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Abstract
The study's primary objective is to learn how different types of incentives affect the productivity of employees. The purpose of the research is to analyze Tesco's current compensation strategy and determine how it affects productivity. Tesco surveyed its staff to gauge their satisfaction with the company's present compensation plan. The poll results show that the employee reward program is very important to those considering whether or not to remain employed by Tesco. The remuneration package, including salary, bonuses, and benefits, as well as recognition and learning and development opportunities, have been identified as crucial determinants that influence employee performance and job satisfaction. The sense of belonging and camaraderie with colleagues is perceived by a significant proportion of employees as a crucial element in fostering employee engagement and retention. Nonetheless, certain areas of enhancement were discerned, including the degree of comprehension pertaining to the incentive structure, the impartiality of the system, and the congruence between individual values and objectives with the job. In order to enhance the reward system, Tesco may contemplate enhancing communication, augmenting equity, aligning individual values and objectives, amplifying learning and development prospects, and cultivating affirmative relationships among its workforce. The research exhibits certain constraints, including the applicability of the findings to alternate institutions or sectors and the reliance on self-reported survey data. The results indicate that the reward system plays a crucial role in determining the job satisfaction and performance of employees at Tesco. It can be argued that Tesco stands to gain from conducting a thorough evaluation of its incentive structure and implementing enhancements that align with the requirements and aspirations of its workforce. The suggestions offered have the potential to enhance employee motivation and job satisfaction, ultimately resulting in improved job performance and productivity.
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[bookmark: _Toc143271817]Chapter 1 – Introduction
[bookmark: _Toc143271818]1.1 – Background of the research 
Human resource (HR) practices in the current era have become a set of activities maintaining the workforce's operational resilience and organisational values. By ensuring proper management of human resources, organizations can experience growth and increased productivity. Performance appreciation is a key factor that can keep employees motivated and improve their productivity. According to Raykov, (2021), a large percentage of employees, around 79%, tend to work harder when their efforts are recognized, and employee productivity increased by 78% after being recognized for their contributions. This shows that introducing a reward system in organizations is becoming increasingly important, and one of the main reasons behind it is the emergence of the Millennials and Gen Z workers. Recognizing the efforts of employees can be done in various ways, and it is vital as meaningful recognition can make employees happier, which can then lead to increased productivity (Gajendra, 2018). Tesco is an example of one of the retail giants in the world that employs a large number of employees across their stores of different formats and sizes. 
[image: ]
Figure 1.1: Average number of Employees at Tesco 
(Source: statista.com)
As per the above figure, Tesco Group can be considered as one of the leading retail organisations in the UK with a large workforce system. In terms of workforce size, the company currently has 309,366 average employees around the group service chain across the globe (Statista.com, 2023). However, compared to last financial year 2022, the number of employees seems decreased but still the company involves an extended line of workers currently operating. Organizations have now acknowledged this fact and are determined to keep their human resources motivated and engaged to maximize their potential. When employees are appreciated for their contributions to the organization, they are more willing to give their best (Raykov, 2021). Therefore, it is important to understand that a comprehensive reward system to acknowledge employee efforts is essential to ensure a highly motivated workforce that can drive an organization's success. 
[bookmark: _Toc143271819]1.2 Rational of the study 
As per Global Data (2023), in the financial year 2022, Tesco had a functioning presence in five European marketplaces with a total of 4,752 stores. The whole company's workforce consisted of more than 350,000 staffs, a significant figure of recruits that the establishment has managed commendably, thereby contributing to its non-stop success. As evident in the company's financials, Tesco added 79 new stores during the aforementioned fiscal period, highlighting the organization's demonstrated ability to maintain and grow its vast network of retail outlets (GlobalData, 2023).Given the size and scope of Tesco's operations, managing such a large workforce can be challenging, especially with the added responsibility of ensuring employee engagement. 
On the other hand, the company has specifically developed strong financial investment towards the workforce management process in terms of managing post-pandemic effects. The organization invested £892m during the pandemic, a significant portion of which went towards doubling its online order delivery capacity, ultimately resulting in the hiring of 50,000 new employees (Patridge and Butler, 2021). Given Tesco's proven track record of managing its workforce, it would be beneficial to examine the organization's reward system and its impact on employee performance (Patridge and Butler, 2021). By exploring the various components of the company's reward system, this study aims to elucidate the ways in which such a system affects worker output, with valuable insights that other organizations can use to develop and improve their respective rewarding policies to boost organizational performance and productivity.
[bookmark: _Toc143271820]1.3 Aim & Objectives
The primary aim of this study is to examine the effects of Tesco's reward system on the productivity of Tesco's staff and measuring the effectiveness of reward system. 
The study's objectives are the following:
1) To identify different types of reward systems and their impact on employee performance at Tesco  
2) To investigate Tesco's current reward system as well as its feasibility to retain workforce system
3) To examine the way Tesco's reward system affects employee performance as well as workforce engagement 
[bookmark: _Toc143271821]1.4 Research Questions
This research has two main questions-
1. What are the policies Tesco is using regarding rewarding the employees?
2. How is the existing reward system impacting the performance of the employees of Tesco?
[bookmark: _Toc143271822]1.5 Research methodologies  
The research followed primary quantitative data to specify the context of employee performance management through a reward system with a case example of Tesco. In terms of methodological tools used, a positivist philosophy and inductive research approach have been followed. Precisely, quantitative research data has been collected through the survey method for which a frequency analysis has been conducted to make an evaluation of statistical data collected through SPSS. On the other hand, in terms of specifying the survey participants a random sampling technique has been used to choose employees from Tesco. Moreover, ethical justification has been also maintained in the research by maintaining participant confidentiality and anonymity along with data safety approaches. 

[bookmark: _Toc143271823]Chapter 2 Literature Review
[bookmark: _Toc143271824]2.1 Reward System
Extrinsic and intrinsic rewards have been distinguished by a number of scholars (Ajila and Abiola, 2004; Edirisooriya 2014; Danish et al. 2015). Intrinsic rewards are those that come from inside, while extrinsic rewards are those that come from without. By providing intrinsic rewards to people who are actually performing the task, an organisation can greatly boost employee motivation as well as job satisfaction and overall performance. According to the findings of many pieces of study, workers who receive compensation for the intrinsic contributions they make to their companies are more engaged, devoted, and productive. For instance, Edirisooriya (2014) found that employees' motivation and performance were significantly increased when they were given intrinsic benefits such as recognition and job autonomy. A similar finding was made by Ajila and Abiola (2004), who discovered that workers who got job enrichment, which is an example of an intrinsic motivation, reported better levels of job satisfaction.
Furthermore, it has been demonstrated that the utilisation of intrinsic rewards helps to boost employee retention while simultaneously lowering turnover rates. According to the findings of Danish et al. (2015), employees who were supplied with intrinsic rewards, such as meaningful work and recognition, had a better possibility of sticking with their current company. These employees also had a higher likelihood of being satisfied with their jobs. Sallah et al. (2012) came to a conclusion that was quite similar to this one when they discovered that intrinsic rewards. According to Pierce et al. (2003), employees who are intrinsically motivated have a greater sense of engagement with their work, a stronger sense of personal agency, and more job satisfaction.
Extrinsic rewards, as described by Luthans et al. (2021), are material incentives offered by employers to employees in exchange for their efforts in furthering the organization's aims. These rewards are important for attracting and retaining top workers, boosting morale and productivity. They are also crucial to boosting efficiency generally. Numerous studies have shown that employees are more motivated and satisfied with their jobs when they receive extrinsic rewards like pay hikes and bonuses. Because financial bonuses are given outright by the corporation, this is the case. Armstrong (2010) discovered that the provision of extrinsic rewards like remuneration and other benefits increased levels of employee engagement and performance.
Riasat et al. (2016) found that there are two types of extrinsic motivations: monetary and non-monetary benefits. Both monetary as well as non-monetary could be used to characterise a reward structure in this case. Financial reward systems include salary, bonuses, and stock options, while non-financial reward systems include recognition, feedback, and work-life balance (Luthans et al., 2021).
Karami et al. (2013) found that employees who received extrinsic rewards such as bonuses and promotions were more dedicated to their organisation than those employees who did not receive any benefits at all. In addition, Kerr and Slocum (2005) discovered that extrinsic rewards, such as stock options and profit-sharing programmes, were among the most accurate predictors of employee loyalty in a technological company.
[bookmark: _Toc143271825]2.2 Job Satisfaction and Reward System
Several scholars (Galanou et al., 2011; Hsieh, 2011; Riasat et al., 2016) have pointed to the notion that rewards play a big role in how fulfilled an employee feels in their job. According to Khan et al. (2011) financial rewards were found to be the single most significant predictor of job satisfaction among Pakistani workers. Similarly, Riasat et al. (2016) found that performance-based rewards, which included things like bonuses and promotions, had a favourable effect on the levels of job satisfaction among individuals. In addition, Akhter et al. (2016) discovered that rewards, such as promotions and recognition, had a favourable relationship with job satisfaction among employees. Job satisfaction as personal experience seems to change through communication and interactive assessment which eventually maintain the recognition level of the workforce system.
Research conducted by scholars has revealed that the influence of financial incentives on the motivation of employees is dependent on variables such as age, gender, and duration of employment within a company. Riasat et al. (2016) found that job satisfaction is more strongly associated with incentives among younger individuals. Terera and Ngirande's (2014) study found that the effect of incentives on job satisfaction among male employees was notably greater than that of female employees, even when controlling for other factors. 
Nevertheless, monetary benefits are not the only factor that contributes to employment happiness. There are a number of factors that contribute considerably to job satisfaction that are not monetary in nature, including recognition, autonomy, and opportunity for professional advancement. For instance, the findings Hsieh (2011) suggest that recognition was a strong predictor of job satisfaction among individuals working in the Indian hospitality business. In a similar vein, Galnou et al. (2011) discovered that career advancement prospects significantly influenced job satisfaction.
On the other hand, the connection between organisational compensational policies as well as their level of contentment in their work is not always cut and dry. According to the findings of Güngör (2011) receiving rewards does not inevitably result in being happy in one's work. For instance, Shields et al. (2015) found that monetary incentives did not have a substantial impact on the level of job satisfaction experienced by employees. The researchers also noted that the positive effect of rewards on workers' happiness was marginal. Despite rewards' beneficial impact on job satisfaction, some employees nevertheless feel dissatisfied (Luthans et al., 2021).
[bookmark: _Toc143271826]2.3 Employee Performance and Reward System
It has been discovered that providing employees with extrinsic rewards, such as cash incentives, can enhance both employee motivation and performance, particularly when the extrinsic benefits are tied to certain performance goals or outcomes (Shields et al., 2015). For instance, a study that was conducted by (Güngör, 2011) discovered that businesses that linked employee bonuses to certain performance targets had better levels of employee engagement and performance than those businesses that did not do so.
The research also implies that rewards should be appropriately administered in order to guarantee that they will have the desired effect. According to Luthans et al. (2021) in order for rewards to be seen as fair by workers, they must first and foremost be seen as transparent, next as equitable and last as timely. Insufficient implementation of a suitable incentivization structure may lead to a decline in the overall efficiency of the company. Kerr et al. (2005) posit that the motivation and productivity of employees are significantly impacted by rewards, as evidenced by empirical data. Additionally, scholarly studies have indicated that the absence of a system of incentives can lead to a reduction in productivity. According to Johns (2006), decreased motivation and involvement is one of the consequences that can be expected. Without a reward system in place, employees may not feel compelled to perform effectively, leading to decreased levels of motivation and engagement (Pierce et al., 2003). Moreover, employees report higher levels of job satisfaction when they are rewarded for their hard work, and lower levels of satisfaction when no such system is in place (Terera and Ngirande, 2014). The absence of an incentive system can also lead to higher turnover and absenteeism. Without an incentive system in place, employees may be more likely to leave the firm or take time off work, leading to higher turnover and absenteeism rates as opined by Aziri (2011).
[bookmark: _Toc143271827]2.4 Management of Rewards in Organizational Setting
According to research by Salah (2016), doing so can boost employee engagement and productivity by making the reward system more credible in the eyes of workers. For instance, businesses that place a high value on teamwork may establish a reward system that places more of an emphasis on encouraging collaboration and group achievement than it does on rewarding individuals for their individual efforts.  Armstrong and Murlis (2007) assert that the establishment of an entirely dependable reward management system remains a challenging task. As per the findings of Shields et al. (2015), this occurrence is linked with a surge in the motivation levels of employees to carry out their responsibilities, which in turn results in a boost in their job satisfaction and engagement. Another strategy is to design a compensation plan that fits in with the organization's mission, values, and ethos.
On the other hand, integrating employees in the incentive process by requesting their input and suggestions might boost their sense of the fairness of the reward system, leading to higher levels of motivation and job satisfaction (Salah, 2016). This can be accomplished by involving employees in the process of determining rewards. Therefore, this can be accomplished through the use of questionnaires, focus groups, or any number of other types of employee feedback.

[bookmark: _Toc143271828]2.5 Challenges of Reward Management
According to the available research, incentive administration in organisational contexts is fraught with a number of difficulties. One of these difficulties is figuring out how much of a bonus or other incentive to give to employees. According to Armstrong and Murlis (2007) offering too little can lead to decreased levels of motivation and performance, while supplying too much can lead to a sense of entitlement and decreasing levels of intrinsic motivation.
A further obstacle is making certain that employees have the impression that they are receiving rewards that are fair and appropriate. Karami et al. (2013) found that employees are more likely to be motivated by rewards that they consider to be fair, transparent, and timely. Accordingly, organisations should make sure their reward system is transparent and fair, with clear criteria outlining how prizes are chosen.
The provision of both intrinsic and extrinsic rewards is an example of a best practise. According to Armstrong (2010), intrinsic rewards are more successful in encouraging long-term motivation and engagement than extrinsic rewards are. While extrinsic rewards might be effective in motivating employees in the short term, intrinsic rewards are more effective in inspiring employees in the long term.
One more thing that should be done well is to conduct regular reviews of the incentive system and make modifications to it based on the comments and suggestions of employees as well as the shifting priorities of the organisation. According to Shields et al. (2015), this can assist ensure that the reward system continues to be relevant and effective in its ability to motivate personnel.
In addition, companies should think about the possibility of presenting their workers with individualised rewards that are catered to their specific requirements and preferences. Hoffman and Tadelis (2021) found that this can help the employees to remain highly motivated to perform better or reach targets to get admiration and recognition in the workplace.
[bookmark: _Toc143271829]2.6 Literature Gap
After going through the existing literature, some significant gap in research can be found which need to be addressed further. Armstrong and Murlis (2007) indicated that connecting the performance of an employee with a certain reward can ensure improvement of the performance but did not mention the specific types of rewards which can be provided to the employees to enhance their performance. Again, Hoffman and Tadelis (2021) found that individualized reward system can help an organization to improve the performance the employees. However, there is no mention of how the individualized reward system might be organized and managed and what type of reward can be provided. Although some scholars such as Pierce et al. (2003) and Armstrong (2010) have indicated intrinsic rewards can be more successful in enhancing employee performance, there is no mention of which intrinsic reward might be more effective in improving the performance of the employees.



[bookmark: _Toc143271830]Chapter 3 – Methodology
Research methodology refers to the approach that a researcher intends to use to carry out their research. It provides a systematic and logical plan that helps to address research problems effectively (Kothari, 2004). Essentially, the methodology outlines the researcher's methods and approach to data collection and analysis to ensure reliable, valid results that meet their aims and objectives. It encompasses a range of considerations, including determining the data to be collected, how and where it will be obtained, and the methods for analysis. Having a well-structured methodology offers research authenticity and ensures scientifically sound findings. Research Onion model is a well-known strategy for outline the project (Daniel and Sam, 2011). It is a useful tool that helps researchers to conceptualize the process of conducting research in a systematic manner. The research onion model was developed by Saunders et al. (2009) and is commonly used in social science research. The research onion model has six levels that should be taken into account during the research process. Philosophy, approach, strategy, methodology, data collecting, and analysis are the six pillars of research. In a nutshell, the research onion model is an all-encompassing and well-organized system for gathering data. If researchers adopt this approach, they will be able to perform their studies in a methodical and thorough fashion while taking into account all relevant components of research methodology.
[bookmark: _Toc143271831]3.1 Research Philosophy
The onion model of research begins with the researcher's guiding principles. This pertains to the presumptions made before beginning the study and affects the methodology selected. It refers to a body of thought that serves as a foundation for scientific inquiry. It is the process of carefully and methodically considering theoretical and practical concerns related to research projects (Goddard and Melvile, 2004). Research philosophies provide guidance for the approaches and procedures used to investigate a topic. There are primarily three research paradigms from which to choose: Positivism, 
· Interpretivism  
· Critical realism 
With a positivist viewpoint, the social world is seen as objective and measurable, and scientific methods are emphasised for testing hypotheses. However, interpretivism emphasises the individual's role in constructing social reality and places an emphasis on the meaning and comprehension of individual experiences (Daniel and Sam, 2011). Finally, realism strikes a balance between objectivity and subjectivity by recognising that while there is an external reality to be investigated; this reality is also influenced by the viewpoints of different people. In this research, a positivist research philosophy will be used because this research emphasizes on quantifiable data and an objective analysis of cause-and-effect relationships. Since, positivism is a research philosophy that emphasizes the scientific method and objective observation in the study of social phenomena (Kothari, 2004). Therefore, positivists argue that scientific inquiry is the best way to understand the world and that, by adhering to a strict set of methods. Due to this reason, the research has been specifically followed by a positivist philosophy in terms of defining the way of articulating findings with the personal observation gained by the company employees.
[bookmark: _Toc143271832]3.2 Research Approach
The second layer of the model is research approach. This refers to the general approach that researchers take to research. There are two main approaches to research: deductive and inductive. Deductive research starts with a theory and tests a hypothesis, whereas inductive research starts with data and generates a theory.Deductive research approach is a more structured, systematic method of research (Daniel and Sam, 2011). The research evaluated the relationship between employee engagement assessment practices at Tesco and the organisational policies to increase service quality prospects for which employee opinions were important. Due to this reason, it was suitable to apply an inductive approach as it helps to maintain data evaluation collected from personal observation and collective sense towards an aspect.
[bookmark: _Toc143271833]3.4 Research Strategy
The third layer of the model is research strategy. This refers to the overall plan that researchers use to conduct their research. There are several research strategies, including surveys, case studies, experiments, and ethnography (Kothari, 2004).The author went with survey method, in this research. Since, the survey method is a popular research technique used in selecting a sample of individuals from a population to gather data through standardized questionnaires or interviews. It provides a cost-effective and efficient way to collect large amounts of data from a diverse range of people in a short period (Daniel and Sam, 2011). The survey questionnaire of 15 close ended questionnaires asked to the organisational employees of Tesco in the context of employee reward system activities the company currently has. 
[bookmark: _Toc143271834]3.4 Research Method
The fourth layer of the model is research method. This refers to the specific techniques and procedures that researchers use to collect and analyse data. The most common used research methods are- 
· Qualitative and 
· Quantitative.
Qualitative research involves non-numerical data where quantitative methods require numerical data. Methodological assessment over mix or mono methodology seems to be compatible with data sources with two separate data types such as quantitative and qualitative (Goddard and Melvile, 2004).  However, this research followed a quantitative data type based on the mono method undertaken. There is a detailed literature review using non-numerical data. And frequency analysis using numerical data collected from survey. 
[bookmark: _Toc143271835]3.6 – Data Collection Method & Sampling
The next layer of the model is data collection. This refers to the process of collecting data using the chosen research methods. This can be done through observation, interviews, surveys, or any other method determined by the researcher. There are two main categories of data collected from specific databases or data sources in which Primary and secondary data are involves different types of insights (Gupta and Gupta, 2022). Primary data is physically collected by the researcher which is not processed or used before. Secondary data refers to the already processed data, i.e. government published data, books, published journal articles, internet sources etc. (Keller, 2017). Due to this reason, the author utilized primary data for this research collected by conducting a survey questionnaire over the organisational employees currently working at Tesco. Utilisation of data collected from conducting survey on 30 individuals has been maintained through random sampling technique which was done for analysing the area of employee assessment at Tesco. 
[bookmark: _Toc143271836]3.6 –Analysis Method
The final layer of the model is data analysis. This refers to the process of interpreting and analysing data that has been collected (Gupta and Gupta, 2022). This can be done through statistical analysis, thematic analysis, or any other method determined by the researcher. The research has been followed a statistical method, using frequency analysis to derive the finding of the research, and making correlation assessment to each variable from the survey. The analysis of the primary data specifically indicated the correlation values to each frequency data from the SPSS outcomes in which cumulative data and valid percentages have been assessed.
[bookmark: _Toc143271837]3.7 – Ethical Consideration
The ethical considerations for this study include-
· Participant confidentiality and anonymity will be ensured by obtaining their informed consent and keeping their identities hidden.
· Making sure the study follows all relevant rules and regulations.
· Careful and secure data handling and storage.
· 
[bookmark: _Toc143271838].Chapter 4 - Findings and Discussion
[bookmark: _Toc143271839]4.1 Quantitative Findings 
Question 1: Are you satisfied with the current reward system of Tesco? [image: A screenshot of a document

Description automatically generated]

Figure 4.1.1: “Satisfaction to Reward System of Tesco”
(Source: Self-Developed)
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Figure 4.1.1.1: “Satisfaction to Reward System of Tesco”
(Source: Created by Author)
Comment: The above question on employee satisfaction rate indicates a versatile outcome since the highest cumulative percentage is 90.0. The highest frequency value 12 to both satisfied and very satisfied responses refers to support of respect towards the reward system adopted by Tesco. 
Question 2: Do you agree that the current reward system of Tesco encourages good performance? 
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Figure 4.1.2: “Tesco’s Reward System encourages good employee Performance”
(Source: Self-Developed)
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Figure 4.1.2.1: “Tesco’s Reward System encourages good employee Performance”
(Source: Created by Author)
Comment: In terms of encouragement, Tesco’s reward system has been evaluated by 86 percent of cumulative value while 66 percent disagreed with the statement. However, 16 as the highest frequency value indicate the differentiation between the options given to participants.
Question 3: How effective do you believe the current reward system of Tesco is in attracting and retaining employees? 
[image: ]
Figure 4.1.3: “Effectiveness of Tesco’s reward system to attract and retain employees”
(Source: Self-Developed)
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Figure 4.1.3.1: “Effectiveness of Tesco’s reward system to attract and retain employees”
(Source: Created by Author)
Comment: The effectiveness of the rewards system by Tesco has the highest frequency value of 19 on behalf of very effective to retain and attract employees. The effectiveness of the reward system by Tesco to retain employees is satisfactory as the highest frequency value of 19 points which intensifies the outcome.
Question 4: How easy is it for you to understand the current reward system? 
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Figure 4.1.4: “Understanding current reward system of Tesco”
(Source: Self-Developed)
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Figure 4.1.4: “Understanding current reward system of Tesco”
(Source: Created by Author)
Comment: Understanding the current reward system of Tesco is perceived by 86.7 percent of cumulative value which indicates participants mostly felt difficult. The difficulty level of the current reward system at Tesco is considered easy by the maximum participants with 12 frequency values.
Question 5: Do you think that the current reward system of Tesco is fair?  
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Figure 4.1.5.: “Tesco’s current reward system is fair”
(Source: Self-Developed)
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Figure 4.1.5.1: “Tesco’s current reward system is fair”
(Source: Created by Author)
Comment: Wellness of Tesco’s reward system, 50% of respondents thought it fair enough to them while 33% considered it to be very fair. Fairness level of Tesco’ current reward system has 2.0 median values along with .84 st deviation ratio which signifies the value of the majority of the population over the context.
Question 6: Do you agree that the salary is important to your decision to stay with Tesco? 
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Figure 4.1.6: “Salary is important to your decision to stay with Tesco”
(Source: Self-Developed)
[image: ]
Figure 4.1.6.1: “Salary is important to your decision to stay with Tesco”
(Source: Created by Author)
Comment: The importance of salary to stay with Tesco has been defined correctly by 93% of the population indicating a perceived value over the extent while 40% of them disagreed with the statement. Importance of salary among Tesco employees has been indicated by 15 frequency value on “Agree”, and it refers to the value of the company reward system
Question 7: What scale of extent bonuses or other financial rewards motivate you to perform well? 
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Figure 4.1.7: “Bonus or financial regards motivate performance”
(Source: Self-Developed)
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Figure 4.1.7.1: “Bonus or financial regards motivate performance”
(Source: Created by Author)
Comment: Valid percentage on the effectiveness of bonuses and financial rewards to drive employee motivation involves 33.3% for a great extent based on 1.159 st. deviation. 
Question 8: Do you think healthcare and retirement plans are important in your decision to stay with Tesco? 
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Figure 4.1.8: “Healthcare and retirement plans are important to stay with Tesco”
(Source: Self-Developed)
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Figure 4.1.8.1: “Healthcare and retirement plans are important to stay with Tesco”
(Source: Created by Author)
Comment: The importance of healthcare facilities and retirement plans to employees has a 12 highest frequency value on the “very important” extent indicating major assessment on the statement. 
Question 9: To what extent do you feel recognised and appreciated for your contribution at the workplace? 
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Figure 4.1.9: “Feeling recognised and appreciated for your contribution at the workplace”
(Source: Self-Developed)
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Figure: 4.1.9: “Feeling recognised and appreciated for your contribution at the workplace”
(Source: Created by Author)
Comment: 80.0 percent of cumulative value to a small extent defines the ratio of recognition and appreciation at the workplace to employees involving a limited data value as indicated in the figure. However, 10 and 8 as closes frequency value from the respondents seems generic in terms of analysing the recognition and appreciation at workplace.
Question 10: Do you admit that employee recognition is important for you to stay with Tesco? 
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Figure 4.1.10: “Employee recognition is important for you to stay with Tesco” 
(Source: Self-Developed)
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Figure 4.1.10.1: “Employee recognition is important for you to stay with Tesco” 
(Source: Created by Author)
Comment: The importance of employee recognition to stay with the company indicated with multiple options in which 30.0 valid percent replied important and 9 as the highest frequency value. 
Question 11: Do you feel that you align with your personal values and goals at Tesco? 
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Figure 4.1.11: “Alignment with your personal values and goals at Tesco”
(Source: Self-Developed)
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Figure 4.1.11.1: “Alignment with your personal values and goals at Tesco”
(Source: Created by Author)
Comment: Alignment of employee personal values and goals to Tesco has been found with the highest value of 33.3 valid percentages for “to some extent” data. On the other hand, 10 as the highest frequency data seems diversified from the cumulative value and needs further analysis. 
Question 12: Do you believe that your work itself is important for you to stay with Tesco? 
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Figure 4.1.12: “Your work itself is important for you to stay with Tesco”
(Source: Self-Developed)
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Figure 4.1.12: “Your work itself is important for you to stay with Tesco”
(Source: Created by Author)
Comment: 
Question 13: Do you agree that your work has a role in your personal growth and development? 
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Figure 4.1.13: “Your work has a role in your personal growth and development”
(Source: Self-Developed)
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Figure 4.1.13.1: “Your work has a role in your personal growth and development”
(Source: Created by Author)
Comment: Work role in personal growth and development indicated as an extensive 43.3 valid percentage with st. deviation value over 1.664 values. 
Question 14: Do you think that learning opportunities and development are important for you to stay with Tesco? 
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Figure 4.1.14: “Learning opportunities and development are important to stay with Tesco”
(Source: Self-Developed)
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Figure 4.1.14.1: “Learning opportunities and development are important to stay with Tesco” 
(Source: Created by Author)
Comment: The importance of learning opportunities and development to survey participants can be friends with the highest value percentage on the “very important” with 53.3%. On the other hand, learning opportunities and development through workplace coordination has the highest frequency value of 16 for the “Important” options that indicate the credibility of the statement.
Question 15: To what extent do you believe in a sense of belonging and camaraderie with your colleagues at Tesco? 
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Figure 4.1.15: “The extent of a sense of belonging and camaraderie with your colleagues at Tesco”
(Source: Self-Developed)
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Figure 4.1.15.1: “The extent of a sense of belonging and camaraderie with your colleagues at Tesco”
(Source: Created by Author)
Comment: The extent of a sense of belonging and camaraderie with employee colleagues in the company has the highest value of 40 valid percent for the option “to some extent”. However, average frequency value of 10 and 12 for to a great extent and to some extent intensify the statement and credibility metrics.
[bookmark: _Toc143271840]4.2 Analysis 
The employee reward system has been analysed as an essential part of Tesco in managing the employee engagement, retention power of the company and their perceived value. Respondents specifically indicated the reward system of Tesco to an extent increasing their individual motivation and engagement with the company. However, emphasised learning and development prospects in enhancing employee engagement seem to be a strategic approach to retaining employees (Obeidat et al. 2019). Due to this reason, learning and development of personal position in the company have been indicated as core values to be addressed from the survey outcomes. It can be further analysed that working validity and individual sense of connectivity in the workplace are part of the organisational HRM policies in defining the importance of existing rewards systems. 
The importance of healthcare facilities and post-retirement plans for employees has been also evaluated as core HRM practices of Tesco in managing employee performance through motivation. In response, the majority of the population defined it as an important and valid extent to some areas in the company. On the other hand, recognition and employee appreciation as conventional ways to employee management have been indicated as very important practices to retain performance levels. However, individual difference and miscommunication aspect to the workplace seems to be a vital pain point impacting employee engagement with the company (Riyanto et al. 2021). This unintentional complexity is often created through a lack of communication and interaction between employees with the company's managerial bodies.
Tesco’s current rewards system as an organisational operating policy has been also defined based on its severity to employees in order to understand the value of perceived engagement of the workforce system. In terms of effectiveness, the current reward system of Tesco seems fair to the majority of the population. This refers to the validity of the reward system adopted by the company to retain employee engagement and eventually performance. On the contrary, prospects like competitiveness, ethical gaps and compensational limitations are common pain points a reward system generally has (Fridahl et al. 2020). Due to these limitations and unintentional gap in employee engagement prospects Tesco’s current employee evaluation policies need further assessment. Thus, it can be analysed that survey outcomes on Tesco's employee assessment policies, rewards system and strategies have both positive and negative extents which requires situational improvement further. 
[bookmark: _Toc143271841]4.3 Discussion 
Employee performance enhancement through reward and compensation has been conventional HRM practices used to increase the motivation level of the workforce. Employee satisfaction as part of the motivation assessment of the workforce Tesco’s reward system has been a perceived approach to the company employees. Organisational employees of Tesco indicated the reward system to be somewhat satisfactory and satisfactory mostly based on their individual encouragement gained from the company. However, employee engagement specifically increases when they are perceived through benefits and positive changes only (Edirisooriya, 2014). An organisational policy impacting the perceived value of employees seems to be a negative factor creating employee disorientation towards the company. 
Employee encouragement in retention and attracting workforce system to the workplace indicated as an effective policy adopted to the HRM practices of Tesco. The company has a comparatively better outlook since the organisational employees have been found to consider the employee reward system to be accurate and perceived. On the contrary, materialistic incentives are commonly used to motivate but it also drives poor ideologies to ethical values (Luthans et al. 2021). Therefore, it can be discussed that the employee reward system of Tesco has preliminary value to organisational employment but also has limitations regarding ethical grounds. 
Ethical values and credibility of a reward system have also been important factors to consider in the fairness of a compensation policy. Tesco’s reward system has been evaluated by the company employees to be fair mostly but salary or any other financial value have been differentiated to this extent. The importance of salary in decision-making on the future presence within the workplace has been indicated as a perceived approach  to determine the employee retention capability a company has. Similarly, bonuses or any other compensational policies have been found to be a considerable motivator to Tesco’s employees. However, employee motivation based on the perceived value assessment also can be changed through situational transition in the workplace (Sallah et al. 2012). It can be discussed as an emotional factor that constantly changes through the workplace environmental transition, 
Apart from the financial rewards, medical facilities or any other retirement plans after the employee service period have been also found to be vital factors impacting employee performance. Health benefits as part of the employee compensation policies have been adopted as strategic HRM practices to retain the employee for a long-term period. On the other hand, employees motivated based on their instinct sense of engagement can also face complexities due to existing competitiveness in the workplace (Pierce et al. 2003). Increasing morale sense and engagement through compensational benefits to employees has been part of a strategic HRM approach to determine the employee competencies are improving.
The extent of recognition and appreciation in the workplace has been also evaluated as a core area on which employee performance levels depend. Tesco’s employees articulated motivation as an outcome of coordination gained through workplace recognition and alignment of personal values. Individual goals of gaining professional benefits from the workplace have been common to an extent that is often considered to be an operational factor in improving employee perception. On the contrary, employee hikes and bonuses as part of the compensation package an employee gains from the workspace is a substitutable element for recognition (Riasat et al. 2016). Job satisfaction through reward and financial support are common activities HRM executives in business teens follow in managing employee performance. 
On the other hand, the importance of one's own contribution to the workplace is a perceived sense of the employee to be recognised and found to be a significant approach to determine their engagement. Individual scope to remain in the workplace for a long-term period has been found to be an extent in which employees considered their personal value in the setting. However, employee motivation without any form of engagement creates situational gaps (Riasat et al. 2016). Thus, it can be discussed as a perceived value assessment from both employee and managerial perspectives to restructuring the performance levels. 
Personal growth and development have been common employee experiences that seem to increase the motivation and eventually performance levels of the workforce. Besides the learning opportunity in the workplace, a sense of belonging and personal traits enhancement has been indicated as positive changes through employee engagement. Any form of personal evolution and contribution recognised by the company managerial executives in this case becomes valuable to workers and their perceived value improves. On the other hand, a reward system also lacks integrity on ethical grounds due to the risk of unintentional biases and workplace discrimination over gender or any other differences (Terera and Ngirande, 2014). Therefore, employee engagement with proper ethical consideration has become a strategic approach to determining employee engagement and improved performance. Thus, it can be discussed that Tesco’s reward system has multiple values to retain employee engagement which has the suitability to increase performance competencies as well. 

[bookmark: _Toc143271842]Chapter 5 - Conclusions and Recommendations
[bookmark: _Toc143271843]5.1 Conclusion
According to the survey, Tesco employees place a high value on the company's compensation plan when making a decision on whether or not to remain with the company. Employees believe that monetary incentives like salary, bonuses, and perks, as well as non-monetary ones like praise and professional growth chances, have a significant impact on their level of job satisfaction and productivity. Most workers believe that a positive work environment is built on a foundation of camaraderie and a shared sense of purpose. However, there are still areas that could use improvement, such as the fairness of the reward system and the degree to which an employee's personal values and goals are aligned with those of the organization. The primary findings indicated the perceived value of the reward system at Tesco changes the communication, engagement and employee efficiency levels of the company. Due to this reason, the overall extent of the research evaluated the role of the rewards system adopted by Tesco in driving employee engagement and performance enhancement goals.
[bookmark: _Toc143271844]5.2 Recommendation
Tesco may want to think about the following recommendations to improve its incentive system: 
· To improve communication, it is suggested that Tesco make sure that its staff have a thorough understanding of the reward system. Employees should be provided enough information about how recognition can be gained, what performance will gain rewards for the employees etc.
· Tesco can develop a fair reward strategy. One potential strategy is to establish clear and objective standards for incentivisation, while also ensuring equitable access to such incentives across all members of the workforce.
· It is recommended that Tesco undertake a review of their job design and task allocation processes to ensure alignment with the personal values and goals of their employees. Offering stimulating and purposeful tasks can enhance employee drive and contentment, resulting in improved job performance and efficiency.
· In order to optimize learning and development opportunities, it is recommended that Tesco undertake a thorough evaluation of their current training and development initiatives to ensure alignment with the needs and expectations of their workforce. Facilitating avenues for professional advancement and personal improvement can enhance employee drive and contentment, resulting in improved work output and efficiency.
· To promote a coordinated work atmosphere, it is recommended that Tesco cultivate affirmative relationships among its workforce. The aforementioned may encompass endeavours such as team-building exercises, programs aimed at acknowledging employees' contributions, and other initiatives that foster favourable interactions among staff members.
[bookmark: _Toc143271845]5.3 Limitations
The current study exhibits specific limitations require careful consideration. Initially, it is noteworthy that the survey was exclusively administered to individuals employed by Tesco. Consequently, it is possible that the outcomes may lack generalisation to alternative organizations or industries. Furthermore, it should be noted that the survey was administered at a singular moment in time, and any alterations to the incentive structure or professional milieu could conceivably affect the outcomes. Thirdly, it should be noted that the survey responses were self-reported, which introduces the possibility of response bias. The survey, ultimately, failed to assess the influence of the incentive scheme on particular performance results, such as efficiency or worker contentment.
















[bookmark: _Toc143271846]References
Ajila, C. and Abiola, A., (2004). Influence of rewards on workers performance in an organization. Journal of social sciences, 8(1), pp.7-12.
Akhter, N., Raza, H., Ashraf, A., Ahmad, A. and Aslam, N. (2016). Impact of training and development, performance appraisal and reward system on job satisfaction. International Review of Management and Business Research, 5(2), p.561.
Armstrong, M. (2010). Armstrong's handbook of reward management practice: Improving performance through reward. Kogan Page Publishers.
Armstrong, M. and Murlis, H. (2007). Reward management: A handbook of remuneration strategy and practice. Kogan Page Publishers.
Armstrong, M. and Stephens, T. (2005). A handbook of employee reward management and practice. Kogan Page Publishers.
Aziri, B. (2011). Job satisfaction: A literature review. Management research & practice, 3(4), pp 210-228
Daniel, P.S. and Sam, A.G. (2011). Research methodology. Gyan Publishing House.
Danish, R.Q., Khalid Khan, M., Shahid, A.U., Raza, I. and Humayon, A.A. (2015). Effect of intrinsic rewards on task performance of employees: Mediating role of motivation. International Journal of Organizational Leadership, 4, pp.33-46.
[bookmark: _Hlk133367856]Edirisooriya, W.A. (2014) Impact of rewards on employee performance: With special reference to ElectriCo. In Proceedings of the 3rd International Conference on Management and Economics (Vol. 26, No. 1, pp. 311-318).
Fridahl, M., Hansson, A. and Haikola, S., (2020). Towards indicators for a negative emissions climate stabilisation index: problems and prospects. Climate, 8(6), p.75.
Gajendra, R., 2018. Reward and recognition system in organizations. International Journal of Innovation Research and Development.
Galanou, E., Sotiropoulos, I., Georgakopoulos, G. and Vasilopoulos, D. (2011). The effect of reward system on job satisfaction in an organizational chart of four hierarchical levels: a qualitative study. Journal of Human Sciences, 8(1), pp.484-519.
GlobalData. (2023). Number of Tesco Stores Globally (FY2016 – FY2022). [online] Available at: https://www.globaldata.com/data-insights/retail-amp-wholesale/number-of-tesco-stores-globally/. [Accessed 25 April 2023]
Goddard, W. and Melville, S. (2004). Research methodology: An introduction. Juta and Company Ltd.
[bookmark: _Hlk133367203]Güngör, P. (2011). The relationship between reward management system and employee performance with the mediating role of motivation: A quantitative study on global banks. Procedia-Social and Behavioral Sciences, 24, pp.1510-1520.
Gupta, A. and Gupta, N. (2022). Research methodology. SBPD Publications.
Hoffman, M. and Tadelis, S. (2021). People management skills, employee attrition, and manager rewards: An empirical analysis. Journal of Political Economy, 129(1), pp.243-285.
Hsieh, Y.H. (2011). Empirical study on personality traits, job satisfaction, and reward system preferences. African Journal of Business Management, 5(12), p.4983.
Johns, G. (2006). The essential impact of context on organizational behavior. Academy of management review, 31(2), pp.386-408.
Karami, A., Dolatabadi, H.R. and Rajaeepour, S. (2013). Analyzing the effectiveness of reward management system on employee performance through the mediating role of employee motivation case study: Isfahan Regional Electric Company. International Journal of Academic Research in Business and Social Sciences, 3(9), p.327.
Keller, G. (2017). Statistics for management and economics. Cengage Learning.
Kerr, J. and Slocum Jr, J.W. (2005). Managing corporate culture through reward systems. Academy of Management Perspectives, 19(4), pp.130-138.
Khan, R.I., Aslam, H.D. and Lodhi, I. (2011). Compensation Management: A strategic conduit towards achieving employee retention and Job Satisfaction in Banking Sector of Pakistan. International journal of human resource studies, 1(1), p.89.
Kothari, C.R. (2004). Research methodology: Methods and techniques. New Age International.
Luthans, F., Luthans, B.C. and Luthans, K.W. (2021). Organizational Behavior: An Evidence-Based Approach Fourteenth Edition. IAP.
Obeidat, B., Al-Khateeb, A. and Abdallah, A.A., (2019). Reviewing the mediating role of work/life balance and motivational drivers of employee engagement on the relationship between talent management and organization performance. Journal of Social Sciences (COES&RJ-JSS), 8(2), pp.306-326.
Partridge, J. and Butler, S. (2021) Tesco profits fall as Covid costs offset sales surge, The Guardian. Guardian News and Media. Available at: https://www.theguardian.com/business/2021/apr/14/tesco-profits-fall-as-covid-costs-offset-sales-surge [Accessed 6 March 2023]
Pierce, W.D., Cameron, J., Banko, K.M. and So, S. (2003). Positive effects of rewards and performance standards on intrinsic motivation. The Psychological Record, 53(4), pp.561-578.
Raykov, M., 2021. The Impact of Employee Reward and Recognition on Employee Performance: A Systematic Review. Journal of Innovation and Business Best Practice.
Riasat, F., Aslam, S. and Nisar, Q.A. (2016). Do intrinsic and extrinsic rewards influence the job satisfaction and job performance? Mediating role of reward system. Journal of Management Info, 11(1), pp.16-34.
Riyanto, S., Endri, E. and Herlisha, N., (2021). Effect of work motivation and job satisfaction on employee performance: Mediating role of employee engagement. Problems and Perspectives in Management, 19(3), p.162.
Salah, M.R.A. (2016). The influence of rewards on employee’s performance. British Journal of Economics, Management & Trade, 13(4), pp.1-25.
Salleh, R., Nair, M.S. and Harun, H. (2012). Job satisfaction, organizational commitment, and turnover intention: A case study on employees of a retail company in Malaysia. In Proceedings of World Academy of Science, Engineering and Technology (No. 72, p. 316). World Academy of Science, Engineering and Technology (WASET).
Saunders, M., Lewis, P. and Thornhill, A. (2009). Research methods for business students. Pearson education.
Shields, J., Brown, M., Kaine, S., Dolle-Samuel, C., North-Samardzic, A., McLean, P., Johns, R., O'Leary, P., Plimmer, G. and Robinson, J. (2015). Managing employee performance & reward: Concepts, practices, strategies. Cambridge University Press.
Statista (2023). Tesco group employees United Kingdom 2022. [online] Available at: https://www.statista.com/statistics/490882/tesco-group-united-kingdom-uk-number-of-employees/. [ Accessed 25April 2023]
Statista.com, (2023). “Average number of employees at Tesco in the United Kingdom (UK)* from 2012 to 2023”. Available at: https://www.statista.com/statistics/490882/tesco-group-united-kingdom-uk-number-of-employees/ [Accessed on: 18.08.2023].
[bookmark: _Hlk133367352]Terera, S.R. and Ngirande, H. (2014). The impact of rewards on job satisfaction and employee retention. Mediterranean Journal of Social Sciences, 5(1), p.481.

















[bookmark: _Toc143271847]Appendix: Survey Questionnaire
1. How satisfied are you with Tesco's current reward system?
· Very satisfied
· Satisfied
· Somewhat satisfied
· Not satisfied
2. To what extent do you feel that the current reward system encourages good performance?
· To a great extent
· To some extent
· To a small extent
· Not at all
3. How effective do you believe the current reward system is in attracting and retaining employees?
· Very effective
· Effective
· Somewhat effective
· Not effective
4. How easy is it for you to understand the current reward system?
· Very easy
· Easy
· Somewhat difficult
· Very difficult
5. To what extent do you think the current reward system is fair?
· Very fair
· Fair
· Somewhat unfair
· Very unfair
6. How important is salary in your decision to stay with Tesco?
· Very important
· Important
· Somewhat important
· Not important
7. To what extent do bonuses or other financial rewards motivate you to perform better?
· To a great extent
· To some extent
· To a small extent
· Not at all
8. How important are benefits such as healthcare and retirement plans in your decision to stay with Tesco?
· Very important
· Important
· Somewhat important
· Not important
9. To what extent do you feel recognized and appreciated for your efforts at work?
· To a great extent
· To some extent
· To a small extent
· Not at all
10. How important is employee recognition in your decision to stay with Tesco?
· Very important
· Important
· Somewhat important
· Not important
11. To what extent do you feel that your work aligns with your personal values and goals?
· To a great extent
· To some extent
· To a small extent
· Not at all
12. How important is the work itself in your decision to stay with Tesco?
· Very important
· Important
· Somewhat important
· Not important
13. To what extent do you feel that your work contributes to your personal growth and development?
· To a great extent
· To some extent
· To a small extent
· Not at all
14. How important is the opportunity for learning and development in your decision to stay with Tesco?
· Very important
· Important
· Somewhat important
· Not important
15. To what extent do you feel a sense of belonging and camaraderie with your colleagues at Tesco?
· To a great extent
· To some extent
· To a small extent
· Not at all
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