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[bookmark: _Toc168565952]1. Rationale for the Study
Employee motivation has remained an extremely popular subject among scholars in the field of Human Resource Management (HRM). One of the previous studies by Parashakti et al. (2020), defined the term, motivation as a vital aspect which channels, causes and assists the behaviour of human so that their morale for active working and attainment of optimal outcomes is raised (Parashakti et al., 2020). In 1943, Abraham Maslow produced the theory related to human motivation which focuses on the aspects that while the needs related to psychological well-being, security and safety, belongingness and love, self-actualisation and self-esteem get fulfilled, the employees feel motivated towards their work for serving the organisation (McCleskey and Ruddell, 2020). Herzberg in 1959 also offered a two-factor theory of motivation that focused on hygiene factors including salary, interpersonal relations and working conditions and motivational factors including work responsibilities, sense of achievement, recognition and advancement. These factors contribute towards raising employee-related motivation within the organisation (Alrawahi et al., 2020). 
However, studies by Treffers et al. (2024) and Dousin et al. (2021) emphasised the issues prevalent in the organisational workplace that affect the employees' motivation to a huge extent such as employee discrimination based on disability, age, sexuality as well as ethnicity. Workplace bias, stereotypes against women employees, heavy workload, additional working hours, absence regarding work-life balance and lack of compensation also affect the motivation level of employees to serve the organisation with effective work productivity (Dousin et al., 2021; Treffers et al., 2024). With consideration of such issues related to employees' motivation, it became justified to investigate and critically examine the current motivation strategies adopted by managers for increasing employees' morale and dedication to boosting organisational productivity. While investigating the issues of employees' motivation in the retail organisations of Tesco, one of the media articles by Simpson (2021) revealed that most of the female employees in Tesco Plc. failed to get equal payment for equal-value-based work. Further, in Sainsbury, there is also an issue found of lack of job security for the employees as 1500 job roles were recently cut down by this company (Jones, 2024). With consideration to address this issue, the proposed study has rationale to be conducted to critically evaluate the employee motivation strategies of UK retail organisations' managers for increasing work productivity within these organisations.
[bookmark: _Toc168565953]2. Aims, Objectives, Research Questions
Aim: To critically evaluate how managers motivate their employees to increase work productivity within an organisation concerning the case of the UK retail industry.
Research Objectives with Steps:
Identifying Key Strategies of Motivation:
· To investigate primary motivation strategies utilised by the UK retail organisations’ managers for motivating their employees
Assessing Effectiveness:
· To assess the level of efficacy of the applied motivational strategies in improving the productivity of employees within the retail organisations of the UK
Exploring Perspectives of Employees:
· To acquire and analyse the viewpoints, experiences and perceptions of employees regarding the strategies of motivation deployed by the managers within the retail organisations of the UK
· To discuss if any issues identified by employees in context to the motivational strategies utilised by the managers in the UK retail organisations
Recommendations for Improvement:
· To recommend the required improvements in the motivational strategies concerning the identified issues for raising morale and dedication of the employees to enhance work productivity in the UK retail organisations
Research Question: How does an organisation utilise motivational strategies for their employees to increase work productivity specifically focusing on the UK retail industry's case?
· What are the primary motivation strategies applied by the managers of retail organisations in the UK to encourage their employees?
· What is the efficacy level shown by motivational strategies of the managers to raise employees' work productivity in UK retail organisations?
· How are the employees' perceptions and views about the motivational strategy integrated by the managers in UK retail organisations?
· What are the issues experienced by the employees in the motivational strategies deployed by the UK retail organisations' managers?
How the motivational strategies might be improved considering the identified issues to improve employees’ dedication and work productivity in the retail organisations of the UK
[bookmark: _Toc168565954]3. Discussion of Key Literature linked to the Research Question
Concept of Motivation and Employee Productivity
Employee motivation can be explained according to Maslow’s Hierarchy of Needs theory which describes that the motivation level of an individual is determined by a hierarchy surrounding the motivational needs, such as food, sleep, security, social needs, self-esteem, and recognition along with self-actualisation needs (Cao et al., 2013). On the other hand, employee satisfaction, productivity and motivation are understood by Herzberg’s Two-Factor Theory which reveals that employees tend to become motivated due to hygiene factors revolving around job necessities, working scenarios as well as salary ratios. Further, motivational factors like recognition and work satisfaction also drive employee productivity (Dartey-Baah and Amoako, 2011). In contrast to the above, McClelland's Theory of Motivation reveals that every individual is driven by one of the three motivation-oriented needs surrounding affiliation, achievement, and power. These three motivational drivers generate diverse motivational effects on the employees (Osemeke and Adegboyega, 2017). 
Primary Motivation Strategies Used by Managers
Chiu et al. (2018) conducted a cross-sectional experiment on 234 manufacturing workers and found that the managers identified to use a rewards-based strategy for offering credits to the hardworking employees and sustaining their motivation to work for the betterment of the firm. This strategy is derived from the Self-Determination Theory which highlights that every individual comprises three psychological needs autonomy, competence, as well as relatedness. Employees are motivated by increasing relatedness by offering recognition. On the other side, Bawa (2017) reviewed that financial motivators such as the distribution of effective payments and incentives are applied by managers. Further, the non-financial motivational strategies namely a good working environment along with the training and development strategies. 
Efficiency of Motivational Strategies of Managers
Under survey method-based research, Nwankwo et al. (2023) found that motivational strategies such as key focus towards offering equitable remuneration, offering merit-based promotions, workforce training and organisation of the employee development programs are highly efficient as compared with the financial methods of motivation. Further, the strategies aimed at fostering supportive employee as well as managerial relations are also considered effective. In contrast to the above, Ibrahim and Brobbey (2015) used a questionnaire method on 80 respondents and reviewed the motivational strategies that are not able to support the workers in terms of providing a sufficient degree of incentives, effective levels of comfort and proficient management style, and leadership is not efficient for improving the employee productivity as well as motivation levels among the workers. 
Issues Faced by Managers in Deploying Motivational Strategies
Le et al. (2021) implemented the survey questionnaire method on 300 workers and revealed that the critical challenge towards deployment of motivational strategies is the lack of knowledge and awareness among the supervisors for the application of motivational policies in the organisation. Insufficient training opportunities and lack of a good environment in the organisation are also the key factors which hinder the capability of the managerial team towards management of motivation. On the other hand, Henkel and Haley (2020) have applied and have described that continuous updates in technological advancement and fast-evolving organisational requirements generate critical issues in terms of the deployment of motivational strategies.  
The above-defined past studies have helped in revealing psychological needs as well as their relation with employee motivation and productivity. However, there is a gap in the previously explored literature sources surrounding the insufficient degree of focus put on personality-level differences among the workers in terms of behavioural attributes, career progression and individual circumstances, which may also affect their responses towards the deployed motivational strategies.  Hence, it is relevant to address the current research problem for offering a holistic guide to the managerial teams regarding the key motivational strategies which can be used to improve the productivity of the employees. 
[bookmark: _Toc168565955]4. Comprehensive description, evaluation and justification of the proposed methodology and sampling technique
Evaluating and Justifying Proposed Methodology 
As this study needs to explore how managers tend to motivate their employees to increase their productivity levels in the organisation, there is a need to perform objective measurement of variables like employee motivation and employee productivity and the effect put by motivational strategies. In terms of deriving objective relationships, it is effective to deploy a quantitative strategy. A quantitative strategy is beneficial for deriving causal relations among the variables (Cresswell and Creswell, 2018). In this context, this research uses a survey questionnaire as the key method for collecting the viewpoints of the participants regarding the contribution of employee motivation strategies for improving the productivity of the workers in their organisation. The reason for applying the survey method is that it helps to procure views from a large sample size which makes the data representative (Dawson, 2019). Moreover, the data obtained from the survey is valid as it is verifiable by means of statistical tests. Survey best suits this research as it is cost-effective and easy-to-deploy method that enables the collection of large datasets revolving around the effects generated by motivational strategies used by the managers for improving productivity levels (Fowler Jr, 2013). 
The current survey is planned to be organised in an online manner with the help of the Google Form platform. The 5-point Likert scale is used as a measurement tool for analysing disagreement and agreement of respondents for a given survey query (Westland, 2022). In alignment with the survey method, it is effective to analyse the survey outcomes with the help of the statistical data analysis method, where the use of statistical software such as SPSS can be used for calculating the descriptive and inferential statistics for the motivational strategies along with the employee productivity and motivation levels. A regression test can be applied to determine the effects put by motivational strategies on the productivity aspects of the employees (Abbott, 2016).
Sampling Framework
The target sample decided for the proposed research includes employees of retail organisations operating in the UK. The estimated count of the sample population will be 120 which is neither too small or nor too large to acquire sufficient knowledge to address the research queries. This sample is most appropriate for the research because of the viewpoints and experiences of employees regarding the motivation that they gained from the managerial strategies in the retail organisations running in the UK. The sample is to be selected by utilising probability random sampling which will help in reaching random employees of retail organisations through its official websites and employees’ personal and professional accounts. Random sampling will not only offer an impartial or bias-free sample; but will also provide a significant number of people to acquire credible and sufficient knowledge to assist the research queries and objectives (Lohr, 2021). However, in contrast, non-probability purposive sampling is not going to be used as this sampling technique involves bias in participants' selection and offers a particular expert population which might not cover generalised and broad-level issues (López, 2023). Thus, by using the random technique of sampling, the survey population is to be selected and hired. Further, the general questionnaire is to be deployed for gauging retail companies' employees' perspectives for assisting the research-focused agenda of determining motivational strategies of retail businesses' managers for improving organisational work productivity. 
[bookmark: _Toc168565956]5. Discussing how the proposal will ensure Ethical Behaviour in its research activity and provide reliability and validity within its findings
In relation to ensure ethical behaviour and avoiding problems regarding ethics, it will confirm take prior consent of the research sample population about their desire to participate in the study. The questionnaire will be deployed for pilot testing to ensure the validity of the research instrument (Bell, Bryman and Harley, 2022). To ensure the findings' validity and reliability, credible sources of literature and authentic theoretical frameworks will be used to cross-verify and check the results of the study. The possibility of bias will be removed by confirming the random selection of the UK retail industry's employees for the research. Along with the above, maintaining data security, the personal identity anonymity of participants, their dignity, and their voluntary withdrawal from the research will be confirmed to show ethical behaviour within the activities of research. Further, complete in-text citations will be mentioned in the text to offer the required credit to the renowned scholars whose works are to be referred to in this study (Easterby-Smith et al., 2021).
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Appendix: Questionnaire
Demographic Questions
1.) Gender
a.) Female
b.) Male
2. Age-Group
a.) 18-30 years
b.) 31-40 years
c.) More than 40 years
3. Work Experience
a.) 0-5 years
b.) 5-10 years
c.) More than 10 years
Specific Questions
4.) Do you receive satisfactory motivation by your managers to work in your organisation?
a.) No
b.) To some extent
c.) Yes
5.) What type of motivation do you receive from your organisation?
a.) Salary Hike
b.) Work-Life Balance
c.) Compensation
d.) Positive Work Culture
e.) Training and Development 
f.) Recognition and Rewards
g.) Job Security
h.) Other, Please Mention………………………………………………………
6.) Do you think, positive workplace environment raises your work performance level?
a.) Strongly Disagree
b.) Disagree
c.) Neutral
d.) Agree
e.) Strongly Agree
7.) Do you perceive that receiving desired salary raises your morale to give effective efforts for work quality?
a.) Strongly Disagree
b.) Disagree
c.) Neutral
d.) Agree
e.) Strongly Agree
8.) Do you think that sense of job security improves your motivation to raise work productivity?
a.) Strongly Disagree
b.) Disagree
c.) Neutral
d.) Agree
e.) Strongly Agree
9.) Do you perceive that recognition and achievement raised your confidence and motivation for working hard?
a.) Strongly Disagree
b.) Disagree
c.) Neutral
d.) Agree
e.) Strongly Agree
10.) Do you agree that opportunities for job advancement makes you feel motivated and show dedication for work improvements?
a.) Strongly Disagree
b.) Disagree
c.) Neutral
d.) Agree
e.) Strongly Agree
11.) Do you think that growth opportunities improve your level of motivation for doing best in your work?
a.) Strongly Disagree
b.) Disagree
c.) Neutral
d.) Agree
e.) Strongly Agree
12.) Do you think that work productivity improves while you get rewarded for your performance?
a.) Strongly Disagree
b.) Disagree
c.) Neutral
d.) Agree
e.) Strongly Agree
13.) Do you focus on work productivity improvement while getting rewarded for your performance?
a.) Strongly Disagree
b.) Disagree
c.) Neutral
d.) Agree
e.) Strongly Agree
14.) Do you think that your work performance gets raised while having security and growth opportunities?
a.) Strongly Disagree
b.) Disagree
c.) Neutral
d.) Agree
e.) Strongly Agree
15.) Do you require learning and development for improving your skills, motivation and work productivity.
a.) Strongly Disagree
b.) Disagree
c.) Neutral
d.) Agree
e.) Strongly Agree
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