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1.0 Introduction
Remote work, commonly known as telecommuting or teleworking, occurs when employees perform their job responsibilities outside of a traditional office setting, typically from their residences or other distant locations. This arrangement relies on technology to enable employee communication and enable them to fulfil their duties efficiently (Agile.Org.UK, 2023).
Throughout 2020, companies were in a state of change, creating people management plans to deal with a crisis that had disrupted an entire system, leaving organisations to handle internal issues independently (Ripamonti et al., 2020). Managers face various challenges in remote work, such as adapting to a lack of in-person supervision, dealing with a perceived or actual absence of information about employees' day-to-day work, addressing issues like employee distractions at home, and dealing with the increasing challenges of workplace isolation (Gleeson, 2020). 
Managing the performance of underperforming employees who work from home also presents challenges for managers. The research indicated that poor performance was linked more to compatibility and motivation rather than remote work.
The legal framework of employment relations has become more vital as organisations explore new hybrid setups. Remote work has been part of organisational administrative policies for some time; around 60% of organisations have a formal work-from-home policy (Hopkins and Bardoel, 2020). Organisations must ensure the safety of remote workers. In addition to ergonomic workspaces, there is an increasing focus on psychosocial aspects, particularly technostress. Organisations must consider research in this area for the well-being of the remote workforce (Kniffin et al. 2021, p. 63). 











2.0 Research Aim
Critically evaluate how managers motivate remote workers to increase organisational productivity and performance.
2.1 Objectives 
· To identify vital motivational strategies used by managers for remote workers.
· To assess the effectiveness of these strategies on remote employee performance.
· To explore remote workers' perceptions of motivational practices.
· To provide recommendations for improving motivational techniques for remote workers.
2.2 Research Questions 
1. What are the most common motivational strategies managers employ for remote workers?
2. How do these approaches impact the productivity and performance of employees working remotely?
3. What are remote workers' perceptions of the motivational techniques used by their managers?
4. What improvements can be made to current motivational practices for remote workers?
3.0 Literature Review
The two theories, self-determination theory (SDT) and Herzberg's two-factor theory can help us understand why some employees are more productive when working from home. However, not all employees feel they have the autonomy, abilities, and connections they need, which can affect their motivation. Herzberg's theory explains how physical and psychological issues can impact those working from home. Therefore, in the future, a mix of working from home and working in the office might be the best choice, especially for jobs focused on specific tasks. (Sonnenschein et al., 2022).
Leaders face challenges when managing remote employees due to motivation and communication barriers and the distribution of workers. Managing people through technology demands a significant effort to combine leadership and management functions. Providing employees with independence and decision-making power keeps them engaged and involved, enhancing productivity. (Gaines, 2018).
The remote work strategies suggested for managers involve establishing precise performance indicators that can accommodate flexible work practices, such as achieving predefined objectives, developing efficient collaboration, and converting work into productivity. The strategy emphasises the importance of ongoing performance conversations and a collaborative management approach for remote work (Hickman and Maese, 2021)
The literature in the post-pandemic era has presented diverse findings on whether remote work leads to increased or decreased productivity among employees. A study based on an experiment that collected quantitative data involved call centre employees working from home four days a week and spending one day in the office. The researchers discovered a 13% increase in performance, which stemmed from a 9% rise in the number of minutes worked per shift, attributed to taking fewer breaks and less time off. The remaining 4% came from handling more calls during their shift. The experiment revealed a 22% increase in performance when employees were given the flexibility to choose their work location. Low-performing employees improved after returning to the office, while high-performing employees who worked from home excelled. Additionally, remote workers contributed 5 hours per week, increasing productivity due to heightened work motivation (Williamson et al. 2021).
Research in the field of remote work needs further exploration. This includes understanding the impact of new working methods on organisations, assessing the productivity of remote work in the public sector, exploring the impact of remote work on workplace culture, teams, and careers, and understanding knowledge sharing in different workspaces. Additionally, there is a need to explore how to maintain positive aspects of teamwork and understand the impact of digitisation and increased ICT use on work processes. A comprehensive longitudinal research program is required to address these gaps (Gouldsberry, 2023).

4.0 Research Methodology:
A mixed-methods approach would be the most suitable. Here is a justification for this choice and its relevance to the research questions:
4.1 The Strengths of Both Approaches:
Quantitative Methods: Can be used to gather and assess numerical data regarding employee productivity and the frequency of various motivational approaches. For instance, surveys can measure the number of employees motivated by specific methods and how these methods relate to productivity measures.
Qualitative Methods: This research aims to delve deeply into employees' abilities and experiences of remote work, and the strategies managers use to oversee remote teams. Interviews will be conducted to unearth specific, detailed insights into the nuanced factors that influence the effectiveness or ineffectiveness of different motivational strategies in remote work (Denscombe, 2021, p. 47).




4.2 Relevance to Research Questions:
Q1: Quantitative survey data can help measure and identify how often different strategies are used. The qualitative research method involves conducting interviews for in-depth exploration and detailed descriptions of the strategies and how they are implemented.
Q2: Quantitative: Charts can measure productivity and performance metrics changes in response to specific approaches. Qualitative: Interviews can provide an appropriate understanding and personal accounts of how these strategies impact work performance.
Q3: Quantitative: Investigations can help gather various views from a larger sample size. Qualitative: Interviews can uncover deeper feelings and attitudes towards these motivational techniques.
Q4: Quantitative: Studies can identify statistically significant trends and areas needing improvement. Qualitative: Questions can gather specific suggestions and detailed employee feedback (Chali et al., 2022).
4.3 Benefits of Mixed-Method Approach
According to Johnson et al., mixed method research is “a class of research where the researcher mixes or combines quantitative and qualitative research techniques, methods, approaches, theories and or language into a single study. To have diverse outlooks and viewpoints” (Vrontis et al., 2023).
Combining quantitative and qualitative data improved the understanding of motivational strategies for remote workers. Triangulating data from multiple sources also increases the validity and reliability of the findings. The qualitative data will provide background and depth to the quantitative findings, making the results more usable for managers seeking to improve their motivational practices (Wasti et al., 2022).
4.4 Data Collection Method
To understand remote workers, a semi-structured interview approach is used. This method involves creating interview questions that allow flexibility and exploration while focusing on key themes and patterns. The aim is to uncover a valuable understanding of how managers motivate remote workers and what challenges the workers face to increase productivity and performance (Pondo, 2022).
The study's target population comprises remote workers from various organisations. To ensure a diverse range of perspectives, participants were selected using purposeful sampling, which involves deliberately choosing individuals who acquire specific characteristics or experiences relevant to the research objectives. To obtain dependable results, it is essential to have a range of (15-20) participants who can be interviewed, ensuring that the data is thorough and complete (Hensen et al. 2021).
5.0 Ethical Considerations
Informed consent ensures that potential participants understand all essential information to decide whether to participate, including details about the study’s benefits, risks, funding, and institutional approval.
Participants are usually provided with a text to review and are allowed to ask questions before signing the consent form. However, this approach may not be sufficient for particularly vulnerable individuals or those with limited English proficiency or low literacy. In such cases, explaining the consent form verbally or providing translations is crucial to ensure complete understanding (Denscombe, 2021, pp.22-25).
Confidentiality is paramount in research. It involves knowing participants' identities while protecting their personal information. Efforts should be made to secure and protect data to prevent privacy breaches. Access to the data should be limited to approved researchers following specific data privacy protocols.
Assessing all potential sources of harm to participants, including psychological, social, physical, and legal harm, is essential. Considering these potential risks is critical in developing specific strategies to minimise them. It's necessary to consult with the manager to consider steps for harm reduction and disclose all possible risks to participants to obtain informed consent. Be prepared to provide access to resources, counselling, or medical services if needed (Bhandari, 2022).
Reliability and Validity
5.1 Reliability 
To ensure reliable research findings, it's important to conduct a pilot test of interview questions, administer surveys in a standardised manner, develop a detailed interview protocol, provide comprehensive interviewer training, give clear instructions to participants, and maintain detailed records of all data collection stages. These steps enhance the reliability and consistency of research findings for future studies. (Shortcuts TV, 2018)
5.2 Validity
When conducting a study, it's important to ensure validity by using tested interview questions and collecting data from multiple sources. Methodological triangulation using different data collection methods strengthens the study's validity. Additionally, using a sampling method representing the broader population increases external validity. Designing the survey for replication in different settings verifies the relevancy of the findings. Lastly, obtaining participant feedback on question relevance and clarity bolsters the credibility and applicability of the results (ResearchGate, 2024).


6.0 Interview Section
6.1 The Purpose
The interview aims to gather perceptions on how managers motivate remote workers to increase productivity and performance. Specifically, it seeks to understand motivational approaches, measure their effectiveness from the perspective of remote workers, explore personal experiences and challenges, and identify areas for improvement. This will help develop a comprehensive understanding of motivational practices in remote work settings and provide actionable understandings for improving management strategies (Jamshed, 2014).
6.2 Demographic Information
To understand the effects of managerial strategies on the motivation and productivity of remote workers, it is essential to gather various demographic details from the participants. This includes identifying the age range of participants to recognise potential generational variations in remote work experiences and preferences. Additionally, collecting gender information will enable the investigation of potential gender-related patterns in how motivational strategies are perceived. Knowing the respondents' roles or job titles is vital to understanding how motivational needs and responses vary across job functions. Understanding the specific department or team participants belong to will provide insight into whether different areas within the organisation have varying experiences with remote work (Ruslin, 2022).
Furthermore, considering the total professional experience and current position tenure can help evaluate if experience level influences perceptions of remote work. Analysing the impact of different remote work schedules on motivation, such as full-time, part-time, and flexible arrangements, will also be essential. Similarly, understanding the technologies and tools used for remote work can help identify their effect on motivation and productivity. Additionally, collecting data on the physical work environment will provide insights into how different work settings affect employee motivation. It's important to gather demographic information to ensure a varied and inclusive sample for a complete analysis of the factors that impact the motivation and productivity of remote workers (SmartSurvey, 2024)







7.0 Conclusion
In conclusion, this research proposal broadly evaluates how managers motivate remote workers to increase productivity and performance. The study employs a mixed-methods approach to explore the challenges and opportunities introduced by the change to remote work, accelerated by the COVID-19 pandemic. 
A detailed literature review focusing on Self-Determination Theory (SDT) and Herzberg’s Two-Factor Theory aims to understand motivational drivers and barriers for remote workers. The proposed research methodology incorporates surveys and semi-structured interviews to capture various perspectives and experiences. Ethical considerations are paramount, with measures in place to safeguard informed consent, confidentiality, and the minimisation of potential harm to participants. 
The study emphasises reliability and validity to ensure consistent, accurate, and applicable research findings. It ultimately aims to provide actionable insights for managers seeking to enhance the motivation and performance of their remote teams and contribute to the existing body of knowledge on remote work. The study also aims to provide practical recommendations for improving managerial practices in remote work settings and developing models that balance the benefits of remote work with effective management and support. 
















8.0 Appendices
Questionnaire
Please indicate your level of agreement with the following statements
(1) My manager employs effective methods to motivate me while working from home.
Strongly Agree 
Agree 
Neither Agree nor Disagree 
Disagree 
Strongly Disagree

(2) The motivational approaches used by my manager are successful in sustaining my drive and efficiency.
Strongly Agree
Agree 
Neither Agree nor Disagree
Disagree
Strongly Disagree
(3) I encounter difficulties maintaining motivation while working from home.
Strongly Agree 
Agree 
Neither Agree nor Disagree 
Disagree 
Strongly Disagree
(4) I frequently contact my manager and team when working remotely.
Strongly Agree 
Agree 
Neither Agree nor Disagree 
Disagree 
Strongly Disagree
(5) I use communication tools such as email, video calls, or chat applications for work purposes.
Strongly Agree 
Agree
Neither Agree nor Disagree
Disagree 
Strongly Disagree

(6) I have a significant amount of freedom in my role when working from home.
 Strongly Agree
 Agree
Neither Agree nor Disagree 
Disagree 
Strongly Disagree

(7) My manager’s behaviour and policies have empowered me.
Strongly Agree, 
Agree,
Neither Agree nor Disagree, 
Disagree, 
Strongly Disagree

(8) My manager effectively acknowledges and compensates my accomplishments and hard work while working from a distance.
Strongly Agree, 
Agree, 
Neither Agree nor Disagree, 
Disagree, 
Strongly Disagree

(9) I am satisfied with the recognition and rewards I receive for my work.
Strongly Agree 
Agree
Neither Agree nor Disagree
Disagree 
Strongly Disagree

(10) Remote work positively impacts my work-life balance.
Strongly Agree
Agree
Neither Agree nor Disagree 
Disagree 
Strongly Disagree

(11) My manager actively promotes a healthy work-life balance.
Strongly Agree
Agree 
Neither Agree nor Disagree
Disagree 
Strongly Disagree

(12) My manager encourages a strong sense of teamwork and cooperation among remote employees.
Strongly Agree
Agree 
Neither Agree nor Disagree 
Disagree
Strongly Disagree

(13) My manager provides sufficient professional development and growth opportunities.
Strongly Agree
Agree 
Neither Agree nor Disagree 
Disagree 
Strongly Disagree
(14) The company's technology resources and platforms are satisfactory for productive remote work.
Strongly Agree 
Agree 
Neither Agree nor Disagree 
Disagree 
Strongly Disagree
(15) Does my manager handle any technical challenges I face while working remotely?
Strongly Agree 
Agree 
Neither Agree nor Disagree 
Disagree 
Strongly Disagree
(16) Are there additional strategies that my manager could implement to better support my motivation and productivity while working remotely?
Strongly Agree
Agree 
Neither Agree nor Disagree
Disagree 
Strongly Disagree
(Dovetail, 2023).
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