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Research Proposal
1. Rationale for the Study
1.1. Importance of Motivation in Organisational Performance
An organisation's success is highly dependent on the level of motivation its employees have. There is an effect on morale, innovation, employee retention, and output (Ogunmakin and Sunday, 2023). In this day of rapid technological advancement, globalisation, and rising worker expectations, the need to motivate people is paramount (Porath, 2023). Workers in today's businesses need to be imaginative, tenacious, and invested in their work if they want to succeed. Therefore, methods that motivate employees to give their all are essential for successful management. 
1.2. Real-World Relevance and Challenges
Despite the accepted importance, motivating staff remains a difficulty for several managers. The truth is that strategies to motivate workers are not always consistent or adapted to their individual needs. The increasing diversity of workers and the popularity of hybrid and remote employment only make matters worse (Schepeler, 2024). Several factors may influence employees' reactions to management, including generational differences, cultural norms, and career aspirations. Because of these developments, it is becoming increasingly difficult to use a universal strategy of motivating (Climek et al., 2024).
1.3. Literature Limitations and Research Gaps
Despite the abundance of literature on the topic, many of the models used are either too theoretical or too traditional, and hence fail to capture the reality of the situation.  Famous ideas like Maslow's Hierarchy of Needs and Herzberg's Two-Factor Theory might not work for contemporary businesses. Many studies use conceptual analysis or general questionnaires instead of conducting interviews with employees and managers. The gap between theory and practice has to be filled by more research. 
1.4. Contribution and Research Focus
By utilising a qualitative research approach, this study seeks to address these gaps and gain a more 
profound comprehension of the perspectives on employee and manager motivation. This research delves into the effects of different motivating techniques on output (Khawaja and Karimi, 2024). This will be accomplished via conducting in-depth interviews with organisation members. Since the research will connect theoretical study with actual application, it will help both academics and practitioners.
2. Aims, Objectives, and Research Questions
2.1 Aims of the Study
Part of the main purpose of this study is to look into the methods managers use to motivate their workers to be more productive. The main goal of the study is to fill in a gap in our knowledge by looking into how managers act and how workers react to inspiring ideas at work. We can do this by taking a look at both of them.
2.2 Objectives of the Study
To achieve the stated aim, the research will focus on the following specific objectives:
· To examine different managerial strategies used to motivate employees in the workplace.
· To explore employee perceptions and experiences of these motivational strategies.
· To assess the relationship between motivation and employee productivity.
· To identify the key challenges managers face in implementing effective motivational techniques.
· To recommend practical improvements to existing motivational practices based on qualitative insights.
2.3 Research Questions
Main Research Question:
How do managers motivate employees to enhance productivity in an organisation?
Necessary Sub-Questions:
· What motivational strategies do managers currently use?
· How do employees perceive and respond to these strategies?
· What are the observable impacts of motivation on employee productivity?
· What challenges do managers face when trying to motivate diverse teams?
This framework will guide the qualitative investigation, ensuring relevance, depth, and practical contribution.
3. Discussion of Key Literature Linked to the Research Question
3.1. Maslow’s Hierarchy of Needs
When Maslow's Hierarchy of Needs was published in 1943, it became a widely accepted theory of motivation.  Physiological, safety, social connection, esteem, and self-actualization are the five tiers that make up human motivation, as proposed by Zishiri and Mugadza (2024).  Opportunities for professional growth and financial compensation are more likely to encourage workers when their basic requirements are satisfied. Salary, job security, and regular paychecks are crucial. Although Maslow's theory provides a foundational knowledge of motivation, it has been criticism for being too linear and lacking in empirical evidence (Rojas et al., 2023). Especially in dynamic and diversified firms, human motivation is not always structured hierarchically. 
3.2. Herzberg’s Two-Factor Theory
According to the Two-Factor Theory developed by Herzberg, a good working environment is comprised of two components: motivated employees and a clean working environment (Artaya et al., 2021). Salary and job security are examples of hygiene elements that keep people from being depressed, but they do not do much to make them happy or productive. Success, acknowledgement, and advancement in one's job, on the other hand, motivate people to improve. Active motivators are required; eradicating melancholy is insufficient. One important consequence of Herzberg's theory for managers is this. A lot of people think it's a bad notion as it presumes everyone responds the same way to specific aspects of a job. 
3.3. McGregor’s Theory X and Theory Y
Two theories developed by Douglas McGregor in 1960, Theory X and Theory Y, provide different perspectives on how employees should behave. Workers, according to Theory X, are unmotivated and require constant micromanagement, but the same workers, according to Theory Y, are intrinsically motivated and capable of working independently. Trust, empowerment, and open communication are key tenets of Theory Y, which is sometimes at odds with modern leadership techniques (Faulks et al., 2021). Nonetheless, in highly hierarchical or inflexible contexts, many managers employ Theory X tactics. The coherence and implementation of motivational theory across varied organisational cultures and levels are called into doubt by this conflict (Saraiva and Nogueiro, 2025).
3.4. Self-Determination Theory (SDT)
A more complex perspective on human motivation is offered by SDT, or Self-Determination Theory. For the mind to function, there must be autonomy, competence, and relatedness. In such a setting, intrinsic motivation is far more effective and long-lasting than external incentives. Modern companies that value their workers and encourage an environment of teamwork and adaptability will benefit greatly from SDT (Srivastava and Gupta, 2022).
3.5. Vroom’s Expectancy Theory
In 1964, Vroom argued that people get motivated by thinking about the effort required, the potential payoff, and the likelihood of the outcome (Burke et al., 2023). How employees pick projects can be better understood with this strategy. This method is useful for managers because it allows them to design incentive programs that workers can easily understand and participate in. 
3.6. Relevance to Research
These ideas offer a solid foundation for studying the motivational strategies used by managers in the actual world. They will be useful in determining the extent to which motivating methods meet concepts and driving interview design. Notably, this study fills in the gaps in applying these ideas to work situations that are varied, distant, and always changing. Empirical knowledge improves theoretical models.
4. Description, Evaluation and Justification of Proposed Methodology and Sampling Technique
4.1. Research Methodology
Through the use of qualitative research, this study will investigate the intricate connections that exist between managerial incentive tactics and the productivity of staff members. It is possible to gain a better knowledge of people's actions, attitudes, and experiences in their environments through qualitative research (Bryman, 2016). When it comes to capturing motivation, qualitative techniques are superior to quantitative ones. This is because motivation is a complex phenomenon that is impacted by factors such as organisational culture, leadership style, and individual expectations (Reyaz, 2024). Obtaining useful, real-life data may be possible through qualitative research. The researcher can investigate how employees in a particular organisation perceive their motivation through the use of this technique. There is a possibility that a quantitative approach may reduce these complicated experiences by reducing them to variables, so ignoring the intricacies of motivation in clinical settings (Coco et al., 2023).
4.2. Data Collection Method
Interviews that are only partially structured will be the primary mode of data gathering. These interviews will be conducted with members of management and staff personnel from a medium-sized firm of medium size. Participants are able to contribute their thoughts and experiences through the use of the interview approach, which enables a consistent framework to be maintained. Researchers can explore further into themes as they emerge through the use of open-ended questions, which helps them improve their understanding of motivating tactics and the effectiveness of such strategies (Small and Cook, 2023). With the participants' permission, audio recordings will be made during each interview that lasts between thirty and forty-five minutes. We will be able to find common themes and insights across all of the participant groups with the use of transcription and thematic analysis (Saunders et al., 2019).
4.3. Sampling Technique
To find participants who are directly involved in workplace motivation, the research will make use of a technique known as Pu. Managers who are putting these methods into action or staff who are utilising them will be the participants (Rijal, 2023). To guarantee that participants are able to participate in the study, this ensures that they have the necessary skills and expertise. Interviews will be conducted with about five managers and five to seven workers from a variety of departments or occupational responsibilities. This particular sample size is advantageous for qualitative research because it strikes a balance between depth and manageability. 
4.4. Rationale
Qualitative approaches and purposive sampling are effective in achieving research objectives. Through the use of this architecture, various views and a dual lens may be utilised to investigate motivating strategies and the identification of such strategies. It makes it possible for the research to capture not just what managers want but also how workers understand and react to these efforts, which results in findings that are more comprehensive and useful (Tracy, 2020).
5. Ethics 
5.1. Ethical Considerations
During this study, we shall adhere diligently to the ethical rules established by the research ethics committee of the institution. All of the participants will acquire knowledge regarding the aims, objectives, and procedures of the study via the use of a comprehensive Party. In order to guarantee that the participants in the research are doing it willingly, we will first get their informed written consent before beginning the data gathering process. Anonymisation of participant names, employment titles, and organisational identifiers will be performed on interview transcripts and reports to protect the confidentiality of the information. As a result, individuals or agencies are unable to be identified as legitimate providers of information. Take note that participation will be voluntary, and participants will have the ability to choose whether or not they choose to take part in the study. 
5.2. Reliability and Validity
In order to determine the dependability of the interview questions, a pilot test will be conducted, and two people will take part in it before the primary interviews. The researcher will be able to evaluate the clarity, relevance, and consistency of the question with the use of this information. The transcriptions of the interviews will be thoroughly compared against the recordings of the interviews themselves in order to eliminate any inaccuracies or misunderstandings. Experiment validity will be ensured through the use of triangulation, which involves comparing the replies of managers and employees in order to identify patterns or differences. As volunteers, we are checking in. It is possible that reflective journals will lessen researcher prejudice. NVivo allows for the organisation and coding of data, which improves both the transparency and the quality of the analysis. By guaranteeing that the research methodology is both ethical and appropriate, academic integrity will serve as a compass throughout the whole study, from citation to reporting.
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Appendices
6. Research Instrument 
6.1. Sample Interview Questions (Semi-Structured)
For Managers:
1. How would you describe the way your team defines employee motivation?
2. What particular methods do you use to inspire and engage your employees?
3. Can you share an example of when your motivational approach led to increased productivity?
4. What challenges do you face in keeping your team motivated?
5. How do you evaluate whether your motivational techniques are working effectively?
For Employees:
1. To what extent do you feel driven and engaged in your current position?
2. What actions by your manager make you feel more (or less) motivated?
3. Can you describe any changes in your productivity based on how you are managed?
4. What motivates you personally at work—recognition, pay, career growth?
5. What could management do differently to better motivate you?











