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[bookmark: _Toc202270893]1. Rationale for the Study
[bookmark: _Toc202270894]1.1 Introduction
To ensure the success of a firm, it is essential to motivate its employees. It is common for businesses that are unable to engage and inspire their staff to experience decreased levels of productivity, morale, and employee turnover in today's fast-paced and competitive business climate. It is the responsibility of managers to find solutions to these problems because they are the ones who develop and implement incentive programs. The ability of employees to influence the conduct and performance of other employees has an impact on the productivity and profitability of an organisation (Suknunan and Bhana, 2022).
[bookmark: _Toc202270895]1.2 Importance of the Study
To construct a robust corporate culture, it is essential to have a solid understanding of how managers may drive their personnel. Workplace satisfaction, employee retention, and performance are all improved by motivation (Ushakov and Shatila, 2021). Employees who are interested in their work are more likely to be creative, dedicated, and in agreement with the objectives of the organisation (Volery and Tarabashkina, 2021). Because of this, business executives, team leaders, and managers of human resources who are attempting to improve market performance might benefit from this issue. Our research satisfies a critical need since contemporary businesses are increasingly placing a high value on human capital as a means of gaining a competitive edge. 
[bookmark: _Toc202270896]1.3 Real-World Relevance
The COVID-19 outbreak has caused changes in the working environment. It is possible that traditional methods of motivating employees will no longer be effective in light of the changing attitudes of workers, flexible scheduling, and the rise of remote work. There is a correlation between creative and employee-centric tactics and increased levels of engagement and performance at Google and Netflix (Wu, 2024). Some companies have achieved success. Despite this, a significant number of small and medium-sized businesses (SMEs) continue to rely on extrinsic motivators such as penalties and incentives, which frequently fall short of meeting the ever-increasing expectations of their workforce (Bailey Jr, 2023). The purpose of this study is to investigate how managers adjust to dynamic circumstances. 
[bookmark: _Toc202270897]1.4 Gaps in Literature
There is a lack of comprehension in the research on the manner in which managers use these ideas in actual organisations. Even though traditional theories of incentives offer potentially useful insights. A significant portion of the previous work is either theoretically or contextually out of date. In order to address that void, this proposal investigates how managers implement motivating techniques and the degree to which these methods boost productivity in a variety of organisations (Perifanis and Kitsios, 2023).
[bookmark: _Toc202270898]2. Aims, Objectives, and Research Questions
[bookmark: _Toc202270899]2.1 Aim
The fundamental purpose of this research is to investigate the ways in which managers motivate their employees to exert more effort. The theoretical frameworks and managerial strategies utilised by a variety of businesses will serve as the primary focus of this investigation.
[bookmark: _Toc202270900]2.2 Objectives
To achieve the stated aim, the study sets out the following objectives:
· To explore the most commonly used motivational strategies implemented by managers.
· To assess the effectiveness of these motivational techniques in enhancing employee productivity.
· To evaluate how employees perceive and respond to managerial motivation efforts.
· To identify the key challenges and barriers that managers encounter when trying to motivate staff.
[bookmark: _Toc202270901]2.3 Research Questions
Main Research Question:
· How do managers motivate employees to increase productivity at work?
Sub-Questions:
· What motivation theories are most commonly applied by managers?
· How do employees perceive and respond to different motivational strategies?
· What challenges do managers face in motivating employees?
These questions will guide the structure of the research and shape the data collection process.
[bookmark: _Toc202270902]3. Discussion of Key Literature Linked to the Research Question
[bookmark: _Toc202270903]3.1 Overview of Motivation in Organisational Contexts
A lot of people think that motivation is really important for how well a company does and how productive its employees are. This determinant establishes the degree to which employees' objectives coincide with those of the organisation (Shahzad et al., 2025). Essential is Vroom's Expectancy Theory from 1964. Employees are more likely to put out their best effort when they have faith that their efforts will bear fruit, according to this notion. Expectancy states that performance is an outcome of effort; instrumentality states that incentives drive performance; and valence states that rewards are important (Nikulina and Wynstra, 2022). These three pieces make up the paradigm. The requirement of integrating effort, performance, and reward as a means to motivate employees is acknowledged by many contemporary management approaches. 
[bookmark: _Toc202270904]3.2 Maslow’s Hierarchy of Needs
Among the most well-known theories of motivation, Maslow's Hierarchy of Needs (HDN) emerged in 1943.  Physiological, social, esteem, and self-actualization desires are the four main categories that make up this paradigm.  Workers can't concentrate on more complicated objectives until their fundamental needs are satisfied, according to Maslow's theory of the hierarchy of needs. A financially secure employee may not be responsive to appreciation programs at a higher level. Physiological factors include competitive remuneration; social factors include job stability; esteem—recognition of employees' contributions, and self-actualisation—the pursuit of one's personal growth—are all components of human resource strategies employed by many organisations (Minkov and Mihaylova, 2021). On the other hand, some contend that needs are relative and that people's priorities shift based on their experiences. Notwithstanding these limitations, Maslow's model may be utilised to construct motivating approaches that address various employee demands (Ghaleb, 2024).
[bookmark: _Toc202270905]3.3 Herzberg’s Two-Factor Theory
In his Two-Factor Theory, which was published in 1959, Herzberg divided the elements that pertain to the workplace into two categories: those that pertain to cleanliness and those that pertain to motivators (Yener, 2021). Hygienic considerations like pay, working conditions, and company rules may not drive employees, but they can be miserable without them. Success, recognition, and advancement are all motivating factors that have a direct impact on job satisfaction and productivity. According to Herzberg, if there are no other driving elements, monetary pay or job stability will be enough to boost productivity (Adanlawo et al., 2023). Major ramifications flow from these results for managers, who frequently put extrinsic motivators ahead of intrinsic ones. The need for a balanced strategy to eliminate discontent and establish stimulating environments is emphasised. 
[bookmark: _Toc202270906]3.4 McGregor’s Theory X and Theory Y
Two perspectives on employee incentives are presented by Douglas McGregor in his 1960 works, Theory X and Theory Y. According to Theory X, employees require continual micromanagement because they are intrinsically unmotivated (Touma, 2021). Workers, according to Theory Y, are autonomous, accountable, and self-driven. Unlike Theory X, which might work for menial tasks, Theory Y is more commonly associated with contemporary organisational structures that place a premium on creativity, independence, and problem-solving. The tenets of Theory Y—which include employee agency, flexible scheduling, and participative management—are being used by many prosperous businesses (Fey et al., 2022). This change has improved engagement and output over the long run, which shows that autonomy and trust are strong incentives. 
[bookmark: _Toc202270907]3.5 Self-Determination Theory (SDT)
The Self-Determination Theory (SDT) examines the factors that motivate individuals from the inside out. Relativeness, skill, and autonomy in the job are said to increase motivation (Goldfarb et al., 2023). SDT prioritises inner pleasure and psychological health over material gain. People who are driven from the inside out are more invested, innovative, and efficient. Motivating workers with purposeful work, independence, and positive connections at work is a common implementation of this concept. SDT is crucial in the aftermath of a pandemic, when workers are seeking meaning, adaptability, and emotional security more than ever before. 
[bookmark: _Toc202270908]3.6 Linking Theory to Practice
Although these ideas do offer good groundwork, many groups use them in different ways. Managers may imagine that monetary compensation will inspire their employees, but in reality, nothing is more important than opportunities for growth, meaningful contribution, and public acclaim. Employee motivation and output may suffer if managers' expectations and workers' preferences are at odds with one another (Reinke and Gerlach, 2022). Consequently, the purpose of this study is to investigate the effectiveness of motivating theories in the workplace and the methods used to implement them. Linking theory and practice is the ultimate goal of research. In order to provide useful insights that could improve motivational techniques and organisational performance, the study focused on real-world applications and feedback from employees.
[bookmark: _Toc202270909]4. Description, Evaluation and Justification of Proposed Methodology and Sampling Technique
[bookmark: _Toc202270910]4.1 Research Methodology: Qualitative Approach
This study will investigate how managers inspire their employees and how those individuals evaluate their own performance using a qualitative research approach. Quantitative approaches don't go as far as qualitative ones when it comes to comprehending social situations, viewpoints, and behaviour. When investigating intricate social dynamics, qualitative methods shine (Cresswell and Creswell, 2018). Denzin and Lincoln (2017) argue that qualitative research has the potential to provide light on the complex and contextual nature of human behaviour in the workplace. This, they say, is because qualitative research takes everything into account.
[bookmark: _Toc202270911]4.2 Justification
Given the exploratory nature of this study, a qualitative method is justified. Saunders, Lewis, and Thornhill (2019) suggest that qualitative methods are appropriate when the aim is to understand processes, behaviours, and attitudes in real-world contexts. Qualitative approaches are suitable since the study is exploratory. The research must provide participants with enough opportunity for free expression to assess the methodologies utilised and the extent to which workers appreciate them. Freedom is greatly enhanced by interviews, particularly semi-structured ones. They provide a forum for individuals to talk about their experiences and guide more organised discussions around academic subjects. If you want to know what drives your employees but can't get that information from surveys and questionnaires, this is the way to go. According to Charmaz (2014), such interviews are instrumental in grounded theory work, enabling researchers to remain open to new themes emerging from rich textual data. 
[bookmark: _Toc202270912]4.3 Data Collection Method: Semi-Structured Interviews
The majority of the material will be acquired through interviews that are neither fully nor partially organised.  We will be conducting in-depth interviews with 10 employees and five managers from a firm that will be considered to be of medium size. Each category will be interrogated. Managers' approaches to employee motivation, the theoretical frameworks they draw from, and the difficulties they face will all be part of the interview process. The reception, effectiveness, and room for improvement of these techniques will be evaluated through staff interactions. To make sure the interview schedule is clear and applicable, we will pilot test it, and we will use open-ended questions to promote extensive replies. With a duration of 30-45 minutes, each interview will be videotaped and transcribed for the purpose of theme analysis. 
[bookmark: _Toc202270913]4.4 Sampling Technique: Purposive Sampling
People who provide rich, relevant, and diverse data will be selected through purposeful sampling. Candidates' degrees of intrinsic motivation will play a role in the hiring process for both project managers and staff.  This survey is able to capture a larger diversity of opinions since it includes participants from numerous departments and vocations. This sampling method ensures that the data collected is deeply informed by experience and directly aligned with the research objectives.
[bookmark: _Toc202270914]5. Ethical Considerations, Reliability and Validity
[bookmark: _Toc202270915]5.1 Ethical Guidelines
This study will adhere to the BPS Code of Ethics as well as the associated university's ethical standards. To safeguard participants, encourage transparency, and guarantee validity, research must adhere to ethical standards. Everyone who takes part in the study will get a consent form that explains everything from the study's goals to how their data will be used eventually.  Completed permission forms will be used to seek informed consent before data collection.  The data will be kept on password-protected devices, and individuals will be asked to use pseudonyms. It guarantees privacy. Under no circumstances will IDs be made public. There is no penalty or explanation required for participants to opt out. Anyone is welcome to participate. Participants are guaranteed safety, respect, and complete knowledge through these protocols. 
5.2 Reliability and Validity
A semi-structured interview guide will be used for each interview to ensure that the study is reliable and follows a specified approach. In order to facilitate comparisons while yet granting some leeway, we will make sure that all participants are given the same fundamental questions. 
Data triangulation, which involves comparing replies from managers and employees, will enhance validity. Respondents will be able to double-check their interview notes by using the member checking feature. This method ensures that the results are reflective of the participants' actual experiences and perspectives. 
[bookmark: _Toc202270916]5.3 Academic Integrity
Academic integrity is of the utmost importance when doing research. All sources will be properly cited using the Harvard reference format. Any participant quotes that have been anonymised for privacy reasons will be indicated in the final report. There will be no plagiarised or otherwise unethical parts of the study.
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[bookmark: _Toc202270918]Appendix A: Interview Questions
[bookmark: _Toc202270919]6. Research Instrument 
Manager Interview Questions:
1. What strategies do you use to motivate employees?
2. Can you give examples of successful motivation in your team?
3. What challenges do you face when trying to motivate staff?
4. How do you measure the impact of motivation on productivity?
5. Are your motivational approaches based on any theories?
Employee Interview Questions:
1. How would you describe your current level of motivation at work?
2. What actions by your manager positively or negatively affect your motivation?
3. What types of rewards or recognition do you find most effective?
4. Do you feel motivated to perform at your best? Why or why not?
5. What could your manager do differently to enhance your motivation?













