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3.1 Introduction

Chapter One introduced the research problem, questions, objectives, and hypotheses concerning the relationship
between employee motivation and employee performance in the private sector, and Chapter Two reviewed the
theoretical and empirical literature underpinning that relationship. This chapter — Chapter Three — translates that
conceptual and theoretical groundwork into a concrete, executable research plan. Its purpose is to explain, and justify,
precisely how the study will be carried out: how its key concepts are operationally defined and measured, which
philosophical and methodological choices underlie the research design, who the study population is and how the sample
will be selected from it, how data will be collected, what type of data will result, and which statistical procedures will be
used to analyze that data once collected.

The chapter is organized to mirror the logical sequence a researcher follows when moving from an abstract research
question to a working, defensible study design. It begins by operationalizing the study's variables (Section 3.2), then
situates the overall research design within Saunders, Lewis, and Thornhill's widely used "Research Onion" framework
(Section 3.3), before detailing the population and sampling approach (Section 3.4), the data-collection instrument and
process (Section 3.5), the nature of the resulting data (Section 3.6), and the statistical techniques that will be applied to
test the study's hypotheses (Section 3.7). The chapter closes with a brief summary that links this methodological plan
forward to Chapter Four, in which the plan described here is actually executed and the resulting data analyzed.

Methodological transparency of this kind matters for three reasons. First, it allows the reader to judge whether the
conclusions the study will eventually draw are adequately supported by the way the data was collected and analyzed —
that is, it establishes the study's internal and external validity. Second, it makes the study replicable: another researcher,
following the same steps described here, should be able to reproduce a comparable study. Third, for the purposes of this
course, it demonstrates the student's command of the research-methods toolkit expected at this stage of the program.

3.1.1 Recap of the Research Framework

To keep this chapter self-contained and to make clear exactly what the methodology described below is designed to test,
the core elements of the research framework established in Chapter One are briefly restated here:

Main Research To what extent does employee motivation affect employee performance in the private sector?

Question

Main Hypothesis There is a statistically significant positive relationship between employee motivation and employee performance in
(H1) the private sector at a = 0.05.

Hla There is a statistically significant positive relationship between intrinsic motivation and employee performance.
H1lb There is a statistically significant positive relationship between extrinsic motivation and employee performance.
Independent Employee Motivation (Intrinsic, Extrinsic)

Variable

Dependent Employee Performance (Task Performance, Productivity, Engagement & Reliability)

Variable

Every methodological choice made in the remainder of this chapter — the design, the population and sample, the
instrument, and the statistical procedures — is made specifically in service of testing this hypothesis structure as
rigorously as the scope of a graduation project allows.



3.2 Operational Definitions of Research Variables

The conceptual model examined in this study treats employee motivation as a multidimensional independent variable
and employee performance as the dependent variable. Before either can be measured with a questionnaire, each
must be translated from an abstract concept into an operational definition — a specification of exactly what will be
observed, and how, to represent the concept numerically.

3.2.1 Independent Variable: Employee Motivation

Employee motivation is defined, for the purposes of this study, as the internal and external forces that initiate, direct,
and sustain an employee's work-related effort. Consistent with self-determination theory and with widely used motivation
instruments in the management literature, the variable is operationalized along two broad dimensions:

Dimension | Operational Definition

Intrinsic The degree to which an employee is driven by internally satisfying factors — a sense of achievement, recognition for good
Motivation work, meaningful and interesting tasks, and opportunities for growth and learning — measured through self-reported
agreement with statements describing these experiences at work.

Extrinsic The degree to which an employee is driven by externally administered factors — salary and financial incentives, job
Motivation security, working conditions, and formal recognition or reward programs — measured through self-reported agreement
with statements describing these experiences at work.

3.2.2 Dependent Variable: Employee Performance

Employee performance is defined as the extent to which an employee fulfills the duties and responsibilities of their role,
contributing to the achievement of both individual and organizational objectives. It is operationalized along three
commonly used sub-dimensions in the performance-management literature:

Dimension Operational Definition

Task Performance The degree to which an employee completes assigned tasks accurately, on time, and to the required
quality standard.

Productivity/Efficiency The perceived output an employee produces relative to the time and resources invested.
Work Engagement and The employee's consistency, attendance, initiative, and willingness to go beyond minimum job
Reliability requirements.

Both variables will be measured using multi-item, five-point Likert-scale statements (1 = Strongly Disagree to 5 =
Strongly Agree), consistent with the questionnaire structure detailed in Section 3.5. Treating each dimension as a
composite average of its constituent items — rather than relying on a single item per dimension — improves the
reliability of the measurement, as discussed further in Section 3.7.

3.2.3 Theoretical Grounding of the Motivation Dimensions

The two-dimensional structure of employee motivation adopted in this study (intrinsic/extrinsic) is grounded in three
complementary theoretical traditions reviewed more fully in Chapter Two, briefly recapped here to justify the operational
definitions above:

Core Ildea Link to This Study's Operational Definitions
Maslow's Human needs are arranged in a hierarchy from basic Extrinsic-motivation items (salary, job security, working
Hierarchy of physiological and safety needs to esteem and self- conditions) map broadly to Maslow's lower-order needs;
Needs actualization needs. intrinsic-motivation items (achievement, growth, meaningful

work) map to esteem and self-actualization needs.

Herzberg's Distinguishes "hygiene factors" (whose absence causes | Extrinsic-motivation items correspond closely to Herzberg's
Two-Factor dissatisfaction but whose presence does not itself hygiene factors (pay, security, working conditions); intrinsic-
(Motivator- motivate) from "motivators" (which actively drive motivation items correspond to Herzberg's motivators
Hygiene) satisfaction and performance). (achievement, recognition, growth).

Theory




Self- Distinguishes intrinsic motivation (engaging in an Provides the direct theoretical basis and terminology

Determination | activity for its inherent satisfaction) from extrinsic (intrinsic/extrinsic) for the study's two motivation

Theory (Deci motivation (engaging in an activity for a separable dimensions, and informs specific items such as those

& Ryan) outcome), and identifies autonomy, competence, and addressing autonomy (item 6) and competence/achievement
relatedness as key psychological needs. (item 1) in the draft questionnaire (Appendix A).

These three theories converge on a common distinction — between motivation driven by inherently satisfying job content
and motivation driven by externally administered rewards and conditions — which is the distinction operationalized as
the study's independent variable.

Independent Variable: Employee Motivation

Intrinsic Motivation Extrinsic Motivation

Ll

Dependent Variable: Employee Performance
(Task Performance - Productivity - Engagement & Reliability)




3.3 Research Design (The Research Onion)

To structure the methodological choices made in this study, the widely adopted "Research Onion" framework developed
by Saunders, Lewis, and Thornhill (2019) is used. The framework visualizes the research-design process as a set of
nested layers that a researcher must "peel back," moving from broad philosophical assumptions at the outer layer to the
specific data-collection techniques and analysis procedures at the core. Each layer, and the choice made for this study, is
presented below.

1. Research Philosophy
Positivism

2. Approach to Theory Development

Deductive

3. Methodological Choice
Mono-method Quantitative

4. Strategy

Survey

5. Time Horizon
Cross-sectional

6. Techniques &

Procedures
Questionnaire & SPSS
Analysis
3.3.1 Research Philosophy — Positivism
This study adopts a positivist philosophical stance. Positivism holds that social reality — including workplace

phenomena such as motivation and performance — exists independently of the researcher and can be observed,
measured, and analyzed objectively using quantifiable data, in a manner analogous to the natural sciences. This is
consistent with the study's aim to test a predetermined hypothesis about the relationship between motivation and
performance using numerical, statistically analyzable data, rather than to construct a subjective, context-dependent
interpretation of employees' lived experience.

3.3.2 Approach to Theory Development — Deductive

A deductive approach is adopted: the study begins with established theory (motivation theory and performance-
management literature, reviewed in Chapter Two) and the hypotheses derived from it (Chapter One), and then collects
data specifically to test whether that theory holds in the private-sector context under study. This is the reverse of an
inductive approach, in which theory would instead be allowed to emerge from the data itself; a deductive approach is
appropriate here because well-established motivation and performance theories already exist and can be operationalized
and tested directly.

3.3.3 Methodological Choice — Mono-method Quantitative

The study adopts a mono-method quantitative design, relying on a single, numerical data-collection technique (the
structured questionnaire) rather than combining quantitative and qualitative methods. This choice is appropriate given
the study's positivist philosophy and deductive approach: it allows the hypothesized relationships to be tested with
inferential statistics, which is more difficult to achieve with a mixed-methods design within the time constraints of a



graduation project.

3.3.4 Strategy — Survey

A survey strategy is adopted, using a self-administered structured questionnaire to collect standardized data from a
sample of employees. The survey strategy is well suited to positivist, deductive, quantitative research because it allows
data to be collected economically from a relatively large sample, permits statistical generalization (within the limits of the
sampling method used, discussed in Section 3.4), and provides a standardized basis for testing hypothesized
relationships between variables.

3.3.5 Time Horizon — Cross-sectional

The study adopts a cross-sectional time horizon, collecting data from respondents at a single point in time rather than
tracking the same respondents over an extended period (a longitudinal design). A cross-sectional design is appropriate
given the time constraints of a graduation project and is consistent with the study's objective of describing the current
relationship between motivation and performance rather than tracking how that relationship changes over time.

3.3.6 Techniques and Procedures — Questionnaire and SPSS

At the core of the onion, the specific technique used is a structured, closed-ended questionnaire administered to the
sampled employees (detailed in Section 3.5), with the resulting data analyzed using the Statistical Package for the
Social Sciences (SPSS), following the analytical procedures detailed in Section 3.7.

3.3.7 Rationale for Rejecting Alternative Designs

Two alternative designs were considered and set aside in favor of the approach described above. A qualitative,
interview-based design would have allowed richer exploration of individual employees' subjective experience of
motivation, but would not have permitted statistical hypothesis testing of the kind specified in Chapter One, and would
have limited generalizability given the small number of interviews feasible within the project timeline. A mixed-methods
design, combining the questionnaire with a smaller qualitative interview component, was also considered; while this
would strengthen interpretive depth, it was judged to add complexity and time cost disproportionate to the added value
for a study whose primary objective is hypothesis testing rather than exploratory theory-building. The mono-method
quantitative survey design was therefore judged the most efficient match to the study's positivist, deductive objectives.

3.3.8 Validity and Reliability Considerations in the Design

Four types of validity are considered in designing this study:

Validity | How It Is Addressed in This Design

Type

Content Questionnaire items are adapted from previously validated motivation and performance scales in the literature (Chapter
Validity Two) and reviewed by the academic supervisor before piloting (Section 3.5.2).

Construct | Each latent construct (intrinsic motivation, extrinsic motivation, task performance, productivity, engagement/reliability) is

Validity measured with multiple items rather than a single item, allowing internal consistency to be assessed (Section 3.7.2).
Internal Standardized instructions, a single mode of administration, and reverse-scoring checks (Section 3.7.1) reduce the risk that
Validity observed relationships are driven by measurement artifacts rather than the underlying constructs.

External Sampling from multiple participating organizations, rather than a single employer, is intended to improve — though not
Validity guarantee — the generalizability of findings beyond the specific organizations sampled; this limitation is acknowledged
explicitly in Chapter One.




3.4 Research Population, Sampling Methods and Techniques

3.4.1 Research Population

The target population for this study consists of employees working in private-sector organizations, across various
departments, job levels, and functions, who have at least six months of tenure in their current role — a minimum
threshold intended to ensure that respondents have had sufficient exposure to their organization's motivational practices
to evaluate them meaningfully. The population is not restricted to a single industry, in order to capture a reasonably
representative cross-section of private-sector employment; however, the accessible population for this study is drawn
from a smaller number of participating organizations willing to grant survey access, which is acknowledged as a
limitation in Chapter One.

3.4.2 Sampling Method

Given the practical difficulty of obtaining a complete sampling frame of private-sector employees, a non-probability
convenience sampling technique is adopted, supplemented where feasible by simple random selection within
participating departments (for example, drawing every third name from an available staff list) to reduce selection bias.
While this approach cannot achieve the same statistical generalizability as full probability sampling, it is a widely
accepted and practical compromise for organizational research of this scale and time frame, provided its limitations are
transparently acknowledged.

3.4.3 Sample Size Determination

Sample size is determined using Yamane's (1967) simplified formula for calculating sample size from a known population,
given by:

{ n=N/(1+ N-e? J

where n is the required sample size, N is the accessible population size, and e is the acceptable margin of error (set
conventionally at 0.05, i.e. 95% confidence). Assuming an accessible population of approximately N = 300 employees
across the participating organizations:

{ n=300/(1+ 300 x 0.052) =300/1.75 = 171 ’

A target sample size of approximately 170-180 completed questionnaires is therefore proposed. To allow for incomplete
or unusable responses, an initial distribution of at least 220 questionnaires is planned, anticipating a response and
usability rate of roughly 75-80%.

3.4.4 Inclusion and Exclusion Criteria

Criterion Rule ‘

Employment | Included: employees of private-sector organizations. Excluded: public-sector/government employees, self-employed
sector individuals without an employer.

Tenure Included: at least 6 months of continuous tenure in the current role. Excluded: employees with less than 6 months'
tenure, who may lack sufficient basis to evaluate the organization's motivational practices.

Employment | Included: full-time and part-time permanent employees. Excluded: short-term interns and contractors on assignments
type shorter than 3 months.

Consent Included: employees who voluntarily consent to participate after reading the study information. Excluded: any
respondent who does not provide consent.

3.4.5 Comparison of Sampling Approaches Considered

Approach Description Reason Accepted / Rejected



Simple Every member of the population Rejected as the sole method — no complete sampling frame of private-sector
Random has an equal, known chance of employees is available to the researcher.

Sampling selection from a complete

(full sampling frame.

probability)

Stratified Population divided into subgroups Partially adopted — used within participating organizations where department-level
Random (e.g., department), with random staff lists are available (see Section 3.4.2).

Sampling selection within each stratum.

Convenience

Sample drawn from those readily

Accepted as the primary technique, given practical access constraints, while

Sampling accessible to the researcher. acknowledging the resulting limitation on statistical generalizability.
Snowball Existing respondents refer Rejected as a primary method — considered a higher risk of introducing
Sampling additional respondents. homogeneity/bias among respondents' referred contacts, though may be used

lightly to supplement recruitment if the target sample size is not reached through
direct access.

3.4.6 Indicative Timeline for Population Access and Data Collection

Step | Activity Approx. Duration
1 Secure organizational access and permissions from participating private-sector organizations Week 1

2 Finalize and pilot-test the questionnaire with 10-15 respondents (Section 3.5.2) Week 2

3 Distribute the revised questionnaire to the full target sample Weeks 3-4

4 Send reminder to non-respondents; close data collection Week 4

5 Export, clean, and code data in preparation for SPSS analysis (Chapter Four) Week 5

This timeline is designed to align with the overall course delivery schedule, allowing the data-collection process described
in this chapter to be completed in time for the analysis and results to be presented in Chapter Four.




3.5 Data Collection Method

3.5.1 Instrument

The primary data-collection instrument is a structured, self-administered questionnaire, distributed electronically (via
an online form) to maximize reach and minimize data-entry error, with a paper-based alternative available for
respondents without convenient digital access. The questionnaire is organized into three sections:

Section | Content Scale

Section | Demographic and job-related profile (gender, age bracket, years of tenure, department, job level) Nominal /

1 categorical
Section | Employee motivation — intrinsic and extrinsic dimensions (approximately 6-8 items per dimension) 5-point Likert
2 scale

Section | Employee performance — task performance, productivity, and engagement/reliability (approximately 5-6 | 5-point Likert
B items per dimension) scale

3.5.2 Pilot Testing

Before full distribution, the questionnaire will be pilot-tested with a small group of 10-15 employees who will not be
included in the main sample. The pilot serves to check item clarity, average completion time, and initial reliability
(Cronbach's Alpha), with the instrument revised as needed before the main data-collection phase begins.

3.5.3 Administration Procedure

Following pilot testing and any resulting revisions, the questionnaire will be distributed to the sampled employees with a
cover note explaining the purpose of the study, expected completion time (5-7 minutes), and confidentiality assurances.
Data collection is expected to take approximately two to three weeks, with a reminder sent at the midpoint to improve
the response rate.

3.5.4 Secondary Data

In addition to the primary questionnaire data, secondary data will be drawn from the academic and professional literature
reviewed in Chapter Two, and — where organizational permission allows — from anonymized, aggregate internal
performance-review data, used only to contextualize and triangulate the survey findings rather than as a primary
analytical dataset.

3.5.5 Ethical Considerations in Data Collection

Principle Application in This Study

Informed consent The questionnaire cover page explains the study's purpose, voluntary nature, and estimated completion time
before any data is collected; participation implies consent.

Anonymity and No names, employee IDs, or other directly identifying information are collected; responses are aggregated for
confidentiality analysis and reported only at the group level.

Right to withdraw Respondents may skip any item or discontinue the questionnaire at any point without penalty.

Data storage and Raw response data will be stored securely and accessed only by the researcher and academic supervisor for the
access purposes of this project.
Organizational Written or verbal permission will be obtained from participating organizations before distributing the questionnaire

permission to their employees.




3.6 Types of Data

This study involves several distinct types of data, summarized in the table below along with their role in the analysis:

Data Type Description Source in This Study

Primary Data Data collected first-hand by the researcher specifically | The structured questionnaire (Sections 2 and 3)
for this study

Secondary Data Data previously collected or published by others, used Academic literature; where available, anonymized
to support or contextualize the study organizational records

Quantitative Data Numerical data that can be measured and statistically All Likert-scale responses in Sections 2 and 3
analyzed

Qualitative/Categorical | Non-numerical, descriptive, or classificatory data Demographic items in Section 1 (gender,

Data department, etc.)

Cross-sectional Data Data collected from different respondents at a single All questionnaire responses, collected within the
point in time two-to-three-week distribution window

The Likert-scale items in Sections 2 and 3 are technically ordinal in a strict measurement sense; however, consistent with
common and well-accepted practice in management and social-science research, they will be treated as approximately
interval data for the purposes of computing means, standard deviations, and parametric statistical tests (correlation and
regression), provided the assumptions underlying those tests — discussed in Section 3.7 — are reasonably satisfied.

3.6.1 Levels of Measurement Used in This Study

Definition Example in This Study
Nominal Categories with no inherent order; numbers used only Gender, department
as labels
Ordinal Categories with a meaningful order, but unequal or Job level (entry - senior management); age bracket; tenure
undefined intervals between categories bracket
Interval Ordered categories with approximately equal intervals, | Likert-scale motivation and performance items (treated as
(treated) | no true zero point interval per Section 3.6 discussion above)
Ratio Ordered values with equal intervals and a true zero Not directly used in this study's primary variables, though exact
point tenure in months, if collected, would qualify

Correctly identifying the level of measurement for each variable is essential because it determines which statistical
procedures are appropriate: nominal and ordinal demographic variables are analyzed with frequencies, cross-tabulations,
and non-parametric or group-comparison tests (t-test, ANOVA), while the interval-treated Likert composite scores are
analyzed with means, correlation, and regression, as detailed in Section 3.7.



3.7 Statistical Analysis Procedures

Once collected, questionnaire data will be coded, entered, and analyzed using SPSS. The analysis will proceed through
the following stages:

3.7.1 Data Preparation

Step Purpose

Data coding and entry | Convert Likert-scale responses to numerical codes (1-5) and enter demographic categories as coded variables

Data cleaning Identify and address missing values, out-of-range values, and incomplete responses

Reverse-scoring Recode any negatively worded items so that higher scores consistently indicate higher motivation/performance

3.7.2 Reliability and Validity Checks

Cronbach's Alpha will be calculated for each dimension (intrinsic motivation, extrinsic motivation, task performance,
productivity, engagement/reliability) and for the instrument as a whole, to assess internal consistency. A commonly
accepted threshold of a = 0.70 will be used as evidence of acceptable reliability. Content validity will have been
established earlier through expert/supervisor review and pilot testing (Section 3.5.2).

3.7.3 Descriptive Statistics

Frequencies and percentages will describe the demographic profile of respondents (Section 1). Means and standard
deviations will describe the perceived level of each motivation and performance dimension, interpreted against a
conventional three-band scale (e.g., 1.00-2.33 = Low, 2.34-3.67 = Moderate, 3.68-5.00 = High).

3.7.4 Assumption Testing

Test Purpose

Skewness and kurtosis / Shapiro-Wilk or Assess whether variables are approximately normally distributed, a precondition
Kolmogorov-Smirnov test for parametric tests

Variance Inflation Factor (VIF) / Tolerance Assess multicollinearity among independent variables before regression
Scatterplot of residuals Assess linearity and homoscedasticity assumptions for regression

3.7.5 Inferential Statistics

Technique Purpose in This Study

Pearson correlation Test the strength and direction of the relationship between each motivation dimension and each
coefficient (r) performance dimension

Simple linear regression | Test the predictive effect of overall employee motivation on overall employee performance (main

hypothesis)
Multiple linear Test the relative predictive contribution of intrinsic and extrinsic motivation (as separate predictors) on
regression employee performance (sub-hypotheses)

Independent-samples t- | Compare mean performance/motivation scores between two demographic groups (e.g., gender)
test

One-way ANOVA Compare mean performance/motivation scores across more than two demographic groups (e.g., department
or tenure bracket)

All inferential tests will be evaluated at a significance level of a = 0.05, consistent with the hypotheses stated in Chapter
One. Results will be presented in Chapter Four using SPSS output tables, accompanied by narrative interpretation of
statistical and practical significance.

3.7.6 Key Statistical Formulas



Statistic Formula

Cronbach's Alpha o = (k/(k=1)) x (1 — 2ai? / 0?), where k = number of items, gi2 = variance of item i, o2 = variance of total
score

Pearson Correlation r = Z(xi=x)(yi=y) / VIZ(xi—=X)? Z(yi—¥)?]

Coefficient

Simple Linear Regression | Y = Bo + B1X + €, where Y = employee performance, X = employee motivation, Bo = intercept, B1 = slope
coefficient, € = error term

Multiple Linear Y = Bo + B1Xa1 + B2Xz + €, where Xa = intrinsic motivation, X2 = extrinsic motivation
Regression

3.7.7 Mapping Hypotheses to Statistical Tests

Hypothesis Statistical Test Decision Rule

H1 (Main): Employee motivation Simple linear regression; Pearson Reject HO if p-value < 0.05 and the regression coefficient
- Employee performance correlation B1 is positive and statistically significant

Hla: Intrinsic motivation - Pearson correlation; multiple regression | Reject HO if p-value < 0.05 for the correlation/coefficient
Employee performance coefficient for X1 associated with intrinsic motivation

H1b: Extrinsic motivation - Pearson correlation; multiple regression | Reject HO if p-value < 0.05 for the correlation/coefficient
Employee performance coefficient for Xz associated with extrinsic motivation

Demographic differences Independent-samples t-test (2 groups) / | Reject the corresponding null hypothesis of no group
(exploratory) one-way ANOVA (3+ groups) difference if p-value < 0.05

This mapping ensures that every hypothesis introduced in Chapter One has a specific, pre-determined statistical test
associated with it, so that Chapter Four's analysis directly and unambiguously answers each of the study's research
questions.

3.7.8 Guidelines for Interpreting Results

To ensure findings in Chapter Four are interpreted consistently, the following conventional benchmarks will be applied:

Pearson r (absolute value) Interpreted Strength of Relationship

0.00 - 0.19 Very weak
0.20 - 0.39 Weak

0.40 - 0.59 Moderate
0.60 - 0.79 Strong
0.80 - 1.00 Very strong

For regression analysis, model fit will be interpreted using the coefficient of determination (R?) — the proportion of
variance in employee performance explained by employee motivation — together with the adjusted R2 (which corrects for
the number of predictors) and the F-test (which assesses whether the overall regression model is statistically significant).
Individual predictor significance will be assessed using the t-statistic and associated p-value for each regression
coefficient (B), with standardized beta coefficients used to compare the relative strength of intrinsic versus extrinsic
motivation as predictors in the multiple regression model.

3.7.9 Methodological Limitations of the Analytical Approach

Several limitations inherent to the methodology described in this chapter should be acknowledged in advance of the
analysis presented in Chapter Four. First, because both motivation and performance are measured through the same
self-report questionnaire completed by the same respondent, the results are subject to common method bias —
correlations between the two variables may be partly inflated simply because the same person is reporting on both.
Second, self-reported performance measures are subject to social desirability bias, as employees may rate their own
performance more favorably than an objective supervisor rating would. Third, because the design is cross-sectional
(Section 3.3.5), any statistically significant relationship identified between motivation and performance establishes



association, not causation — it is equally plausible, for instance, that higher performance leads employees to feel
more intrinsically motivated, rather than the reverse. Fourth, the non-probability convenience sample (Section 3.4.2)
limits the extent to which findings can be statistically generalized beyond the organizations sampled. These limitations
do not invalidate the study, but they do define the boundaries within which its conclusions, presented in Chapter Five,
should be interpreted.

3.7.10 lllustrative Worked Example (For Demonstration Purposes Only)

To clarify precisely how the reliability formula in Section 3.7.6 will be applied once real data is collected, a small
illustrative example is worked through below using five hypothetical respondents' scores on three intrinsic-motivation
items. These figures are for illustration of the calculation method only and do not represent actual collected
data; the real calculation in Chapter Four will use the full sample of approximately 170-180 respondents described in
Section 3.4.3.

Respondent Item im_1 Item im_2 Item im_3

1 4 5 4 13

2 3 3 4 10

3 5 5 5 15

4 2 3 2 7

5 4 4 3 11

Item variance (o) 1.04 0.80 1.04 Total variance (0:?) = 7.36

Applying the Cronbach's Alpha formula from Section 3.7.6, with k = 3 items:

a=(3/2)x(1-(1.04+0.80+1.04)/7.36)=1.5x(1—-0.391) =1.5 x 0.609 = 0.91

In this illustrative example, a = 0.91 would indicate excellent internal consistency among the three items, well above the
o = 0.70 threshold specified in Section 3.7.2. The same procedure — computing item variances, total-score variance, and
applying the formula — will be repeated in SPSS for each of the five dimensions (intrinsic motivation, extrinsic motivation,
task performance, productivity, engagement/reliability) using the full dataset in Chapter Four, with SPSS's Reliability
Analysis function automating the calculation shown manually here.



3.8 Conclusion

This chapter has set out the complete methodological plan for the study, translating the research questions, objectives,
and hypotheses introduced in Chapter One into a concrete, executable design. It operationally defined the study's
independent variable (employee motivation, comprising intrinsic and extrinsic dimensions) and dependent variable
(employee performance, comprising task performance, productivity, and engagement/reliability); positioned the study
within Saunders, Lewis, and Thornhill's Research Onion as a positivist, deductive, mono-method quantitative survey with
a cross-sectional time horizon; defined the study population and justified a target sample of approximately 170-180
respondents using Yamane's formula; detailed the questionnaire-based data-collection method, including pilot testing
and administration procedures; classified the types of data the study will generate; and specified the full sequence of
statistical procedures — from data preparation through reliability testing, descriptive statistics, assumption checks, and
inferential hypothesis testing — that will be applied in SPSS. Chapter Four now turns to executing this plan: collecting the
data described here and presenting and interpreting the resulting statistical analysis.
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Appendix A: Draft Questionnaire

The following draft items operationalize the variables defined in Section 3.2 and are intended to be piloted and refined
(Section 3.5.2) before formal distribution.

Section 1: Demographic and Job-Related Profile

1 Gender: [0 Male [0 Female

2 Age: [0 Under 25 O 25-34 O 35-44 [0 45 and above

B Years of tenure in current role: 0 6 months-2 years [0 2-5 years [0 6-10 years [ More than 10 years

4 Department: [0 Operations [0 Sales/Marketing [0 Finance/Administration 0 Human Resources [0 Other

5 Job level: OO0 Entry-level/Staff O Supervisory [0 Middle Management O Senior Management

Section 2: Employee Motivation (1 = Strongly Disagree, 5 = Strongly Agree)

Intrinsic Motivation

1 | feel a genuine sense of achievement when | complete my work tasks.
2 My manager recognizes me when | do good work.

B My job tasks are meaningful and interesting to me.

4 | have opportunities to learn and grow in my current role.

5 | feel a strong sense of ownership over the outcomes of my work.

6 I am given enough autonomy to decide how to carry out my tasks.

Extrinsic Motivation

7 | am satisfied with my current salary relative to my responsibilities.

8 My organization offers financial incentives that motivate me to perform well.
9 | feel secure in my job.

10 My physical working conditions support me in doing my job well.

11 My organization has formal recognition or reward programs that | value.

12 | am satisfied with the non-financial benefits my organization provides.

Section 3: Employee Performance (1 = Strongly Disagree, 5 = Strongly Agree)

Task Performance

13 | complete my assigned tasks accurately.
14 | complete my assigned tasks on time.
15 My work consistently meets the quality standards expected of my role.

Productivity / Efficiency




16 | make efficient use of my working time.

17 | am able to produce a high volume of quality work relative to the resources | use.

18 | rarely need to redo work due to errors.

Work Engagement and Reliability

19 | am consistent in my attendance and punctuality.
20 | take initiative beyond my minimum job requirements when needed.
21 My colleagues and supervisor can rely on me to follow through on commitments.

Thank you for your participation. Your responses will be treated confidentially and used for academic research purposes
only.



Appendix B: SPSS Variable Coding Sheet

The following coding sheet will be used to set up the SPSS "Variable View" for data entry, ensuring consistent coding
across all respondents prior to analysis.

Variable Label Values / Coding Measurement
Name Level
gender Gender 1 = Male, 2 = Female Nominal
age_grp Age bracket 1 = Under 25, 2 = 25-34, 3 = 35-44, 4 = 45+ Ordinal
tenure_grp Tenure bracket 1 = 6mo-2yr, 2 = 2-5yr, 3 = 6-10yr, 4 = 10yr+ Ordinal
dept Department 1 = Operations, 2 = Sales/Marketing, 3 = Finance/Admin, 4 = Nominal

HR, 5 = Other
job_level Job level 1 = Entry, 2 = Supervisory, 3 = Middle Mgmt, 4 = Senior Ordinal

Mgmt
im_1-im_6 Intrinsic motivation items 1-6 1 = Strongly Disagree ... 5 = Strongly Agree Interval (treated)

em_1-em_6

Extrinsic motivation items 1-6

1 = Strongly Disagree ... 5 = Strongly Agree

Interval (treated)

Performance

tp_1-tp 3 Task performance items 1-3 1 = Strongly Disagree ... 5 = Strongly Agree Interval (treated)
prod_1 - Productivity items 1-3 1 = Strongly Disagree ... 5 = Strongly Agree Interval (treated)
prod_3

eng_1 - Engagement/reliability items 1-3 1 = Strongly Disagree ... 5 = Strongly Agree Interval (treated)
eng_3

IM_mean Composite: Intrinsic Motivation Computed as mean(im_1...im_6) Interval (treated)
EM_mean Composite: Extrinsic Motivation Computed as mean(em_1...em_6) Interval (treated)
MOT _total Composite: Overall Employee Computed as mean(IM_mean, EM_mean) Interval (treated)

Motivation
PERF_total Composite: Overall Employee Computed as mean(tp_1...eng_3) Interval (treated)

Composite variables (IM_mean, EM_mean, MOT total, PERF_total) will be computed in SPSS using the "Transform -
Compute Variable" function once item-level reliability (Section 3.7.2) has been confirmed for each dimension. These
composite scores are the variables actually entered into the correlation and regression procedures described in Section
3.7.5.



Appendix C: Cover Letter and Informed Consent

Study Title: The Effect of Employee Motivation on Employee Performance in the Private Sector

Researcher: Abdullah Abdulmohsen Al-Jaafar, Bachelor of Business Administration, College of Administration,
MidOcean University

Dear Participant,

You are invited to take part in an academic research study examining the relationship between employee motivation
and employee performance in private-sector organizations, conducted as part of a graduation project at MidOcean
University. Your participation involves completing a short questionnaire that should take approximately 5-7 minutes.

Your participation is entirely voluntary. You may skip any question or withdraw at any point without any negative
consequence. All responses will be treated confidentially and anonymously — no names or other directly
identifying information will be collected, and results will be reported only in aggregate, summarized form for
academic purposes. Your employer will not have access to your individual responses.

By proceeding to complete the questionnaire, you confirm that you are at least 18 years of age, that you are
currently employed in a private-sector organization, and that you consent to participate under the conditions
described above.

If you have any questions about this study, please contact the researcher or the academic supervisor at MidOcean
University, College of Administration.

Thank you for your time and contribution to this research.
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