A Critical Evaluation of How Managers Motivate Employees Productivity at Work in an Organization








Student Id:2123361 
Student Name:Alina Olaru 
Lecturer : Arpu Kumar

Table of Contents
Introduction	3
Identification of Specific Problem Area	3
Prevalence and Scope of the Problem	3
Purpose and Research Questions	4
Aim of the Study	4
Research Questions	4
Hypotheses	4
Literature Review	5
Research Findings	5
Methods and Samples in Prior Research	6
Key Variables of Interest	6
Conceptual Definitions	6
Critiques of Previous Research	7
Gaps in Current Knowledge	7
Methodology	8
Research Design	8
Sample and Procedures	9
Measurement	10
Ethical and Cultural Considerations	10
Analysis Plan	10
Limitations	11
References	12
Appendix	15



Rationale of the study
[bookmark: _Toc170201375]Identification of Specific Problem Area
An organization's total productivity and performance are highly dependent on the manager's ability to inspire their staff. When workers are highly motivated, they are more likely to go above and beyond in their work and show great dedication to their jobs. Job happiness, morale, and organizational effectiveness may all take a boost with the right kind of motivation. Low productivity, high turnover, and diminished organizational effectiveness are the opposite of what may happen when motivating techniques are inadequate.
[bookmark: _Toc170201376]Prevalence and Scope of the Problem
According to studies, as many as 70% of workers are unmotivated, which has a big effect on how much work they get done (Fernández del Río, et. al., 2021). This problem can happen in any industry, not just manufacturing, healthcare, or technology. When workers aren't motivated, they miss work, leave, and do less-than-stellar work, which leads to a bad workplace attitude. Companies lose a lot of money because they can't make as much and it costs a fortune to hire people and train them. Paying attention to these things can help organizations improve the ways they motivate people, which will increase output and promote long-term growth.
[bookmark: _Toc170201377]Purpose and Research Questions
[bookmark: _Toc170201378]Aim of the Study
The goal of this study is to fill in the gaps in our understanding of how internal and extrinsic motivation work together by looking into how different types of motivation affect work output in culturally diverse and faraway settings.
Objective:
· Understand how certain motivational strategies work in different cultures and which strategies work most adequately across various cultural backgrounds.
· Determines the impact on employee productivity> Find out why it means how far can an affecting factor, intrinsic motivation and extrinsic, be found in the long-term engagement and performance.
· Find out which traditional and novel types of management strategies work best in energizing employees, to improve productivity across the board.
[bookmark: _Toc170201379]Research Questions
1. What differences in culture might there be in how well motivational strategies based on internal and external factors work?
2. How do different types of incentives affect the long-term work of people who work from home?
3. How does the interaction between internal and external drives affect how engaged and productive all workers are?
[bookmark: _Toc170201380]Hypotheses
1. Hypothesis 1: To want to motivate workers, general methods won't work as well as ones that are tailored to different cultural settings.
2. Hypothesis 2: long-term use of encouraging strategies will lead to higher levels of employee involvement and efficiency when people work from home.
3. Hypothesis 3: Instead of depending only on superficial or internal motivators, a measured approach that includes both would make employees more engaged and productive.
To fill in the gaps, this study will look at data from a variety of cultural settings and the complicated connections between many driving factors in modern workplaces.
[bookmark: _Toc170201381]Literature Review
[bookmark: _Toc170201382]Research Findings
Many studies have looked at the link between how motivated employees are and how much work they get done. A study found that workers who are motivated are more likely to go above and beyond, show more energy, and stay loyal to their companies (Al-kharabsheh, et. al., 2022). A lot of important ideas of a drive have helped us understand these processes better.
According to Maslow's Hierarchy of Needs, which starts with bodily needs and ends with the desire for self-actualization, the needs that motivate workers naturally rise in order (Mustofa, 2022). Herzberg's Two-Factor Theory says that there are two kinds of motivators: those that try to keep people from being unhappy (hygiene factors) and those that make them happier and more productive (motivators). According to Vroom's Expectancy Theory, how motivated employees are depends on what rewards they expect and how much value they put on those awards (Amali, et. al., 2023). Researchers look at both extrinsic and intrinsic drives to see what effects they have. When you're intrinsically motivated, work harder and be more creative because you're driven by things like personal growth and enjoying work (Ali and Anwar, 2021). Extrinsic drive, on the other hand, comes from outside sources like rewards and job openings. Transformational leadership gives workers power and builds trust, which has been shown to motivate and excite workers. Still, it's not clear if these helpful tips and ideas can be used by everyone, since working from home is changing and people have different cultural backgrounds (Dewi and Wibow, 2020). 
[bookmark: _Toc170201383]Methods and Samples in Prior Research
People have used a mix of quantitative polls, qualitative interviews, and mixed-methods techniques in the past to find out what drives workers. Big numbers are used in quantitative studies to find out about things like job satisfaction and motivation (Jeske, et. al., 2021). For qualitative studies, on the other hand, people talk and meet in focus groups to learn more about their own unique experiences. Mixed-methods studies show more about what drives people and how that drives them to change the outcomes and output of a business.
[bookmark: _Toc170201384]Key Variables of Interest
Motivating workers means making sure they are passionate, loyal, and interested in their work, as well as happy at work and dedicated to the company. Intriguing drives and outside benefits are two examples of these traits. It should know these things if want to know how personal drive affects relationships at work and in groups.
[bookmark: _Toc170201385]Conceptual Definitions
· Intrinsic Motivation: The desire to do something because enjoy it and feel good about it (Siyal, et. al., 2021).
· Extrinsic Motivation: The drive to do something to get benefits or stay out of trouble (Ryan and Deci, 2020).
· Job Satisfaction: How happy workers are with their jobs and the place where they work (Hassan, et. al., 2020).
· Organizational Commitment: The feelings of love and connection that workers have for their company.
· Employee Engagement: The amount of passion and commitment a person has for their job (Riyanto, et. al., 2021).
[bookmark: _Toc170201386]Critiques of Previous Research
Studies that have already been done have taught us a lot about what motivates employees, but they have their bounds. One of their strengths is that strong theory models from previous studies help to group and understand different driving factors. The data might not be useful for societies outside of the West, since most studies only look at places in the West. Concerns have been raised about the fact that some studies do not look at how different driving factors connect.
[bookmark: _Toc170201387]Gaps in Current Knowledge
Even though a lot of research has been done on the subject, there is still no agreement on what drives workers in different countries and times. Most studies have mostly looked at Western situations and haven't paid much attention to global cultural effects. Also, more long-term studies are needed because a lot of the current research is based on cross-sectional data. Also, not a lot is known about how technology and working from home affect motivation or how internal and outer drives work together.







[bookmark: _Toc170201388]Methodology
[bookmark: _Toc170201389]Research Design 
1. Approach: This study will use a mixed-methods approach that combines quantitative and qualitative methods. The choice to combine the strengths of these two methods is meant to give a more complete look at what motivates employees. Quantitative data can give broad statistical information about patterns of motivation and how they affect output. On the other hand, qualitative data can give more in-depth information about the experiences and points of view of workers.
2. Specific Design: For the study, a mixed-method design will be used. In the beginning, surveys will be used to get numbers. At this stage, the goal is to find patterns and trends in how motivated employees are in different types of businesses and cultures. The next step is to gather qualitative data by reading qualitative books and talking to people about themes.
3. Research Methods: The study will use both quantitative and qualitative research methods, as well as secondary data analysis of papers and magazines that have already been written. To put a number on things like drive and output, the quantitative side will use polls and large-scale statistical research. The qualitative part will include story interviews and theme analysis of qualitative writings to get to the bottom of what motivates people and how their environment affects them.
[bookmark: _Toc170201390]Sample and Procedures 
1. Study Population and Proposed Sample: People who are taking part are from a lot of different ethnic groups and work in a lot of different fields for a lot of different world organizations. To get a good representation of the community as a whole, want to find about 30 people of different ages, genders, and jobs.
2. Sample Selection and Procedures: Studies that have already collected relevant data will be given priority for inclusion in the sample. Participants will be chosen based on how relevant they are to the study's focus on efficiency and motivational strategies (Ali and Anwar, 2021).
3. Informed Consent: Online approval forms with a list of the study's goals, methods, risks, and benefits will be used to get informed consent. 
4. Ethical Considerations: People's privacy must be respected, they must give their informed consent, and they must stay private (Howard, et. al., 2021). It will all be shared in a way that makes no one's identity known, so no individual people can be found. will ask the Institutional Review Board (IRB) for permission to make sure they follow the rules of ethics and keep people safe.
[bookmark: _Toc170201391]Measurement
To measure the things in this study, tools that have already been checked will be used. It will use the Job Satisfaction Survey (JSS) and the Organisational Commitment Questionnaire (OCQ) to gather numbers. This can trust these two tools because they have been used before. People are asked to rate 36 things that show how happy they are with their job on a Likert scale by the JSS. The corporate commitment questionnaire (OCQ) has 15 questions, and the results are based on a Likert scale. People on staff will be asked what they think about different kinds of ideas in semi-structured interviews so that the company can get qualitative data. To make sure the interview goes deep and clear, the method calls for both open-ended questions and tips.
[bookmark: _Toc170201392]Ethical and Cultural Considerations
Ethics issues like data protection and informed consent might be able to be solved by making sure that everyone stays nameless and safe data handling methods are used. As said, taking care of cultural problems means making sure that the study's tools are adaptable enough to work for many groups and take into account their cultural backgrounds. Get people from different ethnic groups to take part in the study and give their ideas to show a wide view (Suri, 2020). This will show that the plan is relevant and sensitive. There will be no problems with ethics if the Institutional Review Board (IRB) says it's okay.
[bookmark: _Toc170201393]Analysis Plan
Counting and recording the tallies from the numerical poll will also be some of the procedures that the handling of data entails. As a quantitative research, this study will employ statistical analysis to compare the various models of motivation and the effects they have on people’s performance and productivity. These tools could include reliability coefficients, inferential testing, descriptive statistics, and analysis of descriptive data such as frequencies (Papi and Hiver, 2020). The purpose of this thematic analysis is thus to identify more general, overarching themes and patterns of the qualitative data related to what factors can motivate this group of workers. In the process of the integration of mixed methods, it is important to compare the numbers that are analyzed with one’s ideas to see the whole picture (Srivastava et al., 2020).
[bookmark: _Toc170201394]Limitations
A problem associated with obtaining extra data is that the data may not be entirely accurate. Earlier, different facts and different approaches could have been employed in different studies with ease. Surveys and discussions can provide wrong info in case participants provide their data (Alam et al., 2020). The mixed-method method is very comprehensive, but as a person, it is difficult to combine numeric data with individual data and get a logical sequence. Finally, bear in mind that it is easier to act on a plan than gather and analyze all the information, so more information may lead to more decisions being considered.
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1. What is your role within the organization?
· HR Professional
· Employee
· Manager/Supervisor
· Other
2. How long have you been with the organization?
· Less than 1 year
· 1-3 years
· 3-5 years
· More than 5 years
3. How frequently does your organization offer training and development programs?
· Never
· Rarely (once a year or less)
· Occasionally (2-3 times a year)
· Frequently (more than 3 times a year)
4. What types of training and development programs does your organization provide? (Check all that apply)
· On-the-job training
· Online courses/e-learning
· Workshops/Seminars
· Mentoring/Coaching
· Certification programs
· Other
5. How would you rate the overall quality of the training and development programs provided by your organization?
· Very Poor
· Poor
· Average
· Good
· Very Good
6. To what extent do you agree with the following statement: "Training and development programs have improved my/our job performance."
· Strongly Disagree
· Disagree
· Neutral
· Agree
· Strongly Agree
7. Which aspects of your job performance have been most positively impacted by training and development programs? (Check all that apply)
· Technical skills
· Communication skills
· Leadership abilities
· Problem-solving skills
· Teamwork and collaboration
· Other
8. Have you observed any changes in motivation and job satisfaction as a result of participating in training and development programs?
· Significant increase
· Moderate increase
· No change
· Moderate decrease
· Significant decrease
9. How supportive is your organization’s leadership in promoting and participating in training and development programs?
· Not supportive at all
· Slightly supportive
· Moderately supportive
· Very supportive
· Extremely supportive
10. What improvements or additional features would you suggest for your organization’s training and development programs?
· (Open-ended response)
11. Which specific training programs have you found to be the most beneficial for your role? (Check all that apply)
· Technical training
· Soft skills training (e.g., communication, teamwork)
· Leadership development
· Compliance and safety training
· Diversity and inclusion training
12. How often do you feel the need for additional training or professional development opportunities?
· Never
· Rarely
· Occasionally
· Frequently
· Always
13. What are the main barriers to participating in training and development programs in your organization? (Check all that apply)
· Lack of time
· Insufficient budget
· Limited access to training resources
· Lack of managerial support
· Lack of relevance to current job
14. How can these barriers be overcome to enhance participation in training programs?
· (Open-ended response)
15. Which training delivery methods do you find most effective? (Check all that apply)
· In-person classroom training
· Online self-paced courses
· Live virtual training (webinars, video conferences)
· Blended learning (combination of online and in-person)
· Peer learning and group discussions
16. How satisfied are you with the current training delivery methods used in your organization?
· Very Dissatisfied
· Dissatisfied
· Neutral
· Satisfied
· Very Satisfied
17. How does your organization evaluate the effectiveness of its training and development programs? (Check all that apply)
· Pre- and post-training assessments
· Employee feedback and surveys
· Performance metrics (e.g., productivity, quality)
· Observation and supervision
· Long-term career progression tracking
18. In your opinion, how effective are these evaluation methods in measuring the impact of training on performance?
· Very Ineffective
· Ineffective
· Neutral
· Effective
· Very Effective
19. How has participation in training and development programs influenced your career progression within the organization?
· No impact
· Slightly positive impact
· Moderately positive impact
· Significantly positive impact
· Extremely positive impact
20. Would you recommend the training and development programs at your organization to a new employee?
· Definitely not
· Probably not
· Not sure
· Probably yes
· Definitely yes

2

