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The Critical Analysis of Differences on Employees Incentive Mechanism Between State-owned and Private Commercial Bank in China 

	SUMMARY OF RESEARCH OBJECTIVES: (these should reflect the information you want to collect and should consist of 4-5 key objectives: They should reflect that the level of research is at Masters standard ie use words such as: to analyse-to evaluate- to synthesise etc)
The aim of this dissertation is to critically analyse the differences on employees’ incentive mechanism between state-owned and private commercial bank of China. To achieve the aim, this dissertation will focus on the following objectives.
1.To critically analyse relevant literature relating to employee incentive mechanism.
2.To critically analyse employees’ views on their incentive mechanism which will be completed through primary research.
3.To analyse the differences, strengths and weaknesses on employee incentive mechanism between state-owned and private commercial bank in China.
4.To make some recommendations on how to improve the employees’ incentive mechanism in order to promote employees’ satisfactions.

	THEORETICAL CONTEXT:
Discuss here what key literature you intend to use as part of your research. This should be from a range of text books, journals and articles.

The most classical and popular theory of employee incentive mechanism is Maslow's Hierarchy of Needs Theory. Maslow's Hierarchy of Needs Theory is one of the most important theory about describing and identifying human behavior toward their needs, which is created by Abraham Maslow. According to Maslow's Hierarchy of Needs Theory, it points out that people are motivated to meet their own needs. And these needs include five levels which are ranked from the lowest to the highest (Maslow, 1943). The basic three needs are regarded as the lower-level needs including physiological need, safety needs and social needs. Meanwhile, the last two needs are classified into the higher-level needs including esteem needs and self-actualization needs. Maslow also deems that each level of people’s needs must be satisfied fully before they reach the other needs of next level. The original five level of needs model includes the biological and physiological needs, safety needs, love and belongingness needs, esteem needs and self-actualization needs. And then, Maslow divided esteem needs into two kinds of needs. One is for people themselves, including mastery dignity, independence, achievement. And the other is for respect or reputation from others like prestige and status. The last need is self-actualization need. It includes self-fulfillment, realizing personal potential, seeking personal development and peak experiences (Maslow, 1987).

And then, according to Maslow’s theory, Alderfer published the ERG theory. Maslow’s Hierarchy of Needs Theory corresponds with the three basic needs in the ERG theory that regards that each of these needs are necessary for human’s existence, relatedness and growth (Greenberg and Baron, 2003). In Alderfer’s theory, the existence need related to the physiological need and safety needs of Maslow’s theory. Meanwhile, the relatedness need responds to social need and the growth need related to esteem and self-actualization needs. But, the key difference between these two theories is that these three needs of Alder’s theory can be activated at the same time and may not be motivated in any specific order. It means that one person’s need could take priority over others whether the other need has been satisfied or not. Also, Alderfer’s ERG theory points out that the organizations and businesses need to seek ways to satisfy the employees’ needs both of lower-level needs and higher-level needs by organizing some social activities or events such as realizing a higher performance of employees, promoting employees to participate in making decisions or providing more opportunities for growth and development (Samson and Harackiewicz, 2000).

However, David McClelland divided individual’s needs into three categories including power, achievement and affiliation, which is called McClelland’s Three Needs Theory. McClelland’s achievement motivation theory deems that individual’s needs are satisfied over time and usually shaped by their own early experiences. He considered that the intrinsic motivator is important to satisfy individual needs, because they describe a pattern of individual’s behavior. An individual’s success and motivation in specific job functions are influenced by these three needs, including power, achievement, and affiliation (McClelland,1961). 

What’s more, Frederick Herzberg combines the individual’s need theory and working circumstance and published Motivation-Hygiene Theory which is an important theory for employees’ satisfaction. Frederick Herzberg researched the factors which could cause satisfaction and dissatisfaction for employees in the workplace. He found that the factor which causes job satisfaction is different from the factor causing job dissatisfaction. And these two factors do not conflict but complement each other (Herzberg, 1966). According to his research, these two different factors promote employees’ working behavior. The first motivator, which can promote a job satisfaction, is related to the nature of work. It related to working practices such as responsibility, achievement, recognition, promotion opportunities, and growth in the job. The second factor is hygiene factors including organizational policy, pay and benefits, administration, relationship with co-workers and managers, work environment and job stability or security. 

Also, Adams, an American psychologist, created another motivation theory. It is the Equity Theory which is also called Social Comparison Theory. The equity theory focuses on the rationality and fairness of salary distribution and its impact on employee enthusiasm. The equity theory deems that people can be motivated not only determined by what they have received, but also by their gains is equal or not (Adams, 1965).

And then, Victor Vroom, as a psychologist, presents the Expectancy Theory in 1964. The Expectancy Theory considers that people take some actions because they believe that their behavior can certainly achieve a certain result, and this result is full of sufficient value to them. In other words, incentive levels depend on the degree of achieving result which people are expected. And it also depends on the value of people’s efforts to the satisfaction of individual needs (Vroom, 1964).

[bookmark: _GoBack]In addition, there are also some motivation theories focusing on behavior modification. The typical theory is Skinner’s Reinforcement Theory. Skinner’s reinforcement theory is a theory of understanding and correcting people's behavior. Reinforcement refers to affirmative or negative consequences of an act like remuneration or punishment. In some extent, it will determine the possibility which this behavior will be repeated in the future. According to the nature and purpose of reinforcement, it can be divided into positive reinforcement and negative reinforcement. In management, positive reinforcement is to reward behaviors that are needed by those organizations in order to strengthen these kinds of behavior. And negative reinforcement refers to make certain behaviors continue to repeat in order to reduce or eliminate some unpleasant stimulation. The method of negative reinforcement includes criticism, punishment, demotion and so on. Sometimes, not rewarding or giving less reward is also a negative reinforcement. Positive reinforcement methods include recognition of achievements, bonuses, promotion, improvement of working conditions and relationships, arrangement of challenging work, and opportunities for learning and growth.



	SUMMARY OF RESEARCH –SURVEY METHOD: (summary of qualitative or quantitative methods and summary of survey techniques to be used)
 
This dissertation will utilize the mixed research method, combining the quantitative research method and qualitative research method. Quantitative research is a research process of providing a method for testing objective theories by finding out the relationships between different variables (Creswell, 2009). Also, these variables are operationalized, which can be measured and analyzed by using different statistical procedures. The quantitative research method is more scientific, objective, formal, and structured than qualitative method (Malhotra, 1996). Usually, quantitative research methods include larger and more representative samples than those utilized in the qualitative research. The acquired data will be carried out a quantitative analysis from which consequence can be drawn about the population. There are some advantages and disadvantages of utilizing quantitative mean as a research method. The advantage of quantitative research method is the data of research can be more objective so that results of reason and fact can be more objective. However, there are some disadvantages of the quantitative research method. Quantitative research method is usually based on specific and well-structured questions which have already decided. So, all of respondents will answer the same and designed questions. All the information utilized is in order to reduce the area of interest. So, by using the quantitative research method, researchers cannot obtain the detail information. At the same time, it also lacks the capability to acquire and know respondents’ points of view. Meanwhile, the qualitative research method is defined as an “inquiry process of understanding a social or human problem, based on building a complex, holistic picture, formed with words, reporting detailed views of informants, and conducted in a natural setting by Creswell (1994). Qualitative research method is also regarded as a research method without using numbers and always involves an inductive research (Seale, 1999). Qualitative research method refers to an approach rather than a specific kind of techniques (Morgan and Smircich, 1980). On the other hand, qualitative research method has a strong foundation for investigating respondents’ feelings, opinions, feedback and other subjective variables. This dissertation will utilize the mixed research method combining with the quantitative research method and qualitative research method to analyse the employee incentive mechanism between state-owned and private commercial bank in China to make sure the result of this research practical and reliable. 

	SUMMARY OF SAMPLING FRAMEWORK: (details of target sample ie who are you intending to research, where will they be located and when will this research take place?)

The target of this research are typical state-owned and private commercial banks in China. The author will utilize the questionnaire to separately collect the information and analyse the employee incentive mechanism in the state-owned commercial banks and private commercial banks of China. The employee in state-owned or private commercial banks of China is the object of this research. The main objectives are employees which are working in Agricultural Bank of China (ABC) or China Minsheng Bank. Agricultural Bank of China Limited, also known as AgBank, is one of the "Big Four" banks in the People's Republic of China. It was founded in 1951. China Minsheng Bank, founded on January 12, 1996, in Beijing. It is the first bank in China, which is mostly owned by non-government enterprises. Agricultural Bank of China is a typical state-owned commercial bank in China. And China Minsheng Bank is also a representative of China private commercial bank. It can make the result of this research more typical. The research will take place in Tianjin of China. Tianjin is the direct-controlled municipality of China. The result will be reliable and practical. The sample size of each bank is about 30 in order to make sure the reality of the result. And the research will be carried out on July in 2018.
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