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Rationale for the study
Employee motivation is a fundamental aspect of organizational behavior, directly influencing productivity, job satisfaction, and overall business performance. As Armstrong (2020) notes, effective human resource management practices are crucial for fostering a motivated and productive workforce. This research focuses on Tesco, one of the largest retail chains globally, to explore how its managers motivate employees to boost productivity. 
This topic is particularly worthy of an undergraduate dissertation because it integrates key management theories with practical applications in a real-world setting. Analyzing how a leading retailer like Tesco implements motivational strategies allows for the exploration of theoretical concepts such as Maslow's Hierarchy of Needs, Herzberg's Two-Factor Theory, and Deci and Ryan's Self-Determination Theory in a practical context. This research contributes to academic knowledge and offers practical recommendations for managers to enhance employee motivation and productivity. Given the current economic climate and challenges in the retail industry, this study is timely and relevant.
[bookmark: _Int_y8mPc2p2]Tesco, founded in 1919 by Jack Cohen, has evolved into a global retail giant with over 6,800 stores and half a million employees worldwide (Tesco PLC, 2024). As a major employer, Tesco faces the ongoing challenge of maintaining high levels of employee motivation and productivity.
[bookmark: _Int_Flh8nWDq]The retail sector is characterized by high employee turnover, fluctuating customer demands, and the need for consistent service quality. These challenges necessitate effective motivational strategies to ensure that employees remain engaged, satisfied, and productive. Managers play a crucial role in implementing these strategies, making their approach to motivation a key area of interest for both academic research and practical application.
[bookmark: _Int_xvzxd9Et]The justification for this research lies in the critical role that employee motivation plays in organizational success, particularly in the retail sector. Several key theories provide the foundation for understanding motivation:
· Maslow's Hierarchy of Needs (1943): Employees are motivated by fulfilling a hierarchy of needs, from physiological needs to self-actualization. In retail, this translates to fair wages, a safe working environment, opportunities for advancement, and recognition.
· Herzberg's Two-Factor Theory (1968): Identifies hygiene factors (e.g., salary, work conditions) that prevent dissatisfaction and motivators that enhance satisfaction. Understanding how Tesco balances these factors can reveal effective motivational practices.
· Self-Determination Theory by Deci and Ryan (1985): Emphasizes the importance of intrinsic and extrinsic motivation, highlighting how autonomy, competence, and relatedness contribute to employee motivation and well-being. Analyzing Tesco's practices through this lens can provide insights into how the company fosters a motivated workforce.
· Vroom's Expectancy Theory (1964): Posits that employees are motivated by their expectations of their efforts' outcomes. Applying this theory to Tesco involves exploring how employees' perceptions of their roles, efforts, and rewards impact their motivation.
Existing literature highlights the importance of aligning motivational strategies with organizational goals and employee expectations. Studies by Gagne and Deci (2005) emphasize the need for intrinsic motivation to foster long-term commitment and job satisfaction. Reports by the Chartered Institute of Personnel and Development (CIPD, 2020) underscore the role of effective leadership in enhancing employee engagement and productivity.
This study fills a critical gap by assessing how motivational theories apply in large retail settings like Tesco. It aims to evaluate Tesco's motivational strategies to offer practical insights for both academics and managers. By focusing on Tesco, this research will comprehensively evaluate how managers enhance productivity through employee motivation, providing actionable recommendations for improving engagement and performance in similar organizations.

RESEARCH OBJECTIVES and RESEARCH QUESTIONS
This research aims to evaluate how Tesco managers motivate employees to enhance productivity. It will be:
1. Identify Motivational Strategies: Categorize and align strategies with motivational theories.
2. Assess Impact on Productivity: Analyze correlations and employee perceptions.
3. Explore Challenges: Identify obstacles and their impact on strategy success.
4. Provide Recommendations: Offer practical improvements and new strategies.
Research Questions:
5. What motivational strategies do Tesco managers use?
6. How do these strategies affect employee productivity?
7. What challenges do Tesco managers face in motivation?
8. How can Tesco improve motivational strategies?

Methodology:
 The research will follow a comprehensive approach combining literature review, surveys, and interviews. A literature review will provide a theoretical foundation by examining existing theories and identifying gaps in their application within the retail sector. Quantitative data will be collected through surveys distributed to a broad sample of Tesco employees, while qualitative insights will be gathered from semi-structured interviews with selected managers and employees. Data analysis will include statistical analysis of survey responses to identify correlations and thematic analysis of interview data to extract deeper insights. Based on the empirical data and theoretical frameworks, actionable recommendations will be developed to enhance Tesco's motivational strategies.
LITERATURE REVIEW
Maslow's Hierarchy of Needs
Maslow, A. H. (1943). A theory of human motivation. Psychological Review, 50(4), 370-396.
Maslow's hierarchy of needs is a fundamental theory in understanding employee motivation. The theory shows that human needs are arranged in a hierarchy: physiological, safety, social, respect and self-fulfillment. This research will explore how Tesco managers address these needs to motivate employees, ensuring basic needs are met and providing growth opportunities (Navy, 2020).
Herzberg's Two-Factor Theory
Herzberg, F. (1968). One more time: How do you motivate employees? Harvard Business Review.
Herzberg's Two-Factor Theory distinguishes between hygiene factors, which prevent dissatisfaction, and motivators, which promote job satisfaction (Thant, 2021). The study will analyze how Tesco balances these factors to maintain a motivated workforce, with hygiene factors including salary and work conditions, and motivators involving recognition and advancement opportunities.
Self-Determination Theory (SDT)
Deci, E. L., & Ryan, R. M. (1985). Intrinsic motivation and self-determination in human behavior. Springer Science & Business Media. Gagne, M., & Deci, E. L. (2005). Self-determination theory and work motivation. Journal of Organizational Behavior, 26(4), 331-362.
SDT emphasizes the importance of intrinsic motivation, driven by autonomy, competence, and relatedness (Gagne, 2022). This theory will evaluate how Tesco managers create environments that foster intrinsic motivation, providing meaningful work, skill development opportunities, and a sense of community.
Vroom's Expectancy Theory
Vroom, V. H. (1964). Work and motivation. Wiley.
Vroom's Expectancy Theory suggests that motivation is influenced by the expectation that effort will lead to desired performance and outcomes (Lokman, 2022). This theory will guide the research in understanding how Tesco employees perceive the link between their efforts, performance, and rewards, and how managers can strengthen these perceptions.
Employee Engagement and Motivation Reports
Chartered Institute of Personnel and Development (2019). Employee Engagement and Motivation: Research Report.
[bookmark: _Int_MNOaKXrd]The CIPD report provides contemporary insights into employee engagement and motivation trends, highlighting effective practices and common challenges (CIPD, 2019). This research will benchmark Tesco's practices against industry standards and identify areas for improvement.
Organizational Strategic Plans
Tesco's strategic plans and annual reports offer insights into its goals, values, and initiatives concerning employee motivation and productivity (Tesco PLC, 2024). Analyzing these documents will help contextualize how motivational strategies align with Tesco's organizational objectives.
Existing research underscores the pivotal role of managerial strategies in boosting productivity through employee motivation. While theoretical frameworks are extensive, empirical studies on their practical application in large retail settings like Tesco are lacking. This research aims to address this gap by evaluating Tesco's motivational strategies and their impact on productivity.
Drawing from foundational theories by Maslow, Herzberg, Deci, and Vroom, this study integrates these frameworks with contemporary reports to comprehensively understand employee motivation. By providing empirical evidence from Tesco, the research aims to offer actionable recommendations for enhancing motivation and productivity in the retail sector.
 

SUMMARY OF RESEARCH – SURVEY METHOD
1. Quantitative Method: Surveys
Surveys will be used to gather quantitative data from Tesco employees and managers, focusing on intrinsic and extrinsic motivation factors, perceived managerial support, and the effectiveness of motivational strategies. The design will include Likert-scale questions to measure perceptions and experiences related to motivation and productivity, and demographic questions to capture age, tenure, and job role (Taherdoost,2022). Surveys will be distributed electronically via email and the company's internal communication platform for broad and convenient access.
2. Qualitative Method: Semi-Structured Interviews
[bookmark: _Int_ttOoakgt]Semi-structured interviews will be conducted with selected managers and employees to gain deeper insights into the motivational strategies at Tesco and their implementation challenges (Ruslin, 2022). Open-ended questions will explore personal experiences, specific managerial strategies, challenges, and suggestions for improvement (Marshall, 2022). Purposive sampling will ensure a diverse representation of roles, departments, and levels within the organization.
Rationale for Methods
Surveys allow for data collection from many respondents, providing a comprehensive understanding of employee motivation across Tesco. Quantitative data helps identify trends and patterns for generalizable findings. Standardized questions ensure consistency in responses, facilitating comparisons across groups and time periods, and highlighting areas where strategies are effective or need improvement. Semi-structured interviews allow for in-depth exploration of topics, providing nuanced insights that quantitative data alone might not reveal. The qualitative data complements the survey findings, offering a comprehensive view of motivational dynamics. Combining quantitative and qualitative methods leverages the strengths of both approaches, ensuring a holistic understanding of how managers motivate employees at Tesco.

 
SUMMARY OF SAMPLING FRAMEWORK
1. Tesco Employees
The survey will target a diverse range of Tesco employees, including frontline staff, supervisors, and department managers from various stores. This approach ensures a comprehensive view of motivational strategies and their effectiveness across various levels and departments.
2. Tesco Managers
Semi-structured interviews will target managers at various levels, including store, department, and regional managers. These individuals implement motivational strategies and can provide insights into their challenges and successes.
Sampling Technique
1. Stratified Random Sampling for Surveys
Stratified random sampling will divide the employee population into subgroups based on job role, department, and location, ensuring balanced representation and generalizable findings.
2. Purposive Sampling for Interviews
Purposive sampling will select interview participants based on their experience and involvement in motivational practices at Tesco, ensuring diverse and valuable insights.
Rationale for Sample Selection

Employees: Including employees from various roles and departments captures a wide range of perspectives on motivational strategies and their impact on productivity, providing a comprehensive understanding across job functions. Employees are the primary recipients of motivational strategies, making their feedback crucial for evaluating these strategies' effectiveness and impact on productivity and engagement.
Managers: Managers design and implement motivational strategies, making their insights essential for understanding the rationale behind these strategies and the challenges in motivating employees. Managers offer both strategic views on motivation policies and practical insights into their day-to-day implementation, helping to identify best practices and areas for improvement.


ETHICAL ISSUES
Ensuring ethical behavior in research activity is paramount to maintaining the integrity, trustworthiness, and credibility of the study (Contreras, 2021). This proposal incorporates several measures to uphold ethical standards throughout the research process.
Firstly, informed consent is a crucial aspect. Participation in the study will be entirely voluntary, ensuring that individuals can choose to participate or withdraw without any repercussions. Detailed consent forms will be provided to all participants, explaining the study's purpose, procedures, potential risks, and benefits. Participants will be required to sign these forms, indicating their understanding and agreement to participate.
Confidentiality and anonymity will be rigorously maintained to protect participant privacy. Personal data collected during the research will be securely stored and kept confidential, with access restricted to authorized personnel only. Results will be reported in an anonymized manner, ensuring that individual participants cannot be identified from the published findings. This practice minimizes the risk of harm and safeguards participant privacy.
To avoid harm, the survey and interview questions will be designed to minimize psychological distress. Participants will have the option to skip any questions they find uncomfortable. Additionally, after participation, a debriefing session will be conducted to explain the study's outcomes and address any concerns participants may have, ensuring they understand their contribution to the research.
The research proposal will be submitted for review by an Institutional Review Board (IRB) to ensure that it meets ethical standards. The IRB will assess the study's methodology, consent processes, and measures for protecting participants. The study will adhere to established ethical guidelines and principles, such as those outlined by professional organizations and academic institutions, ensuring respect and integrity in the research process.
 Reliability and Validity of Findings
To ensure the reliability and validity of the findings, the research will employ robust methodological approaches and rigorous data analysis techniques.
Reliability will be ensured through consistency in data collection. Standardized procedures will be used for data collection, with surveys utilizing Likert-scale questions that are pre-tested to ensure they reliably measure the intended variables (Kurzhals, 2021). A pilot test of the survey instrument will be conducted to identify and rectify any issues, ensuring that the questions are clear and consistently interpreted by respondents. Additionally, interviewers conducting semi-structured interviews will receive training to ensure consistency in how questions are asked, and responses are recorded, reducing interviewer bias.
Validity will be addressed through multiple strategies. The survey and interview questions will be designed based on established theories and literature, ensuring they adequately cover the research topics and accurately measure the constructs of s of interest (Osuagwu, 2020). The study will use well-established theories, such as Maslow's Hierarchy of Needs and Herzberg's Two-Factor Theory, to frame the research questions and hypotheses, ensuring that the constructs being measured are theoretically grounded. Triangulation will be employed by combining quantitative and qualitative methods (surveys and interviews), providing a comprehensive view of the research problem, and enhancing validity by cross-verifying information from multiple sources.
Data analysis will be conducted using rigorous techniques to ensure objective and thorough examination of the data. Quantitative data from surveys will be analyzed using statistical techniques to identify correlations and patterns. Qualitative data from interviews will be analyzed thematically to identify common themes and insights, providing a deeper understanding of the motivational strategies and their implementation challenges. Reliability tests, such as Cronbach's alpha, will be conducted to ensure internal consistency of the survey instruments.
Generalizability will be enhanced by employing representative sampling techniques. Stratified random sampling for surveys and purposive sampling for interviews will ensure a representative and diverse sample, improving the generalizability of the findings across various levels and departments within Tesco.
To further ensure rigor and validity, the research design, methodology, and findings will be reviewed by academic and industry experts. Participants will also provide feedback on the research process, which can be used to refine the methodology and improve future research.
By incorporating these measures, the research will ensure ethical behavior, protect participant rights, and produce reliable and valid findings that can provide valuable insights into how Tesco managers motivate employees to enhance productivity.
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APPENDICES
Survey Questionnaire for Tesco Employees
Section A: Demographic Information
 What is your age?
a. Under 25
b. 25-34
c. 35-44
d. 45-54
e. 55 and above


What is your gender?
a. Male
b. Female
c. Prefer not to say

What is your current role at Tesco?
 a. Cashier
b. Sales Associate
c. Stock Clerk
d. Department Manager
e. Other (Please specify)

How long have you been employed at Tesco?
 a. Less than 1 year
b. 1-3 years
c. 3-5 years
d. 5-10 years
e. More than 10 years

Section B: Motivation and Productivity

On a scale of 1 to 5, how motivated do you feel in your current role? (1 being not motivated at all, 5 being extremely motivated)
A)1
B)2
C)3
D)4
E)5

What motivates you the most at work? (Select all that apply)
 A) Salary/Compensation
B) Job Security
C) Recognition and Appreciation
D) Opportunities for Advancement
E) Work-Life Balance
F) Positive Work Environment
G) with Manager

How effective are the following motivational strategies employed by your manager? (Rate each on a scale of 1 to 5, 1 being not effective at all, 5 being extremely effective)
 
Providing regular feedback
Offering incentives and bonuses
Recognizing and rewarding reliable performance
Providing opportunities for professional development
Encouraging teamwork and collaboration
Setting clear goals and expectations

On a scale of 1 to 5, how much does your manager’s motivational approach affect your productivity? (1 being not at all, 5 being a great deal)
 
a. 1
b. 2
c. 3
d. 4
e. 5
f. 
Have you noticed an improvement in your productivity due to any specific motivational strategy? If yes, please specify which one(s).
 
What additional motivational strategies would you like to see implemented at Tesco?
 
Section C: Job Satisfaction
11. On a scale of 1 to 5, how satisfied are you with your job at Tesco? (1 being very dissatisfied, 5 being very satisfied)
· 1
· 2
· 3
· 4
· 5
 
Do you feel that your efforts and achievements are adequately recognized by your manager?
 
a. Yes
b. No
c. Sometimes

How likely are you to recommend Tesco as a good place to work to your friends and family? (1 being not likely at all, 5 being highly likely)
 
· 1
· 2
· 3
· 4
· 5





Semi-Structured Interview Questions for Tesco Managers and Employees
Introduction:
 Thank the participants for their time.
Explain the purpose of the interview.
Assure confidentiality and anonymity.

For Managers:
    1. Can you describe the motivational strategies you use to enhance employee productivity at Tesco?
 
     2. How do you tailor your motivational approaches to different employees and departments?
 
     3. Can you provide an example of a motivational strategy that worked particularly well? What were the outcomes?
 
     4. What challenges have you encountered when trying to motivate your team?
 
     5.How do you measure the effectiveness of your motivational strategies?
 
     6. How do you balance between intrinsic and extrinsic motivators in your approach?
 
     7. In your opinion, what improvements could be made to the current motivational strategies at Tesco?
 
     8. How do you ensure that the motivational strategies align with the overall goals and culture of Tesco?
 

For Employees:
 
· How would you describe your level of motivation at work?
 
· Can you share an example of a motivational strategy or action by your manager that had a positive impact on your productivity?
 
· What aspects of your job or work environment do you find most motivating?
 
· What challenges do you face that affect your motivation and productivity?
 
· How do you feel about the recognition and feedback you receive from your manager?
 
· In what ways do you think your manager could improve their approach to motivating the team?
 
· Are there any specific motivational strategies you want to see implemented or improved at Tesco?
 
· How could improving motivation strategies affect overall productivity at Tesco?
 
Ethical Considerations
Ensure all participants provide informed consent before participating.
Guarantee confidentiality and anonymity of all responses.
Provide participants with the option to skip any question they are uncomfortable with.
Debrief participants after the survey/interview, explaining how their data will be used and providing contact information for follow-up questions or concerns.
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