensalon and AXA handle employee motivation, recognition, and professional development. The insights come from employees across various levels: three basic workers, three supervisors, two team leaders, one manager, and one CEO from Childrensalon, and one basic worker, one supervisor, one team leader, one manager, and one CEO from AXA.

Basic Workers
Childrensalon:
1. What are the most typical methods Childrensalon uses to keep you motivated?
· Worker 1: "We receive various incentives and participate in enjoyable team-building activities every quarter. The incentives are good, but the team activities really help me feel more connected to my colleagues."
· Worker 2: "My manager sends appreciation emails regularly and provides flexible working hours. This flexibility significantly helps with my work-life balance."
· Worker 3: "We get small bonuses for meeting targets and are encouraged to join training programs. This combination keeps me motivated."
2. How does Childrensalon acknowledge and reward your efforts, and how does this affect your job satisfaction?
· Worker 1: "Being named Employee of the Month last month was a huge morale booster. It made me feel genuinely valued."
· Worker 2: "The bonuses are appreciated, but a personal thank you from a manager would also enhance my job satisfaction."
· Worker 3: "While the bonuses are nice, recognition often feels impersonal. More personal acknowledgments would be motivating."
3. What professional development opportunities does Childrensalon offer, and how does this impact your motivation?
· Worker 1: "Access to online courses and in-house workshops shows the company is investing in my growth, which is motivating."
· Worker 2: "Training sessions are available, but more options for career advancement would be beneficial. I’m eager to learn and grow."
· Worker 3: "The training offered is helpful, but clearer career progression paths would be more motivating."
AXA:
1. What are the most typical methods AXA uses to keep you motivated?
· Worker 1: "AXA offers performance bonuses and flexible working arrangements. The bonuses are motivating, and the flexibility helps manage my personal life effectively."


Supervisors
Childrensalon:
1. What techniques do you use at Childrensalon to keep your employees motivated?
· Supervisor 1: "I ensure clear communication and set achievable goals. We celebrate even small wins to maintain high motivation."
· Supervisor 2: "I provide regular feedback and make sure everyone’s efforts are acknowledged, even if it’s just during our weekly meetings."
· Supervisor 3: "I maintain transparency with my team and involve them in decision-making to keep them engaged and motivated."
2. How does the recognition and reward system at Childrensalon impact your department’s performance?
· Supervisor 1: "The award programs significantly boost morale. When one person is recognized, it motivates others to excel."
· Supervisor 2: "The system works well, but more personalized rewards could have a greater impact."
· Supervisor 3: "Recognition is effective but can feel formal. I make an effort to personally acknowledge my colleagues’ efforts daily."
3. How does Childrensalon support your professional growth, and how does this affect your motivation?
· Supervisor 1: "Leadership training has been instrumental in keeping me motivated and helping me grow with the company."
· Supervisor 2: "AXA sponsors certifications relevant to my role, which enhances my skills and makes me feel valued."
· Supervisor 3: "Childrensalon encourages us to explore new roles and responsibilities, which is inspiring. More formal leadership development would be a plus."
AXA:
1. What techniques do you use at AXA to keep your employees motivated?
· Supervisor 1: "I focus on setting clear expectations and providing consistent feedback. Recognizing individual achievements also helps keep motivation high."

Team Leaders
Childrensalon:
1. How do you encourage your staff at Childrensalon regularly?
· Team Leader 1: "I’m always available to my team, promote open communication, and set specific, realistic goals. Celebrating their successes immediately is key."
· Team Leader 2: "I involve my team in decision-making processes, which fosters a sense of pride and commitment to their work."
2. What effect does Childrensalon’s recognition and incentive program have on your team’s motivation and satisfaction?
· Team Leader 1: "The rewards system is effective, though it could be improved with more personalized rewards."
· Team Leader 2: "Praise is useful, but not everyone receives it equally. I try to personally thank each team member to bridge this gap."
3. How does Childrensalon support your and your team’s professional growth, and how does this impact motivation?
· Team Leader 1: "Mentorship and leadership development programs are crucial for our progress and motivation."
· Team Leader 2: "Access to seminars and online training is motivating. Knowing the company supports our development is encouraging."
AXA:
1. How do you encourage your staff at AXA on a regular basis?
· Team Leader 1: "I maintain open communication and set clear, achievable goals. Recognizing and celebrating their achievements is crucial for motivation."

Manager
Childrensalon:
1. How do you ensure your staff members stay inspired and productive?
· Manager: "I set specific goals that align with each worker’s strengths and conduct regular check-ins and feedback sessions. This approach helps sustain high motivation."
2. How important are incentives and recognition for maintaining staff motivation at your level?
· Manager: "Recognition is critical. I highlight accomplishments in meetings and company-wide communications, which boosts morale and sets a positive example."
3. How does Childrensalon support professional growth, and how does this affect your department's motivation?
· Manager: "Our development program includes cross-departmental projects and leadership training. This support fuels creativity and keeps the team engaged."
AXA:
1. How do you ensure your staff members stay inspired and productive?
· Manager: "I focus on setting clear objectives and providing regular feedback. Acknowledging achievements also plays a significant role in maintaining staff motivation."

CEO
Childrensalon:
1. What are the main strategies Childrensalon uses to maintain staff motivation?
· CEO: "We offer a blend of financial rewards, professional development opportunities, and a positive work environment. Our goal is to create a setting where employees feel inspired and appreciated."
2. To what extent do these methods contribute to the organization’s productivity and engagement?
· CEO: "Our low turnover rates and high employee engagement scores reflect the effectiveness of these strategies. Employees who feel valued and supported are more resolute and productive."
3. Can you provide examples of how Childrensalon’s recognition or reward programs have improved staff morale?
· CEO: "Our quarterly awards program boosts morale and sets high standards. The mentorship program has also strengthened the sense of community and support among employees, further enhancing motivation."
4. How do you ensure Childrensalon’s professional development programs inspire employees?
· CEO: "We regularly review staff feedback to tailor our development programs. This approach ensures that the opportunities we provide are relevant, motivating, and support both employee growth and organizational success."

AXA:
1. What are the main strategies AXA uses to maintain staff motivation?
· CEO: "We focus on providing competitive compensation, career growth opportunities, and fostering a positive work environment. Our aim is to build a workplace where employees feel motivated and valued."
2. To what extent do these methods contribute to the organization’s productivity and engagement?
· CEO: "High employee satisfaction and strong performance metrics indicate that our strategies are effective. Employees who feel recognized and supported tend to be more engaged and productive."
3. Can you provide examples of how AXA’s recognition or reward programs have improved staff morale?
· CEO: "Our annual recognition awards and career development initiatives have significantly boosted employee morale. These programs help employees feel appreciated and motivated to excel."
4. How do you ensure AXA’s professional development programs inspire employees?
· CEO: "We align our development programs with employee feedback and industry trends to ensure they are inspiring and relevant. This helps in nurturing talent and supporting overall organizational success."
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