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1. Rationale for the Study

The purpose of this research is to conduct a comprehensive examination of the methods and tactics that managers adopt to effectively encourage their employees and boost workplace productivity. Because motivated workers are more likely to be engaged, productive, and devoted to the aims of the organisation (Kumar, 2008), it is essential to have a solid understanding of methodologies that are effective in motivating people. This research has the potential to assist managers who are looking to improve their productivity and performance with significant insights by not only examining the theoretical foundations of employee motivation but also the actual implementations of motivating employees and to contribute to the current body of information on employee motivation and will provide managers with ideas that can be put into practice to create a work environment that is more engaged and productive of its employees.

1.1 Aims:


· To critically evaluate the strategies and approaches used by managers to motivate employees and increase workplace productivity in organizations.
· Evaluate the connection between employee motivation and productivity.
· Provide actionable recommendations for improving motivation and productivity.


1.2 Objectives:

· To examine the theoretical foundations of employee motivation and their relevance to contemporary workplace settings.
· To find and analyse the most effective motivational techniques used by managers to enhance employee productivity.
· To assess the impact of different motivational strategies on employee performance and organizational outcomes.
· To explore the challenges faced by managers in implementing and sustaining employee motivation initiatives.


.


1.3 Research Questions:

· What are the key theories and concepts underlying employee motivation in the workplace?
· Which motivational strategies are most employed by managers to increase employee productivity?
· How do different motivational approaches affect employee performance and organizational outcomes?
· What challenges do managers face in implementing and keeping effective employee motivation programs?
· How can managers adapt their motivational strategies to meet the changing needs and expectations of the modern workforce?

1.4 Literature Review: 

1.4.1 What is Motivation?

Motivation refers to “the reasons underlying behaviour” (Guay et al., 2010, p. 712)
Motivation can be defined as the combination of both internal and external factors that cause people's desire and energy to pursue a goal or to remain consistently engaged in a position, career, or subject (Lai, 2011).
Motivation psychologists study what an individual is doing, or their choice of behaviour; how long it takes before they start the activity, or their latency; how hard they work at it, or their intensity; how long they stay at it, or their persistence; and what they think and feel during or after the activity (Graham and Weiner, 2012
Extrinsic and intrinsic motivation are the two main categories. Personal fulfilment or the innate delight of the activity itself serve as the basis for intrinsic motivation, which originates within the person. For instance, someone might accept a hobby because it fulfils them and makes them happy. On the other side, extrinsic motivation is motivated by outside benefits like cash, accolades, or grades. For example, an employee may put in more time at work to get paid more or be promoted.
In the business, in school, and in one's own personal growth, motivation is essential. Motivated workers are more inventive, resolute, and productive at work, which raises job satisfaction and lowers attrition rates. Motivated students are more likely to take part in class activities, overcome obstacles, and succeed academically in learning environments.

1.4.2 Maslow's Hierarchy of Needs (1943)
The study of employee motivation has a rich theoretical foundation, with several key theories informing our understanding of what drives individuals in the workplace. Maslow's Hierarchy of Needs (1943) provides a fundamental framework for understanding human motivation, suggesting that individuals are motivated by different needs at various stages (Hopper, 2020). This theory has implications for managers in addressing both basic and higher-level employee needs to foster motivation (Altymurat and Saparow, 2021). 
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Maslow examined the needs theory to decide how human motivation stems from the satisfaction of basic wants (Dar and Sakthivel, 2022). According to the theory, man is a ravenous and hungry entity, which explains why he has demands that he always looks to satisfy. When someone successfully meets a need, that need ceases to be motivating for them, and they will then look for other needs to satisfy in the hopes of fulfilling those first needs. A behavioural pattern is only driven by a need that a person aspires to meet (Mustofa, 2022).
Maslow devised five sequential frameworks that categorised people's needs into distinct groups. These requirements are: 
· Physical safety and security needs (protection)
· Physiological needs (clothes, food, and shelter) 
· Social needs (connection with others) 
· Esteem requirements (getting recognition from others) 
· Needs for self-actualization (the drive for achievement or to leave a legacy (Henselian and Joel, 2023).


1.4.3 Herzberg's Two-Factor Theory
Frederick Herzberg, a psychologist, created Herzberg's Two-Factor Theory, sometimes referred to as the Motivation-Hygiene Theory, as a significant model of workplace motivation in the 1950s (Thant and Chang, 2021). The main finding of Herzberg's theory is that, rather than being opposites on a single continuum, satisfaction and dissatisfaction are distinct dimensions affected by various causes (Thant and Chang,2021).
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According to (Alfayad and Arif, 2017) Herzberg's theory holds significant implications for managers. It suggests that to develop a motivated and productive workforce, managers should concentrate on both removing sources of unhappiness (hygiene factors) and offering chances for growth and fulfilment (motivator factors).

Factors related to hygiene: These are external components of a job that, in their absence, may lead to discontent. Still, pleasure is not a guarantee while they are around. Salary, job security, working environment, corporate rules, and interpersonal interactions are a few examples. According to Herzberg, fixing these issues can stop unhappiness but won't actively inspire workers (Peramatzis and Galanakis, 2022).
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1.4.4 Critical Analyse of Maslow's Hierarchy of Needs Theory and Herzberg's Two-Factor Theory

Maslow's Hierarchy of Needs 
Despite its popularity, Maslow's Hierarchy of Needs theory is contested on several important grounds that call into question its applicability and validity. Maslow's method is criticised for lacking scientific rigour, which is one of the main points of controversy. His method placed a greater emphasis on qualitative techniques than empirical research, such as personal observations and biographical analysis, which raised concerns about the validity and generalizability of the theory (Yurdakul and Arar, 2023).
Another significant issue is the ethnocentric slant of the idea. Maslow's sample was limited in its applicability to a wide range of ethnicities and socioeconomic backgrounds because it was primarily made up of educated, white American men. People from collectivist civilizations or other cultural contexts may have wants and motives that are not well reflected by this Western, individualistic viewpoint (Taneva, 2023). Furthermore, several outliers and "reversals" seen in actual situations have called into question the hierarchical structure of demands. For example, people might put higher-level requirements like as self-actualization ahead of basic physiological demands, which would go against the central tenet of the theory (Rasli et al., 2022).
The theory is also criticised for the difficulties in deciding need satisfaction levels and the absence of precise, accepted definitions for need components.

Herzberg's Two-Factor Theory
Critics claim that Herzberg's approach may have had biases, especially in the use of the critical incident strategy. The results could be skewed if respondents attributed unfavourable experiences to outside forces and positive experiences to their own skills.
Oversimplifying: The theory has come under fire for oversimplifying the complicated nature of work happiness by classifying components into two categories: hygienic factors and motivators. Depending on the situation and individual variations, the same thing may function as both a motivator and a hygienic factor (Yousaf, 2020).
Cultural and Temporal Restrictions: Because Herzberg's theory was carried out in a particular historical and cultural milieu, its relevance in varied and contemporary organisational situations may be limited. Emerging theories of motivation might become more applicable as organisations change (Mohammed, 2021).


2. Methodology 

2.1 What is the Research Methodology?

Research Methodology is a crucial part of any scientific study or investigation. It refers to the systematic approach used to conduct research, encompassing the techniques, procedures, and strategies employed to collect, analyse, and interpret data to answer research questions or test hypotheses (Kumar, 2019).
The importance of research methodology cannot be overstated. Firstly, it ensures the reliability and validity of research findings by providing a structured framework that minimizes bias and errors. A well-designed method helps researchers clearly define their research questions, hypotheses, and aims, guiding the entire research process. Additionally, it allows other researchers to replicate the study, which is essential for scientific progress and the advancement of knowledge (Crotty, 1998)
There are three main types of research method: qualitative, quantitative, and mixed methods. 
Qualitative research focuses on collecting and analysing non-numerical data such as words, texts, and observations, aiming to gain a deep understanding of human behaviour, attitudes, and experiences.
Quantitative research, on the other hand, involves collecting and analysing numerical data, often using structured surveys, experiments, and statistical analyses to find patterns and relationships. 
Mixed methods research combines both qualitative and quantitative approaches to provide a more comprehensive understanding of research questions (Creswell and Creswell, 2018).
Choosing the proper research method depends on various factors, including the research objectives, the nature of the problem being investigated, and available resources. The method selected should be capable of answering the research questions effectively and efficiently. It's also important to consider ethical implications and ensure compliance with relevant guidelines when conducting research, especially when human subjects are involved (Neuman, 2014).


2.2 Ethical issues
When conducting research involving human participants, it is imperative to adhere to ethical principles to ensure the protection and respect of those involved.
Researchers must design their studies with integrity and transparency, clearly defining responsibilities and keeping accountability throughout the research process. Additionally, ensuring the reliability and validity of research findings is crucial for producing credible results fields (Pritha, 2018). (Rehman, 2016). This involves using high-quality measurement methods, selecting proper samples and maintaining consistency in data collection. Standardized questionnaires based on established theories, such as Maslow's Hierarchy of Needs, can help achieve correct and reliable data. By adhering to these ethical principles and methodological rigor, researchers can uphold the integrity of their studies and contribute valuable knowledge to their fields (Rehman, 2016).



2.3 Recommendations to enhance employee motivation and increase productivity

To enhance employee motivation and boost productivity, managers can adopt a multifaceted approach that addresses both intrinsic and extrinsic factors. Creating a positive work environment is essential; this includes not only a physically pleasant workspace but also a culture of respect, honesty, and support from management. Setting clear, attainable goals helps employees understand their roles and see how their efforts contribute to the organization’s success. Recognizing and celebrating achievements, whether big or small, fosters a sense of accomplishment and appreciation (Ali et al., 2020).
Empowering employees by giving them ownership of their tasks and encouraging problem solving can significantly boost their engagement and creativity. Providing regular, constructive feedback helps employees grow and feel valued, while also keeping them aligned with organizational goals. Offering opportunities for professional development and career advancement shows a commitment to their long-term success, which can be highly motivating. Flexible work arrangements, such as remote work options and flexible hours, can improve work life balance and reduce burnout, leading to higher productivity (Nwosu and Goodluck, 2020. Additionally, fostering open communication and actively seeking employee input ensures that they feel heard and valued, which can enhance their commitment to the organization. By implementing these strategies, managers can create a motivated, productive workforce that drives organizational success. (Guedes et al., 2021).
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Appendices

1.How long have you been working for your current employer?
· 0-3 years
· 3-6 years
· 6-10 years
· Over 10 years

2.How old are you?
· 18-34
· 35-44
· 45-54
· 55-64
· 
3.What is your current employment status?
· Full-time
· Part-time
· Zero hours-contract
· Contract Worker
· 
4.Do you have the necessary resources to perform your job effectively?
· Strongly Agree
· Agree
· Disagree
· Strongly Disagree
· 
5.Do you clearly understand what is expected of you in your role?
· Strongly Agree
· Agree
· Disagree
· Strongly Disagree
· 
6.Do you feel secure in your job?
· Strongly Agree
· Agree
· Disagree
· Strongly Disagree

7.How well do you feel you are compensated by your current employer?
· Excellent
· Above Average
· Average
· Below Average
· 
8.Is recognition of your work important to you, and does it impact your performance?
· Strongly Agree
· Agree
· Disagree
· Strongly Disagree

9.How often do you receive informal feedback on your performance?
· Never
· Once a year
· Once a month
· Weekly

10.Does the company provide opportunities for your professional and personal development?
· Strongly Agree
· Agree
· Disagree
· Strongly Disagree

11.Does the company support you in balancing your personal life with work?
· Strongly Agree
· Agree
· Disagree
· Strongly Disagree

12.How would you describe your relationship with your co-workers?
· Excellent
· Above Average
· Average
· Below Average

13.How would you describe your relationship with your immediate supervisor?
· Excellent
· Above Average
· Average
· Below Average
14.How would you describe your relationship with top management in your company?
· Excellent
· Above Average
· Average
· Below Average

15.Do you feel that the company values your work?
· Strongly Agree
· Agree
· Disagree
· Strongly Disagree

16.Does the company communicate its vision, strategy, and plans effectively to employees?
· Strongly Agree
· Agree
· Disagree
· Strongly Disagree

17.How satisfied are you with your current role and responsibilities?
· Very Satisfied
· Satisfied
· Neutral
· Dissatisfied
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