


1. Introduction

Motivation and productivity, two interconnected concepts, have piqued the interest of scholars, practitioners, and business owners. Extensive research has revealed that motivation influences an employee's work productivity and impacts their overall job satisfaction, engagement, and commitment to organisational goals. The intricate relationship between motivation and productivity, a focal point of studies in organisational psychology, management, and human resources, has shed light on the various motivational theories and strategies that can be employed to enhance employee performance and well-being within the workplace.  Productivity depends on motivation and the ability to complete tasks or work successfully. Having the willingness and skill level necessary to carry out responsibilities is crucial. However, these traits alone may only be sufficient with a clear comprehension of the tasks. Motivation is widely recognised as the driving force behind achieving goals (Realhealthlabs, 2023). While practical leadership qualities can inspire motivation, it's important to note that there's no one-size-fits-all formula for achieving this (Team, 2022). Leaders must adopt an open-minded perspective on human nature and recognise the diverse needs of those under their guidance. This understanding is critical to sound decisions (John Storey, 2023). Leadership and motivational traits are essential for both employees and managers. Notably, highly motivated employees are less inclined to seek external job opportunities and engage in disruptive behaviours in the workplace (Mitchell Hoffman, 2020). Furthermore, effective leaders must comprehensively understand what motivates others and their fundamental needs, leveraging their leadership skills to inspire and motivate (Indeed, 2023). Employee motivation is not just a factor but a pivotal one in determining an organisation's productivity and overall success. The impact of motivated employees is profound-they are typically more engaged, committed, and capable of delivering higher performance, which translates to increased productivity and better organisational outcomes. This underlines the urgency of understanding and improving employee productivity.


1.1 Research Objectives:
1. Identify the various motivational strategies employed by managers.
2. Assess the effectiveness of these motivational strategies on employee productivity.
3. Explore the relationship between employee motivation and organisational performance.
4. Provide recommendations for improving employee motivation and productivity.

1.2 Research Questions:
1. What do managers use in common motivational strategies?
2. How do these strategies influence employee productivity?
3. What are the challenges faced by managers in motivating employees?
4. What is the correlation between employee motivation and overall organisational performance?



2. Literature Review

Motivational theories aim to understand why individuals behave the way they do in the workplace. They examine various factors influencing work behaviour, such as personal satisfaction or tangible rewards, and what drives people to accomplish their job goals. Grasping motivation theory is crucial for businesses to enhance productivity. When employees are motivated, they tend to experience higher levels of job satisfaction, which leads to increased investment of effort in their tasks and responsibilities. (Tenney, 2024). Effectively applying these theories enables businesses to foster environments that improve performance, creativity, and overall success. Work motivation is the driving force behind an individual's work-related behaviour, encompassing a range of energetic forces that emanate from both internal and external sources, ultimately shaping the form, direction, intensity, and duration of such behaviour (Pinder, 2014). The impact of work motivation on employees' performance has been noted by Nicolescu and Verboncu (2008), who suggested both direct and indirect influences. Hauser (2014) further emphasised the role of work motivation as a source of positive energy, contributing to employees' self-recognition and self-fulfilment, thereby influencing individuals' self-actualisation and organisational success. Numerous models of work motivation have been identified in the literature, presenting a comprehensive understanding of the factors at play. These models include the foundational hierarchy of needs theory proposed by Maslow (1954), which outlines essential human needs such as physiological, safety, belongingness, esteem, and self-actualisation. Furthermore, Herzberg's motivation-hygiene theory (1966) emphasises the influence of inherent job challenges and opportunities for recognition and reinforcement on work motivation. Additionally, contemporary models such as the categorisation of motivation types by Nicolescu and Verboncu (2008) into positive-negative, intrinsic-extrinsic, cognitive-affective, and economic-moral spiritual aspects, and the focus on intrinsic and extrinsic motivation by Ryan and Deci (2000), enrich the understanding of work motivation. The paper primarily delves into intrinsic motivation and its underlying factors in this context. As highlighted by Bechter (2023), previous research indicates that emotional intelligence and the quality of interpersonal relationships predict individuals' intrinsic motivation. Moreover, Lin (2020) argues that personal factors, including age, gender, education level, living conditions, health status, and family support, distinctly influence intrinsic motivation. As Elliot (2013) noted, fulfilling basic psychological needs is linked to overall well-being and effective performance, thereby underscoring the significance of understanding intrinsic motivation. This holistic understanding of intrinsic motivation fosters creativity (Ryan, 2000).
The self-determination theory (SDT) is a significant framework that emphasises the fundamental psychological needs of individuals (URMC, 2024). According to SDT, humans need competence, which is the feeling of being skilled and effective in their actions (Harter, 1978). Additionally, autonomy, the need for personal decision-making and self-directed behaviour, is a crucial psychological need that leads to satisfaction, well-being, and optimal performance (Harter, 1978). The theory also underlines the influence of social relationships and how they impact an individual's thoughts, emotions, and behaviours (Niemiec, 2014). Social relatedness is highlighted as a crucial psychological need, emphasising the importance of feeling connected and cared for by others. This need for relatedness can significantly motivate social behaviours (Gagné, 2005). Previous research by Gagné (2005) has explored the application of SDT and related theories in the context of work motivation and organisational behaviour. Van den Broeck et al. (2010) also emphasised understanding autonomy, competence, and relatedness in the workplace.

3. Methodology

I will use a mixed-methods approach to understand better how managers motivate employees to increase productivity. This approach will collect qualitative and quantitative data for a more thorough analysis. The quantitative data will provide measurable evidence of changes in productivity, while the qualitative data will offer insights into motivational strategies and employee experiences. In this explanatory sequential design, we will first collect and analyse quantitative data, followed by qualitative data, to explain or expand upon the initial results. This design is suitable for understanding the relationship between managerial practices and employee productivity and exploring the underlying reasons and mechanisms behind these correlations.
Research Methods: Surveys and Interviews
I will collect quantitative data by distributing surveys to a large sample of employees. Surveys are effective for gathering data on employee productivity and perceived motivation levels.  I will conduct semi-structured interviews with managers and selected employees for qualitative data. These interviews will provide deeper insights into the specific motivational strategies used and their perceived effectiveness.
Study Population and Proposed Sample:
Target Population: The study will focus on employees and managers working within a medium to large-sized organisation. The sample size will consist of around 200 employees and 20 managers. I aim to ensure diversity in  age, gender, department, and job level within the sample to understand the organisation's internal dynamics fully.
Sample Selection and Procedures:
Sample Selection: I will use stratified random sampling to ensure that all relevant subgroups (such as departments and job levels) are included. Employees and managers will be chosen at random from each subgroup.
Procedures:
Surveys: Selected employees will receive an email with an online survey link and instructions to complete it within two weeks.
Interviews: Managers and a group of employees will be asked to take part in individual interviews. These interviews will be scheduled at times and places convenient for the participants and are expected to last between 30 and 60 minutes each.


4. Methodological Limitations

The study has a few limitations. First, it relies on self-reported data, which can be influenced by social desirability bias. This bias occurs when participants respond in a way they think is socially acceptable, which might lead to overestimating motivation and productivity levels. To tackle this, the study ensures that anonymous and confidential responses encourage honest answers. Another limitation is the sample size and generalizability. The study includes about 200 employees and 20 managers from a single organisation, which limits how applicable the findings are to other organisations, especially those in different industries or sizes. To improve this, future research could increase the sample size and include several organisations across various sectors (Nikolopoulou, 2023). The study uses a cross-sectional design, meaning data is collected simultaneously. This design must be revised to establish causality between managerial motivational strategies and employee productivity. It only gives a snapshot that may not reflect changes over time. A longitudinal study design, which collects data over an extended period, more effectively captures the dynamic nature of motivation and productivity. Additionally, the survey items may cover only some aspects of motivation and productivity in different job roles and organisational contexts, resulting in incomplete data and overlooking critical factors influencing employee motivation and productivity.


5. Ethical considerations

Ethics in performance management is the practice of upholding a set of moral principles and values that guide the assessment and improvement of employee performance (Chatterjee, 2023). It involves ensuring that performance evaluations and enhancement processes are carried out fairly, just, and equitably while also considering the well-being and development of the employees. This entails being transparent, avoiding bias, respecting confidentiality, and providing constructive feedback to support ethical and effective performance management.
Organisations must maximise employee motivation while ensuring their efforts do not violate employees' rights or compromise their well-being. Motivational strategies empower employees, promote work-life balance, and create a healthy and supportive work environment. Prioritising employees' well-being enhances motivation and productivity and helps build a positive reputation, attract top talent, and show commitment to ethical business practices. Organisations must stay proactive and attentive as employee motivation evolves to create a motivated, engaged, and ethically responsible workforce.
Ethics must be considered in research methods to ensure responsible and trustworthy conduct. Vital ethical considerations include obtaining voluntary and informed consent from participants. This involves clearly and comprehensively explaining the study, including its purpose, procedures, risks, benefits, and the participant's right to withdraw at any time. To ensure ethical treatment of participants, it is essential that they are not forced or fooled in any way and that their participation is entirely voluntary (Castillo, 2018). Building trust with participants is paramount, as it ensures the integrity of the research and the well-being of the participants. Taking measures to protect them from any potential harm or stigmatisation is essential. Researchers must be conscientious about avoiding physical, psychological, social, or economic harm to participants. This includes the responsibility to minimise any potential risks and to ensure that the potential benefits of the research justify these risks.
Researchers should maximise the benefits of their research while minimising potential harm. This involves ensuring the research is conducted to generate valuable knowledge, promote the well-being of participants and society, and have a positive impact. It also means guaranteeing fair and equitable treatment of all participants, including selecting them fairly and ensuring that no group is unfairly burdened or left out from the potential benefits of the research.
6. 
Research Reliability and Validity

According to Scribbr (2022), reliability means how consistently a method measures something. It is reliable if it gives the same result every time you use it in the same way under the same conditions. Measuring validity means checking how accurately a method measures what it's supposed to. If research has high validity, it means the results match real properties and variations worldwide.
The mixed-methods study is designed to understand how managers motivate employees to increase productivity. This approach, which combines both quantitative and qualitative data, allows for a comprehensive exploration of the research question. The study will use an explanatory sequential design, starting with the collection of quantitative data through surveys, followed by the collection of qualitative data through semi-structured interviews. The target population includes employees and managers within a medium to large-sized organization, with a sample size of approximately 200 employees and 20 managers. We will use a stratified random sampling method to ensure that the sample is diverse and representative. This approach involves dividing the population into distinct groups, or strata, based on specific characteristics such as age, gender, or income level. Then, a random sample will be selected from each stratum, ensuring that every subgroup is adequately represented in the overall sample. This method helps provide a more accurate representation of the entire population and reduces sampling bias.
Reliability
The survey is divided into clear sections focusing on job satisfaction, managerial motivational strategies, and productivity. Each section contains easily understandable and specific statements for respondents.
Responses in the survey are based on a Likert scale (1 to 5). This scale provides a consistent metric for measuring perceptions and experiences. Respondents are asked to indicate their agreement or disagreement with specific statements, allowing for a nuanced understanding of their views. Interviews will follow a semi-structured format with a standardized set of questions for managers and employees. This will ensure that the same core topics are covered in each interview while allowing for flexibility in responses.
Validity
The survey and interview questions were created after thoroughly reviewing employee motivation and productivity literature. This guarantees that the questions are pertinent and encompass all aspects of the assessed concepts. Qualitative interviews offer deeper insights and aid in comprehending the underlying reasons and mechanisms behind the quantitative findings, thereby bolstering the validity of the concepts.




Appendices	


[bookmark: _Hlk170076599]Qualitative method  For Managers:
"Can you describe the strategies you use to motivate your employees?"
"How do you measure the effectiveness of these strategies?"
"What challenges do you face in motivating your team?"

Qualitative method  For Employees:
"How does your manager motivate you at work?"
"Which motivational strategies do you find most effective?"
"Can you share an example of a time when you felt particularly motivated at work?"


Employee Motivation and Productivity Survey
Instructions: Please indicate your level of agreement with each statement by circling the appropriate number on the scale from 1 to 5, where 1 means "Strongly Disagree" and 5 means "Strongly Agree."
Section 1: Job Satisfaction
1. I am satisfied with my current job role.
2. I feel valued by my organisation.
3. I enjoy the work that I do.
4. I have a good work-life balance.
5. I am satisfied with the opportunities for career advancement in this organisation.
Section 2: Managerial Motivational Strategies
1. My manager recognises my achievements regularly.
2. My manager provides constructive feedback on my performance.
3. My manager encourages professional development and training.
4. My manager sets clear and achievable goals for me.
5. My manager supports a collaborative and inclusive work environment.
6. I receive sufficient resources to perform my job effectively.
7. My manager trusts me to make decisions in my role.
Section 3: Productivity
1. I am able to meet my work deadlines consistently.
2. I feel motivated to perform my best at work.
3. I believe my productivity has increased over the past year.
4. I am efficient in completing my tasks.
5. I am proactive in addressing work-related challenges.
6. I often go beyond what is required in my job.
Scoring
· Each section can be scored separately or combined for an overall score.
· Job Satisfaction Score: Sum of items 1-5.
· Managerial Strategies Score: Sum of items 6-12.
· Productivity Score: Sum of items 13-18.
· Overall Score: Sum of all items (1-18).
Higher scores indicate greater perceived job satisfaction, effective motivational strategies, and self-reported productivity. 
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