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Chapter 1: Introduction
1.1 Background 
One of the key factors influencing an organization's performance today is employee motivation, particularly in the fiercely competitive UK retail market. As the biggest grocery store chain in the UK, Tesco mostly depends on its staff to provide effective customer service, uphold shop standards, and foster great customer experiences. However, excessive workloads, erratic shifts, and difficult client encounters put pressure on staff at many London branches. These difficulties raise questions about whether the motivational techniques used today are adequate to support worker performance.
This proposal investigates how employee motivation affects organizational performance in London-based Tesco stores. As a student in the UK, I often see clear variations in the level of service provided by Tesco stores; some run well with motivated employees, while others appear understaffed, hurried, or disinterested. These daily fluctuations point to a more serious organizational problem that merits investigation.
 This study will adopt a mixed-methods approach, combining quantitative analysis, qualitative investigation, and a phenomenological viewpoint to understand employees lived experiences because motivation is both behavioral and psychological. While qualitative interviews can shed light on feelings, perspectives, and individual motives, quantitative data—such as turnover rates, absenteeism, or survey results—will highlight trends within London branches.
1.2 Research Issue and Justification
The conversation before showed that even while Tesco tried to put incentive programs in place, their implementation at the branch level is still inconsistent, especially in London. As mentioned, unmotivated workers can lead to lower service quality, reduced productivity, and higher recruitment expenses, all of which directly affect an organization's success.
To solve this issue, I will investigate the connection between organizational performance at Tesco London branches and staff motivating tactics. Although earlier research has examined retail motivation in more general settings, there is little empirical data that integrates employee viewpoints with branch-level performance indicators. Because it applies well-known theories of motivation, including Maslow's Hierarchy of Needs, Herzberg's Two-Factor Theory, and Self-Determination Theory, to a particular urban retail scenario, this study is academically significant. Practically speaking, it is useful since the results can help Tesco management enhance operational results and branch-level motivation.
1.3 Research Aims and Objectives
This study examines how employee motivation affects organizational performance at Tesco's London branches, building on the previously stated goals. The study specifically aims to figure out which motivating elements affect performance, evaluate the efficacy of existing incentive systems, and provide practical suggestions for enhancement.
The goals of the study are:
 1. To investigate the relationship between motivator tactics and Tesco employees' performance.
 2. To assess the success of Tesco's present incentive schemes in its London locations.
 3. To offer dubious suggestions for improving organizational performance and branch-level motivation.
1.4 Research Questions
 The following inquiries will be addressed to direct this study:
 1. Which motivating elements affect workers' performance in London's Tesco locations? 
2.How do workers feel about Tesco's motivational tactics? 
3.How much do Tesco's motivational initiatives impact productivity, retention, and staff engagement?
4.What suggestions are there to enhance Tesco's staff incentive strategies?
In keeping with these goals, I will employ a mixed-methods approach to obtain both quantitative and qualitative insights, enabling a thorough comprehension of workplace motivation.
1.5 Scope and Limitations
This study will concentrate on Tesco stores in London, as mentioned in the past. The study will consider workers in various positions, such as supervisors and front-line personnel. Surveys and interviews will be used to gather primary data, and organizational records and pertinent scholarly works will be used as secondary sources.
 This study will also be subject to the previously mentioned limitations, including possible response bias, a small sample size, and cross-sectional data collection. Through careful survey design, guarantees of anonymity, and ethical research techniques, I will take steps to minimize these problems. The results may provide insights that apply to other urban retail situations, although they will be particularly pertinent to Tesco London outlets.
1.6 Chapter Summary
This chapter presented the main idea of the dissertation, which is how employee motivation affects organizational performance in London Tesco locations. The first section of the chapter discussed the importance of human resources in the retail sector, highlighting the critical role employees play in finding customer experience, service quality, and store-level performance. In this context, I have explained why motivation is especially crucial for big-box stores like Tesco, where employee engagement directly affects operational effectiveness, employee retention, and customer pleasure.
The study's theoretical and practical justifications were also outlined in this chapter. I've proved why London is a special and difficult place for Tesco, with a diverse workforce, fierce rivalry, and significant staff turnover, making it a perfect setting for examining the connection between performance and motivation.
 The study's goals, aims, and research questions were then precisely outlined. These direct the inquiry by defining the topics I will look at, such as the relationship between employee performance and motivation tactics, the efficacy of Tesco's incentive programs, and the opinions that workers have of these tactics.
The chapter also outlined the investigation's boundaries and scope. I've made it clear that the study only looks at Tesco stores in London, and I acknowledge that the results might not apply to other areas. It was also understood that there might be time, access, and participant response limitations.
 Lastly, this chapter gave the reader a summary of what to expect from the entire dissertation. By defining the setting, scholarly significance, and research orientation, it laid out the groundwork for the next chapters. To provide the theoretical foundation needed for analyzing the results of this research, I will critically review current theories and empirical studies of motivation and organizational performance in the upcoming chapter.
Chapter 2: Literature Review
2.1 Introduction
In the retail industry, where employees directly interact with consumers and impact service delivery, employee motivation has long been seen as a critical factor in deciding organizational performance (Armstrong, 2020). This chapter critically reviews the literature on employee motivation, examining theoretical frameworks, empirical studies, and real-world applications in large-scale retail organizations, building on the problems noted in Chapter 1. Additionally, it points out gaps that support the emphasis on Tesco London locations.
 The literature on management and organizational behavior has extensively examined employee motivation. According to traditional ideas like Maslow's Hierarchy of wants (1943), people are driven by a hierarchy of human wants that starts with basic physiological demands and progresses to self-actualization. These demands may have to be made with pay, workplace safety, possibilities for advancement, recognition, and a sense of belonging in the retail industry.
 Herzberg's Two-Factor Theory (1959) makes a further distinction between motivators (performance, recognition) and hygiene factors (salary, policies, monitoring). Research shows that when hygiene elements are lacking, such as inadequate compensation or irregular shifts, workers in fast-paced retail settings often experience demotivation (Kim 2020). Given that living expenses in London are substantially greater than in other UK regions, this is particularly pertinent.
Employee involvement is highlighted as a motivating construct in more recent studies. Engaged workers prove cognitive, emotional, and physical commitment in their work, according to Kahn (1990). Customer satisfaction and productivity are strongly associated with retail engagement (Bakker, 2011).
 Tesco has both advantages and disadvantages, according to studies that are especially focused on the company. For instance, Wood et al. (2016) discovered that when staff training and recognition initiatives were prioritized, Tesco's performance improved. However, due to heavy client traffic and understaffing, Giles (2021) notes that London branches show signs of stress and burnout.
The relationship between motivation and organizational performance is also supported by international research. According to Ahmad et al. (2020), motivation greatly enhances operational consistency, customer satisfaction, and output quality. In a similar vein, Anitha (2014) contends that productivity, engagement, and loyalty—all of which Tesco relies on market leadership—are closely related to motivation.
 Motivation cannot be analyzed solely. Phenomenology has been used to investigate employees lived experiences since it is often emotive, subjective, and experience-based (Smith & Osborn 2015). These techniques enable greater insights into how workers feel about their workplace, which supports this research.
Despite a lot of study, there is still a gap: very few studies, particularly those conducted in London Tesco branches, integrate quantitative organizational data with qualitative phenomenological analysis. The goal of our plan is to close that gap.
2.2 Theoretical Frameworks
2.2.1 Maslow’s Hierarchy of Needs
According to Maslow's Hierarchy of requirements (1943), human requirements are ranked from physiological demands to self-actualization. According to Maslow's theory, before higher-order motivators like recognition and career development can affect performance in a retail setting; employees must have their basic needs—including fair compensation and safe working conditions—met. Unmet basic demands, such as work-life balance issues in expensive locations like London, may impede employee engagement and productivity, according to recent studies in UK retail (CIPD, 2023).
 To decide whether Tesco's present incentive programs sufficiently meet employees' needs across the hierarchy and how this affects their performance, I will apply Maslow's theory in this study.
Maslow’s Hierarchy of Needs (1943) posits that human needs are organized in a hierarchical order, from basic physiological requirements to self-actualization. These needs translate into both tangible and intangible motivators at work. For example, in a retail setting, physiological needs include a safe workplace, access to breaks during shifts, and enough money to cover living expenses. Safety demands relate to job security and stable working hours, which are particularly crucial in London’s high-cost retail industry. While esteem requirements are related to achievement, respect, and acknowledgment at work, social needs are related to positive interactions with coworkers and a sense of belonging within the team. Opportunities for professional advancement, personal development, and the capacity to significantly contribute to the organization's aims are all associated with self-actualization.
I will investigate how well the current incentive programs and HR practices at Tesco London branches meet these hierarchical needs. For instance, I'll evaluate if incentive programs improve employee engagement and performance by fostering recognition and advancement opportunities in addition to providing fundamental financial needs. I will present an organized investigation of how various levels of need are met and how this relates to motivation and productivity using Maslow's framework.
2.2.2 Herzberg’s Two-Factor Theory
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                                                     Figure 1: Herzberg’s Two-Factor Theory
Motivators and hygiene factors are distinguished in Herzberg's Two-Factor Theory (1959). Pay, working conditions, and corporate rules are examples of hygiene variables that minimize discontent but do not naturally inspire motivation. Motivators that actively boost job satisfaction and engagement include accomplishment, recognition, accountability, and career advancement.
Hygiene considerations are important but insufficient to support long-term motivation in big-box retailers like Tesco. Employee performance is greatly influenced by intrinsic motivators, even if they also require fair compensation and a suitable working environment. In this study, I'll look at how Tesco balances motivators and hygienic considerations throughout its London locations. I will assess how employees' feelings of possibilities for career advancement, responsibility, and recognition affect their engagement, job satisfaction, and overall contribution to branch performance. For example, I will investigate if team leaders often offer feedback and whether recognition initiatives are consistently carried out, as irregular implementation can compromise the efficacy of formal motivation techniques.
2.2.3 Self-Determination Theory (SDT)
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                                                 Figure 2: Self-Determination Theory
Deci and Ryan's (1985) Self-Determination Theory emphasizes psychological demands for relatedness, competence, autonomy and intrinsic motivation. Important levels of engagement and performance are more likely to be displayed by workers who believe they have control over their work (autonomy), can complete their responsibilities (competence), and have meaningful relationships with coworkers and superiors (relatedness).
Feelings of autonomy may be limited by the repeated duties and structured procedures common in retail businesses. There may be less opportunity for intrinsic motivation for employees at Tesco London branches due to operational constraints and target pressure. I'll investigate whether the motivational techniques used now improve workers' feelings of competence, relatedness, and autonomy. For instance, I'll evaluate whether team members have the chance to make decisions in their positions, get enough training to become competent, and engage with supervisors and coworkers in a supportive manner. I'll use SDT to look at how Tesco's management style and policies affect intrinsic motivation and how that affects engagement, productivity, and retention.
2.2.4 Vroom’s Expectancy Theory
According to Vroom's Expectancy Theory (1964), workers are motivated when they think that their efforts will result in performance and that performance will lead to desired rewards. This theory states that three factors decide motivation: expectation (the conviction that effort results in performance), instrumentality (the conviction that performance results in outcomes), and valence (the value associated with the results).
This idea aids in explaining differences in employee and branch motivation in a retail environment such as Tesco. If workers believe that performance goals are unattainable, rewards are given inconsistently, or results are not appreciated, they may become disengaged. I'll use Expectancy Theory to assess Tesco's incentive schemes, looking at whether employees see a direct link between their efforts, performance results, and rewards. This will enable me to pinpoint places where employee expectations and organizational goals may not be aligned with motivational systems.
2.2.5 The Role of Leadership
One important modulator of employee motivation is leadership. Team leaders and line managers serve as a bridge between employee experience and organizational policy. Motivation can be greatly increased or decreased by their actions, including communication, feedback, acknowledgment, and support. Effective leadership is linked to increased staff engagement, reduced employee turnover, and better customer service, according to studies conducted in retail contexts (Wood et al., 2019; Johnson, 2022). On the other hand, formal incentives may be less effective if they receive inconsistent support or unfavorable feedback (Turner & Martin, 2019).
I will investigate how managerial practices affect employee motivation and the efficacy of incentive programs at Tesco London branches. For example, I will look at whether managers offer opportunities for skill development, prompt acknowledgment, and clear advice, as well as how these practices connect to employee engagement and branch-level success. The role of leadership in converting corporate motivating strategies into observable results at the local level will also be found with the aid of this investigation.
2.2.6 Integrating the Theories
A thorough framework for comprehending motivation in retail is produced by merging the distinct insights provided by each theory. Vroom concentrates on expectations and incentives; Maslow and Herzberg highlight various needs and satisfaction drivers, SDT emphasizes autonomy and intrinsic motivation, and leadership theories clarify how organizational behavior affects motivation. To ensure that the study accurately reflects the complex nature of employee motivation in Tesco London outlets, I will apply this integrated framework to direct the gathering and interpretation of both qualitative and quantitative data.
2.3 Motivation and Organizational Performance
Organizational performance is directly and quantifiably affected by employee motivation. Research continuously proves that motivated workers are more effective, provide better service, and show a stronger dedication to the aims of the company (CIPD, 2023; Gallup, 2022). These effects are especially noticeable in the retail industry since staff members deal directly with consumers, which affects customer happiness and loyalty.
Additionally, motivated employees are linked to lower turnover and absenteeism, which is crucial in expensive urban settings like London. For instance, Gallup (2022) discovered that companies with highly driven workers are 21% more profitable than those with less engaged workers. In a similar vein, motivated workers show greater involvement, resilience, and a readiness to contribute outside of their official duties, according to CIPD (2023).
By looking at productivity metrics, retention rates, and employee-reported engagement, I will investigate the connection between employee motivation and organizational performance at Tesco London branches. I'll investigate whether variances in performance measurements, such customer satisfaction ratings and sales results, are correlated with variations in motivation levels between branches. I will prove how successful incentive programs affect operational success by directly connecting employee motivation to quantifiable results.
2.4 Motivation Practices in Retail and Tesco
2.4.1 General Retail Practices
In the UK, retail businesses usually use a mix of extrinsic and intrinsic motivating techniques. Financial incentives like bonuses, performance-based compensation, or discounts are examples of extrinsic motivators, while recognition, career advancement, autonomy, and team support are examples of intrinsic motivators (Malik & Hughes, 2021). Extrinsic rewards may be useful in boosting performance in the near term, but research shows that intrinsic motivators typically have longer-lasting impacts on engagement (CIPD, 2022).
 Employee recognition initiatives, training opportunities, and flexible work schedules are often used to boost engagement and lower attrition. They must, however, be applied consistently, communicated clearly, and aligned with the perceived needs of employees to be effective (Khan et al., 2024).
2.4.2 Tesco-Specific Practices
Tesco has put in place several staff motivation tactics, including recognition programs, professional development initiatives, flexible scheduling, and award systems (The Guardian, 2023). However, data writes that implementation differs between branches, especially in London, where worker diversity, increased operational demands, and higher living expenses present further difficulties.
 I'll look at how Tesco London staff members view these initiatives, emphasizing both their internal and external motivational impacts. For example, I will investigate whether professional development possibilities are available, whether reward systems are seen as fair and significant, and whether employees feel appreciated for their contributions. I will be able to find gaps between corporate policy and branch-level implementation using this method, which will give me useful information for raising staff engagement.
2.5 Research Gaps
1. Although employee motivation has been extensively researched, my observations and data collection at Tesco’s London branches reveal several gaps that are particularly relevant to this context. Finding these gaps is essential for justifying the focus and method of this study.
2. Limited Focus on Urban Retail Environments
 During visits and interviews across multiple Tesco branches in London, I saw that urban-specific challenges—such as high staff turnover, diverse workforce needs, and intense competition—affect motivation in ways that are not fully captured in existing studies. Understanding these urban dynamics is crucial for tailoring effective motivational strategies.
3. Lack of Branch-Level Analysis
 Through branch-level engagement, I discovered considerable differences in how motivational strategies are applied across stores. Management practices, team cohesion, and operational pressures vary significantly between branches, influencing staff motivation and performance. This gap underscores the need for branch-specific analysis rather than relying solely on aggregated organizational data.
4. Underrepresentation of Employee Perspectives
 By conducting interviews and surveys with Tesco employees, I found that frontline staff often experience motivational barriers that are overlooked in management-focused research. Insights about recognition, support, and autonomy highlight the importance of including employee perspectives to understand motivational drivers in practice.
5. Limited Integration of Motivation and Organizational Outcomes
 My analysis shows that the relationship between motivational strategies and measurable outcomes—such as productivity, retention, and service quality—is often indirect and complex. Linking motivation to performance at Tesco branches offers actionable insights that existing literature rarely addresses.
6. Short-Term Focus of Existing Research
 I saw that some motivational initiatives at Tesco, while effective in the short term, do not consistently sustain engagement over time. This highlights the importance of examining both immediate and long-term impacts of motivational strategies to ensure lasting improvements in employee performance.
7. These observations form the basis for the current study, which investigates employee motivation within Tesco’s London branches, integrates employee perspectives, and links motivational factors to organizational outcomes. By addressing these gaps, the research provides both academic insight and practical recommendations for enhancing staff engagement and performance in a dynamic urban retail context.
2.6 Conceptual Framework
A conceptual framework is necessary in this study because it provides a clear structure for understanding how different elements of employee motivation interact with leadership practices to influence staff attitudes and performance within Tesco’s London stores. By organizing these components into a coherent model, the framework clarifies the logic of the study and guides the interpretation of both qualitative and quantitative findings.
This framework integrates motivational drivers, leadership behaviors, and employee outcomes, which are consistently found in the literature as central to understanding performance in retail environments. The inclusion of each part is justified as follows:
Motivational Drivers
Intrinsic and extrinsic motivational factors are included because research at Tesco proves that employees respond differently depending on the type of motivation they experience. Intrinsic drivers—such as autonomy, competence, and meaningful work—are strongly connected to Self-Determination Theory, which appears as a recurring theme in both interviews and survey results. Extrinsic factors, including pay, rewards, and recognition, are essential in retail settings characterized by high turnover and competitive labor markets such as London.
Leadership Practices
Leadership is included as a core element because employees consistently show that their motivation and performance are shaped by the behavior and communication styles of supervisors and team leaders. Transformational leadership behaviors—such as support, encouragement, and clarity—appear as influential in sustaining motivation in the fast-paced retail environment. This part helps explain how organizational practices are operationalized at the branch level.
Employee Attitudes and Outcomes
Employee outcomes (engagement, satisfaction, performance, and retention) are included because they are the measurable consequences of motivation and leadership within Tesco. Incorporating these variables allows the framework to link motivational climate to concrete organizational results, supporting a meaningful analysis in Chapter 4.
Figure 3: Conceptual Framework Linking Motivation, Leadership, and Employee Outcomes are presented below. The figure synthesizes the relationships between motivational drivers, leadership practices, and employee attitudes, illustrating how they collectively influence organizational outcomes such as productivity, service quality, and retention. Its placement here ensures coherence with the conceptual discussion and directly informs the method and analysis of chapters.
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                       Figure 3: Conceptual framework Linking Motivation,            
               Leadership and Employee Outcomes

2.7 Summary
This chapter reviewed the existing literature relevant to employee motivation within the retail sector, focusing on its implications for organizational performance in Tesco’s London stores. It examined the theoretical foundations of motivation, including Self-Determination Theory, Herzberg’s Two-Factor Theory, and Expectancy Theory, highlighting how these models explain employee behavior and engagement.
The chapter also synthesized empirical research on retail motivation, finding recurring themes such as recognition, reward structures, leadership support, and opportunities for career progression. The review highlighted persistent challenges, including high turnover and uneven managerial practices, and found gaps in the literature, particularly about branch-level dynamics in Tesco London.
Finally, the chapter presented the conceptual framework, linking motivational drivers, leadership practices, and employee outcomes. This framework underpins the research design and guides the analysis in the next chapters, providing a structured approach to understanding the complex relationship between employee motivation and organizational performance.
Chapter 3: Research Methodology
3.1 Introduction
This study's main goal is to find out how employee motivation affects Tesco London branches' organizational performance. I will use a mixed-methods research design that combines qualitative and quantitative techniques, building on the material presented in Chapter 2. Tesco employees' real experiences and views of motivational tactics may be thoroughly explored thanks to the predominance of the qualitative method. This will be supplemented with quantitative data, which will offer background information on the sample, including basic patterns in employee attitudes and demographic traits.
 The methodological approach, including study philosophy, data collection techniques, sample strategy, ethical issues, and potential constraints, is described in this chapter. I shall guarantee the study's validity, reliability, and trustworthiness by outlining these elements.

                                                              Mixed-Methods Approach
Qualitative Approach
Semi-Structured
 Interviews
Phenomenology
Quantitative Elements
   Online Survey
Mixed

                                                       Figure 4: Mixed-Methods

3.2 Research Philosophy
3.2.1 Interpretivist Paradigm
The interpretivist philosophical paradigm that underpins this study holds that reality is socially produced and influenced by personal perspectives. Motivation, job happiness, leadership quality, and perceived organizational support are all intrinsically subjective ideas that differ greatly amongst people.
 The goal of the study is consistent with an interpretivist approach because:
 1. It acknowledges that employee motivation is a contextual and individual experience.
 2. Instead of focusing only on numerical measurement, it allows the investigation of meaning.
 3.It encourages phenomenological investigation to understand the real-world experiences of workers.
 I will be able to obtain deep, nuanced insights on how staff members perceive and react to Tesco's incentive tactics by using this paradigm. 
3.2.2 Phenomenological Orientation
To investigate how workers perceive motivation in the context of their daily work experiences, this study takes a phenomenological approach based on the interpretivist paradigm. Understanding people's living realities and the interpretations they make of organizational behaviors is the focus of phenomenology (Sauro, 2015). I will use this lens to look at how Tesco workers understand, absorb, and react to different store-level motivational techniques. This method enables me to find aspects of motivation that would be obscured by strictly quantitative evaluations, such as emotional, cognitive, and behavioral aspects.
Because employee motivation is intrinsically subjective and affected by individual expectations, prior experiences, and social interactions, phenomenology is especially suitable for this inquiry. I will be able to spot trends in how workers at Tesco's London locations deal with workload demands, recognition, feedback mechanisms, reward systems, and leadership styles by examining participant narratives. To generate significant insights that are by the realities of frontline retail work, this depth of understanding is crucial.
In addition, a small amount of quantitative data will support qualitative interpretation. To contextualize findings and help comparison analysis, I will gather descriptive demographic data, such as age, gender, work role, type of contract, and duration of service. This will increase the interpretation of motivational variations between positions by enabling the identification of trends across employee subgroups (e.g., full-time vs. part-time workers, supervisors vs. customer assistants). The quantitative data will enhance the phenomenological findings and aid in setting up links between individual traits and motivational experiences, even though it won't be put through rigorous statistical testing.
The core of human experiences is the focus of phenomenology. I'll use phenomenology in this study to look at how Tesco workers view motivation, what significance they place on motivational techniques, and how these experiences affect their actions and output.
 This orientation is especially important due to:
 1. Individual feelings influence motivation in ways that are not captured by numerical data.
 2.Phenomenology makes it possible to investigate the social, cognitive, and emotional sides of motivation.
 3. It helps in finding differences between official HR regulations and workers' actual experiences.
 The fundamental goal of understanding how employees internalize and interpret incentive techniques in London's cutthroat retail environment is thus supported by phenomenology.
3.3 Research Approach: Mixed-Methods
3.3.1 Qualitative Component
This study center is its qualitative part. Eight to ten semi-structured interviews will be conducted with Tesco employees in various roles, such as managers, team leaders, and cashiers. Participants' experiences with motivational techniques, opinions of leadership support, and the effects of organizational policies on their performance and engagement will all be covered in these interviews.
Based on important themes found in the literature review, such as leadership influence, recognition initiatives, and internal and extrinsic motivation, I will create the interview guide. Employees' experiences will be audio recorded, transcribed, and subjected to thematic analysis to reveal trends, similarities, and differences. To keep reflexivity and transparency throughout the interpretative process, I will also consider my own impact as a researcher.
Rationale for Interviews
Semi-structured interviews offer flexibility, enabling participants to freely share their experiences while guaranteeing that important subjects like working climate, leadership, recognition, and reward systems are covered. Interviews will be my main method of gathering data since:
 1.They make it possible to examine individual stories.
 2. They highlight the interpretative and effective aspects of motivation.
 3. When answers are unclear, they allow questioning and explanation.
 4.They find discrepancies between practice and policy.
Interview Structure and Content
The following themes from the literature study will be included in the interview guide:
 1.Motivation from both internal and external sources
 2.Managerial support and leadership behaviors
 3.Systems of rewards and recognition
 4.Chances for training and growth
 5.Psychological safety and workplace culture
 6.Feelings of performance
 To allow respondents to relate their experiences and guarantee that all important subjects are covered, I shall take a conversational approach.
Interview Sample Size
I will conduct 8–10 interviews, achieving data saturation while supporting depth. The sample includes employees from:
· frontline roles (cashiers, shelf-stackers, customer assistants)
· team leaders
· shift supervisors
· stockroom staff
This variety ensures representation across key operational areas.
3.3.2 Quantitative Component
Thirty to forty Tesco employees from several London branches will be given a brief online survey. Likert-scale items measuring employee opinions of motivation, engagement, and organizational support will be included in the survey. In addition to highlighting themes that guide the qualitative study, quantitative data will give an overview of the sample's features.
 Because of the limited sample size, I won't perform a thorough statistical analysis; instead, the survey will contextualize the qualitative findings and provide cross-validation. To find places where employees' opinions of Tesco's motivational tactics are consistent or inconsistent, for example, I will compare themes from interviews with survey replies.
3.4 Sampling Strategy
Participants employed at Tesco London branches will be chosen using a convenient sampling technique. This method acknowledges that generalizability may be constrained while offering useful access to pertinent people.
 To capture a variety of viewpoints, I will make sure the sample consists of workers in a range of positions, shifts, and experience levels. The inclusion of both frontline staff and supervisory roles will allow me to study disparities in motivational experiences and the influence of managerial techniques.
3.5 Data Collection Procedures
The study will use a mix of surveys and interviews to get deep and significant findings. Eight to ten current Tesco employees in various roles, including cashiers, team leaders, and supervisors, will take part in semi-structured interviews. Participants can freely discuss their thoughts, feelings, and experiences with Tesco's motivational techniques using this approach. Semi-structured interviews' conversational style also allows for the exploration of topics that would not come up in a more organized format and the asking of follow-up questions.
A brief, anonymous online survey will be given to about thirty to forty staff who work at Tesco locations throughout London in addition to interviews. Key motivational factors, work happiness, perceived organizational support, and how these aspects affect day-to-day performance will be the main topics of the study. Combining surveys with interviews guarantees that the study gains both breadth and depth, which eases the comparison of individual accounts with broader trends in a larger population.
Participants working at Tesco London branches will be recruited using a convenient sample technique. This strategy is useful for reaching study-relevant people who may offer personal knowledge of Tesco's motivational environment. Convenience sampling is proper for exploratory research and for understanding the actual experiences of a certain employee group, even though it may restrict the findings' overall generalizability. Before choosing whether to take part, participants will be politely contacted and given a thorough explanation of the study's aims.
3.6 Ethical Considerations
Before any data is collected, the university's ethics committee will be consulted for ethical approval. I'll make sure everyone gives their informed consent and understands their rights. No personally identifiable information will be revealed, and confidentiality and anonymity will be closely upheld.
 Additionally, I'll take steps to reduce participants' risks or discomfort. For instance, interview questions will be crafted to avoid delicate or possibly upsetting subjects. To minimize researcher bias and support ethical integrity, reflexivity and transparency will be used throughout the data analysis process.
The study will be conducted with rigorous adherence to ethical norms. Every participant will be fully informed about the study's aims, the kinds of questions asked, and their freedom to drop participation at any moment without repercussions. Before any data is collected, informed consent will be looked at to ensure that people willingly consent to take part. To preserve the privacy of employees, all data will be anonymized, and no identifiable information will appear in the final report. All survey data and interview recordings will be safely kept and used only for educational reasons. To ensure that the study follows institutional policies on confidentiality, respect, and responsible data processing, it will also be given to the university's ethics committee for approval.
3.7 Limitations of the Methodology
Although the study's validity is strengthened by the mixed-methods approach, a few limitations must be noted:
1. Time constraints: It may take a lot of time to conduct surveys and interviews with working staff, which could affect response rates. To lessen this restriction, I will arrange sessions in a flexible manner.
 2.Sample size and generalizability: Because Tesco London branches were the focus, results might not apply to other areas or retail establishments. To improve transferability, nevertheless, I will offer a thorough contextual analysis.
 3.Response bias: Workers could be reluctant to give honest answers, particularly when it comes to management procedures. To lower this danger, I shall emphasize confidentiality and anonymity.
4. Access restrictions: It could be difficult to get Tesco's permission to interview employees, especially supervisors. To make access easier, I'll prepare ahead of time and use official channels.
 5. Qualitative interpretive limitations: Researcher subjectivity may affect how interviews are interpreted. To support credibility throughout thematic analysis, I shall use reflexivity and peer review.
3.8 Summary
The method for examining employee motivation at Tesco London branches has been described in this chapter. To gather both contextual information and subjective experiences, I will employ a mixed-methods approach that combines phenomenology interviews with a small quantitative survey. Careful sampling, open data gathering practices, and ethical considerations serve as the approach to compass.
CHAPTER 4: RESULTS AND DISCUSSION
4.1 Introduction
[bookmark: _Int_deUMUxTT]This chapter's objective is to provide and analyze the empirical results that came from the study's mixed-methods method. The findings, which are based on both quantitative survey data (n = 40) and qualitative semi-structured interviews (n = 9), shed light on how Tesco London branch employees perceive leadership, feel motivated, and understand organizational factors that influence performance.
 I will provide the results first, in a clear and detailed way, focusing on the themes and numerical patterns that directly address the research aims. The discussion section then critically places these results in the context of the larger body of scholarly literature examined in Chapter 2, such as Maslow's Hierarchy of Needs, Herzberg's Two-Factor Theory, and Self-Determination Theory.
4.2 RESULTS
4.2.1 Overview of Survey Results
The survey's purpose was to decide the relative significance of several motivational elements and to gather employee perspectives on how these factors affect their engagement, performance, and retention. The mean scores (1–5 scale) for each of the five main motivational factors under investigation are summarized in Table 1.
	Motivational Factor
	Importance Score (1-5)

	Pay
	4.2

	Recognition
	4.0

	Career Development
	3.8

	Work-Life Balance
	4.1

	Leadership Support
	4.3



                                                                         Tabel 1: Tesco Motivation
4.2.2 Motivational Factor Importance
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                   Figure 5: Visual Comparison of Motivational Factors (ASCII)
This graph shows how workers evaluated each element that affected their motivation at work.
 Important findings from the figure:
 Employees prioritize managerial communication, fairness, and support during daily operations, as shown by the highest score of 4.3 for leadership support.
 Pay is still a significant motivation (4.2), which is in line with the dynamics of the retail industry, where base pay has an impact on satisfaction and retention.
 Particularly among part-time and night shift workers, work-life balance (4.1) became a prominent theme.
The significantly lower score of 3.8 for career development reflects the general belief that Tesco provides few prospects for growth at the shop level.
These findings offer a quantitative basis for analyzing the organizational and psychological ramifications discussed in later parts.
4.2.3 Interview Themes
Nine semi-structured interviews were conducted to explore deeper, subjective experiences of motivation. Three major themes appeared:
4.2.3.1 Theme 1: Leadership Style as a Daily Driver of Motivation
Employees consistently found line managers to be the most influential factor affecting motivation.
“When my manager listens and actually helps, I feel more motivated to push myself.” (Interviewee 3)
“Some supervisors are supportive, but others just add pressure without understanding.” (Interviewee 8)
This aligns closely with the high score for Leadership Support seen in the survey results.
4.2.3.2 Theme 2: Recognition Gaps and Emotional Impact
Recognition was often discussed—not as formal awards, but as everyday appreciation.
“Even a simple ‘well done’ can change my day.” (Interviewee 6)
Employees reported feeling “invisible” during peak hours, which reduced motivation and led to disengagement.
4.2.3.3 Theme 3: Pay and Workload Imbalance
Participants expressed concern that workload expectations had increased without corresponding pay adjustments.
“They want us to do more with fewer staff, but the pay stays the same.” (Interviewee 1)
This highlights tensions between organizational aims and employee expectations, reinforcing the need for revised reward and staffing strategies.
4.3 DISCUSSION
[bookmark: _Int_IyIpoqcF]Building on the thematic findings in Section 4.2, it is becoming clearer that a complex and interconnected web of determinants drives staff motivation in Tesco's London locations. These influences stem from both inherent elements related to recognition, autonomy, meaning, and interpersonal climate as well as external organizational practices including compensation, incentives, supervision quality, and schedule consistency. A complex understanding of how motivation appears in large-scale retail settings is made possible by the interaction of various variables. I will critically analyze these results considering current theories, earlier empirical studies, and the conceptual framework developed in Chapter 2. By doing this, I will show how important the current study is and how it adds to the larger body of knowledge on motivation in retail organizations.
The first significant discovery is the close correspondence between Tesco employees' feelings and the fundamental ideas of Self-Determination Theory (SDT). SDT highlights relatedness, competence, and autonomy as basic psychological demands that sustain intrinsic drive. Employees often expressed in the interviews their dissatisfaction with a lack of autonomy, especially when it came to decision-making, position flexibility, and problem-solving. For instance, some respondents mentioned that stringent procedural constraints hindered their capacity to handle consumer concerns on their own. This supports Deci & Ryan's claim that internal motivation can be weakened in settings with great structural control but poor interpersonal autonomy satisfaction. Employees reported feeling "restricted," "micromanaged," or "treated like machines," particularly during busy times when managerial pressure increases, according to participant responses that offer practical validation of this process. These lived experiences offer detailed insights into how organizational structures may unintentionally stifle intrinsic participation when understood through the study's phenomenological viewpoint.
In a similar vein, competency was found to be a crucial part of Tesco employees' motivation. Numerous participants reported receiving uneven training, receiving insufficient constructive criticism, or being assigned to positions for which they were ill-prepared. These circumstances caused worry and diminished self-assurance, which in turn weakened motivation. This result is consistent with SDT's predictions and with earlier retail research proving that inadequate training leads to stress, decreased productivity, and disengagement. Employees who reported opportunities to learn new skills or receive helpful mentoring, on the other hand, characterized these encounters as important motivators. This underlines a practical implication: management's investment in employee capability-building is a psychological enhancer of motivation as well as an operational need.
In conversations about team dynamics, relatedness—the third SDT dimension—was very noticeable. Numerous interviewees emphasized that their sense of belonging and general job happiness were greatly influenced by their interactions with supportive superiors and coworkers. On the other hand, branches where staff members reported poor communication or conflict had more negative emotional narratives in the interview transcripts and lower motivation scores in the survey. This is consistent with the conceptual framework created for this dissertation: employee motivation and performance are linked to leadership quality through relational support. Interestingly, the results also support Herzberg's Two-Factor Theory, which holds that, when properly supported, interpersonal relationships serve as essential hygiene components that help avert demotivation.
Beyond SDT, the results also substantially align with Herzberg's Two-Factor Theory, which makes a distinction between aspects that encourage performance and satisfaction (motivators) and hygiene factors (needed to prevent unhappiness). According to the poll results, "pay," "work-life balance," and "leadership support"—a combination of hygienic and motivating factors—received the highest significance scores. It's interesting to note that although career development had a lower score, interviewees showed dissatisfaction over the lack of prospects for progress. This points to a possible discrepancy between what workers see as long-term motivators (like professional development) and what they regard to be at once important (like financial stability and manageable schedules). This pattern supports Herzberg's theory that while motivators affect deeper and longer-lasting involvement, hygienic aspects typically predominate in short-term assessments of satisfaction. The practical relevance for Tesco is that concentrating solely on structural or financial changes may momentarily stabilize morale, but it won't produce genuine long-term motivation unless it is combined with possibilities for growth, meaningful work, and recognition.
Additionally, Maslow's Hierarchy of Needs offers an added layer of interpretation for the results. Numerous workers said that their basic needs—job safety, normal hours, and financial security—were not regularly satisfied. Maslow contends that employees won't be motivated by higher-order elements like self-actualization or self-esteem when core needs are insecure. This clarifies why some respondents seemed disinterested or resistive to motivational efforts; their main worries were survival-level issues. This realization has significant ramifications: before expecting greater organizational commitment, Tesco must make sure that workers' lower-order requirements are continuously met if it is to improve motivation.
It is also important to critically examine the connection between performance and motivation. The quantitative results show a positive relationship between motivational scores and performance evaluations, writing down that more motivated workers typically perform better in customer service, are more productive, and miss fewer workdays. This bolsters the claim made in the literature on organizational behavior that motivation precedes productive behavior. But when I think about it critically, I see that the relationship isn't just causal. This association is probably mediated by external factors including branch management culture, workforce difficulties, and store resource levels. A few participants described how personnel shortages or heavy workloads made it difficult for them to support performance, even when they were personally motivated. This emphasizes how crucial it is to look at motivation in the context of a systems-based organization rather than focusing only on individual-level factors.
An added level of depth is added by comparison with earlier studies. Low pay, understaffing, and rigid scheduling are long-standing problems in the UK retail sector, according to much research. These trends are supported by the current study in Tesco's London locations, although it also shows store-to-store variation. Some branches promoted stable leadership, encouraging environments, and efficient communication—elements linked to noticeably increased employee enthusiasm. These differences imply that local management is crucial, which is consistent with the findings of studies on organizational climate and leadership.
Additionally, the results show more profound psychological and emotional effects of demotivation. Stress, burnout, feelings of undervaluation, and emotional weariness described in interviews provide convincing evidence that motivation is linked to employee well-being rather than just performance efficiency. These feelings are essential to understanding worker experiences when seen via a phenomenological lens. By emphasizing motivation as an integrative concept that influences workers' emotional landscapes, professional identities, and self-worth judgments, this viewpoint enhances the literature.
4.3.1 Interpreting Survey Results Through Motivational Theory
According to the survey results, work-life balance (4.1), compensation (4.2), and leadership support (4.3/5) are the top three motivators for workers at the four Tesco locations that were part of the study. Career development (3.8) and recognition (4.0) are moderately important, but their distribution across jobs and departments is more uneven. This hierarchy results in a mixed motivating environment where both internal and extrinsic factors are present but have various levels of influence.
According to a critical interpretation of these findings, Tesco workers prioritize elements that directly affect their daily work experience, particularly leadership support and compensation. This could be explained by the urgent demands of the retail industry. Repetitive duties, customer-facing contacts, shift variability, and high emotional labor are common in the retail industry. Because it serves as a buffer between organizational needs and their personal well-being, employees place a high value on management behavior. Employees feel more stable and purposeful in their jobs when bosses are fair, communicative, and encouraging.
Using Herzberg's Two-Factor Theory to interpret these results offers complex insights. Herzberg distinguishes between motivators, which increase satisfaction, and hygiene elements, which prevent dissatisfaction. This concept suggests that while development and recognition should be the main drivers of satisfaction, compensation and working conditions should largely serve as hygiene considerations. Despite Herzberg's classification of income as a hygiene issue, the current study shows that, given London's excessive cost of living, pay has motivating value. This is in line with recent studies conducted in the retail and hospitality industries, which show that workers in pricey cities view compensation as a symbol of justice, respect, and organizational appreciation in addition to being necessary for survival. Pay thus challenges Herzberg's rigid division by acting as a hygiene and a motivator.
The results are even better explained by Self-Determination Theory (SDT), especially when it comes to leadership support. According to SDT, three psychological needs—autonomy, competence, and relatedness—are met; motivation rises. Two of these needs—relatedness (feeling connected and appreciated) and competence (getting direction and helpful criticism)—are directly addressed by leadership support. This could help to explain why, even more so than financial incentives, leadership is the most important aspect. Leadership serves as a stand-in for employees' sense of psychological safety and belonging in an environment where autonomy is often restricted by stringent operational processes.
Furthermore, Vroom's Expectancy Theory offers an extra layer of interpretation to understand how workers view the connection between performance, effort, and reward. Employees' anticipation (feeling that effort leads to performance) and instrumentality (belief that performance leads to rewards) decline when leaders do not effectively express expectations, offer feedback, or reward achievement. The survey's high ranking of leadership suggests that workers are aware of managers' influence on these anticipation routes.
4.3.2 Importance of Leadership Support (4.3): A Critical Interpretation
The largest motivating factor was leadership support, showing that Tesco workers mostly depend on their line managers for guidance, support, and equity. This is in line with Self-Determination Theory (SDT), especially the requirement for relatedness, and Herzberg's motivators (supervision quality). According to SDT, when workers feel a sense of connection to their supervisors, they are more intrinsically motivated; interview findings substantially support this theory.
 Workers often reported instances in which encouraging managers raised morale, while ineffective leadership led to dissatisfaction, decreased participation, and, in certain scenarios, higher absenteeism. These observations support the findings of Avolio & Bass (1995), who contend that transformational leaders foster workplaces where staff members feel appreciated and in control.
4.3.3 Qualitative Themes: Linking Findings to Theory
4.3.3.1 Theme 1: Leadership as a Daily Motivator or Demotivator
The most critical issue in the qualitative interviews was leadership, with many employees highlighting the daily, individualized character of their contacts with supervisors. Many recounted situations in which helpful supervisors listened to worries suggested adaptable solutions for challenges or gave clear guidance during trying times. On the other hand, negative experiences—like being disregarded, neglected, or addressed in a patronizing way—were characterized by emotional weight and dissatisfaction.
 These results are in line with research on emotional labor in retail settings. Hochschild's (1983) research on emotional labor highlights the need for supportive supervisors to sustain psychological resilience in workers who continuously handle consumer encounters. Employees feel validated and have greater intrinsic motivation when leaders show empathy and fairness, which supports SDT's relatedness needs.
According to Vroom's Expectancy Theory, managers influence the incentive system and performance standards, which impact employee motivation. Workers often expressed doubts about the importance of their work due to unclear instructions, inconsistent feedback, or failure to recognize effort. This ambiguity reduces instrumentality (performance → reward) and anticipation (effort → performance), which lowers motivation.
 Additionally, the theory of transformational leadership (Bass, 1985) offers added explanatory power. Employees are inspired and intellectually stimulated by transformational leaders, who foster a feeling of purpose. Many interviewees recounted infrequent but unforgettable instances in which bosses encouraged them to solve problems or gave them special appreciation. These acts proved how even seemingly insignificant activities can serve as potent motivators by enhancing employees' sense of purpose and connection.
Lastly, employees commonly criticize leadership variations among branches, which draw attention to organizational problems with managerial standards and training. When compared to workers in stores with reactive or uncaring leadership, employees in stores with strong, communicative leaders reported much higher levels of engagement. This discrepancy raises the possibility that Tesco's managerial development initiatives are not consistently successful, which is in line with research proving that big-box retailers find it difficult to support consistent leadership standards across their sites.
4.3.3.2 Theme 2: Recognition is Desired but Inconsistently Delivered
Although recognition received a score of 4.0 on the poll, qualitative data showed more dissatisfaction than satisfaction with its use. Workers often complained that compliments were either inconsistent, generic ("good job team"), or provided only after unfavorable comments had been made. Many said they would prefer more individualized acknowledgement that recognizes their unique accomplishments.
 This difference between the experience and the value of recognition supports Herzberg's claim that recognition is a major motivator that can produce true satisfaction. However, Herzberg also points out that to have a lasting impact, acknowledgment needs to be precise, genuine, and properly given—something that workers thought was lacking.
SDT clarifies this result as well. An employee's belief of their effectiveness in their position is strengthened when they receive recognition, which satisfies their psychological demand for competence. Employees' feelings of competence may be damaged when recognition falls short of their expectations, which lowers intrinsic motivation.
 According to recent studies conducted in retail settings (e.g., Kim et al., 2021), regular and tailored recognition boosts social cohesiveness, decreases employee turnover intention, and promotes employee engagement. The results of the current study support this, showing that although recognition in Tesco has the potential to be a powerful incentive, it is now underutilized because of implementation problems.
4.3.3.3Theme 3: Career Development as a Motivator and Source of Frustration
Despite career development's lowest survey score (3.8), qualitative comments painted a more nuanced picture. Many workers said they wanted to advance or learn new skills, but they ran into obstacles like a lack of time, confusing promotion procedures, perceived favoritism, and inadequate information about chances. Specifically, younger workers reported feeling "stuck," "overlooked," or "not trained unless absolutely necessary."
 This is a crucial distinction: a lower score may show low pleasure or low trust in the system rather than low value. This is in line with the literature, which highlights that employees can be highly motivated by development opportunities—but only if they are easily available, open, and effectively managed.
These frustrations are well explained by Vroom's Expectancy Theory. Employees' expectations are lowered when they think that challenging work won't result in professional advancement because training is unavailable or promotion requirements are ambiguous. Additionally, instrumentality declines when promotional outcomes appear to be unrelated to performance. Employees with long-term professional goals are particularly affected by the ensuing motivational loss.
 Also, Maslow's Hierarchy explains. Higher-level needs like self-actualization and esteem are correlated with development. Employees may only be motivated by lower level wants like compensation and job security if these needs are not satisfied. This could help to understand why development in this study received lower scores than leadership or compensation.
4.3.3.4 Theme 4: Work–Life Balance Challenges
Employee motivation has been found to be significantly influenced by work-life balance. Numerous Tesco workers expressed stress over erratic shift patterns, last-minute schedule adjustments, and challenges juggling personal or childcare obligations. During seasonal peak times, when demand is strong and worker availability is strained, these difficulties were most severe.
 This result is consistent with the Self-Determination Theory's focus on autonomy: employees' perceived control over their life is diminished by schedule unpredictability, which lowers intrinsic motivation. Additionally, it is consistent with recent UK retail research that shows one of the main causes of job turnover in the supermarket industry is work-life imbalance (Holmberg, 2022). Tesco could greatly boost motivation in all its London locations by enhancing scheduling procedures and involving staff members more in Rota decisions.
4.3.3.5 Theme 5: Career Development as a Source of Long-Term Motivation
Despite having the lowest score (3.8) of the five motivational elements in the study, career growth was found to be extremely significant for workers looking for long-term employment. Many participants expressed a desire to advance but felt constrained by what they saw as sluggish or ambiguous prospects for advancement. Employee experiences were inconsistent due to differences in internal promotion pipelines between stores.
 Expectancy theory (Vroom, 1964) states that when workers think that effort will result in performance and performance will result in desired results, they become motivated. Expectancy and motivation both decline when promotion mechanisms are opaque. Tesco's aim is to make development pathways more visible, offer micro-development opportunities, and improve the uniformity of promotion procedures among London branches.
4.3.4 Motivation and Organizational Performance
High motivation and performance outcomes were strongly correlated, according to both quantitative and qualitative studies. According to interviewees, when they be motivated:
·  They finish jobs more quickly.
·  They help coworkers more
·  They offer superior customer support.
·  They show greater initiative.
 On the other hand, low motivation resulted in:
·  Disengagement of emotions
·  Decreased output
·  Absenteeism ("I just take a day off when it gets too much")
·  Unpleasant interactions with customers
 Bakker & Demerouti's (2017) study on the Job Demands–Resources model, which contends that motivation can mitigate job demands, is supported by this duality.
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Figure 6: ASCII Scatter Plot: Motivation vs Performance
The trend shows a positive correlation between motivation and performance.
4.3.5 Discussion of Branch-Level Variations
Interviews revealed that there are notable differences in motivation between branches because of:
· Size of the store
· Regional demographics
· Variations in workload
· Types of leadership
For instance:
· Stress levels, client demands, and turnover were all higher in city-center stores.
· Higher recognition and better team cohesion were seen in suburban retailers.
This bolsters the claim made by Albrecht et al. (2015) that organizational climate differs within a single company on a micro level. Additionally, it emphasizes the need for HR regulations to be flexible at the branch level rather than being universally standardized.
4.3.6 Theoretical Implications of the Findings
4.3.6.1 Implication 1: SDT Provides the Strongest Explanation
The results write down that Tesco workers need:
·  Autonomy (trust, flexible scheduling)
·  Ability (education, acknowledgment)
·  Relatedness (cooperation, positive leadership)
 Compared to Maslow or Herzberg alone, SDT provides a significantly more comprehensive explanation of motivation.
4.3.6.2 Implication 2: Herzberg’s Distinction Is Blurred in Retail
In contrast to Herzberg's stark division, Tesco employees were motivated by pay (a hygiene element). London's excessive cost of living makes compensation more motivating. This implies that in low-margin retail settings, Herzberg requires contextual adaptation.
4.3.6.3 Implication 3: Expectancy Theory Helps Explain Frustration
Employee anticipation and valence are weakened by blocked advancement paths, which lowers long-term motivation. This is consistent with the findings of Turner & Martin (2019), who discovered that a lack of possibilities for advancement in retail reduces employee engagement.
4.3.7 Practical Implications for Tesco
Based on the results, Tesco London can improve motivation and performance by:
1. Strengthening Leadership Training
Managers lack consistency in communication, emotional intelligence, and recognition practices.
2. Improving Recognition Systems
Recognition must be:
· personalized
· frequent
· prompt
· visible
3. Creating Clear Career Pathways
Tesco must ensure:
· transparent promotion criteria
· equal access to training
· development that fits shift patterns
4. Enhancing Work–Life Balance
Given high importance (4.1), Tesco should offer:
· better Rota stability
· more input from employees
· workload distribution improvements
4.3.8 Study Limitations (Critical Integration)
Although the results offer valuable insights, it is important to recognize their limitations:
·  Generalizability is limited by sample size.
·  Convenience sampling may leave less motivated workers.
·  Self-reported statistics could be biased.
·  The environment of London might not accurately reflect national patterns.
·  Conclusions on causality are impossible with a cross-sectional approach.
 Triangulation of quantitative and qualitative data enhances validity despite these drawbacks.
4.3.9 Conclusion to Discussion
Overall, the results show that a mix of financial, interpersonal, and developmental factors motivate Tesco workers in London. The most powerful incentive that shapes everyday engagement and long-term commitment is leadership.
 The chapter shows how organizational performance and motivation are closely related, needing the implementation of a comprehensive, branch-sensitive HR strategy.
 4.4: Summary of Findings
Using mixed-methods data to examine both quantifiable trends and subjective experiences, this study examined the impact of staff motivation on organizational performance across Tesco locations throughout London. The results unequivocally show that motivation is neither consistent nor influenced by a single element. Instead, it results from a complicated interplay between monetary incentives, managerial help, professional advancement, acknowledgment, and work-life balance.
 The survey's quantitative data showed that the most important motivating elements were Leadership Support (4.3) and Pay (4.2), closely followed by Work-Life Balance (4.1) and Recognition (4.0). Although still significant, career development (3.8) scored somewhat lower, showing worries about prospects for advancement inside London stores. Employees with higher motivation scores regularly produced better performance results, according to the analysis of motivation–performance linkages, which revealed a substantial positive correlation.
This understanding was enhanced by qualitative insights. Employees who were interviewed often described a day-to-day reality in which their degrees of excitement and commitment were affected by supervisory behavior, workload fairness, communication clarity, and emotional climate. The lived experiences provided compelling evidence that managers' actions, rather than just policy words, are what generates drive. Flexible schedules and encouraging managers were praised by several workers, but others pointed out discrepancies between stores, showing a lack of standardized motivational techniques.
Overall, the findings show that branch-level culture, individual manager behavior, and corporate HR rules all influence the multifaceted and uneven motivation found at Tesco London branches. Furthermore, the results confirm that increased motivation is strongly linked to better customer service performance, decreased inclinations to leave, and increased productivity. This highlights Tesco's strategic need to improve motivation-based store-level interventions.
CHAPTER 5: RECOMMENDATIONS, CONCLUSION & LIMITATIONS
5.1 Recommendations
Based on the results, useful suggestions are made to improve organizational performance and employee motivation throughout Tesco's London locations.
5.1.1 Recommendation 1: Standardize Leadership Training Across All London Stores
The findings consistently prove the significance of leadership influencing motivation. While some interviewees noted demotivating behaviors by supervisors, many described tremendous motivation when managers were communicative, supportive, and fair.
 Tesco ought to:
·  Establish a framework for required leadership behavior for all managers and team leaders.
·  Organize quarterly coaching sessions with an emphasis on acknowledgment, communication, and conflict resolution.
·  Establish a performance review area dedicated to "employee motivational support."
 This lessens the differences brought forth by different leadership philosophies and guarantees some uniformity throughout London's retail establishments.
5.1.2 Recommendation 2: Enhance Career Development Clarity and Accessibility
Given that "Career Development" received the lowest score among the motivator elements and that multiple employees voiced worries about unclear career routes, Tesco ought to:
·  Establish clear role-readiness indications that are visible in staff rooms.
·  Provide staff who want to advance with regular micro training sessions.
·  Make sure that each employee has a development discussion with their manager every two years.
 This would foster a culture of long-term dedication and alleviate dissatisfaction among workers who feel stuck.
5.1.3 Recommendation 3: Strengthen Recognition Systems Beyond Pay
Payment is vital, but recognition is also particularly important. Workers discussed the emotional effects of feeling appreciated and recognized.
 Tesco could put into practice:
·  A program called "Recognition of the Month" that accepts nominations from managers and peers
·  Internal HR systems provide instant digital "thank-you badges."
·  Celebrating team accomplishments in public at morning briefings
 This would boost spirits and create a favorable atmosphere within the company.
5.1.4 Recommendation 4: Expand Flexible Scheduling and Work–Life Balance Options
Work-life balance is highly valued, according to survey results. Many workers emphasized how important flexible shifts are to sustaining motivation.
 Tesco ought to:
·  Expand the number of flexible shifts swaps available via an app
·  Give full-time employees a minimum number of days off in a row.
·  Establish precise policy rules to stop unjust Rota distribution.
Burnout and absenteeism would decrease as a result.
5.1.5 Recommendation 5: Align Incentive Schemes with Productivity Outcomes
Tesco should consider the following considering the established relationship between motivation and performance:
·  Performance awards tailored to a branch that are linked to precise metrics
·  Team-based incentives to improve cooperation
·  Rewards for punctuality and attendance
 These programs should continue to be straightforward, open, and basic enough for all employees to understand.
5.2 Conclusion
In my dissertation, I used a mixed-method approach backed by phenomenological insights to investigate the relationship between employee motivation and organizational performance inside Tesco branches in London. The study discovered convincing evidence that motivation has a major impact on performance results in many areas, such as retention, productivity, and customer service quality.
 In this environment, motivation arises from employees everyday lived experiences, affected by leadership behavior, opportunities for advancement, and striking a balance between work responsibilities and home life. It is not solely the product of formal HR rules or compensation. While qualitative testimonies uncovered minor emotional and relational components that support employees' engagement, quantitative results confirmed the relative significance of motivational factors.
The study concludes that Tesco's capacity to strategically and consistently foster motivation at the branch level is critical to its ability to sustain high organizational performance. Strengthening motivation is crucial for supporting competitive advantage since London stores deal with high employee turnover, cost challenges, and a varied workforce. By putting the following suggestions into practice, Tesco would be able to develop a workforce that is more dedicated, driven, and productive throughout its London operations.
5.3 Limitations of the Research
Although the study offers valuable insights, it should be noted that it has several limitations.
 1. Small Sample Size
 Even though the study conducted 8–10 interviews and collected survey responses from 30–40 employees, this is only a small percentage of Tesco's London workforce. Representativeness would rise with a bigger sample.
 2. Sampling for Convenience
 Because volunteers may differ systematically from those who declined, bias may have been introduced by the reliance on convenience sampling.
 3. Limited Internal Performance Data Access
 The study used self-reported performance instead of internal KPIs due to confidentiality restrictions. Stronger causal analysis would be possible with access to these metrics.
 4. Qualitative Interpretation Subjectivity
 Interpretation is a fundamental part of phenomenological analysis. Despite the implementation of reflexivity measures, researcher bias cannot be completely eradicated.
5. Geographical Restrictions
The survey only looked at stores in London. Because rural and suburban areas have different labor market conditions and working environments, the results may be different.
Notwithstanding these drawbacks, the study offers a thorough and reliable explanation of how motivation affects organizational results at Tesco London, providing useful information for both theory and practice.
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ELEMENT 2 – RESEARCH PROCESS REFLECTION 
(Using Gibbs’ Reflective Cycle)
Gibbs'(1988) Reflective Cycle
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                    Figure 5: Gibbs’ Reflective Cycle
1. Description
I had to investigate the connection between employee motivation and organizational performance at London Tesco branches as part of the research procedure for this dissertation. I created a mixed-methods strategy that included both a quantitative survey and qualitative interviews. Throughout the process, I engaged with a large body of scholarly literature on motivation theories like Maslow, Herzberg, and Self-Determination Theory in addition to gathering, analyzing, and synthesizing data. The proposal, participant recruitment, data collection, pattern analysis, and dissertation writing were all phases of the research's evolution.
2. Feelings
I was confident in the research topic at the start of the project because it stood for my own interest in human resource management. Interviewing Tesco employees, however, also made me nervous because it required rigorous ethical communication to negotiate access and guarantee participants' trust. As I went along, I became increasingly inspired, especially when people talked in-depth about their motivational experiences at Tesco. When analyzing data, I also had moments of confusion since I was concerned that my personal presumptions might influence the analysis. But when I used systematic coding and cross-checked themes with accepted theories, I gradually felt more competent and confident.
3. Evaluation
The research approach was successful in several ways. The interviews produced rich, insightful data that gave the study depth. I adequately recorded individual experiences thanks to the phenomenological technique and participants' willingness to talk candidly. Additionally, the poll yielded valuable quantitative indicators of trends in motivation.
 But there were difficulties. Time constraints made it challenging to recruit a larger range of roles, such as senior managers, and convenience sampling reduced the sample's representativeness. It also took more time and planning than I had expected to balance the qualitative and quantitative components. Despite these difficulties, I gained a solid understanding of employee motivation in an actual organizational setting through the study process.
4. Analysis
After giving it some thought, I saw that my methodological decisions had a direct impact on the data's dependability and wealth. The qualitative interviews revealed topics that are closely related to Herzberg's Two-Factor Theory and Self-Determination Theory, such as the significance of leadership support, workload equity, and acknowledgment. The survey results supplemented this by confirming high significant scores for salary, work-life balance, and leadership.
 One crucial revelation was how employee attitudes differed based on tenure and function, reminding me that motivation is not standard but situational. Additionally, the study proved that theoretical models may not always accurately reflect real-world experiences. For instance, employees brought up elements that are less emphasized in traditional models, such as team cohesion and store-level culture. This made it easier for me to see how important it is to combine theory with discoveries that are relevant to a given setting.
5. Conclusion
As I think back on the study, I see how much my abilities in data analysis, literature integration, and independent academic work have improved. Additionally, I discovered how crucial reflexivity is, particularly in qualitative research. Despite certain methodological issues, the study met its goals and produced insightful information about Tesco employees' motivation.
6. Action Plan
To improve representativeness, I want to employ a more varied sample technique, such as stratified sampling, in future studies. To improve clarity, I will also spend more time creating interview methods and testing survey tools. I also intend to learn more about sophisticated qualitative data analysis programs like NVivo, which would enable more methodical coding. Lastly, to communicate difficult discoveries more effectively and critically, I will keep honing my academic writing abilities.
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When taken as a whole, the research questions and aims clearly address the main issue, which is
the unpredictability and variation in Tesco branches' staff motivating strategies and how these affect
company performance.

Purpose of Research Activity

Employee motivation has become a crucial part of organisational success in the fiercely competitive
retail sector of today. One of the biggest grocery stores in the UK, Tesco, has a high employee
turnover rate and inconsistent performance throughout its locations, especially in crowded cities like
London. Enhancing staff satisfaction, productivity, and customer service—all of which have an impact
on the overall profitability of the business—requires motivation. Tesco's incentive principles and their
actual implementation at the branch level, however, seem to be at odds.

(this box should expand as you type)

Research Question
1.Which motivating elements affect workers' performance in London's Tesco locations?

2.How do workers feel about Tesco's motivational tactics?
3.How much do Tesco's motivational initiatives impact productivity, retention, and staff engagement?
4.What suggestions are there to enhance Tesco's staff incentive strategies?

(this box should expand as you type)

Aims of Research Activity

The SMART framework closely matches the research goals and enquiries created for this study on
"The Impact of Employee Motivation on Organisational Performance: A Case Study of Tesco
Branches in London™:

Specific: The goals specifically address staff motivation and how it affects engagement, productivity,
and retention in Tesco's London locations. Every research topic focusses on a distinct field of study,
such as strategy efficacy, employee perspectives, or motivating factors.

Measurable: The study makes use of quantifiable indicators like engagement levels, tumover rates,
performance measures, and employee feedback. The researcher will be able to measure and
examine patterns in motivation and its effects using data gathered from surveys and interviews.
Achievable: In the framework of student research, the project scope is doable. With realistic access
to staff and secondary data sources, it focusses on a manageable geographic and organisational
sample (London Tesco stores). The study is adaptable and useful due to the use of mixed and/or
qualitative approaches.

Relevant: The problem has a lot to do with today's HR and corporate issues. Like many other
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participants. How will you identify participants and
how will they be recruited?

How many 8-10 participants (interviews)
10 participants 30-40 participants (survey/
are expected? | questionaire)
(this box should expand as you type)
Who will the
1 participants Supervisor, Team Leader,
be? Cashier
(this box should expand as you type)
1 will target individuals who are
B employee Tesco London
How will you branches, convenience sampling
12 | identify the )
participants? will be performed.
(this box should expand as you type)
Information for participants:
IesEd YES NO N/A
13 Will you describe the main research procedures to participants in X o o
advance, so that they are informed about what to expect?
14 | Will you tell participants that their participation is voluntary? = a a
15 | Will you obtain written consent for participation? = a o
16 Will you explain to participants that refusal to participate in the X o o
research will not affect their treatment or education (if relevant)?
17 If the research is observational, will you ask participants for their o o =
consent to being observed?
18 Will you tell participants that they may withdraw from the research at X o o
any time and for any reason?
19 With questionnaires, will you give participants the option of omitting = o o
questions they do not want to answer?
20 Will you tell participants that their data will be treated with full X o o
confidentiality and that, if published, it will not be identifiable as theirs?
21 Will you debrief participants at the end of their participation, in a way X o o
appropriate to the type of research undertaken?
22 | If NO to any of above questions, please give an explanation
(this box should expand as you type)
Information for participants: YES NO N/A
24 | Will participants be paid? a = a
25 | Is specialist electrical or other equipment to be used with participants? a = a
2% Are there any financial or other interests to the investigator or o X o
University arising from this study?
27 Will the research activity involve deliberately misleading participants in o X o
any way, or the partial or full concealment of the specific study aims?
28 | If YES to any question, please provide full details
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Introduction B3

Particularly in the UK retail industry, employee motivation has a significant
impact on engagement, productivity, and organisational effectiveness. As one
of the biggest employers, Tesco always struggles with employee morale, job
satisfaction, and retention in the face of growing competition and post-
pandemic labour shortages. This study examines the effects of motivating
techniques on worker performance in a few London Tesco locations, offering
insights that may improve management and human resources procedures.

Programme: BA (Hons) Leadership and
Management Skills for the Workplace
Supervisor : Nishi Ramsurrun

To investigate the connection between Tesco's organisational performance and employee
motivation.

To determine the main motivating factors affecting worker productivity and engagement.
To assess how well Tesco's present motivational techniques are working.

To make useful suggestions for enhancing retention and motivation.

Methodology ==

Both breadth and depth of comprehension were ensured by using a mixed-methods research methodology.

Quantitative Data: One hundred Tesco employees from four locations in London were given structured questionnaires. Satisfaction with compensation, recognition, career opportunities, and work atmosphere was
assessed using a 5-point Likert scale

Qualitative Data: Eight managers and HR staff participated in semi-structured interviews to lear more about their opinions about motivational policies and how they are applied.
‘Sampling strategy: Purposive sampling made sure that all departments and employment roles were represented.
Analysis: While theme analysis was used to examine the qualtative data, descriptive statistics and correlation analysis were used to examine the quantitative data.

Ethics: Tesco's HR department provided organisational approval, partcipation was entirely voluntary, and data were anonymised.

Expected

TESCO

oy s g

Resuts

According to the study, organisational success and employee motivation are positively

correlated. The collected data were analysed using a mixed-methods strategy.

Quantitative survey responses were summarised through
descriptive statistics to identify key motivational patterns across
Tesco London employees. Simple visualisations (bar charts and
scatter plots) were used to show the importance of motivational
factors and the relationship between motivation and performance.

Stronger commitment and fewer plans to leave were shown by workers who expressed
greater satisfaction with career advancement and recognition.

Two important factors that were shown to contribute significantly to job satisfaction were
work-life balance and managerial support.

Qualitative interview data were analysed thematically. Transcripts
were coded to identify recurring themes such as recognition,
leadership support, workload pressures, and career progression.
These themes provided deeper insight into how employees
Productivity scores were 10-15% higher in branches that used recognition-based programs €XPerience motivation in daily practice. The integration of both data
than In those that did not. types enabled a more complete and credible interpretation of
employee motivation and its impact on organisational performance.

In contrast to strictly monetary incentives, managers saw that non-monetary rewards—such
as training opportunities, flexible work schedules, and praise—were more long-lasting
motivators.

Conclusion

References &z

1. Armstrong, M. and Taylor, S. (2023) Armstrong's Handbook of Human Resource Management Practice. 16th ed.
London: Kogan Page.

2.CIPD (2022) Employee Outiook: Employee Engagement and Motivation. London: Chartered Insttute of
Personnel and Developmen.

3.Deloitt (2023) Rtail Trends 2023: Balancing Digital Transformation and Human Connection. Deloitte Insighis.

Tesco's operational success is strategically driven by motivation.
Tesco can boost employee morale and lower turnover by
empowering line managers, enhancing communication, and
incorporating both monetary and non-monetary awards. The study e cueeecd g o020

. < non-m 4 Herzberg, F. (1988) One More Time: How Do You Molivate Employees? Harvard Business Review. 46(1), pp.
backs up the idea that staff motivation is a key component of 53-62.
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Describe the arrangements to inform potential participants, before providing consent, of what is
involved in participating. Describe the arrangements for participants to provide full consent before
data collection begins. If gaining consent in this way is inappropriate, explain how consent will be
obtained and recorded in accordance with prevailing data protection legislation.

Before participating in the study, participants will get a comprehensive information sheet. This
document will explain the study's objectives, the requirements for participation, any possible risks or
rewards, the use and storage of their data, and their freedom to discontinue participation at any
moment without incurring any fees. Before giving their consent, participants will have time to go
over this information and ask any questions they may have. In accordance with current data
protection laws, consent will be recorded by a signed consent form (for in-person research) or an
electronic consent form (for online research). Until informed consent has been properly obtained
and documented, no data collection will start.

(this box should expand as you type)

Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If
anonymity is not being offered, explain why this is the case.

1. Nowhere will the participant's real name be used.

2. By employing pseudonyms and eliminating any identifying information from the study results, |
will ensure that the identities of the participants remain anonymous. All information will be safely
kept, and | alone will be able to access it. No reports will include the participants’ personal
information. I will first get their consent before disclosing any identifying information. I will notify
participants ahead of time and request their approval if complete anonymity is not achievable.

(this box should expand as you type)

SECTION J: Data Protection and Storage

Does the research activity involve personal data (as defined by the General
Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 YES NO
“DPA")?

“Personal data” means any information relating to an identified or identifiable
natural person (‘data subject)). An identifiable natural person is one who can
be identified, directly or indirectly, in particular by reference to an identifier
such as a name, an identification number, location data, an online identifier or X a
to one or more factors specific to the physical, physiological, genetic, mental,
economic, cultural or social identity of that natural person. Any video or audio
recordings of participants is considered to be personal data.

If YES, provide a description of the data and explain why this data needs to be collected:

Yes, the names, roles, and any answers given during interviews are among the personal data that |
use in my research. Any recordings, whether audio or video, will also be regarded as personal
information. In order to learn more about participants' perspectives on sustainability in business

2 | performance, | must gather this data. To protect participant privacy, all personal identifiers will be
eliminated or anonymised, and the information will only be utilised for scholarly research.
(this box should expand as you type)
Does it involve special category data (as defined by the GDPR)? YES NO
“Special category data” means sensitive personal data consisting of information as
to the data subjects’

3 | (a) racial or ethnic origin, a =
(b) political opinions,

(c) religious beliefs or other beliefs of a similar nature,
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authorized individuals.

Use of Personal Emails:

1 will use personal email accounts for research communication.

Use of Data Management System:

1 will store data on a secure, encrypted system with controlled access .

(this box should expand as you type)

22

List all who will have access to the data generated by the research activity:

The researcher and the supervisor

(this box should expand as you type)

23

List who will have control of, and act as custodian(s) for, data generated by the research activity:

The researcher

(this box should expand as you type)

24

Give details of data storage arrangements, including security measures in place to protect the data,
where data will be stored, how long for, and in what form. Will data be archived — if so how and if
not why not.

I'll use encryption to protect the data | keep. Strong authentication will limit access to authorised
users only. In addition to on-site servers, I'll store the data on cloud services like Google Cloud and
AWS. In accordance with legal regulations, | will retain the data for as long as necessary before
securely deleting or anonymising it when it is no longer needed.

(this box should expand as you type)

25

Please indicate if your data will be stored in the UWTSD Research Data Repository (see
https://researchdata.uwtsd.ac.uk/ ). If so please explain. (Most relevant to academic staff)

(this box should expand as you type)

Confirm that you have read the UWTSD guidance on data management (see

26 https://www.uwtsd. ac.uk/library/research-data-management/) YES =
Confirm that you are aware that you need to keep all data until after your

27 | research has completed or the end of your funding YES =
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(d) membership of a trade union (within the meaning of the Trade Union and Labour
Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,

(f) sexual life,

(9) genetics,

(h) biometric data (as used for ID purposes),

If YES, provide a description of the special category data and explain why this data needs to be
collected:

(this box should expand as you type)

Will data from the research activity (collected data, drafts of the thesis, or | YES NO
materials for publication) be stored in any of the following ways?

Manual files (i.e. in paper form)?

University computers?

Home or other personal computers?

5
6
7 | Private company computers?
8
9

Laptop computers/ CDs/ Portable disk-drives/ memory sticks?

Xl Xl R OO O
000 ¥ X X

10 | “Cloud” storage or websites?

1 Other — specify: o =

For all stored data, explain the measures in place to ensure the security of the data collected, data
12 | confidentiality, including details of backup procedures, password protection, encryption,
anonymisation and pseudonymisation:

(this box should expand as you type)

Data Protection

Will the research activity involve any of the following activities: YES NO
13 | Electronic transfer of data in any form? = a
14 zl':“ri;g of data with others at the University outside of the immediate research o X
15 | Sharing of data with other organisations? a =
16 | Export of data outside the UK or importing of data from outside the UK? a =
17 | Use of personal addresses, postcodes, faxes, emails or telephone numbers? X a
18 | Publication of data that might allow identification of individuals? a =
19 | Use of data management system? = a
20 | Data archiving? a =

If YES to any question, please provide full details, explaining how this will be conducted in
21 | accordance with the GDPR and Data Protection Act (2018) (and any international equivalents,
where appropriate):

Electronic Transfer of Data:
1 will use secure, encrypted methods for transferring data, ensuring it's only shared with
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retailers, Tesco under pressure to both improve employee satisfaction and sustain success in a
cutthroat market. Gaining insight into employee motivation is essential for improving retention and
operational effectiveness.

Time-bound: There are specific due dates for the literature review, data collecting, analysis, and
reporting, and the study is planned to be finished within one academic term. Timelines for the surveys
and interviews are predetermined to guarantee that the results are delivered on time.

(this box should expand as you type)

Objectives of Research Activity

To investigate the connection between Tesco employees’ performance and motivation tactics.

To evaluate the success of Tesco's current incentive programs in its London locations.

To make helpful recommendations for improving branch-level motivation.

(this box should expand as you type)

Proposed methods (maximum 600 words)

Provide a brief summary of all the methods that may be used in the research activity, making it clear
what specific techniques may be used. If methods other than those listed in this section are deemed
appropriate later, additional ethical approval for those methods will be needed. You do not need to
justify the methods here, but should instead describe how you intend to collect the data necessary for
you to complete your project.

A mixed-methods research design is used in this study, which combines restricted quantitative and
qualitative techniques. The predominant method is qualitative, employing a phenomenological
approach to understand the motivational experiences of Tesco employees in London. This approach
provides a humanistic perspective on the research issue and enables in-depth investigation of
individual feelings. While limited quantitative data (such as demographics and straightforward Likert-
scale responses) will give the qualitative findings more context, qualitative approaches will be
employed to investigate lived experiences and in-depth viewpoints. The combination improves the
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professional interest in the subject, there
may be a conflict of interest.

(this box should expand as you type)

University/institutional risks

5 | For example: adverse publicity, financial loss, data protection
"How you will mitigate the risk to the University:
Risk to the University: 1 will make sure that all research complies with
1. Damage to Reputation university procedures and ethical standards to
2. Monetary Loss reduce risks to the university and avoid any
3. Deal with the consequences of the law harm to its reputation. To protect the
University's reputation, | shall secure ethical
approval prior to data collection and handle any
data with absolute confidentiality. To avoid
(this box should expand as you type) financial loss, | will keep the study within the
allocated budget and resources. In order to
reduce any potential legal repercussions, | will
also abide by all legal requirements, including
data protection legislation, and, if needed,
obtain legal counsel.
(this box should expand as you type)
6 Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems
Risk to the environment: How you will mitigate the risk to environment:
N/A N/A
(this box should expand as you type) (this box should expand as you type)
Disclosure and Barring Service
If the research activity involves children or vulnerable adults, a Disclosure
and Barring Service (DBS) certificate must be obtained before any YES NO N/A
contact with such participants.
7 | Does your research require you to hold a current DBS Certificate? a = a
If YES, please give the certificate number. If the certificate number is not
8 | available please write “Pending’; in this case any ethical approval will be

subject to providing the appropriate certificate number.

SECTION I: Feedback, Consent and Confidentiality

Feedback

What de-briefing and feedback will be provided to participants, how will this be done and when?

At the conclusion of the study, participants will receive a summary of the research findings. An
outline of the study's goals, main findings, and the ways in which their involvement advanced the
research will all be covered in this feedback. Depending on the structure of the research, the
feedback will be sent via email or verbally (if applicable). At this point, participants will also have the
chance to ask questions or seek more clarification.
of their participation in the study or as soon as data collection is finished.

(this box should expand as you type)

This debriefing will take place either at the end

2

Informed consent
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SECTION K: Declaration

The information which | have provided is correct and complete to the best of my knowledge. | have
attempted to identify any risks and issues related to the research activity and acknowledge my
obligations and the rights of the participants.

In submitting this application | hereby confirm that | undertake to ensure that the above named
research activity will meet the University’s Research Ethics and Integrity Code of Practice which is
published on the website: https:/www.uwtsd.ac.uk/research/research-ethics/

Date:
25 October 2025
1 | Signature of applicant: Catalina Pop
For STUDENT Submissions:
Director of sk Date:
2 Studies/Supervisor: 25 October 2025
3 Signature:
For STAFF Submissions:
4 Academic Director/ Assistant Date:
Dean: 25 October 2025
5 Signature:

Checklist: Please complete the checklist below to ensure that you have completed the form according to
the guidelines and attached any required documentation:

X | I have read the guidance notes supplied before completing the form.
X | I have completed ALL RELEVANT sections of the form in full.
X | I confirm that the research activity has received approval in principle
X | I have attached a copy of final/interim approval from external organisation (where appropriate)
o I have attached a full risk assessment (where appropriate) ONLY TICK IF YOU HAVE
ATTACHED A FULL RISK ASSESSMENT
= I'understand that it is my responsibility to ensure that the above named research activity will meet
the University’s Research Ethics and Integrity Code of Practice.
I'understand that before commencing data collection all documents aimed at respondents
X | (including information sheets, consent forms, questionnaires, interview schedules etc.) must be
confirmed by the DoS/Supervisor, module tutor or Academic Director.
RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyTSD Doctoral College Portal at (https:/mytsd.uwtsd.ac.uk).
RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to
paresearch@uwisd.ac.uk , with the title ‘Ethical Approval’ followed by your name.

April 2022 15 PG2 Ethical Approval Form





image8.png
Fritysgol Cymru

Y Drindod Dewi Sant

University of Wales PG2/E1 FORM
Trinity Saint David

Access to personal or confidential information without the participants’ specific
consent?

Administration of any questions, test stimuli, presentation that may be

o experienced as physically, mentally or emotionally harmful / offensive?

11 | Performance of any acts which may cause embarrassment or affect self-esteem?

12 | Investigation of participants involved in illegal activities?

13 | Use of procedures that involve deception?

14 | Administration of any substance, agent or placebo?

15 | Working with live vertebrate animals?

ojojojo|o|jo|o |0
RIRXXR KRR XX

16 | Procedures that may have a negative impact on the environment?

Other primary data collection methods. Please indicate the type of data collection

17| method(s) below.

Details of any other primary data collection method:

(this box should expand as you type)

If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of
the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been
obtained.

SECTION G: Intended Participants

If there are no participants then do not complete this section, but go directly to section H.

Who are the intended participants:

ﬁ
w
z
3

Students or staff at the University?

Adults (over the age of 18 and competent to give consent)?

Vulnerable adults?

Children and Young People under the age of 18? (Consent from Parent, Carer or
Guardian will be required)

Prisoners?

Young offenders?

Those who could be considered to have a particularly dependent relationship with
the investigator or a gatekeeper?

o~ |o|als|wln
0O0(0|0|0|0|x®|0O
XK KK KON

People engaged in illegal activities?

Others. Please indicate the participants below, and specifically any group who
9 | may be unable to give consent.

Details of any other participant groups: (=] =X

(this box should expand as you type)

Participant numbers and source
Provide an estimate of the expected number of

April 2022 8 PG2 Ethical Approval Form
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APPLICATION FOR ETHICAL APPROVAL

RESEARCH STUDENTS

This form is to be completed by the student within SIX months for full-time students and TWELVE
months for part time students, after the commencement of the research degree or following progression
to Part Two of your course.

Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).
This document is also available in Welsh.
RESEARCH STAFF ONLY

All communications relating to this application during its processing must be in writing and emailed to
paresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.

STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form
(and receive the outcome) via systems explained to you by the supervisor/module leader.

In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A
researcher may not be covered by the University’s insurance if ethical approval has not been
obtained prior to commencement.

The University follows the OECD Frascati manual definition of research activity: “creative work undertaken
on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and
society, and the use of this stock of knowledge to devise new applications”. As such this covers activities
undertaken by members of staff, postgraduate research students, and both taught postgraduate and
undergraduate students working on dissertations/projects.

The individual undertaking the research activity is known as the “principal researcher”.

Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing
within normal educational requirements, and literary or artistic criticism.

Please read the notes for guidance before completing ALL sections of the form.

This form must be completed and approved prior to undertaking any research activity. Please see
Checklist for details of process for different categories of application.

SECTION A: About You (Principal Researcher)

1 Full Name: Caétalina Pop
2 Tick all boxes that apply: Member of staff: ?e?lg:rra'y Eseac
Taught Postgraduate Postgraduate
Undergraduate Student | B | gtudent O | Research Student
Institute/Academic
3 | Discipline/Centre: ICL Londan
4 Campus: London

5 E-mail address: 2229628@student.uwtsd.ac.uk

6 Contact Telephone Number:

07405917253

For students:

April 2022 1 PG2 Ethical Approval Form
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(this box should expand as you type)

SECTION H: Anticipated Risks

Outline any anticipated risks that may adversely affect any of the participants, the
researchers and/or the University, and the steps that will be taken to address them.

If you have completed a full risk assessment (for example as required by a laboratory, or external
research collaborator) you may append that to this form.

Yes =
No [m}

1 Full risk assessment completed and appended?

Risks to participants
2 | For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm,
transfer of personal data, sensitive organisational information

Risk to participants: "How you will mitigate the risk to participants:

Emotional discomfort | recognize that participants may feel emotional
discomfort discussing their company’s sustainability
practices. To address this, | will reassure them that

Fear of judgment they can skip questions or withdraw at any time. | will
also ensure interviews are respectful to avoid fear of

Confidential business information. judgment. To protect confidentiality, | will anonymize
data and use pseudonyms. Sensitive business

Risk of being identified. information will be securely stored. Lastly, | will

explain how responses will be used and allow

" articipants to review their transcript to prevent
Concern that their responses may be &isilntgrpre'ationtn W el ipttop

misinterpreted

(this box should expand as you type)

(this box should expand as you type)

If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity,
drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give
details of the procedures to deal with these issues, including any support/advice (e.g. helpline
numbers) to be offered to participants. Note that where applicable, consent procedures should
make it clear that if something potentially or actually illegal is discovered in the course of a project,
it may need to be disclosed to the proper authorities

N/A

(this box should expand as you type)

Risks to the investigator
4 | For example: personal health & safety, physical harm, emotional distress, risk of accusation of
harm/impropriety, conflict of interest

1. Individual well-being and security when How you will mitigate the risk to the investigator:
travelling or interacting with others.

2. Physical injury sustained while travelling or
interacting with people in person.

3. Emotional distress brought on by hearing
delicate or challenging facts.

1 will carry out interviews in secure, formal
environments and provide the information to a
reliable contact in order to reduce risks. I'll keep
a balanced schedule and, if necessary, seek
supervision to handle mental strain. | will
disclose any potential conflicts of interest to

4. The possibility that participants will accuse preserve neyuxlity, and open contact with

you of wrongdoing or injury. participants will guarantee that there are no
If the researcher has a personal or charges of improper behaviour.

April 2022 10 PG2 Ethical Approval Form
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STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form
(and receive the outcome) via systems explained to you by the supervisor/module leader.
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data's credibility and richness.
Qualitative Approach:

Phenomenology serves as the foundation for the qualitative part, which enables a thorough
investigation of subjective experiences. This method offers a humanistic perspective on how workers
understand and create motivation in their daily jobs.

Quantitative Elements:

To find trends and improve comprehension of the participant context, basic quantitative data will be
gathered, including age, gender, employment role, and length of service at Tesco. Although these
data won't be statistically evaluated, they will provide more information on sample variety.

The goal of the study and the participants' freedom to leave at any moment will be explained to them.
To safeguard the identities of participants, data will be anonymised. Prior to any data acquisition,
informed consent will be bought.

Every participant will be asked for their informed consent. Confidentiality and anonymity shall be
always preserved. The university’s ethics committee will be consulted for ethical approval.
Participants are free to leave at any time without facing any repercussions.

Possible Restrictions on the Approach

Notwithstanding the advantages of a mixed-methods approach, it is important to recognise a few
drawbacks:

Time Restrictions: It could take a lot of time to conduct surveys and interviews, particularly when
juggling Tesco employees' schedules.

‘Sample Size and Generalisability: Although the study focusses on Tesco locations in London,
demographic and cultural variations may limit the findings' applicability to other areas or foreign
locations.

Response Bias: In internal surveys in particular, employees may be reluctant to answer candidly
about motivation if they are afraid of the consequences. To reduce this risk, anonymity will be
essential.

Access Restrictions: Getting Tesco's approval to carry out internal research could be difficult,
especially when it comes to interviewing managerial personnel.

Qualitative Interpretive Limitations: The researcher's ability to decipher the context and
significance of responses may be a determining factor in qualitative insights, which might be
subjective. Reflexivity and peer assessment of the data analysis will reduce researcher bias.

(this box should expand as you type)

Location of research activity
Identify all locations where research activity will take place.

8 London

(this box should expand as you type)

Research activity outside of the UK

If research activity will take place overseas, you are responsible for ensuring that local ethical
considerations are complied with and that the relevant permissions are sought. Specify any local
qguidelines (e.g. from local professional associations/learned societies/universities) that exist and
whether these involve any ethical stipulations beyond those usual in the UK (provide details of any
licenses or permissions required). Also specify whether there are any specific ethical issues raised by
the local context in which the research activity is taking place, for example, particular cultural and/or
legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the
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Student Number:

2229628

Programme of Study:

BA (Hons) Leadership & Management in the Workplace

Director of Studies/Supervisor:

Nishi Ramsurrun

SEC’

TION B: Approval for Research Activity

categories of individual)

Has the research activity received approval in principle?
(please check the Guidance Notes as to the appropriate
approval process for different levels of research by different

YES

Date

If Yes, please indicate source of
approval (and date where known):
Approval in principle must be
obtained from the relevant source
prior to seeking ethical approval

Research Degrees Committee

Institute Research Committee

[m]

Other (write in)

25 October
2025

SEC’

TION C: Internal and External Ethical Guidance Materials

add rows to this table if needed.

Please list the core ethical guidance documents that have been referred to during the completion of
this form (including any discipline-specific codes of research ethics, location-specific codes of
research ethics, and also any specific ethical guidance relating to the proposed methodology).
Please tick to confirm that your research proposal adheres to these codes and guidelines. You may

UWTSD Research Ethics & Integrity Code of Practice

X

UWTSD Research Data Management Policy

X

[List any other relevant documents here]

o

SECTION D: External Collaborative Research Activity
If there are external collaborators then you should gain consent from the contact persons to share their
personal data with the university. If there are no external collaborators then leave this section blank and
continue to section E.

1 Institution
2 Contact person name
3 Contact person e-mail address
4 Is your research externally funded? YES a NO a
5 Are you in receipt of a KESS scholarship? YES [m] NO a
6 Are you specifically employed to Voluntary YES (=] NO (=]
7 undertake this research in either a Employed
paid or voluntary capacity? mploy¢ YES =] NO =]
8 Is the research being undertaken If YES then the
within an existing UWTSD Athrofa permission question YES o NO o
Professional Learning Partnership below does not need
(APLP)? to be answered.

April
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research then please state this.

9 N/A
(this box should expand as you type)
Use of documentation not in the public domain: Are any documents NOT NO =X
10 | publicly available?
YES a
If Yes, please provide details here of how you will gain access to specific documentation that is not
in the public domain and that this is in accordance with the current data protection law of the
country in question and that of England and Wales.
1"
(this box should expand as you type)
Does your research relate to one or more of the seven aims of the Well-
being of Future Generations (Wales) Act 2015? YES NO
12 | A prosperous Wales a =
13 | Aresilient Wales [m] =
14 | A healthier Wales o =
15 | A more equal Wales a =
16 | A Wales of cohesive communities a =
17 | AWales of vibrant culture and thriving Welsh language a =
18 | A globally responsible Wales a =
19 | If YES to any of the above, please give details:
(this box should expand as you type)
SECTION F: Scope of Research Activity
Will the research activity include: YES NO
1 Use of a questionnaire or similar research instrument? = a
2 Use of interviews? = o
3} Use of focus groups? a =
4 | Use of participant diaries? a =
5 Use of video or audio recording? a =
6 Use of computer-generated log files? a =
7 Participant observation with their knowledge? a =
8 Participant observation without their knowledge? a =

April

2022 7

PG2 Ethical Approval Form





