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1. [bookmark: _Toc170818783]Rationale for the study
Employee motivation is a critical factor in the success of any organisation, as it impacts productivity, performance and overall workplace dynamics. Motivated employees are more productive, engaged and committed to their work, and likely to go beyond their job requirements. They also tend to be more creative, innovative and able to solve problems. High levels of motivation lead to increased job satisfaction, which increases staff retention and decreases costs relating to turnover. Furthermore, motivated employees create a positive work environment which makes it easier to attract and retain talent   (Susanto, et al., 2023).
Despite the well-documented benefits of employee motivation, managers still struggle to motivate their employees, especially in the budget hotel industry. 
This research proposal aims to explore the strategies managers use to motivate employees in order to increase productivity and performance at work in the budget hotel business and in the post-pandemic environment.


[bookmark: _Toc170818784]2. Aims, Objectives, Research Questions
[bookmark: _Toc170818785]2.1 Aims
The aim of this research proposal is to identify the strategies managers use to motivate employees in order to increase productivity/performance in the budget hotel industry, post COVID.
[bookmark: _Toc170818786]2.2 Objectives
1. To carry out primary research using quantitative methodology in the form of a questionnaire, in order to collect relevant data from hotel employees.
2. To determine the factors that aid retention and increase motivation for staff receiving minimum wage in budget hotels.
[bookmark: _Toc170818787]2.3 Research Questions
1.What is the most important factor that motivates employees to continue working in a challenging role for the minimum wage, in the budget hotel industry?
2. How important is the managers’ influence on the motivation of budget hotel employees?


[bookmark: _Toc170818788]3. Literature Review
There is extensive literature based on the importance of employee motivation and its impact on the overall performance of an organisation. One of the common themes is that motivated employees are more engaged and productive, which can only benefit the organisation.

Maslow’s Hierarchy of Needs
This theory was presented by Abraham Maslow in 1943 and included several levels of human needs and how they can be fulfilled. According to Maslow (1943), each need appears after the previous need is fulfilled, and that none of the needs can be treated in isolation. He also suggested that motivation is the result of a person trying to fulfil the five basic needs. The needs identified are: 
-physiological needs – the most essential human needs, that keep us alive (air, food)
-safety needs – such as financial stability, health;
-needs of belonging- this includes friendship, love or any shared experiences;
-esteem needs – this refers to a person’s sense of self: dignity, personal achievement;
-self-actualisation needs- creativity and exploration.

 Maslow’s hierarchy of needs has been criticised as not being flexible and adaptable enough. It was also presented that it is not universal, and it doesn’t apply to everyone; especially in the recent years, people have developed different priorities and needs. However, because it is logical and easy to understand, it is still widely used (Taneva, 2023)

 Herzberg’s Two- Factor Theory

According to Herzberg (1959), there are two main factors that influence employee motivation and satisfaction in the workplace. These are:
-satisfiers (motivators), such as recognition and achievements and
-dissatisfiers (hygiene factors), such as working conditions, salaries or relationships with colleagues.
Herzberg explained that these two factors can be experienced simultaneously at work: hygiene factors cannot affect the satisfaction levels, as they can only impact the degree of dissatisfaction. Satisfiers, however, need to work in harmony with the hygiene factors in order to achieve job satisfaction (Temory, 2023).
The limitations of this theory are that it doesn’t take into account the different factors that motivate people, such as external factors. It also oversimplifies the difference between motivators and hygiene factors, as they are most often interrelated (Mitsakis & Galanakis, 2022).

 McClelland’s Human Motivation Theory
McClelland’s Human Motivation Theory claims that different people are motivated by different needs: achievement, affiliation, power (McClelland, 1965). It is a flexible theory, which recognises that needs can change over time and are learned through training and experience. Usually, one trait is more dominant, but the others are present in an individual as well. 
McClelland conducted other studies focusing on motivation, for example the effect of motivation on someone’s health (the drive to succeed may increase stress and blood pressure) (Siok, et al., 2023).
The limitations of this theory are: complexity in assessment, cultural bias, potential for stereotyping and difficulty in implementation. Furthermore, an individual might act following different needs, such as self-actualisation, security or enjoyment (Fripp, 2024).

Vroom’s Expectancy Theory
Vroom’s Expectancy Theory explains how individuals make decisions regarding various behavioural alternatives. The theory proposes that motivation is the result of three elements: expectancy, instrumentality and valence. Expectancy relates to an individual’s belief that their effort will lead to the desired performance. Instrumentality is the belief that if they perform well, a valued outcome will be received. Valence is the importance that the individual places on the expected outcome. This theory emphasises that managers should understand and address all three components to effectively motivate their employees (Gyepi-Garbrah, et al., 2023).

Adam’s Equity Theory (1963)
This is a motivational theory that focuses on how individuals perceive fairness in the workplace. The theory explains that employees want to maintain the balance between their inputs (efforts, skills, experience) and outcomes (salary, recognition, benefits) in relation to others. The theory states that motivation is not just about rewards, but about the perceived fairness of those rewards in relation to others. Managers can apply this theory by ensuring individual contributions appropriately and addressing perceived inequities promptly to maintain employee motivation and job satisfaction (Khan, et al., 2021)



Skinner’s Reinforcement Theory
This is a behavioural theory which explains that behaviour is shaped by its consequences, either positive or negative. According to Skinner, there are four types of reinforcement: positive reinforcement (adding a positive stimulus), negative reinforcement (removing an undesirable stimulus), punishment (adding an undesirable stimulus), and extinction (removing a desirable stimulus). The theory suggests that behaviours followed by positive consequences are more likely to be repeated, while those followed by negative consequences are less likely to recur. In a workplace context, managers can apply this theory by providing immediate, consistent feedback and rewards for desired behaviours to increase their frequency, while discouraging undesired behaviours through the removal of positive reinforcements or the application of negative consequences (Killeen, 2023).

While these theories provide valuable insights into motivation, they each have limitations that should be considered when applying them in practical settings. For example, Vroom’s Expectancy Theory assumes that people always make rational decisions (which is not always the case), is difficult to measure and doesn’t account for individual differences. Adam’s Equity Theory doesn’t account for subjectivity and it may oversimplify complex workplace dynamics, while Skinner’s Reinforcement Theory ignores intrinsic motivation and could be used to manipulate employees (Mdhlalose, 2024)

There are multiple, more recent studies and articles discussing employee motivation in the hospitality industry, describing the influence of work-related stress on employee motivation (Khuong & Linh, 2020), the way ethical leadership affects turnover (Nazarian, et al., 2021), or the impact of human resources practices on employee motivation (Meira, et al., 2023), or how innovation affects motivation (Eid & Agag, 2020).
The research gap identified is in the field of budget hotels. This study will focus on this area.

[bookmark: _Toc170818789]4.  Proposed methodology and sampling technique.
Methodology
Research methods are procedures used to collect, analyse and interpret data in order to answer research questions or test hypotheses. There are three main categories: qualitative methods, quantitative methods and mixed methods (Verma, et al., 2024).
Quantitative methods involve measuring variables using numerical data and analysing them statistically. Quantitative methods aim to test theories or establish relationships between variables. Common techniques include surveys, experiments and questionnaires (Yousefie, et al., 2020).
Qualitative methods focus on opinions and beliefs, behaviours or experiences through non-numerical data. They also aim to understand phenomena in depth. Techniques include interviews, focus groups or unstructured observations (Maxwell, 2021).
Mixed methods are a combination of both methods described above and they aim to offer a more comprehensive understanding of the research problem.
Taking into consideration that the quantitative methods are useful when collecting significant amounts of data in a short period of time, they help with statistical analysis of data and they are easy to replicate, they are the preferred method for this research proposal. The quantitative methods are able to provide objective and measurable results and help identify patterns, trends and correlations that might not be visible through other methods. Quantitative data is often seen as more reliable and credible by stakeholders and policymakers (Ghanad, 2023).
Sampling Techniques
The main types of sampling used in research are the probability and non-probability sampling techniques. The choice of sampling techniques depends on the research objectives, available resources and the desired level of precision. Probability sampling techniques are generally preferred in quantitative research, as they can be used on a larger number of the population (Sarker & Al-Muaalemi, 2022).
However, the probability sampling techniques can be time consuming and costly to implement, requiring extensive resources and statistical expertise. There is a high possibility if sampling bias, especially in smaller sample sizes. Despite their strengths in allowing for statistical inference and generalisation, these limitations highlight the need for researchers to carefully consider the research context and objectives when choosing sampling methods (Mweshi & Sakyi, 2020).
For the purpose of this study, a questionnaire was designed, consisting of 15 questions. It will be distributed in budget hotels in the Bristol and Cardiff area and it should reach approximately 200 employees. Please find the proposed questionnaire in the Appendix.
[bookmark: _Toc170818790]6.  Ethical behaviour, reliability and validity 

Ethical behaviour
Conducting quantitative research can present certain ethical issues. One primary concern is maintaining participant confidentiality and anonymity, especially when dealing with sensitive information. Informed consent is extremely important, ensuring that participants fully understand the purpose of the study, the potential risks and their right to withdraw (Edwards, 2019).
The risk of bias is also present, in sampling or data interpretation, which can lead to the misinterpretation of certain groups. Another potential ethical challenge could be research misbehaviour or misconduct (ethically questionable conduct which contravenes the accepted norms of the research community). Researchers must consider the potential negative consequences of their findings on individuals or organisations (Drolet, et al., 2022).
Secure data storage and protection are essential to prevent unauthorised access or breaches of privacy. 
Lastly, there is the ethical responsibility to report findings accurately and completely, even if they contradict the researcher’s hypotheses or have unfavourable implications for stakeholders (Palanski, et al., 2019).

Reliability and validity
In order to determine the reliability and validity of research studies, certain factors must be considered. Firstly, the study should contain details on methods and procedures to allow other researchers to replicate it. Then, the sampling method should be appropriate for the research questions. Also, results should be consistent across different analyses or subgroups within the study. Peer reviews also increase confidence in the reliability of the study. Lastly, full disclosure of data, methods and potential conflicts of interest contribute to the study’s reliability and validity (Driver & Maslakci, 2020).

 



[bookmark: _Toc170818791]7. Limitations and Recommendations

Limitations
Relying on a single questionnaire might not provide accurate data, as employees might not report their true levels of motivation truthfully. Also, the study will capture a single moment in time and will not portray the complex dynamics of an organisation. There is also potential for bias, as employees might respond in ways that they believe to be acceptable instead of expressing their real thoughts. The study might not capture all the different categories of employees, especially the employees who don’t have English as their first language. 

Recommendations
Using a mixed methods approach and conducting the survey at multiple points in time could offer a greater variety of data to analyse. Moreover, the researcher must ensure anonymity and confidentiality and possibly test the research methods chosen on a smaller sample, to identify and address any issues.
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Questionnaire
Thank you for taking the time to fill in this anonymous questionnaire today. It will take around 2-3 minutes to complete and its purpose is to gather data about what motivates employees in your organisation. Your answers will be treated with confidentiality and will only be used for research purposes.
1. What is your age group?
· Under 18
· 18-24
· 25-44
· 45-64
· 65+
2. What is your current job role?
-reception staff
-housekeeping staff
-bar café staff
-kitchen staff
-supervisor

3. How long have you worked for your organisation?

-less than 3 months
-4 months to 1 year
-1-5 years
-5-10 years
-10 years+

4. What attracted you to this job role?
-flexible hours 
-progression options in the organisation
-recommended by friends or family
-benefits (pay, discounts)
-other (please specify) _______________________________
5. How motivated do you feel in your current role?
  -not at all motivated
  -slightly demotivated
  -neutral
  -slightly motivated
  -highly motivated

6.What is the primary factor that motivates you to perform well?
   
-financial rewards
-recognition from management
-personal growth and development
-job security
-other(please specify) _______________________________

7.How often do you receive feedback on your performance?
  -weekly
  -monthly
  -quarterly
  -annually
  -rarely or never

8.How important do you feel your work is to your organisation?

   -not important at all
   -not important enough
   -neutral
   -slightly important
   -very important

9.How satisfied are you with the opportunities for career advancement in your current job role?
                 -very satisfied
   -satisfied
   -neutral
   -dissatisfied
   -very dissatisfied
10.How often do you feel stressed or overwhelmed at work?

    -daily
    -weekly
    -monthly
    -rarely
    -never

11.How satisfied are you with the current level of autonomy in your job?
      -very satisfied
      -satisfied
      -neutral
      -dissatisfied
      -very dissatisfied

12.How often do you feel your work is recognised and appreciated by management?
      -very frequently
      -frequently
      -occasionally
      -rarely
      -never

13.Do you feel your ideas and opinions are valued by your manager and colleagues?
      -always
      -often
      -sometimes
      -rarely
      -never

14.What is the biggest challenge you face in staying motivated at work? (open-ended question) 



15.What change would help improve your motivation at work? (open-ended question)

__________________________________________________________________________

  

