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1. [bookmark: _Toc169966326]Introduction
In this fast-moving world, employees remain considered an organizational asset. Employee's hard work, dedication, passion, sincerity, and loyalty toward their work enhance their work. However, this research is based on managers motivating employees to increase productivity at the workplace. Managers play a vital in developing employee's careers and motivating employees to the world in a better way. However, this study involves research questions and objectives to support this research. However, managers must employ strong communication and build healthy relationships in the organization which have a positive impact on employee performance. This study also integrates with employee retention, and effective strategies to enhance the employee's performance. 
2. [bookmark: _Toc169966327]Rational of the study
The impact of motivation to ears employees' performance has a positive influence in accomplishing organizational goals (Chua and Ayoko, 2021). This study highly emphasizes the performance metrics and measures the result before and after the implication of managerial practices. The research includes the behavior of managers at the workplace and how it will affect employee performance. However, finding out the role of the manager in developing the skills, knowledge, and awareness in employees to accelerate their performance. The findings of this research will be valuable in decision-making, policies in terms of benefiting employees, and future development for the organizations to maximize profit. 
3. [bookmark: _Toc169966328]Aims and objectives
This research aims to explore about managers motivate employees to enhance their productivity at work in an organization in the UK context. This research seeks to understand about motivation, encouragement, and engaging employees in the workplace (Jankelová et al., 2020). 
· To study the impact of motivation on employee performance.
· To explore the factors enhancing employee performance.
· To evaluate the effective strategies that managers must employ to accelerate employee productivity at the workplace.
· To provide recommendations for improving the managing strategies of managers which accelerate employee productivity. 
4. [bookmark: _Toc169966329]Research Questions
· What is the impact of motivation on employee performance?
· What are the effective strategies that managers must employ to accelerate employee productivity at the workplace?
5. [bookmark: _Toc169966330]Discussion of key literature linked to the research questions
5.1 [bookmark: _Toc169966331]Impact of Motivation and employees' productivity
The impact of manager motivation on employee performance has a significant influence on the organization's development and goals (Hajiali et al., 2022). Motivation factors include intrinsic and extrinsic, workplace culture, teamwork, job security, recognition, and personal growth. These factors enhance the motivation level of employees to increase their productivity at the workplace (Kumari et al., 2021). Subsequently, motivation is the fundamental aspect of reshaping the employee's behavior. In contrast, motivated employees at the workplace look towards freedom, peaceful working environment, and autonomy (Nuriman, 2021). Contradictory, unmotivated employees are dependent on other staff members, teammates, or the manager to help them accomplish their tasks. In addition, employee performance includes quality of work and attendance which shows much employees are punctual towards their work. The influence of manager motivation at the workplace has a significant impact on employee performance. The manager's role is to provide extensive knowledge about the things related to accomplishing the organizational goals. However, when a manager doesn't pay attention to employee performance, by not helping them in their work task, if an employee facing any challenge or problem while doing the task the manager must help them out. If the manager doesn't pay attention then this leads to dissatisfaction in employees and their performance decreases eventually (Fjendbo, 2021). 
However, manager can motivate their employees by integrating intrinsic rewards which include personal development, becoming excellence in their field Intrinsic rewards therefore are the motivating forces in the organization's work culture and can be tangible or intangible individuals gain intrinsic rewards from the work done or from the psychological satisfaction arising from accomplishments (Parashakti et al., 2020). These rewards are more closely aligned with an employee's values and interests, as well as the sheer pleasure of the job. This motivates the employees and is defined as the use of external means by the organization to encourage people. These rewards are concrete and at times, monetary, and their purpose is to promote compliance, as well as foreseeable results. Additionally, there should be provision of a consideration of the uses of intrinsic and extrinsic motivation in employee productivity (Shkoler, and Kimura, 2020).
5.2 [bookmark: _Toc169966332]Employee engagement and Employee retention 
Engagement is a concept that aims at the psychological state of employees in the workplace as well as the extent to which employees are willing to commit their time, energy, and creativity to the accomplishment of their work (Andreas, 2022). It is easier for organizations where employees feel they belong to the organizational family, know their goals and objectives, and can see their accomplishments helping the organization achieve its goals and objectives (Maryani et al., 2021). This has a positive effect on staff retention where for instance, staff members are faithful to the company and there are cases of people changing jobs. These types of employees are also willing to remain in the organization for a long time and work extra hard in their responsibility assignments to help shape a great company culture (Ann and Blum, 2020).
Employee retention is a paramount beneficiary of high engagement and commitment in the workplace (Oppong and Zhau, 2020). Reducing employee turnover has the effect of avoiding costs that are encountered in the process of recruiting, training, and economizing on a set of key performer workers (Riyanto et al., 2021). It is beneficial to have a stable team because it lets people with valuable information stay employed and improve their cohesiveness, which is crucial in the context of the project’s duration. In addition, retention is also fostered by nurturing employees through focusing on their growth needs, appreciation, and general satisfaction with their lives, including at the place of work (Efendi et al., 2020).
Effective motivation of managers is quite important as they will motivate their teams and encourage them to perform tasks effectively, fostering a culture of trust and respect (Ali and Anwar, 2021). These include timely and appropriate comprehensible communication, realistic goal setting, and positive feedback, which are all important elements of employee commitment. Having motivated managers themselves helps in modeling the behavior and, as effective scouts, assists in retaining talent (Saluy et al., 2022). 
5.3 [bookmark: _Toc169966333]Effective strategies to enhance employee performance
Managers should employ training, practical sessions, workshops, and seminars to increase awareness among the employees so that their performance may increase. However, Feedback can make the employees know areas that they are strong at and areas that need improvement. Positive feedback should be timely and overbid and should not refer to personality traits but action is taken. Also, acknowledging the performance and rewarding everyone herein contributes to increased morale and motivation among employees. Having structured and effective means and ways of recognition practice can be made systematic through the implementation of formal recognition programs. Employ performance management systems for evaluating, assessing, and systematically controlling the standard of employees. Performance reviews and personal development plans mean that there is a system in place that guides how progress is assessed and where the next goals should be set. These systems offer a framework for supervising and enhancing standards and results across the organization (Paais and Pattiruhu, 2020).
5.4 [bookmark: _Toc169966334]McClelland`s Motivational Theory
According to McClelland's need theory, these needs are developed through interactions with the world and experiences and are useful when you need to motivate a person in the workplace (Manzoor et al., 2021). The need for achievement is the drive to attain high standards and accomplish tasks; it looks for activities that are not too difficult but not too easy, necessitating ability and hard work. Individuals with high Achievement Motives need to operate in conditions in which they have full personal control over solutions ( Mareny, 2021).
The need for affiliation is characterized by the eagerness to establish friendly and close relationships with other people (Nguyen et al., 2020). This means that those with a high need for affiliation are those who need acceptance from other people and they do work best when grouped. These people avoid conflict intrinsically and tend to be overly conscious of other people's attitudes towards them (Dangol, 2021). The need for power is divided into two types: emotional power, which is the desire to dominate others, and structural power, which is the need to guide, coordinate, and mobilize the efforts of the organization and its members for the latter’s benefit. The self-need of power refers to the disposition towards gaining dominance in a given environment and other people (Rivaldo, 2021).
5.5 [bookmark: _Toc169966335]Maslow’s Hierarchy of Needs
In Maslow's hierarchy of needs, human motivation is presumed to be based on a series of needs, which are before and predominating over other needs (Al-kharabsheh et al., 2022). The hierarchy is usually illustrated with five successive stages depicted in the form of a pyramid. The first tier or need is the physiological need, which is the requirement of necessities in life including food, water, and shelter. After these have been achieved, the person strives to attain psychological needs of safety, both physical and financial, and protection from diseases (Girdwichai, and Sriviboon, 2020). The third level of Maslow’s hierarchy is its social level which in particular includes the need to love and belong. The fourth level is esteem needs which are self-esteem, self-discipline, status, and recognition. Satisfying these needs leads to a feeling of satisfaction and confidence improvement within the person (Kuswati, 2020). 
Therefore, we have self-actualization at the zenith of the pyramid which entails the human striving for the actualization of individual potential for self-fulfillment. According to Maslow's need theory, basic needs dominate and create a reason for a person to act once the need is fulfilled then the higher-order needs. This framework enables comprehension of human inspiration and is broadly utilized in several career sectors such as psychology, business, and education to evaluate and manage people's necessities and inspirations (Kurniasih et al., 2022).
6. [bookmark: _Toc169966336]Methodology 
In this section of research, the Research philosophy will be positivism in which the quantitative method will be used. However, a deductive approach will be employed in this research. Primary data will used, and the research technique will be non-probability sampling in which a convenience sampling style will be implemented (Forson et al., 2021). Data collection will be executed by the distribution of online surveys to the targeted audience. Statistical interference will include regression, correlation, and linear tests will be run using SPSS software with interpretation to analyze the raw data. 
7. [bookmark: _Toc169966337]Ethical behavior and consideration
This research highly focuses on the ethical behavior of the participants for this research. Researchers must comply with several ethical constraints, particularly when gathering data from sources. The primary data-gathering approach raises the researchers' duty to evaluate all relevant ethical considerations (Kalogiannidis, 2021). One of the most important components of these ethical issues is maintaining the anonymity of the respondents; this is a crucial and ethical requirement that the researchers must meet (Mareny, 2021). The respondents should be informed about the research purpose and its usage, and the researcher must respect the respondents' privacy. In the context of the current study, respondents were pre-informed about the research's purpose and data use; it was communicated that participation in the study is voluntary, and respondents' private information would be protected. The respondents have signed the consent form to confirm their voluntary involvement in the study and the data will be kept secure from unauthorized access by saving it in a password-protected system storage disk (Nugroho et al., 2020). 
8. [bookmark: _Toc169966338]Findings of the research
The findings will reflect whether there is a positive or negative influence on manager motivation toward employee performance. The findings will show the relationship between managers and employees and how this impacts productivity. However, the findings will show a graphical representation with its interpretation of how much participants respond to the questions (Alsuwaidi et al., 2021). 
9. [bookmark: _Toc169966339]Conclusion
This study was based on manager motivation towards employee performance at the workplace in the UK context. However, this study highly emphasizes on the employee's working conditions and the role of managers in the workplace. Manager can motivate their employees by integrating intrinsic rewards which include personal development, and becoming excellent in their field Intrinsic rewards therefore are the motivating forces in the organization's work culture and can be tangible or intangible individuals gain intrinsic rewards from the work done or from the psychological satisfaction arising from accomplishments. Two theories are implemented Maslow’s Hierarchy of Needs and McClelland`s Motivational Theory to support this research. 
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11. [bookmark: _Toc169966341]Appendix
[bookmark: _Toc169966342]Questionnaire 
Demographics
1. Age
· 18-25
· 26-35
· 36-45
· 46 onwards
2. Gender
· Female 
· Male
3. Income
· 25k to 40k
· 41k to 50k
· 50k to 75k
· 75k onwards
4. In which department do you work?
· Sales
· Marketing
· Finance
· Human Resources
· IT	
· Operations
5. How long have you been working in this organization?
· Less than 1 year
· 1-3 years
· 4-6 years
· 7-10 years
· More than 10 years 
6. What methods do you use to recognize and reward employee achievements?
· Bonuses
· Promotions
· Public recognition
· Private recognition
· Awards
7. Do flexible working hours, remote work options, and paid leaves have a positive impact on employee performance? 
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
8. How effectively do your managers communicate organizational goals and expectations to your team?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
9. Do your managers set clear and specific goals for your team?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
10. Does the workplace environment affect your performance?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree
11. Does your manager support your team in accomplishing the task?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree

12. Does the manager at your organization provide incentives and other promotion activities to motivate their employees?
· Strongly Agree
· Agree
· Neutral
· Disagree
· Strongly Disagree

