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Critical Evaluation of Lecturers’ Motivation of Business School in UWTSD
 
 

	SUMMARY OF RESEARCH OBJECTIVES: (these should reflect the information you want to collect and should consist of 4-5 key objectives: They should reflect that the level of research is at Masters standard ie use words such as: to analyse-to evaluate- to synthesise etc)

1. Critically analyse relevant literatures, theories and models of motivation. 
2. Critically analyse lectures’ views on motivation in Business School in UWTSD through primary research.  
3. Identify the key factors which influence motivation in Business School in UWTSD. 
4. Propose strategic recommendations which could positively facilitate university lecturers’ motivation so as to increase their job satisfaction.

	THEORETICAL CONTEXT:
Discuss here what key literature you intend to use as part of your research. This should be from a range of text books, journals and articles.

The term “motivation” was originated from the Latin word movere, meaning "to move" (Barnet, n.d.). Some of the authors translate it differently as "to stimulate" (Pakdel, 2013, p. 241). However, these definitions are quite superficial and narrowed. Barnet offers a broader explanation of this term defining motivation as "the forces that spur a person to set that the specific direction, and persistence of goal-directed, voluntary effort." The fact that this definition was only limited within certain fields while Graham and Weiner (1996) from the University of California bring out a definition that can be used beyond economy and management areas. They say that "motivation is the study of why people think and behave as they do".

Most of the motivation theories that are considered important and are still in use today can be divided on two different bases. The first one emphasizes Content Theories. such as Maslow's theory, Alderfer’s ERG Theory and Herzberg’s Two Factor Theory. The second category is maned as Process Theories which include Vroom’s Theories, Adams’s Equity Theory and Reinforcement Theory which proposed by Skinner.

Content Theories--- 
 Abraham Maslow's hierarchy of human needs is one of the most important and influential motivation theories, which was first introduced in 1943. The lowest needs are physiological, followed by psychical and social. Next, the concept of pyramid makes sense because of the gradual sense of accomplishing different levels of needs. That means that an individual makes progress to a higher level of needs when the lower one had been satisfied. Esteem need refers to the desire to be respected by others, feel important and appreciated. Self-actualization manifests as desire to acquire new skills, challenges and achieve the life goals. Managers started to use it as a helping tool in organizations to determine how to motivate their employees. The ERG Motivation Theory is another "need-based" theory which proposed by Clayton Alderfer in 1969. Somehow it is similar to the Maslow's theory and can be seen as the further development. The ERG in the name of the theory means Existence, Relatedness and Growth. Existence is the basic survival necessity which was similar to the physiological and psychical requirements proposed by Maslow. Relatedness is the second need for motivation which refers to the pursuit of social statues and stable relations to certain people. Lastly, growth was emphasized separately and somehow represented the inner desire for personal development. 

The Motivation-Hygiene Theory was developed by American psychologist Frederick Herzberg in 1959 and it also can be regarded as renowned motivation theory. It contains two different incentive sets of factors which affect job satisfaction. The first group of factors were named as “Hygiene Factors”, which include work environment, supervision, salary, benefits, working conditions and interpersonal relationships. Though these factors are less likely to generate motivation, the importance of them cannot be ignored. To be honest, Salary is not the only motivator and not the primary motivator for employees, especially for the educational workers. However, there is overwhelming evidence that money is an important motivator for most people. According to Serratore (2002), the direct methods include regular salaries, bonuses, financial prize and the indirect methods include pensions for age limit and invalidity, social benefits, free meals, payment of training taxes and etc. In addition, Handy (1997, p. 29) stressed that comfortable workplace would lead workers to perform their jobs well. Handy listed the work environment that may inspire workers for job performance to include provision of adequate tools and equipment such as public address system, computer, resource materials for teaching and good offices. Handy also maintained that good working environment provides comfort to workers and boost their morale. On the other hand, bad working environment brings frustration and regret and it also negatively affects job performance of workers. 

The second group was named as “Motivation Factors”. The satisfaction mainly come from the achievement, recognition, challenges, responsibility and promotion in the course of working, which can be seen as non-financial tools that have the same effects. People tend to be more motivated if they are interested in the work, if they feel respected, if they like the people they work with, if they have a certain status and the possibility of a personal development through promotion, coaching and professional training programs. It was reported that when lecturers are promoted, they are greatly encouraged to do their work with increased zeal. Again promotion of lecturers to senior ranks may attract higher responsibilities and it highly motivates them. The study of Abejirinde (2009) on the relationship between motivation and work performance with employees in different enterprises revealed that promotion as motivator is positively correlated with employees’ performance. Again, Tella, Ayeni and Popoola (2007) studied work motivation, job satisfaction and organizational commitment of library personnel in academics. They found out that the desire to be promoted and earn enhanced pay motivated the workers. Additionally, Olajide (2000) reiterated that employees’ promotion is a motivating factor used by managers to motivate their workers. 

Process Theories ---
Equity Theory (Adams,1965) pointed out that employees are concerned with the proportion of how much they get to how much they contribute. The theory proposes that employees can compare their own job inputs and outcomes with those of others and any inequities can influence the degree of effort that employees exert. When things are inequitable and the ratios are unequal, they are less satisfied. The essential structure of Equity Theory contains four interdependent propositions. The first proposition is that people will attempt to maximize outcomes. The second proposition is that people in groups may maximize collective reward by devising systems for equitable apportionment of resources and will reward group members who treat others in an equitable fashion and punish group members who treat each other inequitably. The third proposition is that people who find they are participating in inequitable relationships will become distressed at a level that is directly proportionate to the level of in-equitability exhibited. The fourth proposition is that people will attempt to eliminate distress and resolve equity when they find themselves in an inequitable situation. However, it is seemed Equity Theory emphasizes that all individuals are equally sensitive to equity while Huseman, Hatfield and Miles (1987) questioned this notion and doubted its basic norms in their theoretical paper and they insisted that the tolerance towards inequity varies among different people. 

Vroom’s (1964) Expectancy Theory has possessed a major position in the study of work motivation (Van Eerde, W. & Thierry, H., 1966) and it also known for three elements, namely Motivation, Valence and Expectancy, researching the relationship between needs and goals reflected by those three factors. If the manager wants to enhance employees’ motivation, it is necessary to let employees bear in mind that work can provide them with the things they really need and the desired goals are related to their performances. What’s more, performances can be enhanced as long as employees work hard. Expectancy theory shows a strong relation between rewards and the amount of work needing to be done to achieve the reward.

In brief, Equity Theory and Expectancy Theory are major representatives of Process Theories of motivation which emphasize individual perceptions and following interactions as a result of personal expectations. (Bowman, 2010) However, Harder (1991) pointed out a major distinction between the Expectancy Theory and the Equity Theory. As for the Equity theory, if an individual realizes himself to be under-rewarded then he is likely to decrease the inequity by decreasing his performance. On the other hand, the Expectancy theory suggests that the individual may increase her performance if he perceives the outcome strongly to be desirable.

[bookmark: _GoBack]Reinforcement Theory is another important Process Theories of motivation which proposed by behaviorist Skinner, paying much attention to the consequence of repeat to the certain behavior.  That is to say, the actions that bring to pleasant or positive results will be reinforced in the future while those actions that lead to detrimental or negative results will be less likely to be repeated. (Skinner, 1938) In general, there are four main sorts of reinforcements in terms of different results of behaviors, namely Positive Reinforcement, Negative Reinforcement, Punishment and Extinction. As a manager, it is necessary to identify the reality and make effort to changing and modifying the behavior of employees in the workplace.  





	SUMMARY OF RESEARCH –SURVEY METHOD: (summary of qualitative or quantitative methods and summary of survey techniques to be used)
 
In this dissertation, both qualitative and quantitative methods will be used. 

Since the author is the student in business school of UWTSD therefore she has the access to first-hand data collection. Besides, lecturers in Business School are willing to help her to do the specific questionnaires. After obtaining the materials and statistics, it can be conducted quantitative research, comparison and analysis of the findings. 

Though the involvement of field study in the dissertation is quite important while numerous academic theories and models will be utilized from referential books and journals, applying them to the primary and secondary materials then make a conclusion with qualitative methodology.  In addition, approximately four or five face-to-face mini interviews with lecturers will be arranged according to their convenience and each of them will last for 20-30 minutes. 
 

	SUMMARY OF SAMPLING FRAMEWORK: (details of target sample ie who are you intending to research, where will they be located and when will this research take place?)
 
The dissertation is intended to launch research in Business School of UWTSD, the main targets will be certain lecturers either willing to conduct the mini-interviews or questionnaires for me. The research will take place around the beginning of June when the final proposal is admitted by the supervisor. 
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