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ABSTRACT  

The alignment of strategic operations and objectives have always been high in demand due to 

failures of organisations not able to achieve their strategic goals. The lower level of employee’s 

engagement towards achieving the strategic objective has been a challenging job for the 

organisations and they have been seeking after the factors which affect strategic alignment. 

Therefore, it is essential to learn about the factors which can enhance the alignment between 

employees and the strategic objective of the organisation. It is also essential that an organisation 

need to take adequate steps to improve the factors which affect strategic alignment. The primary 

goal of this research is to define the effectiveness of motivation, job satisfaction, communication 

effectiveness and emotional intelligence in aligning employees with achieving organisation’s 

strategic objective and also to examine the level of strategic alignment of employees and 

organisation in Ireland mainly from retail, banking, and hospitality industry. 

  



 
 

Table of Contents 
Chapter 1: Introduction ................................................................................................................................ 1 

1.1: Research gap ...................................................................................................................................... 5 

1.2: Research Problem .............................................................................................................................. 5 

1.3: Research Aim and Objectives ............................................................................................................ 6 

1.4: Research Hypothesis .......................................................................................................................... 7 

1.4.1: Hypothesis................................................................................................................................... 8 

Chapter 2: Literature review ......................................................................................................................... 9 

2.1 Strategic operations management and alignment of operations ....................................................... 9 

2.2 Emotional Intelligence ...................................................................................................................... 12 

2.3 Effective communication .................................................................................................................. 13 

2.4 Emotional Intelligence and Communication effectiveness .............................................................. 16 

2.5 Motivation ......................................................................................................................................... 18 

2.6 Job Satisfaction ................................................................................................................................. 19 

2.7 Motivation and Job Satisfaction ....................................................................................................... 21 

2.8 Literature conclusion ........................................................................................................................ 23 

Chapter 3: Research Methodology ............................................................................................................. 25 

3.1 Research Philosophy ......................................................................................................................... 27 

3.2 Approach to theory development .................................................................................................... 28 

3.3 Research Approach ........................................................................................................................... 29 

3.4 Research Strategy ............................................................................................................................. 30 

3.5 Study Population ............................................................................................................................... 31 

3.6 Research design ................................................................................................................................ 32 

3.7 Variables measured .......................................................................................................................... 33 

3.8 Sampling technique .......................................................................................................................... 35 

3.9 Data collection .................................................................................................................................. 36 

3.10 Data Management .......................................................................................................................... 38 

3.11 Action Research .............................................................................................................................. 38 

3.12 Time Horizon ................................................................................................................................... 39 

3.13 Cross Sectional ................................................................................................................................ 39 

3.14 Ethical Consideration ...................................................................................................................... 39 



 
 

Chapter 4: Results and interpretation ........................................................................................................ 41 

4.1 Scope and Limitations ....................................................................................................................... 42 

4.1. Introduction ..................................................................................................................................... 44 

4.2 Statistics ............................................................................................................................................ 45 

4.2.1 Socio Demographic statistics ..................................................................................................... 46 

4.2.2 Gender ....................................................................................................................................... 47 

4.2.2 Age of Respondents ................................................................................................................... 48 

4.2.3 Employment years ..................................................................................................................... 49 

4.2.4 Family Status .............................................................................................................................. 50 

4.3 Measurement of variables ................................................................................................................ 51 

4.3.1 Motivation level ......................................................................................................................... 51 

4.3.2 Job Satisfaction .......................................................................................................................... 54 

4.3.3 Emotional Intelligence ............................................................................................................... 57 

4.3.4 Effective communication ........................................................................................................... 59 

Chapter 5: Analysis ...................................................................................................................................... 62 

5.1 Discussion .......................................................................................................................................... 68 

5.2 Importance of strategic alignment ................................................................................................... 70 

5.3 Importance of motivation, job satisfaction, communication effectiveness and emotional 

intelligence in strategic alignment. ......................................................................................................... 71 

5.4 Strengths and Limitations ................................................................................................................. 72 

Chapter 6: Conclusion and Recommendation ............................................................................................ 73 

6.1 Reflection .......................................................................................................................................... 74 

6.2 Future Implications ........................................................................................................................... 78 

Bibliography ................................................................................................................................................ 80 

Appendix ..................................................................................................................................................... 83 

  



 
 

Table of figures 

Figure 1 Christen.Layer And Soberman Model of job statisfaction(christen et,2006) ............. 20 

Figure 2- Locke And Latham Model of job satisfaction(locke and Lathem,1990) .................... 21 

Figure 3 Research onion ............................................................................................................ 26 

Figure 4 qualitative and quantitative analysis .......................................................................... 27 

Figure 5 Gender pie chart.......................................................................................................... 47 

Figure 6 Age group pie chart ..................................................................................................... 48 

Figure 7 Employment year pie chart ......................................................................................... 49 

Figure 8 Family member pie chart ............................................................................................ 50 

 



 
 

List of tables 

Table 1 demographic statistics .................................................................................................. 47 

Table 2 Descriptive analysis of motivation ............................................................................... 51 

Table 3 Descriptive analysis of job satisfaction......................................................................... 54 

Table 4 Descriptive analysis of emotional intelligence ............................................................. 57 

Table 5 Descriptive analysis of effective communication ......................................................... 60 

Table 6-Correlation between job satisfaction and motivation ................................................. 62 

Table 7 Correlation between emotional intelligence and communication effectiveness ........ 64 

Table 8  Correlation between emotional intelligence and job satisfaction .............................. 65 

Table 9 Correlation between motivation and communication effectiveness .......................... 66 

Table 10 Correlation between motivation and communication effectiveness ........................ 67 



1 
 

Chapter 1: Introduction 

Business strategy in manufacturing has been an important subject since the early seventies 

(Hayes & Wheelwright, 1984; Kim & Lee, 1993; Skinner, 1969; Swamidas & Newell, 1987). A 

general strategy in an organisation for business drives operations strategy. Operations strategy 

is developed to magnify the effectiveness of production as well as support elements while 

keeping the business cost at a minimum. Alignment of the organisation’s working manner with 

the aim of achieving the goal and objectives of the organisation is highly valued. To achieve 

sustainable alignment companies all around the globe has been working hard and maximise the 

effectiveness of the strategies. 

However, various factors have been identified causing affecting the misalignment and human 

factor has been one of the vital causes towards the failure of this. Researches and studies suggest 

that operations management has indeed been identified as a means of gaining competitive 

advantage and needs to be combined into an organisational strategic methodology. 

Management is mainly concerned with all of those exercises which encourage an organization 

(and are not just one portion of it) to modify a range of 10 Strategic Operations Management 

primary processes (materials, energy, customer requirements, information, skills, finance, etc.) 

into end-customer results. It is relevant just as we should also bear in mind that activities do not 

start happening inside a certain limited region of the organisation. Instead, numerous types of 

events may occur simultaneous all-around organisation. For example, in a manufacturing facility, 

people might believe that operations only occur at the stage of manufacture, but these 

constraints what is been obviously going on.  
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In practice, in addition to the production of the product, a series of processes must always be 

conducted, such as inventory management, distribution, processing information and department 

administrations. Similarly, in the situation of telecommunications, the significant point where we 

could consider that operations are occurring in the specific interaction between both the product 

provider and the consumer of the product or service. However, behind the scenes (this is also 

referred to as 'back-office' operations) there would be a variety of procedures that might have 

had to be in effect. In services, the difference between the point of contact and all action plans 

was contrasted to an iceberg (Normann, 2000).  One of the company's strategic streams of 

research concentrated on integrating strategic goals across levels of the hierarchy — corporate, 

industry, and functional — and their influence on the output. The need for "strategic 

convergence" or "alignment" of corporate goals around the industry or business was explicitly 

framed by Skinner as early as 1974. 

So according to Boyer and McDermott (1999), a strategic compromise is developed while all 

levels of staffing inside the corporation consent about what is most vital for the organization to 

flourish. Principally, the strategic consensus is classified as "the degree of agreement inside an 

institution on the relative value of expense, efficiency, execution and responsiveness to the 

organisation's organisational targets" (p. 290). However, Robinson and Stern (1998) argue that 

an organisational agreement is formed when the goals and behaviour of all existing employees 

are centred on the main strategic goals of the organisation. This concept of general agreement 

or alignment is also a key element in the field of organisational management. 
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In formulating corporate strategies, for example, Ansoff (1965) and Andrews (1971) talked about 

the importance of integrating or associating the organization's strategy with the internal 

organizational analysis and external assessment of environmental opportunities and threats. 

Human factors include the inspiration of management and employees to drive the organisation-

wide organisational structure towards achieving the goals and objectives, and motivation is 

powered by multiple variables, such as that of the communication of strategies to lower-level 

management, and then on to employees to management. Good contact enhances business 

morale and enhances the efficiency of employees. 

Imaga (2003:75) says that the corporate strategy of organisations such as public corporations and 

departments and agencies typically involves the strategical method of planning, hiring, leading, 

overseeing, regulating, and arranging the operations to attain optimum goals with limited capital 

as soon as possible. Greene describes organizational strategies. Adams and Ebert (1985:536) as 

a "consistent way of learning, thinking about current circumstances and then making a strategy 

for the actions and outcomes of tomorrow. (Joyce and Hrebiniak, 1984, p. 113). "Effective 

companies are organically integrated organisations, in which various departments, roles and 

levels support company strategy – and each other," says Lingle and Schiemann (1996, p. 59). In 

theory, therefore, the different strategic levels and strategic objectives are clear, interconnected 

and mutually beneficial. Past studies have shown result in improved organizational efficiency of 

successful side and job contact. It was found that their leaders communicated workers with a 

higher successful rating more actively. Good communication motivates workers in the 

implementation of strategic cohesion and organizational goals.  
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Research demonstrates that encouraging workers to stay compliant with the corporate plan is a 

major challenge for companies and a significant factor in strategic failure. Motivation is indeed a 

simple factor that can be affected by many factors including promotions, salary raises and the 

behavioural issues of the management are one aspect that is not absolutely required and is 

overlooked throughout the industry. There is a strong association with people who are 

interacting well and have high levels of motivation. Previous researchers identified recent 

strategic management or collaboration interventions that influence employee engagement and 

their role in enhancing emotional intelligence relationships and successful communications. As a 

mechanism that determines the priorities, strategies, and strategy creators of the company and 

resources are allocated, strategy formulation has an incredibly important association with 

strategy formulation. This relationship influences employees ' motivation and work satisfaction 

to accomplish an organizational objective. Evidence has shown that optimistic people interact 

more efficiently and relate more with others and their level of emotional intelligence is higher 

than others, contributing to a greater degree of job satisfaction. Emotional intelligence with 

communications has indeed been implemented to expose the appropriate structure for 

organizational competences.   

Emotional intelligence involves the capability to clearly communicate the situation and ensure 

that people work together in alignment with the strategic plan and their individual goals. 

Behavioural disorders have been described as a key factor in reducing the level of motivation and 

impairing the efficiency and productivity of organizational strategies. Such concerns were 

considered by organizations and the growth of the leadership level with a view of the emotional 

wellbeing of their manager. 



5 
 

1.1: Research gap 

There are many studies on strategic alignment as well as many authors tried to explain the 

various factors which affect the strategic alignment of the organisations disabling organisations 

to achieve their targeted strategic objective. However, there are not many studies present on the 

factors such as motivation, job satisfaction, emotional intelligence and communication 

effectiveness and their impact on strategic alignment of employees and organisation’s objectives 

of retail, banking and retail sector of the Republic of Ireland. So, this study focuses on bridging 

the gap in the literature. 

1.2: Research Problem 

In emotional comprehension, persuasion efficiency, and inspiration, there are numerous 

discrepancies in the study. The goal of this applied analysis and evaluation is to determine this 

link among variables and make some predictions likely to include emotional intelligence, 

interpersonal efficiency, morale, work satisfaction, strategy management, policy coordination 

and strategic conduct in Irish business culture. This study aims at assessing this link between 

variables. Motivation in literature plays a critical role and life and is studied for different core 

facets such as interpersonal success, communication capacity, intellectual capacity, and leaders.  

Although they agree that strategy and operational activities must be aligned, many corporations 

still face numerous challenges to achieve this. Managers at the strategic/operational aisle on 

both sides express concerns that strategic priorities in the areas of risk management and skill 

utilisation or retention may be out of harmony with operational realities. Forbes Insights, in 

partnership with SAP, surveyed over than 200 C-level and top management in global companies 
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with yearly revenue in excess of 500 million dollars to identify the particular challenges 

companies face when narrowing the gap among both strategies and operations. A further 10 

milestone and world-breaking interviews were carried out with top executives to get an overview 

of how businesses are handling harmonization problems. The results emphasize that many large 

corporations must surmount struggles — both short and long-term — to ensure business-wide 

coordination. While the connection between strategic orientation and organizational success is 

known as a desirable topic of researchers and managers in market organizations, systematic 

analysis requires further focus through public organizations (Bryson, 1988, Grant et al., 2012). 

Researchers have studied the impact on performance over the last two decades of strategic 

alignment, however, most of the existing research in advanced and to a lesser extent in 

developing nations focus on the Private Sector.  

There has also been little investigation into topics which drive the development of the 

performance of employees by empowering them into the primary interface of the strategic 

objective. Such research would assess factors including such communication process, job 

involvement and morale and emotional management skill, which influence employee alignment 

with Ireland's organizational strategy. 

1.3: Research Aim and Objectives 

Aim: To Understand the roles of strategic behaviour and motivation with the relationship 

between managers’ and employee’s emotional intelligence to improve strategic alignment and 

job satisfaction in organizations of Ireland. In this research, the researcher aims to find how 

aligning employees with the organisation’s business strategy motivates employees to work and 
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achieve targeted results. I have also aimed to find how emotional intelligence in management 

and employee helps to build their relation and aligns them towards the strategic achievement in 

respect of other factors like motivation, job satisfaction and communication effectiveness. 

Primary Objective- Identify the organisation workings according to the operations strategy and 

manager’s and employee’s role towards achieving it. 

Secondary Aim- Determine the role of communicative effectiveness and emotional intelligence 

in terms of employees Job satisfaction. 

Secondary Objectives: Identify the relationship between communication effectiveness and 

motivation. 

In this research, the researcher aims to find how communication effectiveness and motivation 

affect each other and their relationship in affecting job satisfaction along with their contribution 

towards achieving the strategic goal in organisations. 

1.4: Research Hypothesis 

The systematic model for this paper consists of six main structures comprising emotional 

intelligence, persuasion efficiency, motivation, strategic management, behavioural actions and 

compliance with strategies. There is indeed a supportive interaction between emotional 

intelligence and communication efficacy and motivation that serves as a regulator of this 

connection based on the current literature as mentioned earlier. Review of literature also 

concluded that strategic management could affect strategic actions and alignment with 

strategies. Therefore, we can propose that motivation moderatos the link between emotional 
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intelligence and communication effectiveness. Additionally, reviewing the literature showed that 

strategic management can impact strategic behaviour and strategic alignment. The researchers, 

therefore, suggest that motivation moderates and create the connection between emotional 

intelligence and effectiveness of communication.  

1.4.1: Hypothesis 

These are the hypothesis on which the research paper is based on-  

• Motivation will have a significant relationship with job satisfaction. 

• Motivation will have a significant relationship with communications effectiveness. 

• Emotional intelligence will have a significant relationship with communications 

effectiveness. 

• Communications effectiveness will have a significant relationship with job satisfaction. 

• Communications effectiveness will have a significant relationship with emotional 

intelligence. 
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Chapter 2: Literature review 

A review of literature is 'an important section of the thesis to offer background information and 

reasons for the research being conducted' (Bruce, 1994, p. 218). Some literature and studies have 

appeared over the years, but conventional or plot, systemic, meta-analysis and meta-synthesis 

are the four key forms. An analysis and summarisation of a collection of writings is the main 

purpose of a traditional or narrative literature review. It is provided with a detailed literature 

context within the subject matter in which different study sources are emphasised, differences 

are established, or incoherencies are found. This literature review will lead to the clarification, 

emphasis, and form of research problems as well as the creation of conceptual and theoretical 

structures (Coughlan et al., 2007).  

The research study highlighted the key topics and their relevant variables for the topic of 

research.  

• Strategic operations management and alignment of operations  

• Emotional intelligence and efficiency of communication  

• Motivation and work pleasure  

In discussing these considerations, the study subject will be addressed with the context of 

knowledge and observations of previous researchers.  

2.1 Strategic operations management and alignment of operations 

Operating Strategy plays a key role in developing and capturing business strategy through the 

development of customer, emerging market, and product capabilities (Skinner, 1969; Swamidass 
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& Newell, 1987). Strategic exercises relate the decision-making and function to the unified 

reaction by enforcing strategies, initiatives, and acts of companies to strategic powers in a 

methodical approach to the assertive goals identified and understood in the corporate strategy 

of the organisation.  

Strategic management is developing conscious decision-making in terms of procedures, states 

Slack, Chambers, & Johnston (2010). Management of operations is bothered according to main 

activities that allow a company (taking all parts), to transfigure into a commodity for both the 

user and client a number of specific inputs, such as resources, customer needs, supplies, 

knowledge etc.  

Operational strategy in the field of the strategic value of perhaps expense, norm, distribution, 

and viability is usually addressed. (Boyer and Lewis, 2002). 2002. Innovation, consumer 

satisfaction, market growth plays a significant role in driving performance in the competitive 

world of today's rivals needing teamwork at any level of an organization.  

Strategic coordination is essential to consider the organization's mission and performance 

targets. It also stresses the positions of workers in their commitment to the accomplishment of 

the corporate goal.  

Papp (1980) acknowledged that strategic alignment was necessary as he thought that strategic 

alignment would have a substantial influence upon internal business decisions, such as a 

competitive edge relative to competing firms, had a positive influence on the success of 

businesses, offered corporate strategy help and allowed efficient use of opportunities. Strategic 

aligning for the completion of the company goal is an important aspect of strategic management. 
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Through leveraging strategic planning, the partnership amongst organizational policies and 

procedures can indeed be illustrated and executives at high levels may, therefore, gather 

insightful and critical data dependent upon existing activities. (Switzerland and others 2011). 

(Myler 2012) suggests that a company will strengthen its strategic innovative skills and its delivery 

and understanding if strategic coordination is applied. Whipp et al. (1989) find that ineffective 

companies there is more "clear" convergence between functional and operational facets. This is 

in conjunction with Day (1984), which suggested the integration of business strategy and 

functional strategies for creating a sustainable competitive advantage. Hrebiniak and Snow 

(1982) and Dess (1987) also suggested the agreement making for simple coordination and 

execution of strategic decisions which could contribute to improved results, according to 

Simmons (1995). Strategy analysts empirically show that the connection between agreement and 

firm success is beneficial (Dess, 1987; St. John and Rue, 1991). Ianquinto and Fredrickson (1997) 

recently argued on a corporate basis, that the consensus or compromise on the decision-making 

mechanism is strongly associated with the firm's research in assessing the adequacy of the 

decision-making method. Homburg et al. ( 1999) found that, at the SBU level, the paper's focus 

was not on general positive productivity but only on the strategy. Moreover, the ecosystem was 

conducted to determine the relationship between consensus and performance. The findings of 

previous research are incompatible with the definition of a direct link between the line and 

efficiency, particularly in the strategic sector, Homburg et al. ( 1999) in collaboration with 

Ginsberg and Venkatraman (1985). The results of the past research are consistent. The strategic 

orientation demonstrates the degree of mission, priorities, and strategies to benefit the 

organization, and promotes missions and objectives for information technology [Reich and 
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Benbasat, 1996]. Alignment strategy is relevant, and the value of strategic coordination has been 

illustrated over the last decades [Papp, 1995], as Papp observed.  

These inconsistencies were linked to a lack of moderating variables in the consensus performance 

studies. In our study of literature, we found that while researchers used contextual variables, the 

variables were mainly derived from the company's foreign environment. For example, Homburg 

et al. (1999) employ market-related dynamism as a variable moderator in recognizing the effects 

of the agreement on results. as a frequency of significant market-related shifts. It is our argument 

that another set of moderator variable influences the alignment-performance relationship. An 

examination of the studies shows that  

The strategy implementation is due towards its impacts, such as gaining competitive advantage 

in a tough competitive environment, on several of its main business actions,  

Imposing a beneficial impact on a company's efficiency, optimum return on the expenditures, 

operating on a competitive sector, promoting growth objectives, and adding to the achieving of 

value for capital, increasing profitability and versatility in reaction to new opportunities. 

2.2 Emotional Intelligence 

The theory of emotional intelligence ensures that the lives of individuals will be predicted and 

improved. The theory's proponents claim that the secret to a better standard of life is to 

comprehend, evaluate and control feelings in oneself and others. The main challenge faced by 

the theorists is to develop an instrument or improve existing measures that will accurately 

evaluate and evaluate individual emotional abilities because the operationalization is the critical 
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factor to validate the statement. The other key question is also whether emotional intelligence 

is a distinct form of intelligence or simply an old wine in a new bottle.  

Although the area of emotional intelligence is quite new, the very word "emotional intelligence" 

coined by Peter and John Mayer in 1990 and used in literary writing (Cherniss, 2000). The concept 

is gaining in popularity by explaining how sometimes people with a good IQ fail and those who 

have gone into the school and are thought stupid go on. Some of the precursors to emotional 

intelligence research – John Mayer, Peter Salovey, David Caruso, David Goleman, Reuven Bar-On 

– list different aspects that determine the emotions of an individual. While Mayer and Salovey 

(1990) take EI as their purely cognitive ability, it is seen as a personality feature by Goleman and 

Reuven Bar-On. The four divisions of EI model of Mayer and Salovey put a focus on the qualities 

of emotional consciousness, self-actualisation, inter-individual interactions, checking for truth, 

stress tolerance, happiness, joy etc., while Reuvent Bar-On (2002) focuses on the qualities of 

emotional knowledge, self-actualisation, interpersonal interaction, fact-testation, stress 

tolerance, etc. Goleman (1998) also points out that the characteristics of an emotionally 

intelligent individual are emotional self-awareness, self-control, empathy, problem-solving, 

conflict management, leadership, etc. 

2.3 Effective communication 

The process of knowledge sharing and mutual understanding through one individual to another 

is known as communication (Keyton, 2011). It is development and communication amongst 

interference (ici) and the recipient(s), feelings, concepts, sentiments, and comprehension. It is 

important that connections are established and sustained at work. Whilst managers spend much 
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of their time interacting (transmitting relevant data), effective contact cannot be presumed in all 

communications (Dunn, 2002). Organization-wide contact may be broken into two areas: contact 

within and contact outside. Within the correspondence, workers with these tasks are 

recommended to activate knowledge exchange, while at the same time ensuring that employee 

resources are empowered to stick to the organisation's goals. In view of their effects on both 

workplace behaviour and organisations, the importance of successful contact by management 

has been a subject of literary concern. Communications is a "basic feature in all leading jobs" 

(Greenberg 2010, p. 22), as managers expand 80% in their day-to-day activities interacting with 

others to improve the progress of the company (Dasgupta et al . , 2012; Lolli, 2013).  

If corporate managers cannot create a system that encourages transparent and consistent 

contact, the workplace environment and employee morale can be adversely affected. Following 

is the value of good contact at the place of work:  

Sense of achievement at work – Companies that promote a transparent and convenient contact 

here between aged and the secondary experience reduced turnover of staff. When the workplace 

atmosphere is positive where workers feel able to express their thoughts about job problems 

with their supervisors as well as their Input is appropriately taken into account, this helps staff to 

perform harder and gives them an interest of the company. This tends to create trust and 

confidence on the job, which ultimately results in higher job satisfaction and organizational 

commitment.  
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Less conflict – Open work environment communication will help avoid and overcome many 

conflicts. Conflicts at the workplace can be overcome quickly by free and transparent dialogue 

and constructive discussion, contributing to personal growth and professional development.  

Increased profitability- The most critical thing for the performance and loss of even an enterprise 

is good contact at work. There are well-established priorities, ambitions, and dream of any 

company. If a manager has a clear message, the subordinates know precisely what the 

organization wants and can thus offer the best effort. Therefore, it is important to determine the 

value of leadership abilities by contributing to improved performance of work and enhanced 

efficiency in the workforce.  

Relationship building- Direct contact between workers and employers or between managers and 

employees contributes to the development of enhanced private and organizational relations. 

This gives staff a sincere feeling of care and respect and is likely to stay faithful to the 

organization. This builds a positive atmosphere and encourages a positive workplace-social 

partnership.  

Proper use of resources – As a company encounters issues, emergencies, and disagreements 

because of misinterpretation among workers, routine work is postponed unnecessarily. This 

increases more than energy and decreases the quality of jobs in general. Therefore, every 

company wants to allow effective use of its own capital and maximize competitiveness in an 

atmosphere of clear contact. 
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2.4 Emotional Intelligence and Communication effectiveness 

A broad range of EI-like ideas has been proposed over the years, with Salovey and Maer's EI 

article starting with the current curiosity in EI (JR.O'Boyle, Humphrey, Pollack, Hawver, Report, 

2011: 789). In the event of successful contact between emotional intelligence and the workplace, 

staff and customer interactions will be strengthened. Emotional intelligence is the ability to 

understand and control one's own feelings and emotions that enable us to interact and connect 

with others.  

Goleman [2001] said that emotional intelligence social awareness has direct relationships with 

people and organisations precisely and "the empathetic person may read the emotional currents, 

pick up nonverbal signals like the tone or body language." Mayer et al. claimed that "the person 

with the highest elevations, most importantly, is more able to sense emotions, to use them in 

thinking, to recognize their meanings and to control emotions better than others and is more 

open and pleasant ..." (p. 210). Emotional intelligence is, according to Daniel Goleman, "the 

ability to distinguish our own feelings and those of others that allow us to control emotions 

between us and our ties. (Goleman: 16, 1998)  

In order to understand the principle of effective communication and interact with others 

effectively, it is vital to have relational intelligence that is necessary in an individual, mental and 

social capacity measured and evaluated by the self-reflecting cycle of five scales Basic mood, 

adaptability, stress control, interpersonal and intrapersonal (Baron, 2010:55). The deliberate 

behaviour of Campbell (1999) focuses on the results of a describes the approach. If in 

correspondence the sender and the recipient share the same meaning and the sender is assured 
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that he has been heard, therefore contact is done in an organization. Effective communication in 

a business context will be more complex than when the information sharing contributes to the 

strategic success of the organization. Academic sources need other skills and skills from 

individuals (Butcher & Harvey, 198). Dulewiez and Higgs (2000) emphasized how important 

feelings are to be treated as tools for a productive life. Academic achievement in life is related to 

the role of students in the university. Goleman (1995) said human beings have two logical brains 

that allow us to think and feel. These help us retain information and affect input and behaviour, 

practice and the way people think. Therefore, it is important to learn and exercise relational 

intelligence (Freshwater & Stickley 2004). A study by Ahmad Marzuki, etc. (2012) found that the 

influence of emotional intelligence on the student's learning and the environment can be 

influenced by a few demographic factors.  

Communication is meant to be effective because it is not limited only to words but also to other 

skills including the ability to recognise one's own and the feelings of the recipient, non-verbal 

contact, capacity to communicate assertively and listening with commitment.  

2012 is an indicator of successful communication, which assumes intolerance which trusts in 

others, their thoughts and emotions separate from themselves and knowing them from the same 

point on. Researchers emphasize, respectively, that an individual with both the ability to 

fluctuate and be adaptable to situations or contexts between stereotypical, gender-based 

communication is an excellent example of effective communication. Homburg et al. (1999), in 

conjunction with fixtures, are designed, extensively in the areas of strategy. 
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Ginsberg and Venkatraman (1985), said, in establishing a direct link between alignment and 

success the results from the past study were inconsistent. These inconsistencies were attributed 

to the lack of moderating variables throughout the consensus performance studies. We find that 

only though the qualitative variables are present in our review of the literature. 

2.5 Motivation 

Companies must build work to reduce the burden and improve the morale and happiness of 

workers and their success to succeed successfully on the international economy (Garg and 

Rastogi 2006). Bartol and Martin (1998) state the "motivating actions, orientating behaviour and 

stressing the persisting tendency." Islam and Ismail (2008) indicated the value of inspiration by 

leadership  

Influence on the job to accomplish the goals of companies. A variety of studies explored the 

incentive of older employees to perform and stay engaged in the workforce. Young workers have 

been the subject of academic studies (KOIJ et al., 2008). Stamov-Roßnagel and Biemann (2012) 

claimed que laxity, decreased efficiency, and diminished morale in working environments 

minimize the expectations of older workers. That kind of workplace empowers us to do so. In 

fact, scientists StamovRoßnagel and Biemann (2012) concluded that recognizing age-related 

behavioural shifts is important. The high degree of enthusiasm for the aged is a requirement for 

effective management, however, according to Stamov-Roßnagel and Hertel (2010), to tackle 

improvements in working ability.  

The rationale applies to "the fundamental explanations for actions" (Guay et al., 2010 p. 712). In 

general rephrasing Gredler, Broussard and Garrison (2004), motivation is described as "the 
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attribute that motivates one to do something or not" (p. 106). Motivation is intrinsically inspired 

by personal gratification, desire, or enjoyment. "Intrinsic motivation, as Deci et al. (1999) 

observes, energizes and supports activities through the serendipitous gratifications implicit 

ineffective voluntary activities. In behaviours, such as sport, discovery and competition, people 

also try outside incentives "(p. 658). Behavioural intention, which is the incentive governed by 

reward contingencies, is most often distinguished by researchers. Educators have historically 

regarded internal motivation as more beneficial and more efficient than external (Deci et al . , 

1999). Gottfried (1990) has also identified a correlation between inspiration and success but 

insists that perhaps the causal link operates the other way around. Similarly, Gottfried observed 

that elementary children with higher university motivations also have higher academic 

performance and IQ, a stronger understanding of academic abilities and poor academic anxiety 

because of another research. However, early successes projected inspiration rather than the 

other way round in Gottfried's work. 

2.6 Job Satisfaction 

Hoppock defined job pleasure as any combination of psychological, physiological and 

environmental conditions that truly cause people to say “I'm happy with my job” (Hoppock, 

1935). While productivity at the workplace is affected by various external influences, this strategy 

also needs to do internally with the way the employee feels. This happiness with work poses a 

variety of aspects that make individuals feel happy. Vroom reflects also on the role of the 

employee in the workforce in his concept of job satisfaction. Thus, the happiness of the job is 

described by the people as affective orientations to the work positions they actually occupy 

(Vroom, 1964). The importance of work satisfaction arises particularly if the numerous negative 
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consequences of job dissatisfaction are considered, including a lack of loyalty, increased absence, 

an increase in accidents, and so on. Three significant characteristics of work satisfaction were 

described by Spector (1997). Next, individual values should drive organisations. organisations. 

Such organisations should rely on equal and equitable treatment of employees.  

The job satisfaction appraisal will serve in such situations as a strong measure of the productivity 

of the employee. High workplace satisfaction may mean that workers are well-positioned 

emotionally and mentally. Furthermore, the actions of workers can affect the process and 

practices of the company due to their degree of work satisfaction. It can be inferred from this 

that workplace satisfaction is good and vice-versa that frustration with the work contributes to 

adverse employee behaviour. Third, satisfaction with the jobs may serve as an organizational 

activity indicator. Different levels of job satisfaction in various organizational units can be 

determined through career advancement evaluation but, in turn, can serve as a good indication 

of which changes to the organizational unit would increase performance. 

 

Figure 1 Christen.Layer And Soberman Model of job satisfaction(christen et,2006) 
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Locke and Latham (1990) propose a significantly different career satisfaction model. You assume 

that the goals set at just the highest level and the high expectations for work success deliver 

performance and achievement. Success is analysed as an employee satisfaction factor. 

 

Figure 2- Locke And Latham Model of job satisfaction (locke and Lathem,1990) 

2.7 Motivation and Job Satisfaction 

Advancement of the human capital by numerous prizes, such as financial bonuses, benefits, and 

behavioural re-invention. In a case study with BSC (Balance Score Card) undertaken by Malina 

and Selto (2001), the results of organizations have increased significantly if positive results are 

given. The motivation of employees to get tougher and stay committed to the organization is 

better when in the formal mentorship program Orpen (1997), they have a decent rapport with 

their advisors. Analysing and optimizing the current success of organizational objectives aims to 

achieve corporate cohesion and management reviews. The efficiency of the company can be 

increased, and according to Chenhall (2005), by target-oriented action and strategic guidance. 
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Although Locke and Latham (2004) say, the principles of motivation are internal driving factors 

and external driving factors that serve as a trap. Three dimensions of behaviour, speed (effort), 

path (choice), and time (repetition), are also stressed by the writer.  

According to the writer, the motivation definition implies internal strengths and weaknesses 

which trigger action and external influences which can serve as incentives to action. The three 

facets of motivation that can impact motivation are path (choice), speed, and time (perpetuity). 

Motivation may have an effect both on the development of skills and abilities and on their 

application of talents and abilities "(Locke and Latham, 2004). Motivation draws on a number of 

strongly affiliated views, desires, expectations, behaviour and beliefs. However, there are 

significant differences among individuals in different fields and the increase in age motivation.  

Research by Decoene and Bruggeman (2006), which established and highlighted a connection 

model in the BSC context morale and organisation's success along with strategic alignment, 

revealed a successful strategic alignment that empowers and motivates working leaders. An 

organisation can benefit from reaching its goal by gaining information through its social platform 

within the organization. The employees bring the minds and the spirits inside themselves 

according to the accounts of Ashmos and Duchon (2000) to look for and appreciate the role of 

their colleagues And their capacity to be a member of the work culture and society. Campbell 

says that deliberate action to enhance the result of a personal and social meeting is deliberate 

efficiency [Campbell, 1999]. In related cases, "efficient contact" is often substituted for 

(Gudykunst 1993, 1995, 2005a). High communication efficiency leads to a high level of 

understanding similarity between the transmitter and the recipient [Gudykunst, 2005]. In this 

case, the efficiency of the group managers' communication has a positive correlation with the 
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maximization of understanding or minimisation of the incomprehension of group employees. 

Communicative effectiveness, according to Campbell, is deliberate behaviour aimed at increasing 

the outcome of an intrapersonal conference [Campbell, 1999]. 

2.8 Literature conclusion 

Strategic alignment is an organization's tool to envision collaboration among its business 

strategies and processes. It helps decision-makers in organizations to gain concrete feedback 

based on their existing processes. Although no "big unified theory" of work motivation has yet 

been developed (see Locke & Latham, 2004), it is possible to recognize several key theoretical 

perspectives (see Grant & Shin, 2011) that in principle offer leaders a sophisticated collection of 

tools to encourage motivation for their employees. The goal-setting theory (Locke & Latham, 

1990), as one of those core perspectives on motivation, focuses mostly on motivational effects 

of objectives and emphasizes that complicated, particular goals motivate high performance by 

focusing focus and increasing effort and persistence. The Theory of Expectation (Vroom, 1964) is 

a second essential viewpoint. Theoretically, the factors influencing success attainment are 

efficiency and motivation factors, ability to assess knowledge and competencies. Meanwhile, in 

a situation at work, motivation stems from an attitude (attitude) (Mangkunagara 2004: 79). 

According to Sutrisno (2010: 150), the output is a record of the results obtained for a given time 

from certain job functions. Hasibuan (2008: 105) argues that the success of the employees is 

accomplished by carrying out the tasks assigned to them on the basis of expertise, experience, 

honesty and timeliness. Furthermore, according to Mangkunagara (2002: 67), success is "the 

quality and quantity of work done by an employee on the basis of assigned responsibilities in 

performing his duties." Based on the definitions above, it can be concluded that the performance 
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of employees is systematically a manifestation of employees' work in terms of quantity, quality, 

and time efficiency in accordance with assigned responsibilities and ability and job description. 

Employee success is individual and linked to his / her personality, and his / her future contribution 

contributes to one or more objectives being achieved. Strategic alignment has been considered 

one of the major objectives of the organisation all across the globe and different theories and 

pieces of literature gave us insight about the effectiveness of various factors in strategic 

alignment among strategic objectives and employees working in retail, banking and hospitality 

sector in Irish organisation. However, there is limited data and research work that is available on 

the mentioned variables and topic on organisation operating in Ireland. Thus, this study bridges 

the gap to understand the effectiveness of four factors in the retail, banking, and hospitality 

sector. Moreover, the study shall also focus on measuring the level of strategic alignment and 

level of emotional intelligence in senior management and leaders working as a communication 

bridge in motivating the employees and helping them to gain maximum job satisfaction level. 

Also, this is the first attempt to understand the management’s efforts and a real level of strategic 

alignment of employees and the organisation’s strategic objectives. Thus, this study shall 

immensely help the reader to gain an understanding about the various domains in relation to the 

alignment of strategies and employees and effectiveness of motivation, job satisfaction, 

communication effectiveness and emotional intelligence among organisation in Ireland.  
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Chapter 3: Research Methodology 

The methodology is the abstract, systematic examination of the techniques applicable to an area 

of study. This includes the analytical study of the collection of approaches and concepts identified 

with an information group. It typically includes concepts such as paradigm, theoretical model, 

phases, and techniques of quantitative or qualitative nature. (Rose & Irny, 2005). The 

methodology of research explains the methods by which a researcher can carry out their research 

and involves learning the different techniques that can be used in conducting research and 

conducting tests, experiments, surveys, and critical studies.  

The methodology of the research is a systematic means of solving a problem. It is a science of 

studying how to carry out the research. The methods by which researchers describe, justify, and 

forecast anomalies are generally called research methodology. This is also known as learning the 

methods by which information is acquired. The goal is to offer research work schedule.  

This chapter will address the analysis methods used to analyse the roles of strategic actions and 

morale with the relationship between the emotional intelligence of management and staff in 

order to enhance strategic cohesion and work satisfaction in Ireland's organisations. This would 

include a description of the research approach, followed by the sample outline used to conduct 

the research, and concluded with the discussion of the research instrument and the methods for 

collecting data. Analysis that would be used to analyse the data to test the possible hypothesis 

and limitations. Mark Saunders et al. followed the researcher (Saunders, Lewis, & Thornhill, 

2015). 
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Figure 3 Research onion 

The numerous layers of the study onion will serve as the route map for this segment, as seen in 

the figure above (Saunders and Lewis, 2018).  

Historically, the analysis methodologies are broadly divided into qualitative and quantitative, 

causing a huge divide among scholars, especially in the social sciences (Onwuegbuzie and Leech, 

2005). The research was carried out by using quantitative analysis, quantitative research 

investigates general population-wide trends and focuses on the number. Harrison (2001 ) argues 

that the quantitative approach provides a broad interpretation of the concerns undergoing 

investigation. In the viewpoint of purists, the discrepancy between qualitative and quantitative 

paradigms emanates from the fact that the epistemological, ontological, and axiological theories 
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of theoretical problems are typically qualitative or quantitative in nature (Tashakkori and Teddlie, 

1998).  

 

Figure 4 qualitative and quantitative analysis 

3.1 Research Philosophy 

This is a set of perceptions and expectations regarding the nature of understanding whether you 

are consciously aware of it or not, these expectations form how you perceive and view your study 

problem (Saunders, Lewis and Thornhill, 2015). The theory of science describes the course of 

analysis and extends it into a broader context. Johnson and Clark (2006 ) indicated that it is 

necessary to get an insight into the methodological engagement to understand the significance 

of the research strategy's option as it would actually help researchers understand the essence 

and purpose of a study. Science theory is the belief that results in a rational rationale being given 

for the overall study process (Bajpai 2011). It helps to learn the whole process of research from 
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all of the approaches to philosophy: constructive, objectivistic, analytical, pragmatic and 

interpretative etc. The theory of positivism should be used for this study as companies in the 

Republic of Ireland claim that they have been able to coordinate their strategic priorities with 

their workers and have learned the strategies of strategic business activity, but workers are not 

yet sure how well they feel matched. A French philosopher and sociologist, Auguste Comte, had 

founded positivism as a basis for analysing society. Science is used to explain nature and 

individual actions and reveal society's complexities in the same manner as the real world's 

complexities were revealed by physical science (Corry, Porter and McKenna, 2019). Positivism 

implies intelligence should be empirical and free from the principles and opinions of the 

researchers. The four traits are deductivism, phenomenalism, objectivity and inductivism (Ryan, 

2018).  

3.2 Approach to theory development 

The formulation of the theory is focused on the identification of variables influencing and 

interfering with a phenomenon and using this understanding to construct a coherent definition 

(Bajpai, 2011). The development of theory will be based upon a deductive approach in this 

research. This indicates that the study should include evidence from the test groups based on 

demonstrating how the knowledge specifically correlates or is linked to the created hypothesis 

and whether the input from the respondents attempts to establish a framework relevant to the 

phenomena. In this case, the phenomenon under research is how successful organizations have 

synchronized their employees with their organizational goals and objectives, and what are the 

factors that affect this Ireland alignment. By deductive inference, the influence of variables 
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influencing motivation, emotional intelligence and successful communication can be used to 

establish a hypothesis or idea which will then be evaluated against the research findings. 

Deductive reasoning is often used to test a hypothesis regarding a particular topic of interest. It 

begins with developing a simplistic point of view and narrowing it down into more specific 

hypotheses as the research has already done. Therefore, the respondents' data will be used 

deductively to test those specific hypotheses. This tends to lead to a framework that will help 

analyse the hypotheses and confirm or refute the original theory in the process, thereby 

advancing or confront it by building a new perception that can be conclusive or require further 

investigation. A deductive approach can be predicated on any theoretical perspective and can 

help propel to many other alternative deductions, according to Woiceshyn and Daellenbach 

(Woiceshyn and Daellenbach, 2018). 

3.3 Research Approach  

An overview into the course of the analysis and is focused largely on the predetermined collection 

of hypotheses, ideas and procedures provide one a basis for explaining the reasoning behind the 

approach to science. It has been stated by (Etikan et al., 2016) that the analysis methodology is 

focused on predetermined measures that are dependent on the context for data collection. The 

approach to science is based on the principle of data processing, analysis, and interpretation. The 

main explanation for using a particular methodology was to decide whether a qualitative method 

or quantitative research method should be used to evaluate the data set. Primarily, a quantitative 

methodology was found important to use in using numerical data for data collection or analysis. 

The quantitative methodology is any technique for collecting or analyse data that generates or 
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uses non - numerical information and is intended to explain to the researcher how and why things 

happen and to gain a thorough understanding of the situation, (Saunders, 2016). So, this research 

is based on a quantitative methodology. 

3.4 Research Strategy  

The research strategy is the basic roadmap which guides the researcher towards achieving the 

research goals in the right direction (Saunders, Lewis, and Thornhill, 2015). There have been 

different techniques that can be used to perform an analysis, such as experiment, survey, case 

study, intervention research, embedded research, ethnography, archival research. A research 

strategy is described, according to Saunders, as an overall direction to the research objective and 

how this work will be done (Saunders, et al., 2009). Therefore, the study used a survey and 

questionnaire as our research technique in this analysis. As survey approaches are typically 

associated with the deductive method (Saunders, et al., 2009). This is the most common 

technique used for approaching the market analysis and hence continues to be used for 

exploratory and concise studies. Online surveys and questionnaire were distributed on 

employees and administrators working in various sectors (retail, leisure, and banking) industries 

to answer the research data objective. The main aim of the survey was to produce accurate 

results on the management level of strategic alignment in the Irish sector and the efficacy of 

different variables against employee and company strategic alignment. Until performing the 

survey the questionnaire was optimized with the help of supervisor and other qualified 

practitioners. 
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3.5 Study Population  

The analysis is based on a reference dataset. The research population consisted of mainly workers 

and managers employed in different sectors (retail, leisure, and banking) industries. Retail is the 

biggest industry in Ireland and the largest employer in the private sector, with a footprint in every 

region, area, and village-throughout the world. This employs nearly 285,000 people in the Irish 

retail industry. Approximately 72 per cent of those working in the industry are based outside 

Dublin, which is far higher than in industries such as ICT and financial service industries where 

fewer than 50% of workers are situated outside the Dublin area. The biggest lender to the Irish 

exchequer is 37,400 wholesale and retail companies working in Ireland, producing 23 per cent of 

all tax income in Ireland. It is more than double that of the second largest industry in Ireland, 

financial services, which constitutes 11 per cent. Retail tax income has risen to over € 7 billion 

over the last three years.  

Ireland-based companies offer banking services to all the world's major economies. Global banks, 

fund companies, brokers, aircraft leasing providers and a number of other financial businesses 

recruit more than 42,000 people and pay 2,3 billion euros in taxes a year.  

The Republic of Ireland has an exceptionally significant global financial services sector with 

specialized fund administration and management capabilities; reinsurance; cross-border 

insurance and specialist finance, such as leasing aeroplanes and asset financing. As a result, in 

key mobile financial services markets, Ireland has developed a large pool of employees, 

executives, skilled advisors, regulators, and service providers with advanced market expertise. In 

such a setting there's just a small range of areas in the world. 250 of the world's largest financial 
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services companies – including two of the top 50 banks in the world – have specifically launched 

activities in Ireland, hiring 25,000 staff.  

Researchers designed a paper and provided a brief description of the intent of the analysis in 

questionnaires, and necessary specifics were specified in the paper that provided the 

respondent's information about the study. The researcher sent the online questionnaires survey 

to employees employed in the sectors listed and urged them to engage in bringing about future 

meaningful industrial progress and personal development. A permission form was added to the 

questionnaire, and the researcher requested their permission to engage in the study in advance 

by email or directly. This was issued after permission questionnaires had been collected. A self-

administered internet-based questionnaire was sent off to 100 workers and practitioners 

working in the retail, finance, and hospitality industry in Ireland, 80 of whom received responses.  

3.6 Research design 

Research design originated as a familiar area of research in the 1960s, originally identified in 1962 

Design Method conference at Imperial College, London. A research design is an appropriate 

methodology for data collection and analysis in a way that incorporates economic and procedural 

significance for the research purpose. Henry Manheim says that study architecture should not 

only predict and define the almost infinite decisions pertaining to data collection; Processing and 

interpretation but having a reasonable justification for all these conclusions. This study is based 

on a cross-sectional questionnaire-based methodology that involves the collection of data at a 

single point in time. This method is particularly useful as the information about the population 

characteristic was known and the study was designed to describe the strategic alignment of Irish 
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market organisations and effectiveness of various factors like motivation, communication and 

job satisfaction in maintaining strategic alignment. The study employed a quantitative method to 

carry out the study. As this method is generally associated with positivism and deductive 

approach and focuses on using the information to evaluate a conclusion or ideas. Also, this 

technique investigates the interactions between factors that are numerically evaluated and 

analysed using the statistical tool. 

3.7 Variables measured 

The study involved socio-demographic component and variables linked to competitive 

collaboration in targeted markets between workers and Irish organisations. Various variables 

have been generated for analytical generalisation. Based on which independent variables were 

to be analysed, the predictor variables were recognized in the dataset prior to analysis.  

The data set variables encompass demographic variables such as age group, gender and family 

status, and period of employment. Other variables were used to assess the level of employee 

satisfaction and motivation amongst themselves and their managers about communication 

efficiency and emotional intelligence.  

The demographic variables were all registered, such as age groups, gender, and marital status. 

Age classes were graded into 18-23, 23-32,32-45 and over 45. Responses toward family status 

were categorized as 1-2, 3-5, 5 and above according to their size. In addition, the respondents' 

working period was calculated to calculate the average amount of work time responders have 

with their new employer. Jobs have been classified into two categories that are total and existing 

workers, each classified into 0-2, 2-5, 5-8 and above 8. On a five-point base system, factors 



34 
 

influencing measurable variables were evaluated, ranging from 1 being null-effective / important 

and 5 being highly effective / most important.  

Furthermore, to measure the Irish organization's emotional intelligence and communication 

effectiveness, the appreciation and management support was categorized into 1 that was never 

felt supported and 5 was always felt.  

Strategic Alignment- As the research focuses on knowing how employees and managers truly 

think they are aligned with the strategy of operations and their role in achieving the goal in the 

organization. Measuring this indicator would help the study gather data to determine the actual 

strategic partnership position in the Irish organisation. This indicator would also assess the 

understanding of staff and managers in terms of their position in order to accomplish the 

organizational objective and the success of the variables that reinforce or impede the strategic 

cohesion in the Irish organization.  

Motivating factors-One of the key variables that have been measured by the researcher is 

motivating factors that keep job satisfaction to the mark. Understanding and calculating this 

attribute will explain the various variables that empower workers, such as the wage increase, 

holiday leaves etc. The role of the organization in motivating employees will also be examined 

and a motivated employee's performance compared to other employees will be measured in 

order to avoid misunderstandings in operations.  

Job satisfaction- Job satisfaction should be evaluated to understand the efficacy of the element 

that affects job satisfaction such as work climate, connection with organizational objectives and, 



35 
 

most significantly, the role of job satisfaction in holding workers and managers in line with the 

operating strategy.  

Efficient Communication- The quality of contact within the organisation should be one of the 

main variables to be evaluated. The assessment of good communication would offer an insight 

into its part in maintaining workers happy with their duty and encouraging them to accomplish 

corporate goals.  

Emotional Intelligence- Managers can easily build their foundation of trust, gain respect, and 

maintain a positive mindset among their staff. Nonetheless, one of TalentSmart's study shows 

that 85 per cent of workers felt unvalued and not appreciated by management and leaders is 

important to be paid and admired by workers. The study should be able to gather data by 

assessing this element to determine the rank and level of application of this capability among 

managers and workers in Irish Organizations. 

3.8 Sampling technique 

The basic principle of sampling is that outcomes can be collected for the entire population by 

choosing any of the components within a sample. Sampling is the sample of people from within 

a statistical community to approximate the characteristics of the whole population.  

The demographic of concern in this study is the workers and executives who either work or who 

have not been unemployed at different organisations in Dublin, Ireland over the last three 

months. The identified workforce has been chosen to define the functions and impacts of 

workplace engagement with company and operations strategies. In terms of inspiration and 

collaboration, workers from various backgrounds should be interested in understanding the 
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causes that influence individuals from different backgrounds. Though administrators should be 

selected to gather information impartially and systematically from various organizations.  

Employees or executives that have been unemployed for longer than 3 months have been 

omitted because their mentality may have shifted due to different reasons which may have 

weakened the research's purpose.  100 Banking, Finance and Hospitality staff were engaged in 

Irish companies, and 80 responses were received. Questionnaire delivery started in mid-July 

2020, and the responses were provided by the end of the same month. Managers from the same 

sector such as grocery, finance and hospitality were searched for responses with a goal. 

Questionnaires containing semi-structured questions were electronically circulated, and answers 

were registered. It is notable that more than 75 per cent of the respondents targeted were 

registered in total.  

Convenience sampling ( also known as opportunity Sampling or Accidental Sampling) is a form of 

non-probability or non-random sampling where members of the sample population who satisfy 

certain functional requirements such as ease of access, geographical proximity, availability at a 

given time, or desire to participate are included for research purposes. A sampling of convenience 

was used to pick the respondents for the study, to simplify the process of data collection. 

3.9 Data collection 

The knowledge collected from the researchers is known as the primary evidence, as the study 

gathers the data directly. Surveys using questionnaires are popular because they are a highly 

inexpensive means of collecting knowledge from a large population and this input can be quickly 

analysed quantitatively (Saunders,2016). While there are few drawbacks with using a 



37 
 

questionnaire to conduct a study, this methodology still suits well with this particular purpose of 

analysis.  

An internet-based self-administered questionnaire was developed for Irish business experts and 

workers working in the retail, banking, and hospitality sectors. Therefore, the self-administered 

internet-based questionnaire was used as the instrument of analysis for this research. Until 

performing the study, consent was sought from the experts employed in numerous commerce, 

banking, and hospitality organizations and individuals. A total of 44 relevant questions based on 

their sociodemographic characteristics, strategic orientation and other factors influencing 

variables (motivation, career satisfaction, persuasion efficiency, and emotional intelligence) were 

included in the questionnaire. The sample had asked close-ended questions. All the questions 

the participants had to answer were mandatory. There were questions where respondents were 

asked to choose one linear scale choice in which 5 were most effective / most important / every 

time and 1 was null effective / less important / never. The description of the written directions 

given in the questionnaire set out the research project's intent. The writer claimed that the work 

was carried out as part of a dissertation project of the Master of Business Administration (project 

management) academic resume. The level of strategic alignment, level of motivation, level of job 

satisfaction, the effectiveness of communication and level of emotional intelligence is the 

outcome which was measured using descriptive statistics and inferential statistics. Descriptive 

statistical analysis for all the variables was created. An online archive was developed using a 

readily accessible program called Microsoft Excel based on the research questionnaire. 

Participant answers were inserted in the tables, and variables in the rows were removed. This 

was double-checked before entering Microsoft Excel to ensure the validity of the data.  After 
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completion of data entry recorded data was then extracted into a computer program called the 

Social Sciences Statistical Package (SPSS) for data analysis. All descriptive statistics and inferential 

statistics were conducted by determining the relation between the variables examined that 

answered the study questions within the basic target.  

3.10 Data Management 

Data management as defined by the Data Management Association (DAMA) is the advancement, 

execution and close monitoring of plans, policies, practices, and procedures that control, prevent, 

deliver, and improve the credibility of information and data assets. A more extensive version of 

the definition advanced by the Intra-Governmental Group on Geographic Information (IGGI) is 

that: „ Data management is a group of activities related to the planning, development, 

implementation and administration of systems for the acquisition, storage, security, extraction, 

distribution, archiving and disposal of data. Data were initially inserted into the 2016 edition of 

Microsoft Excel. To achieve the study's aims and objectives, the results were assembled into 

version 25 of an IBM SPSS package for statistical analysis that contained study-relevant variables. 

After dataset compiling, the anonymity of the variables was preserved by keeping a password 

safe. 

3.11 Action Research 

'Action analysis is an analysis methodology concerned with change management and involving 

strong collaboration between experts and academics' Action testing is intended to resolve 

complex, realistic situations about which little is known 'The situation is analysed, a 32 corrective 

response is identified, planned and applied, the effects about the action are observed and 
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reported and the initiative is taken.  This also suggests that the investigator can only develop and 

challenge their expertise by following guidance and instruction through experience (Bryman, A. 

& Bell, E. (2011) 

3.12 Time Horizon  

An important thing to remember when preparing the work is that the sample is to be a 

"snapshot" captured at a particular period which would be rather analogous to a newspaper 

which a series of images and represent events over a given duration (Saunders et al., 2007). The 

cross-section may be considered the "preview" viewpoint, and quantitative may be considered 

the "archive" perspective. (Birk & Malhotra, 2007). 

3.13 Cross Sectional 

The Cross-Sectional time Period has been used for this analysis, mainly because of time limits. 

The survey has been conducted in a cross-sectional investigation and will be from a specific event 

now and at a specific stage. Cross-sectional studies often use the study approach, and 

quantitative methods are used. The cross-sectional analysis is more suitable for this work 

because of the time constraints, the sample and because the survey was carried out using surveys 

using objective evidence in the form of questionnaires. (Carlson MDA, 2009: Morrison) 

3.14 Ethical Consideration 

Ethics has indeed been defined as the "analysis of the right behaviour" by both academic 

researchers and it addresses the problem of whether to pursue studies legally and appropriately. 

According to Saunders ethical research is a study that is exposed, formulated and explained, 

analysis is planned, information is gained and evidence is gathered, and findings of the study are 



40 
 

published in a professional and responsible manner (Saunders, et al., 2009). Therefore, ethics are 

not just to addresses the question of how research is conducted for effective experiments, as 

well as how to apply it to use the technique in the right way. " Study ethics aims at ensuring that 

the research does not harm or adversely impact anyone. In quantitative implementing research, 

a researcher also must reconcile what the principle of theory suggests what is actually 

practicable. Likewise, the researcher will determine if the manner of performing the analysis is 

socially justifiable to all respondents." Due to the unexpected restriction imposed upon scientists, 

it is difficult to support strict compliance with law properties. Alternatively, relying on the 

confidential feeling of the morality of each entity is similarly difficult "(Bell & Bryman, 2015). 

There is certainly a need for a centre floor of either being controlled entirely by law or relying on 

ethical relativism. The basis for this centre floor is an evolving agreement on ethical norms for 

scientists. Researchers and promoters are guided by codes and regulations. When carrying out 

this dissertation work many ethical concepts were considered. While carrying out this 

dissertation work, five ethical standards were strictly adhered to.  (A) the consent forms of 

prospective study subjects have been provided and obtained; (b) the possibility of injury to 

subjects has been held null and void; (c) their privacy and secrecy has been accepted and should 

be retained during the testing (d) the use of misleading methods has been absolutely excluded 

and (e) the participants have all the freedom to withhold their research input and reject their 

activities. 
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Chapter 4: Results and interpretation 

The primary focus of the chapter is to critically analyse and discuss the findings of the study in 

relation to the previous studies conducted. This study was designed to measure the strategic 

alignment of employees with their organisation’s strategic objectives that were impacted by the 

various key factors also taken as measurable variables for this research. 

For most large companies’ strategic alignment seems to have become a top-level issue. 

Evaluating and documenting strategic alignment is necessary to determine the IS ability to satisfy 

the most fundamental organization’s requirements.  

To measure the strategic alignment level questionnaire collecting quantitative data was 

distributed among 100 respondents in total for quantitative data among employees working in 

retail, banking and hospitality sector being the 3 major industries in Ireland market. 

The questionnaire was based on the demographic factors including age, gender, marital status, 

employment period and other factors including motivation level, job satisfaction level, effective 

communication in retail, banking and hospitality sector and existing emotional intelligence level 

of people working in those industries especially managers. Moreover, previous researches 

provided evidence of a high level of emotional intelligence among employees with a higher level 

of job satisfaction.   

These variables were measured to have an in-depth understanding of the various factors which 

have an effective impact on strategic alignment in Irish organisations. The questionnaire was 

based on an online google form and thus, responses were noted. 

Using themes and research questions to guide the analysis helps to create a concise and direct 
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flow of description, which enhances the clarity of how the different variables in the research are 

connected or related. 

To help in the analysis of the data and the conclusions, graphical presentation of the data has 

been done to support the direct descriptive analysis that might demand tabulation of different 

results. Graphs in research data analysis help the reader and the researcher to easily visualise the 

relationship between variables and hence become an important tool in making relevant and 

value-based interpretations and conclusions. Charts, figures, and tables will, therefore, be used 

in the data analysis in order to identify key trends in the information collected from the 

respondents and to assess. 

Credible primary sources that are used in this research effectively ensure the validity and 

reliability of the results. The sample size is also large enough to accommodate all the potential 

dynamics in the population. 

4.1 Scope and Limitations 

The results of the research are quite comprehensive, having focused on the appropriate sample 

size and addressed a concept that is well understood among the study population. In addition, 

the random sampling ensured that the respondents are a true representative of the population 

and thus increased the credibility of the data obtained. However, several issues were 

encountered in relation to the research procedure and overall presentation. 

First, the aspect of strategic alignment was very specific to a few numbers of industries, and 

therefore, there were a limited number of generalised resources online and in the libraries to 

inform on the topic in the literature review. However, deeper research into the different aspects 
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of the same topic and addressing the variations of the same from across the industry yielded a 

good number of resources that have been used in the research. The second limitation is that due 

to the struggle of finding relevant resources, time constraint ensued, and it was not possible to 

effectively analyse all the resources within the given time. However, the researcher was able to 

comprehensively address all the main issues that relate directly to this study and identify the 

research gap that has guided the preparation of the data collection tools and other relevant steps 

in the methodology. Thirdly, it was not easy to obtain the required number of respondents 

through a single contact method as some of those initially contacted were not serious in 

committing their time and resources. In addition, because of the coronavirus pandemic occurring 

all over the globe and leading to lockdowns in the Republic of Ireland made it really difficult to 

get responds and information as places where people can gather was completely shut down to 

prevent gatherings of people. Libraries were one of those places and it was completely impossible 

to get the assistant to collect resources like books, research papers and journals from library 

expert previously available before this pandemic. At the initiation, stage researcher had a positive 

hope to get assistant available easily but unfortunately due to pandemic, the resources were very 

limited although, with the help of online materials made available researcher managed to collect 

relevant resources and conduct this research. One of the many major issues faced because of 

this Covid-19 coronavirus pandemic was all the meetings were completely cancelled as per the 

guidelines issued by the government. All the meeting happened with research supervisor was 

online and even approaching to respondents were done online only. Meetings with participants 

which were scheduled to be happening physically had to be rescheduled to online forms. 

However, the researcher managed to collect relevant primary data with the help of electronic 
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aids and his effective approach to respondents had him all the support he needed for his primary 

data collection. 

4.1. Introduction 

In research, the results section describes the data as obtained from the study and the 

interpretation of this data statistically. This, therefore, means that the section entails the 

presentation of raw data from the respondents, the analysis of the same data statistically and 

the description of how the data as collected relates to the research question and the primary 

hypothesis of the research. The importance of this chapter in research is to provide the necessary 

insight into how the research population responded and reacted to the research questions and 

how the researcher interprets these reactions to deduce or induce meaning that is related to the 

research question. 

In the current research study, the broad aim was to assess how the strategic alignment of 

employees with the strategic objective of companies/institutions works in retail, banking and 

hospitality sector in the Republic of Ireland with regards to measuring the factors like motivation, 

job satisfaction, communication effectiveness and emotional intelligence which affects the 

strategic alignment. 

More specifically, the focus of the research can be narrowed to find out the level of strategic 

alignment in the organisation of specified industries. 

The research, therefore, evaluates the current level of strategic alignment in specified industries 

of organisations in the Republic of Ireland and various factors and their effectiveness in 
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maximising the bond of employees’ commitment towards achieving strategic objectives of their 

particular organisation. 

4.2 Statistics 

 To address this effectively, a questionnaire survey with 41 questions was presented to the 

selected respondents. A total of 100 questionnaire surveys was distributed through various 

means and channels. Out of these, 80 responses were received in good time for comprehensive 

analysis of which 3 of the respondents did not consent to proceed with participation in the 

research work making it 77 valid responses. This represents a response rate of 77%, which is 

satisfactory for the research. In relation to the method of data analysis, an exploration of several 

methods has indicated that the purpose of data analysis is to communicate effectively the results 

obtained in the field in the simplest form possible for the target audience. Therefore, 

implementing a data analysis method that will not make sense to the target audience will not be 

effective as a research procedure. The current research, therefore, selects a simple descriptive 

analysis method that is comprehensible and easily usable by many people. A graphical method 

has, therefore, been adopted in order to provide an adequate visual presentation of the collected 

data and to ease the process of interpretation of the data. This section will, therefore, analyse 

the data collected based on the questionnaire survey questions that were presented. The analysis 

and presentation will guide the interpretation and discussion of the results in the subsequent 

sections and help the researcher to make a valuable recommendation and valid analysis of the 

effective strategic alignment in retail, banking and hospitality across the Republic of Ireland. 
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4.2.1 Socio Demographic statistics 

Descriptive statistics displaying the socio-demographics of participants, factors which 

influences their motivation and job satisfaction, and level of communication effectiveness 

and emotional intelligence. 

Variables Valid Denominator Number and 

percentage 

Gender 

Male 

Female 

Others (Not specified) 

Age Group 

18- 23 

23-32 

32-45 

Above 45 

Employment years 

0-2 

75 

 

 

 

76 

 

 

 

 

75 

 

 

55 (73%) 

17 (23%) 

3 (4%) 

 

9 (12%) 

53 (70%) 

13 (17%) 

1 (1%) 

 

35 (46.7%) 
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2-5 

5-8 

8 and above 

Family Status 

1-2 

3-5 

More than 5 

 

 

 

74 

 

21 (28%) 

8 (10.7%) 

11 (14.7%) 

 

29 (39%) 

39 (53%) 

6 (8%) 

Table 1 demographic statistics 

4.2.2 Gender 

 

 

Figure 5 Gender pie chart 

Male
73%

Female
23%

Others
4% Gender

Male

Female

Others
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The first question in the questionnaire was to determine the gender of the participants. As 

displayed in the table, amongst the participants 73% (n=55) were males, 23% (n=17) were 

females. An option “other” was included in the question regarding the gender of the participants 

for the confidentiality of the participants who do not want to share this information or belonged 

to any other category and 4% (n=3)of the respondents did not want to mention their gender 

4.2.2 Age of Respondents 

 

 

Figure 6 Age group pie chart 

Besides the gender, the age of the respondents was critical in the research. This is mainly because 

the research focuses on employees coming from all age group. Nonetheless, the age distribution 

of the respondents also helps to indicate the necessary balance of ages across the employees in 

Retail, Banking and hospitality sector among organisations in Ireland. In the above table, the 

researcher has presented the findings indicating the age group of the respondents. Out of 77 

18-23
12%

23-32
70%

32-45
17%

Above 45
1% Age Group

18-23

23-32

32-45

Above 45
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participants, 75 agreed to share their age for the research. Among 75 respondents, the majority 

70% of total respondents (n=53) were between the ages of 23-32 years. The other age brackets 

included were 32-45 years who represented 17% (n=13) and those aged between 18 and 23 

years, which were 9 out of 75 respondents, representing 12% of the respondents and the 

respondents with the least number was above 45 age group 1%. This distribution indicates that 

the employees' age group 23-32 years were adequately represented in the research. The results 

of the age of the respondents are as in Figure 4.2 below. 

4.2.3 Employment years 

 

 

Figure 7 Employment year pie chart 

Employment years was one of the key points to be measured as it is evident in previous 

researches and studies that different employees have different expectations and definition for 

the variables like job satisfaction, communication level. Including respondents from a range of 

0-2 years
46%

02- 05 years
28%

05-08 years
11%

above 8 years
15% Employment years

0-2 years 02- 05 years 05-08 years above 8 years
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employment, years helped to enhance the authentication of the research and answer the 

research question with perspective taken from all range of employees (in terms of employment 

years). The figure below shows the graphical presentation of inputs gained from respondents. 

Out of 75 respondent’s majority of the respondent were employed for less than 2 years occupying 

47% of total response (n=35), the other group comprised 28% (n=21) of overall respondents who 

were employed from 02-05 years. Another group had 8 respondents (n=8) comprising 11% of 

overall respondents and they were employed for 5-8 years in total. Next group had 11 

respondents those were employed for more than 8 years and occupied 15% of the overall 

response. 

4.2.4 Family Status 

 

 

Figure 8 Family member pie chart 

01-02 members
45%
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More than half of the respondents i.e. 53% (n=39) had 03-05 family members. While only 8% 

(n=6) of the respondents had more than 6 family members. Respondents who had maximum of 

only 2 family members occupied 45% (n=29) of total participants. 

4.3 Measurement of variables 

The questionnaires had four sections, each containing questions which were measuring different 

factors impacting the four variables identified in the research on which strategic alignment of the 

employee’s and strategic objective of retail, banking and hospitality sector’s organisation in the 

Republic of Ireland was based upon.  

4.3.1 Motivation level 

The first section included questions to measure the effectiveness of factors which affect 

motivation. In total, 8 questions were asked in the section and respondents were asked to choose 

factor’s effect in their motivation level.  

Table 2 Descriptive analysis of motivation 

Responses from participants on factors (Salary, Non-Monetary benefits, Relationship with colleagues, 

Personal Development, Business Process, Professional Life Interference, Productive job profile, 

Relationship with management) affecting job satisfaction level of employees working in retail, banking and 

hospitality sectors in the Republic of Ireland. 

 Not 

motivating 

Slightly 

Motivating 

Fairly 

Motivating 

Motivating Highly 

Motivating 

Salary 5 (6.5%) 6 (7.8%) 15 (19.5%) 19 (24.7%) 32 (41.6%) 
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Non- Monetary 

benefits 

4 (5.2%) 5 (6.5%) 19 (n24.7 %) 29 (37.7%) 20 (26%) 

Relationship with 

colleague 

4 (5.2%) 3 (3.9%) 15 (19.5 %) 25 (32.5%) 30 (39%) 

Personal 

Development 

2 (2.6%) 5 (6.5%) 12 (15.6%) 32 (41.6%) 26 (33.8%) 

Business Process 2 (2.6%) 1 (1.3%) 22 (28.6%) 27 (35.1%) 25 (32.5%) 

Professional Life 

Interference 

5 (6.5%) 6 (7.8%) 23 (29.9%) 24 (31.2%) 19 (24.7%) 

Productive job profile 2 (2.6%) 2 (2.6%) 18 (23.4%) 26 (33.8%) 29 (37.7%) 

Relationship with 

management 

2 (2.6%) 2 (2.6%) 14 (18.4%) 25 (32.9%) 33 (43.4%) 

 

According to table 2, nearly 41.6% of the participants who responded believed salary as one of 

the highly motivating factors which motivate them to do their work for their organisation. It is 

also noticeable that 6.5% of the participants believed salary played no motivating roles for them.  

It is a noticeable thing that the highest motivating factor considered by the respondents among 

all the eight factors as employee’s relationship with their management. More than 43% of the 

respondents believed their relationship with their management as the highest motivating factor 
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even a little bit higher than the role of salary in motivating them. Furthermore, 26% of the 

participants were likely to consider non-monetary benefits as the factor which highly motivates 

them when 41.6% said it was indeed a motivating factor for them if not higher, and only 5.2% of 

the participants were unlikely to consider non-monetary benefits as the factor which as a 

motivating factor and responded that it did not play any motivating role at all. Similar to the 

previous finding, only 5.2% of the participants were very unlikely to consider their relationship 

with colleague and co-workers played any role in their motivation level and 39% of respondents 

felt it did play a high motivative role for them. In addition to this, almost 75.4% of the participants 

who responded were likely to experience opportunities of personal development like learnings 

and training played a motivating and highly motivating role for them in their workplace while 

only 2.6% believed personal development opportunities to play no motivating role for them. 

32.5% of the participants who responded believed business process of their organisation to play 

a highly motivating factor for them. However, it was also considered to note that more than 35% 

of respondents said that it was motivating for them and it is noticeable that likewise previous 

factor only 2.6% believed it to play no role in their motivation level. Around 24.7% of the 

participants who responded were likely to consider non-interference of their professional life 

into their personal life interference as the factor which highly motivates them while 6.5% said it 

to not motivating for them. In addition to it, 37.7% responded that productiveness in their work 

profile played a highly motivating factor for them and only 2.6% of them said productive job 

profile to be not motivating for them. The most voted highly motivating factor was the 

respondent’s relationship with their organisation’s management. 43.4% of the participants 
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responded to this factor to be the most motivating factors while very less only 2.6% said to be a 

non-motivating factor for their motivation level.  

4.3.2 Job Satisfaction 

The second section included one of the four important variables which have a major impact on 

strategic alignment between organisation strategic objective and employee’s motivation towards 

achieving the organisation’s objective. Total of 10 questions in the questionnaire was dedicated 

to finding the factor’s effectiveness in terms of measuring the job satisfaction variable.  

Table 3 Descriptive analysis of job satisfaction 

Responses from participants on factors (working environment, fair policies and practices, Pay/ Salary, 

Promotions and pay rise, safety measures, challenges and work responsibilities, job security and 

organisation’s status, personal interests and recognition, and working flexibility) affecting job satisfaction 

level of employees working in retail, banking and hospitality sectors in the Republic of Ireland. 

 Least 

Important 

Slightly 

Important 

Fairly 

important 

Important Most 

Important 

Working environment 4 (5.2%) 3 (3.9%) 11 (14.3%) 23 (29.9%) 36 (46.8%) 

Fair policies and 

practice 

2 (2.6%) 4 (5.2%) 15 (19.5%) 24 (31.2%) 32 (41.6%) 

Pay/Salary 5 (6.5%) 3(3.9%) 11 (14.3 %) 20 (26%) 38 (49.4%) 

Promotions and Pay rise 5 (6.5%) 2 (2.6%) 11 (14.3 %) 27 (35.1%) 32 (41.6%) 
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Safety measures 2 (2.6%) 3(3.9%) 11 (14.3 %) 28 (36.4%) 33 (42.9%) 

Challenges and work 

responsibilities 

5 (6.5%) 6 (7.8%) 23 (29.9%) 24 (31.2%) 19 (24.7%) 

Creativity and 

Individualism 

3 (3.9%) 2 (2.6%) 18 (23.4%) 29 (37.7%) 25 (32.5%) 

Job Security & 

organisation’s status 

3 (3.9%) 7 (9.1%) 11 (14.3%) 23 (29.9%) 33 (42.9%) 

Personal Interest & 

recognition 

3 (3.9%) 4 (5.2%) 18 (23.4%) 24 (31.2%) 28 (36.4%) 

Working flexibility 3 (3.9%) 3 (3.9%) 11 (14.3%) 29 (37.7%) 31 (40.3%) 

 

According to table 3, nearly 46.8% of the participants who believed the working environment as 

one of the highly job satisfying factors which satisfy them to with their job for their organisation. 

It is also noticeable that 6.5% of the participants believed the work environment in their 

organisation was not a factor which led to job satisfaction for them.  

It is a noticeable thing that the highest job satisfying factor considered by the respondents among 

all the ten factors was the pay or salary. Almost half of the respondents (49.4%) believed their 

pay or salary from their job or organisation with their management as the highest job satisfying 

factor.  
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Furthermore, 41.6% of the participants were likely to consider fair policies and practices as the 

factor which plays as most job satisfying factor for them, and only 2.6% of the participants were 

unlikely to consider fair policies and practices as a factor for job satisfaction and responded that 

it did not play any motivating role at all. Similar to the previous findings, only 6.5% of the 

participants were very unlikely to consider their pay or salary played any role in their job 

satisfaction level. In addition to this, almost 41.6% of the participants who responded were likely 

to experience promotions and pay rise played a most important role for them in their job 

satisfaction level while only 6.5% believed promotions and pay rise to play the least job satisfying 

role for them. 42.9% of the participants who responded believed safety measures of their 

organisation to play the most important factor for them and it is noticeable that likewise previous 

factor only 2.6% believed it to play a least important role in their job satisfaction level.  Around 

24.7% of the participants who responded were likely to consider challenges and work 

responsibilities as the factor which has the most important role in their job satisfaction level while 

6.5% said it to be a least important factor for their job satisfaction level. 

Meanwhile, 32.5% responded that creativity and individualism in their work profile played the 

most important factor for their job satisfaction level and only 3.9% of them said creativity and 

individualism played no role in their job satisfaction level. 

In addition to it, 42.9% responded that their job security and status of the organisation in the 

industry played the most important factor for their job satisfaction level and only 3.9% of them 

said it was a least important factor for them. 
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Also, 36.4% responded that their personal interest in the work and recognition of it in the 

organisation played the most important factor for their job satisfaction level and 3.9% responded 

this factor be least important in terms of affecting their job satisfaction level. 

Furthermore, 40.3% responded that the level of flexibility they get for their work in their 

organisation had the most important factor for their job satisfaction level and likewise responds 

collected for other factors only 3.9% of them said it was a least important factor for them. 

4.3.3 Emotional Intelligence 

The third section included one of the four important variables which have a major impact on 

strategic alignment between organisation strategic objective and employee’s motivation towards 

achieving the organisation’s objective. Total of four questions in the questionnaire was dedicated 

to finding the factor’s effectiveness in terms of measuring the emotional intelligence variable.  

Table 4 Descriptive analysis of emotional intelligence 

Responses from participants on factors (Sympathy/Empathy towards your personal circumstances, 

Appreciations from senior management, Feel of belongingness with your organisation, Emotional balance 

of leadership and Initiation) affecting job satisfaction level of employees working in retail, banking and 

hospitality sectors in the Republic of Ireland. 

 Never A few times Sometimes Often Always 

Sympathy/Empathy 

towards your personal 

circumstances 

3 (3.9%) 5 (6.5%) 17 (22.1%) 21 (27.3%) 31 (40.3%) 
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Appreciations from 

senior management 

3 (3.9%) 4 (5.2%) 16 (20.8%) 21 (27.3%) 33 (42.9%) 

Feel of belonginess with 

your organisation 

2 (2.6%) 2 (2.6%) 13 (16.9%) 25 (32.5%) 35 (45.5%) 

Emotional balance of 

leadership and 

Initiation 

4 (5.2%) 2 (2.6%) 13 (16.9%) 34 (44.2%) 24 (31.2%) 

 

According to table 4, nearly 40.3% of the participants who believed Sympathy/Empathy showed 

by their management or organisation towards their personal circumstances to be “always” 

means almost 40% of the respondent’s employee or organisation always showed sympathy 

towards participant personal circumstances. Also, only 3.9% of the participants believed their 

management or organisation never showed sympathy or Empathy towards the participant’s 

personal circumstances. 

In addition to it, 42.9% responded that they “always” received appreciations from their senior 

management in their organisation for their work but it is noticeable that 3.9% of the participant 

said they never received any appreciations from their senior management. 

Meanwhile, more than 45% of the respondents said they always feel they belong to the 

organisation they work for while only 2.6% said they have never felt any belongingness with their 

workplace or organisation. 
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When asked about the how emotionally balanced the leadership is at their organisation, the 

response for the highest option saw a noticeable downfall where only 31.2% said they feel 

leadership and initiation in their organisation is emotionally balance with their leadership while 

5.2% of the participants said they never felt there is any kind of existing emotional balance of 

leadership and initiations in their organisation. 

4.3.4 Effective communication 

Forth and the last section had questions about the organisation’s management level emotional 

intelligence regarding measures organisation’s management takes against certain scenarios with 

their employees. This section included one of the four important variables which have a major 

impact on strategic alignment between organisation strategic objective and employee’s 

motivation towards achieving the organisation’s objective. Total of four questions in the 

questionnaire was dedicated to finding the factor’s effectiveness in terms of measuring the 

effective communication variable.   
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Table 5 Descriptive analysis of effective communication 

Responses from participants on factors (Briefing about company’s strategies, Recognition of your views, 

Respond from management on your recommendation/query on strategies, and Award or recognition for 

your inputs in business strategic operation) affecting effective communication level of employees working 

in retail, banking and hospitality sectors in the Republic of Ireland 

 Never Sometimes Periodically Often Always 

Briefing about 

company’s strategies 

5 (6.5%) 7 (9.1%) 27 (35.1%) 30 (39%) 8 (10.4%) 

Recognition of your 

views 

5 (6.5%) 11 (14.3%) 17 (22.1%) 33 (42.9%) 11 (14.3%) 

Respond from 

management on your 

recommendation/query 

on strategies 

2 (2.6%) 12 (15.6%) 24 (31.2%) 26 (33.8%) 13 (16.9%) 

Award or recognition for 

your inputs in business 

strategic operation. 

5 (6.5%) 12 (15.6%) 26 (33.8%) 23 (29.9%) 11 (14.3%) 
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According to table 5, only 10.4% of the participants said they were briefed about the company’s 

strategies always while 6.5% believed they were never briefed about their company’s strategies 

from their supervisor or management. Also, only 14.3 % of the 77 participants felt their views on 

business strategies were recognised by their management always while 16.9% of the 

respondents said they got a response from their management always whenever they had any 

recommendation or queries related to the business strategies of the organisation. However, it is 

important to notice that 6.5% of all the respondents said they were never recognised for their 

views they had on the organisation’s business strategy neither they got any response from their 

management about their recommendation or query they had on organisation’s strategy. 

Furthermore, 14.3% of the participants said their efforts in business strategic operations has 

always been recognised or awarded by the management while 6.5% of total respondents 

mentioned that they have never been recognised or awarded by the management for their 

efforts in business strategic operations. 
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Chapter 5: Analysis 

This part of the paper will analyse the correlation between the factors which influences the 

variables. By analysing the primary data collection of factors this part will be trying to prove the 

credibility of the hypothesis created in the research. The descriptive analysis, crossbar test was 

used to measure the level of correlation between the salary factor of job satisfaction and 

motivation among the employees working in retail, Banking, and hospitality industry of the 

Republic of Ireland. A descriptive analysis is an important first step for conducting statistical 

analyses. It gave the researcher an idea of the distribution of data and helps detect outliers and 

typos, and also enable to identify associations among variables, thus making the researcher ready 

to conduct further statistical analyses. Correlation quantifies the extent to which two 

quantitative variables, X and Y, “go together.” When high values of X are associated with high 

values of Y, a positive correlation exists. When high values of X are associated with low values of 

Y, a negative correlation exists. 

Table 6-Correlation between job satisfaction and motivation 

Co-Relation between Job satisfaction and motivation 

 

Pay Salary 

Total 

Least 

importan

t 

Slightly 

importan

t 

Fairly 

importan

t 

Import

ant 

most 

important 

Not motivating 3 0 0 0 2 5 
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In table 6 two variables’ (Motivation and job satisfaction) correlation was measured with the help 

of the factor (Pay/Salary). Respondents were asked for their level of motivation they get from 

their pay/salary and the importance of the same factor in effecting their job satisfaction level. 

The responses for the level of motivation and job satisfaction they get from their pay/salary, it 

can be clearly interpreted that 27% (n=21) of the participants responded that the factor (salary), 

was one of the major factors for them which was highly motivating as well as most important for 

their level of job satisfaction. While overall more than 58% (n=45) respondents responded that 

salary was motivating or highly motivating as well important or most important for their job 

satisfaction and motivation level proving the fact that an employee’s motivation and job 

satisfaction level can be affected by the same factor and job satisfaction and motivation are 

interrelated to each other.  

  

How does 

your salary 

affect your 

motivation 

level 

minimal motivating 1 1 0 0 4 6 

Fairly motivating 0 2 6 3 4 15 

Motivating 0 0 4 8 7 19 

Highly Motivating 1 0 1 9 21 32 

Total 5 3 11 20 38 77 
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Table 7 Correlation between emotional intelligence and communication effectiveness 

Correlation between emotional intelligence and communication effectiveness 

 

How often you get awarded or recognised for your 

inputs in business operations? 

Total 1 2 3 4 5 

Appreciations 

from Senior 

Management 

1 2 0 0 1 0 3 

2 0 4 0 0 0 4 

3 1 2 10 3 0 16 

4 0 3 7 8 3 21 

5 2 3 9 11 8 33 

Total 5 12 26 23 11 77 

 

In table 7 two variables’ (Emotional intelligence and communication effectiveness) correlation 

was measured with the help of factor (Appreciation from senior management). Respondents 

were asked for their response to the level of appreciation or recognition they receive at their 

organisation. Similar like the previous table, results were drawn after analysing the factors of 

emotional intelligence and effective communication. Two of the higher inputs were at the same 

place when respondents responded that when senior management was not highly emotionally 

intelligent the respondent said they received appreciation periodically or sometimes for their 

inputs in business operations. It is noticeable that the highest same number of inputs for these 

two factors was 11 (14.28%) when respondents said they received often appreciations from 
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senior management while answering for emotional intelligence and same for communication 

effectiveness proving the correlation between emotional intelligence and effective 

communication. 

Table 8  Correlation between emotional intelligence and job satisfaction 

Correlation between emotional intelligence and job satisfaction 

 

Personal Interests in the workplace and 

recognition 

Total 1 2 3 4 5 

Feel of Belongingness 

with your workplace 

or organisation 

1 1 0 1 0 0 2 

2 0 1 1 0 0 2 

3 2 1 9 0 1 13 

4 0 1 4 14 6 25 

5 0 1 3 10 21 35 

Total 3 4 18 24 28 77 

 

To measure the correlation between emotional intelligence and job satisfaction, respondents 

were asked to provide their inputs on their feeling of belongingness with their organisation and 

their personal interest in their workplace and recognition. As displayed in table 8, more than 27% 

(n=21) of the respondents those who felt they always have belongingness with their workplace 

while they said it was highly important for them for job satisfaction. Hence, it proves the positive 

correlation between emotional intelligence and job satisfaction as discussed in the previous 
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literature review that people with a high level of emotional intelligence are more satisfied with 

their job.  

 

 

To measure the correlation between motivation and communication effectiveness, respondents 

were asked to provide their inputs on how often they were heard or get responded on their 

queries on strategies and effectiveness of their relationship with their employer or organisation 

on their motivation level.  

As displayed in table 9, almost 17% (n=13) of the respondents those who responded that their 

relationship with their employer or management was important for their motivation level in their 

Table 9 Correlation between motivation and communication effectiveness 

Correlation between motivation and communication effectiveness 

 

Do you get heard or get responded to your 

recommendations or queries on strategies? 

Total 1 2 3 4 5 

How does your 

relationship with 

your employer or 

management in 

your organisation 

affect your 

motivation level? 

1 1 1 0 0 0 2 

2 0 1 0 0 1 2 

3 1 1 6 4 2 14 

4 0 5 9 8 3 25 

5 0 4 9 13 7 33 

Total 2 12 24 25 13 76 
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organisation had often get responded to their recommendations or queries on organisation’s 

strategy.  Hence, it proves the positive correlation between motivation and communication 

effectiveness as discussed in the previous literature review that people with the same level of 

motivation had the same level of communication effectiveness in their organisation.  

Table 10 Correlation between motivation and communication effectiveness 

Correlation between job satisfaction and communication effectiveness 

 

If you believe you have a positive or negative opinion about the 

strategy, do you get a platform to make it recognisable? 

Total 1 2 3 4 5 

Creativity and 

Individualism 

(Individualism at 

your 

organisation 

means 

recognition of 

your work and 

ideas) 

1 2 1 0 0 0 3 

2 0 1 0 1 0 2 

3 1 4 5 7 1 18 

4 1 2 7 17 2 29 

5 1 3 5 8 8 25 

Total 5 11 17 33 11 77 
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To measure the correlation between job satisfaction and communication effectiveness, 

respondents were asked to provide their inputs on how often they were heard or get responded 

on their queries on strategies and effectiveness of their relationship with their employer or 

organisation on their motivation level.  

 As displayed in table 10, almost 22% (n=17) of the respondents those who responded that their 

individualism in their organisation played an important role in their job satisfaction level in their 

workplace or organisation also responded they were often given a platform to make their either 

positive or negative response on organisation’s strategy. Hence, it proves the positive correlation 

between job satisfaction and communication effectiveness as discussed in the previous literature 

review that people with the same level of job satisfaction had the same level of communication 

effectiveness in their organisation.  

5.1 Discussion 

Job satisfaction, communication efficiency and emotional intelligence influencing strategic 

alignment and operations management in the Republic of Ireland's retail, banking, and hospitality 

sectors. Reich and Benbasat (2000) assert that strategic alignment should always be looked at 

from a process or product perspective. Therefore, various statistical analysis method was used 

to examine the analysis to verify the strategic alignment and variables impacting strategic 

alignment. Descriptive statistics were used to fulfil the study's objectives, including frequencies, 

percentages and mean (Spriestersbach et al., 2009). The conclusion is derived from descriptive 

statistics and is considered an essential feature of statistical evaluation. Data description is used 

to define key goals within the research and, thus, conclude the findings. The research used 
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version 25 of SPSS analysed the results. A business strategy may be seen as a roadmap or set of 

priorities that will enable the lengthy-term actions needed to ensure the success of the 

organisation. Nevertheless, the chapter's primary focus is on objectively analysing and discussing 

the study's findings in contrast to previous research. This research study was conducted to 

investigate the effectiveness of the various factors, particularly motivation, no matter how great 

the plan, or how noble the purpose be, an organization's plan only may become a practical reality 

if it is operationally implemented. This research was based on finding consistency between the 

goal of the organization and the commitment of employees to achieve it. In addition, the factors 

that affect the motivation and job satisfaction of the employee were measured with the help of 

communication efficiency and emotional intelligence. In the research, many significant aspects 

were identified by means of descriptive analysis of the measured variables. It was found that 

workers with a high degree of motivation often had a higher level of communication performance 

and job satisfaction indicates that they were able to grasp the organization's strategic purpose 

very well and were able to inspire and interact with their emotional intelligence, which also 

correlated with other variables found in the study. Similarly, employees with a greater level of 

emotional intelligence were much more efficient in their communication skills and were inclined 

to provide their inputs or recommendations, and felt more confident in asking questions (if any) 

about the organization's strategic objective and being clear would help them work more 

effectively to achieve the strategic objective of Since the research consisted of all age and gender 

classes, it can be understood that the results of the research are relevant to targeted industry 

employees in the Republic of Ireland. 
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5.2 Importance of strategic alignment 

Innovative companies are those that would do something differently or better to develop their 

procedures, goods, and resources (Tidd, Bessant, & Pavitt, 2001). Enhancing operational quality 

includes identifying key performance metrics and setting goals, but also continuous evaluation 

and process improvement to bring value to customers. It is essential that the strategy is clearly 

defined that enables the company to identify its viewpoints and then place itself in a global 

setting. The problem with the current strategies is the lack of analytical consistent application of 

the organizational goals allowing for organized review and a thorough record of coordination 

between the plan and the employee. Using strategic planning helps an organisation to ponder its 

sustainability and how its goals for the future period are achievable. An organization's success 

can be understood until the company meets the established stakeholder needs. The aim cannot 

be accomplished until the workers are informed of their organizational objectives and obligations 

for such targets. Assuming that workers are well compensated (salaries, wages, and benefits) and 

that a reasonable work atmosphere is established, workers will be able to work hard to address 

these questions in order to complete tasks and adhere with organizational standards. In other 

words, workers should be able to put their energies into achieving corporate objectives and 

adjust or adjust to, correct, and alter their work to achieve their goals. Otherwise, organizations 

and their members face several problems in achieving the desired "strategic alignment" level. A 

further essential factor which contributes to employees' ability to generate interest and 

enthusiasm in their work is the "significant work." Most of those who studied the relationship 

between working conditions and work satisfaction point out that real worth-giving or meaningful 

work contributes to an improvement in an individual's physical, psychological, and social 
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wellbeing. In fact, "employee commitment" is another input related to jobs. Employee 

involvement may occur in a company when workers behave beyond their work standards and 

interact physically and mentally with their job. 

5.3 Importance of motivation, job satisfaction, communication effectiveness and 

emotional intelligence in strategic alignment. 

As one of those core perspectives on motivation, goal-setting theory (Locke & Latham, 1990), 

focuses on the motivational effects of goals and emphasizes that difficult, and specific goals 

motivate high performance by focusing attention and increasing effort and persistence. These 

theories suggest a number of leadership interventions to increase motivation which definitely 

requires a high amount of emotional intelligence from leadership. From a goal-setting 

perspective, together with difficult goals, feedback is seen as essential because it enables 

employees to gauge their progress and adjust effort, persistence, and task strategies accordingly. 

Activities like involving employees into strategic built up, communicating the strategic objectives 

to the employees encourage their participation in achieving the objectives and bring the feeling 

of belongingness in them. Therefore, systematic goal setting and feedback are two essential 

motivation tools, and they are indeed used by superiors employing strategies by Objectives 

(Drucker, 1954) principles. Rewards for good performance are perhaps the most obvious 

motivation tool that follows from expectancy theory. According to the theory, even an employee 

with high expectancy beliefs would not be motivated if he or she were not convinced that 

performance will lead to outcomes. As 37.7% participant in this research said there job profile of 

doing something productive for their organisation played a key feature in their motivation level 
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it's very important for the management and the leadership of the organisation to establish that 

feeling in employees mind of being useful to the organisation and have their creativity and 

individualism maintained as well as increasing challenges and work responsibilities in employees 

job profile as it was clearly identified that almost a quarter of the participant. Mohamadkhani, et 

al (2012) have reviewed literature and concluded that satisfied employees are more committed 

in organizations and also that emotional intelligence directly correlated with the commitment of 

the employees towards the organization. 

5.4 Strengths and Limitations 

The potential limitation of the study is associated with the study design that was the recall bias. 

Therefore, recall bias is associated with the possibility of poor recall, i.e., the responses are based 

on the participants’ memory. Another limitation was that the questionnaire was not validated. 

Notwithstanding these limitations of the research, the study got a high response rate (77% valid 

responses), therefore, it is accounted as an important feature for this research. In addition, the 

internet-based questionnaire was an easy and convenient tool for the participants to respond to 

the survey and this is the first study that assessed all the four variables motivation, job 

satisfaction, emotional intelligence and communication effectiveness which can have a huge 

impact on the level of strategic alignment in retail, banking and hospitality sector of the Republic 

of Ireland. There are also several limitations of the study that are imperative to mention. There 

could be a possibility of response bias. Response bias is often associated with the 

misrepresentation of results that are often found in questionnaires or surveys. 
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Chapter 6: Conclusion and Recommendation 

The objective of the research had a prime focus on the factors or variables identified in the 

research paper which affect the strategic alignment of an organisation’s objective and 

employee’s alignment. 

The findings of this study have helped to understand the various factors that play a significant 

role in aligning employees working in retail, banking, and hospitality sector in Ireland. It can thus 

be concluded that motivation, job satisfaction, communication effectiveness and emotional 

intelligence plays a crucial role in keeping employees aligned to an organisation’s strategic 

objective. In addition, as the hypothesis was built it was proved that all the variables were 

correlated to each other and affected each other to a huge extent. Hence, it is worth mentioning 

that necessary steps must be taken by the leadership and management who acts as a 

communication bridge and immediate support to the employees while being emotionally 

intelligent in order to create a strong strategic alignment between organisation’s strategic 

objective and employee’s willingness to work and do their best to achieve the target. It will then 

result in a more successful rate of achieving targeted objectives by organisations in Ireland. 

Senior management and leadership of the organisation in retail, banking and hospitality sector 

should look more actively into their employee’s motivation and job satisfaction level in - order to 

enhance the employee’s performance towards achieving strategic objectives. There were various 

factors measuring motivation, job satisfaction, communication effectiveness and emotional 

intelligence level were asked from respondents and factors such as salary, relationship with 

management and colleague were considered as most important factors affecting the motivation 
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level, similarly, factors like the working environment and promotion opportunities were 

identified as the major factors which can influence job satisfaction level. Thus it is recommended 

that the employers and management should focus on these factors to improve the motivation 

and job satisfaction level of the employees which can emphasise the level of strategic alignment 

of the employees to help and achieve strategic objectives of the organisation. 

6.1 Reflection  

The study revolves around the effectiveness of various factors which affects strategic alignment 

in Retail, Banking, and hospitality sector in Ireland. 

The main purpose behind choosing the research theme in relation to strategic operations 

management and alignment was the keen interest of the researcher in business strategy 

development and knowing the factors which affect the achieving targeted objectives by 

organisations. As an MBA student and have had four years of experience in operations and start-

up management, it became a deep area of interest to the researcher to know the level of 

achievement of strategic objective in organisations of Ireland. Being leading a number of 

employees and building strategies with his previous jobs and start-ups researcher came across 

various issues and difficulties faced by his team and senior management so the researcher had a 

golden opportunity to dig deep into this area of interest and find out the realistic scenario of 

strategic alignment of employees and organisation’s strategic objectives with a hope of utilising 

the knowledge researcher gathered in his upcoming roles and responsibilities. 
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The researcher aims to provide a win-win situation to the organisation as well as the employees 

working in it. The aim of the researcher to choose this study-specific objective was to deeply 

understand about the problems occurring at the base level with employee’s understanding of 

the strategic objective and find out the reasons behind one of the major setbacks which are a 

failure of strategic planning and/or compromising with desired outcomes or results among 

organisations in Ireland 

Further, the researcher aims to investigate the problems which are associated with the low level 

of motivation and job satisfaction among employees due to deficiency of communication 

effectiveness and emotional intelligence among leadership and management in organisations 

and suggest ways to improve these variables which create a huge impact on strategic alignment. 

Hence, before undertaking the study, the researcher exchanged his proposals and opinions on 

the current research with his supervisor. The researcher conducted the work with both the 

permission and the advice provided by the supervisor. The researcher devised the study strategy 

and, subsequently, executed it with the supervisor's permission. Routine meetings were held 

with the supervisor to monitor the status of the research work and records were made in each 

meeting specifically to document the relevant points addressed in the discussion. The first move 

was then taken to study the literature from numerous sources like google scholar and Mendeley. 

the strategy was prepared accordingly reviewing of the articles were proceeded.  

A research project plan had been designed to review the publications and study materials 

accordingly. Limitations were introduced in the project about the time period and the topics of 

the study subject.  
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Primary studies were included that revolved around the subject of strategic operations 

management, strategic alignment, motivation, job satisfaction, communication effectiveness and 

emotional intelligence and their importance and effect on each other. Articles were then 

reviewed and segregated and accordingly they were either included or excluded after critically 

analysing them with their relation to the research theme. The study materials and articles were 

then divided with their relation to the research paper subject and variables which were strategic 

operations management and strategic alignment, motivation and job satisfaction, and 

communication effectiveness and emotional intelligence. 

The next and one of the important parts of the research project was to establish a research 

methodology. With the discussions and constructive ideas from the supervisor’s research 

methodology was selected and continuous reviewing of the work was done by the supervisor. An 

electronic questionnaire was simultaneously prepared and had undergone a couple of reviews 

from critics and especially research supervisor. After getting all the responses and suggestion a 

final questionnaire was then created and distributed among employees working in a different 

organisation working in targeted industries. The questionnaire included sociodemographic 

information and various other questions with the aim of measuring the effectiveness of factors 

on variables to be measured in the research project. 

The participants were given a comprehensive written guide advising them on the research study 

intent and possible consequences. Reactions have been obtained and registered, appropriately. 

Throughout this way, data formation and analysis were carried out using the IBM SPSS version 

25 statistical method. Based on data interpretation, findings were presented in line with the 
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research hypothesis, relying on rigorous analytical thought. Analysis and evaluation constituted 

the research's most important phase. Both descriptive and cross tests were applied.  

The research project provided crucial details about the research findings to determine which 

factors provided the relevant correlation and which variables displayed a showed no significant 

connection. Depending on the outcomes, a debate was documented by analysing prior research 

objectively and contrasting them along with the findings of the present report. And a closing 

comment has been included. Research have discussed capabilities, shortcomings and potential 

consequences which also involved contemplation. Ultimately, having this in-depth idea of 

undertaking a research project which was very much associated with the field of focus that has 

been a fantastic opportunity for the researcher. The researcher always felt profoundly thankful 

for the encouragement and support that the supervisor provided over the duration of the study 

work. The recommendation posted by the supervisor was also supportive and, in fact, he 

provided the time and mentorship for the best understanding of a research project. 

 It was thus found that various reasons affected an employee’s strategic alignment with its 

organisation’s strategic objective and there were mainly four factors involved which were 

motivation, job satisfaction, communication effectiveness and emotional intelligence and their 

effectiveness on the strategic alignment was identified. Organisation’s management and 

leadership team should look into these factors and maintain a high level of strategic alignment 

of their organisation with their employees to achieve their targeted strategic objective. 
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6.2 Future Implications  

It is recommended that the research on the level of strategic alignment of employees and 

organisation’s strategic objectives should not just be limited to the industry mentioned in this 

research which are retail, banking and hospitality sector instead its scope must be expanded to 

IT or BPO sector as well as other big industries like pharma and construction industries so as to 

understand the level of strategic alignment employees and organisation have in these industries 

also to find the different other factors which affect the level of motivation, job satisfaction, 

communication effectiveness and emotional intelligence. 

Therefore, this gives the researcher a wider opportunity to explore different domains. As each 

sector or field will be different in their own way because of the difference in exposure, different 

working patterns, team members working in a team, differing goals, therefore, reasons of 

motivation, job satisfactory expectancy and level of communication effectiveness will be 

significantly different. As this is the cross-sectional study design, there is a time constraint for 

conducting the study, therefore, it is not possible to assess the impact of the attempts made by 

the organisations in retail, banking and hospitality sector to maintain the strategic alignment with 

their employees. It is thus, important to understand that future studies should take into 

consideration about the aftermath impact of the attempts made by the organisations to develop 

the motivation, job satisfaction, communication effectiveness and emotional intelligence in order 

to develop the alignment level. With a continuous change in working nature of the organisation, 

there is a huge chance of change in employee’s expectations in terms of motivation and job 

satisfaction level, while the way of communication also has an opportunity to change that will 

require the managers to be emotionally intelligent in a different manner from now. One of the 
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examples of change in work culture was identified during Coronavirus Covid-19 pandemic when 

work from home became a normal thing for employees and organisation and we can expect that 

it would have brought significant change in employee’s expectations from their organisation, as 

safety would be considered more important now. Therefore, there is a huge probability that 

similar research after a decade or so would bring different results with various other factors 

affecting these variables and achieving strategic alignment for the organisation.   
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Appendix 

Appendix 1 

Email sent to respondents 

Hello, Greetings for the day. 

I am an MBA Project Management student conducting my research on the topic of Strategic 

Operations Management: Factors affecting job satisfaction. With this email, I have attached a 

google form collecting useful information and data for data collection purpose.  

I request you to please go through the google form and fill-in your inputs which will be highly 

useful for this research. 

I thank you in advance for your time and efforts. 

 

Regards, 

Ranjan Kumar Jha 

MBA Project Management 

+353 85 161 3637 

10534915@mydbs.ie | ranjanjhaofficial@gmail.com 
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Appendix 2 

Questionnaire 

Introduction of the Project. 

My name is Ranjan Kumar Jha and I am an MBA Project management student at Dublin Business School, 

carrying out my thesis project under the direct supervision of Patrick Paul about Operations Management 

and Factors impacting job satisfaction and communication effectiveness. The aim of the project is to 

understand the roles of strategic behaviour and motivation with the relationship between managers’ and 

employee’s emotional intelligence to improve strategic alignment and job satisfaction in your organisation. 

I would like to invite you to take part in the questionnaire which will be based upon your working and 

organizational experience. You will have a set of questionnaires asking your inputs on different factors you 

face, or you feel in your organization in terms of your alignment with your organisations, your job satisfaction 

level, your motivation towards your duties and responsibilities. As a participant in the study, you would be 

required to answer questions about your organization and work environment. 

You are most welcome to contact me if you have any questions, issues and/or queries throughout this survey 
on 10534915@mydbs.ie 

Data Protection 

The data you provide as part of this questionnaire/experiment will be fully anonymous. I will not gather 

any direct personally identifying information about you or anyone close to you. You will be asked to 

provide optional demographic information of a broad nature about yourself. Your data will be collated 

into a larger data set and analysed at the group rather than the individual level.  Your data will only be 

used for academic purposes and will not be shared with anyone for commercial purposes. 

The interview will be recorded for the sole purpose of facilitating later transcription of the data. Precise 
transcripts are important in research to ensure that data is recorded accurately, to allow the interviewer 
to be more present in the conversation and, importantly, to support greater accountability and scientific 
integrity. During the transcription phase, your data will undergo deidentification involving the removal of 
all personally identifying information thereby rendering them anonymous for retention. The original 
recordings will be saved electronically and kept under password protection. Upon graduation, all 
recordings will be permanently deleted. Your data will be used strictly for academic purposes and will not 
be shared with users or shared with anyone for commercial purposes. I will adhere to strict ethical 
guidelines and principles and will not anecdotally share any personally identifying information about you 
with anyone.  

Do you understand and agree to proceed?  

Yes/No 

Outcomes and further proceedings 

In addition to providing much-appreciated assistance to the student researcher, the main benefit of taking 
part in this study will be your contribution to academic research, which aims to expand knowledge and 
generate new insights in operations management. There will be no risks posed to you as a participant in 
this study, either physical or psychological, beyond that which is normally expected of day-to-day 
activities.  
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Please review the information provided in the consent form below and if you are happy to proceed with 
the study then please indicate your willingness to take part by ticking the appropriate box / signing your 
name where appropriate.  

You are under no obligation to take part in this study or to provide a reason if you decide not to take part.  
You may choose not to take part without fear of penalty. If you agree to take part, you have the right to 
cease participation and withdraw your data at any time for any reason without fear of penalty. The data 
will not be used by any member of the project team for commercial purposes. 

Do you understand and agree to proceed?  

Yes/No 

Consent Form 

I voluntarily agree to take part in this research study.  

I understand that I am not obliged to take part in this study and that my participation in the study is 

entirely voluntary.  

I understand that I am free to withdraw from the study at any time or refuse to answer any question 

without the need to provide a reason and without fear of negative consequences. 

I understand that my responses will be anonymous. 

I understand that in the case of completing an anonymous questionnaire, it will not be possible to 

subsequently withdraw my data since there will be no personally identifying information attached to my 

responses. I understand that digital recordings will be stored under password protection for some time 

until the approval of their dissertation by the examination board, at which point recordings will be 

permanently deleted.  I understand that my data will undergo de-identification during transcription and 

will be rendered anonymous for retention and for the purpose of subsequent publications. 

I understand that I can withdraw permission to use data from my interview within two weeks after the 

interview, in which case the material will be deleted.  

I understand that I will not benefit directly from participating in this research. I understand that I am free 

to contact any of the people involved in the research to seek further clarification and information. I 

understand that signed consent forms will be retained for some time until the exam board confirms the 

results of their dissertation. I confirm that I have had the purpose and nature of the study explained to 

me in writing and I have had the opportunity to ask questions about the study with satisfactory answers 

provided. I confirm that I have read and fully understood the information provided and statements above. 

Do you consent and agree with above-mentioned statements? Note- (By pressing Maybe you will 

be able to go back and review all the statements again). 

Yes/No/Maybe 
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Demographics 

You will be asked to provide some basic information about you, your employer, and your employment 

along with some very basic other information just for categorisation purpose. The data provided by you 

will completely adhere to data. protection statements mentioned above and if you have any queries or 

concerns please feel free to contact on above mentioned details. 

 

Gender 

Male/Female/Prefer not to say 

 

Age Group (Participants) 

18-23/23-32/32-45/45 and above 

Employment Type 

Full-time (Permanent)/ part-time (permanent)/ Full-time (Contract)/ Part-time (Contract) 

Overall employment period (in years) 

0-2/2-5/5-8/8 and above 

Family status (No. of people in the family living together) 

1-2/3-5/5 and above 

 

Motivating factors 

 

The below asked questions will be about "what you believe motivates you to perform well in your job". 

You will be asked to provide feedback on the effectiveness of the factor on your level of motivation.  

 

How does your salary affect your motivation level? 

5 Not motivating 

4 Slightly Motivating 

3 Fairly Motivating 

2 Motivating 

1 Highly Motivating 
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How does "non-monetary benefits or other benefits provided by your employer" affect your 

motivation level?  

5 Not motivating 

4 Slightly Motivating 

3 Fairly Motivating 

2 Motivating 

1 Highly Motivating 

 

How does your relationship with your colleague or co-workers affect your motivation level? 

 

5 Not motivating 

4 Slightly Motivating 

3 Fairly Motivating 

2 Motivating 

1 Highly Motivating 

 

How does learning and personal development opportunities at your organisation affect your 

motivation level? 

5 Not motivating 

4 Slightly Motivating 

3 Fairly Motivating 

2 Motivating 

1 Highly Motivating 

 

How does the business process of your organisation affect your motivation level? 

 

5 Not motivating 

4 Slightly Motivating 

3 Fairly Motivating 
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2 Motivating 

1 Highly Motivating 

 

How does your professional life's interference in your personal life affect your motivation level? 

 

5 Not motivating 

4 Slightly Motivating 

3 Fairly Motivating 

2 Motivating 

1 Highly Motivating 

 

How do you performing a meaningful/productive work "according to your belief" affect your 

motivation level? 

 

5 Not motivating 

4 Slightly Motivating 

3 Fairly Motivating 

2 Motivating 

1 Highly Motivating 

 

How does your relationship with your employer or management in your organisation affect your 

motivation level? 

 

5 Not motivating 

4 Slightly Motivating 

3 Fairly Motivating 

2 Motivating 

1 Highly Motivating 

What are the other things/statements/factors you would like to add in terms of displaying factors 

which affect your motivation level for your job? 
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Job Satisfaction 

I hope you are getting a good opportunity in an interesting manner to express your feelings, experience 

and believes for very purposeful research. I appreciate and thank you for your time and interest so far in 

this study and further a list of interesting questions awaits your response. 

The below-asked questions will be about the factors which impact your job satisfaction level. You will be 

required to choose how important they're by choosing range from 1-5 when 1 being the least important 

and 5 being most important 

Working Environment 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

Fair Policies and Practice 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

Pay/Salary 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

Promotions and Pay rise 

1 Least Important 
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2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

Safety measures and environment at workplace 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

Challenges and work responsibilities 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

Creativity and Individualism (Individualism at your organisation means recognition of your work 

and ideas) 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 
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Job Security and the organisation's status in Industry 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

Personal Interests in the workplace and recognition 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

The flexibility of work 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

 

 

 

Feel of Belongingness with your workplace or organisation 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 
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Job Effectiveness 

I hope you enjoyed setting up preference according to your beliefs and I am sure it required a bit 

of hard thinking to you about yourself and your preferences. Now as we are moving further, I 

would like to ask very few questions about the communication level in your organisation. Best 

things about this research "No Secrets Shared". Feel free to express what you feel or what you 

would like to add in the additional space provided in each section.  

The set of questions below will ask you about the level of strategic communication happening at 

your organisation. You will be required to choose one out of 5 options while 1 being Never and 5 

being Always. 

 

How often you have been briefed about the strategies of your company towards the business 

operations? 

 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

If you believe you have a positive or negative opinion about the strategy, do you get a platform 

to make it recognisable? 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

Do you get heard or get responded to your recommendations or queries on strategies? 

 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 
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How often you get awarded or recognised for your inputs in business operations? 

 

1 Least Important 

2 Slightly Important 

3 Fairly important 

4 Important 

5 Most Important 

 

 

Emotional Intelligence 

 

Caring Organisation (Sympathy/Empathy with your personal circumstances) 

 

1 Never 

2 A few times 

3 Sometimes 

4 Often 

5 Always 

 

 

 

Appreciations from Senior Management 

 

1 Never 

2 A few times 

3 Sometimes 

4 Often 

5 Always 
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Feel of Belongingness with your workplace or organisation 

 

1 Never 

2 A few times 

3 Sometimes 

4 Often 

5 Always 

 

Emotional Balance and Initiations in your organisation 

 

1 Never 

2 A few times 

3 Sometimes 

4 Often 

5 Always 

 

Any further comments or statements you would like to make in terms of the above section. 

In terms of ease, productive and potentiality to bring some change in organisations, How would 

you like to rate this questionnaire? 
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Appendix 1: - 

Dissertation Meeting  

Dissertation Meeting number 1 

Name of Student: Ranjan Kumar Jha  

Student No: 10534915  

Name of Supervisor: Dr. Pattrick Paul  

Date of meeting: 16th June, 2020 

Method of meeting: Audio Call  

Review/Comment on Progress Made (since last meeting): Discussion of first meeting  

Action Agreed/Progress expected before next meeting: Selection of target industries and 

population by 26th June 2020, Draft of Introduction and literature review by 3rd July 2020, review 

of questionnaire questions and draft submission for review by supervisor, Submission of first 

meeting presentation. 

Overall Summary/Conclusion of Meeting: Review and suggestions by supervisor, Guidance on 

targeted population, research schedule was created. 

Date of next meeting: 7th of July 2020 

Supervisor Signed: - Dr. Pattrick Paul 

Student Signed: - Ranjan Kumar Jha 
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Dissertation Meeting number 2 

Name of Student: Ranjan Kumar Jha  

Student No: 10534915  

Name of Supervisor: Dr. Pattrick Paul  

Date of meeting: 7th July 2020 

Method of meeting: Audio Call  

Review/Comment on Progress Made (since last meeting): Further reviewing of submitted draft 

as agreed in first meeting, referencing and bold research justification to be added. 

Action Agreed/Progress expected before next meeting: Send a draft of research methodology for 

review by professor, begin data collection with aim of completion before 28th July 2020. 

Overall Summary/Conclusion of Meeting: Review and suggestions by supervisor on submitted 

literature review and research introduction, follow up on research schedule, collection of data 

started 

Date of next meeting: 28th of July 2020 

Supervisor Signed: - Dr. Pattrick Paul 

Student Signed: - Ranjan Kumar Jha 

 

Dissertation Meeting number 3 
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Name of Student: Ranjan Kumar Jha  

Student No: 10534915  

Name of Supervisor: Dr. Pattrick Paul  

Date of meeting: 28th July 2020 

Method of meeting: Audio Call  

Review/Comment on Progress Made (since last meeting): Completion of data collection, getting 

all available materials for review by professor. 

Action Agreed/Progress expected before next meeting: Researcher to start working on final 

chapters 

Overall Summary/Conclusion of Meeting: Completion of data collection and reviewing of all 

available materials. 

Date of next meeting: 18th August 2020 

Supervisor Signed: - Dr. Pattrick Paul 

Student Signed: - Ranjan Kumar Jha 

Dissertation Meeting number 4 

Name of Student: Ranjan Kumar Jha  

Student No: 10534915  

Name of Supervisor: Dr. Pattrick Paul  
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Date of meeting: 17th July 2020 (preponed on request of researcher) 

Method of meeting: Audio Call  

Review/Comment on Progress Made (since last meeting): Necessary suggestion on modification 

of data analysis 

Action Agreed/Progress expected before next meeting: Final document to be submitted by 22nd 

August 2020. 

Overall Summary/Conclusion of Meeting: Suggestion on data collection and nearby submission 

date was discussed. 

 

 


