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The aim of this dissertation is to critically analyse the differences on employees’ incentive mechanism between state-owned and private commercial bank of China.  Chapter 1 introduces the research aim and objectives, research background and research scope. Also, this chapter indicates the significance of this research. Chapter 2 critically analyses the related theories about the employee motivation mechanism. And this chapter also identifies the variables of this research. Chapter 3 introduces the research methodology. This research utilises the quantitative research method and qualitative research method including questionnaires and face-to-face interview. Also, this chapter introduces the research design including research technique, sample size, research instrument, data collection and data analysis. And, this chapter analyses the reliability and validity of this research, ethical consideration and foreseeable limitation. Chapter 4 describes and analyses the collected data including the quantitative data and qualitative data from the Agricultural Bank of China and China Minsheng Bank. Chapter 5 presents the limitation of the research. Also, this chapter makes a discussion of the data analysis and makes a conclusion of the result of the research. And then, this chapter give some suggestions to the research.
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[bookmark: _Toc526444834]1.1 Introduction
This dissertation is to critically analyse the employees’ incentive mechanism of China’s state-owned commercial bank and China’s private commercial bank and find out the differences on employees’ motivation mechanism. The purpose of this chapter is to introduce the research background, the significance of the research, aim and objective and research scope. The main aim of this research is to analyse the employees’ incentive mechanism of China’s state-owned commercial bank and China’s private commercial bank and find out the differences on employees’ motivation mechanism. The target banks are Agricultural Bank of China(ABC) and China Minsheng Bank. The objectives of this research are as following:
Objective 1: To critically analyse relevant theories and literature which are relating to the employees’ incentive mechanism.
Objective 2: To critically analyse employees’ views on organisation’s incentive mechanism which will be achieved through the primary research.
Objective 3: To identify strengths, weaknesses and differences on employees’ incentive mechanism between Agricultural Bank of China(ABC) and China Minsheng Bank.
Objective 4: To make some strategic recommendations aboutpromoting the employees’ incentive mechanism for the organisation so that the manager of the organisation canimprove employees’ satisfactions.
[bookmark: _Toc526444835]1.2 Research Background
Over the past ten years, a wide range of economic crises and negative shocks have occurred continuously all over the world. With thesecrises and the accompanying sustained resistance, the world economy has revived and provided more opportunities for policy adjustments to handle the long-term problems including maintaining sustainable economic development, social and environmental progress (United Nations, 2018). In recent year, China’s economy developed rapidly. In 2016, China’s GDP has achieved 74.41 trillion RMB which ranked second position in the world. In China, the domestic market continues to expand, and constantly promotes the market mechanism (Chyxx, 2018). China’s banking industry has made considerable progress under the good macroeconomic conditions. Thescale ofbanking industry continues to expand with a rapid profitgrowth (Yang, 2015). Banking industry is an important industry in the modern society. China’s banking industry plays an increasingly important role in social and economic life. Also, its proportion in the national economy is also increasing (Chinabgao, 2018). There are two types of banks in the banking industry. One type is the state-owned commercial bank and the other is the private commercial bank.

The state-owned commercial bank is a type of commercial banks. Specifically, state-owned commercial banks are commercial banks which is owned and held by the government. The characteristic of state-owned commercial bank is that all capital of the bank is invested by the state.The state-owned commercial bank is a state-owned financial enterprise. State-owned commercial banks are the main part of China's banking system. They occupy an absolutely monopoly position in terms of the scale of employee, institution, asset size and market share. The state-owned commercial bank plays an important role in the development of China's economy and finance. However, the original purpose of establishing private commercial banks is mainly to break the absolute monopoly of state-owned commercial banks in China and achieve the diversification of financial institutions (Garcia and Grigoli, 2014). Compared with state-owned commercial banks, private commercial banks have two very important and clear characteristics. First of all, the autonomy of private commercial banks, including human resource management and other management affair, is not controlled by any government departments. The administration authority is entirely determined by the private commercial banks themselves.The second feature is the privatization (Wilkinson, 2013).The privatization refers that the property right structure of private commercial banks is mainly composed by non-publiceconomies in order to avoid government intervention.As an important component of the financial market, private financial institutions have a series of advantages, such as flexible mechanism, high efficiency and strong professionalism, because of their special property rights structure and operation form (Ren, 2013). Therefore, private commercial banks are the important complement to China's state-owned financial system. The establishment of private financial institutions will inevitably promote a fair competition in the financial market and the reform of state-owned financial enterprises. 

Because of the limited time and resource, the research cannot cover all of state-owned commercial banks andprivate commercial banks in China. So, this research chooses two China’s banks as the target banks. One is the Agricultural Bank of China, the other is China Minsheng Bank. The Agricultural Bank of China is typical state-owned commercial bank in China. Also, China Minsheng Bank is the representative of private commercial bank in China. The Agricultural Bank of China (ABC) was founded in 1951. The head office is located in Beijing, China. It is a large state-owned commercial bank and managed by the central government.And it is one of the four largest banks in China (MarketLine, 2018). Agricultural Bank of China is an important part of China's financial system.And the Agricultural Bank of China is one of the top 500 enterprises in the world, ranking in the top 7 of the top 1000 global banks. The total market capitalization ranks fifth among the world's listed banks.The Agricultural Bank of China provides service to the individuals, agribusinesses,financial institutions, small and medium-size enterprise and corporates. Agricultural Bank of China operates in the Asia Pacific, Americas, Europe and theMiddle East. The Agricultural Bank of China in Tianjin has more than 350 institutions and 7000 employees. It plays an important role in Tianjin finical market (ABCChina, 2018). China Minsheng Bank (CMBC) is the first national private commercial bank in China. China Minsheng Bank is established by private capital. It was founded in 1996. China Minsheng Bank is the 251st of the world's top 500 enterprises in 2018.Theheadquarters is located in Beijing. The main business scope of China Minsheng Bank is financial services. China Minsheng Bank in Tianjin owns 29 institutions and makes great progress in the last 10 years (CMBC, 2018). China Minsheng Bank in Tianjin obtain the recognition from the government and citizens.
[bookmark: _Toc526444836]1.3 The Significance of Research
The banking industry is an important component of economic market in China. So, the banking industry is worth to study. And the employee is the most significant factor in the organisation, which sometimes decides the success and failure of the company. Motivation plays a very important role in promoting employees' working satisfaction (Tomer, 2016). Therefore, analysing the employees’ motivation mechanism of banking industry is beneficial to improve the employees’ motivation mechanism and promote the development of banking performance. The Agricultural Bank of China is a typical state-owned commercial bank in China. And, China Minsheng Bank is a typical private commercial bank in China. Because of the different structure of two banks, the employees’ motivation mechanism may be different. These differences provide a practical meaning for the research. The aim of this research is to analyse the employees’ motivation mechanism of China’s state-owned commercial bank and China’s private commercial bank  (Lemov, 2012). By comparing the result, the research also focuses on finding out the differences between these two organisations’ motivation mechanism. These differences can make some contributions for the similar research. At the same time, this research can provide some inspirations or guidance for the other China’s banks which need to update the employee motivation mechanism or in the similar condition.
[bookmark: _Toc526444837]1.4 Research Scope
According to relevant literatures and theories, the factor of employee motivation can be divided into two elements. One is the extrinsic motivation and another is the intrinsic motivation. The extrinsic motivation methods including salary, bonus, promotion and recognition, which are tangible. And the intrinsic motivation methods involving completion, personal growth, autonomy and achievement, which are intangible (Sachi, 2018). This research utilises the questionnaires and face-to-face interview as the quantitative research and qualitative research instrument. The question scope of the questionnaire and interview follows the content of the extrinsic motivation and the intrinsic motivation. The involving element of questions are the salary component, welfare policy, job promotion system, working condition, the sense of belonging and some other spiritual motivation methods including self-actualisation and personal growth and the recognition from the leader and colleague. At the same time, the research involves the employees’ feedback of these motivation methods. Target respondents are the employees in the Agricultural Bank of China or China Minsheng Bank in Tianjin. The scope number of sample is 100 questionnaire respondents and 4 interviewees. These samples cover different gender, age, position, annual salary level and working experience. A wide research scope can make sure the validity and depth of the result for this research.
[bookmark: _Toc526444838]1.5 Conclusion
This chapter introduces the research background, the significance of the research, aim and objective and research scope. Under this rapid development of society and economy, banking industry as a financial service industry is becoming more and more important for economic market in China. And employee motivation is also important to the organisation. The research of organisation’s employee motivation mechanism is a core topic for the managers and scholars (Harvard Business Review, 2018). This research focuses on analysing the employees’ incentive mechanism of China’s state-owned commercial bank and China’s private commercial bank. The researcher chooses the Agricultural Bank of China and China Minsheng Bank as the target banks, which present two types commercial banks in China. At the same time, the research also pays attention on finding out the differences on employees’ motivation mechanism between the Agricultural Bank of China and China Minsheng Bank. The significance of research is that this research can provide some guidance or inspirations for improving the employee motivation mechanism. Also, this research can make some contributions for the similar researches. Finally, the research scope involves the employee of the Agricultural Bank of China and China Minsheng Bank. The research involves the extrinsic motivation and intrinsic motivation including salary component, welfare policy, job promotion system, working condition, the sense of belonging and some other spiritual motivation methods like self-actualisation and personal growth and the recognition from the leader and colleague (Pink, 2009). This research can make some contributions to the employee motivation mechanism research of China’s banking industry. And this research also can provide some suggestions to the area.

[bookmark: _Toc526444839]Chapter 2 Literature Review
[bookmark: _Toc526444840]2.1 Introduction
As an important industry in modern society, the financial service industry plays a very important role in the social and economic life. Also, the more important thing is that there is an increasing trend of its share in the China economy (EY, 2018). The feature of banking industry determines that the competition among state-owned commercial banks and private commercial banks is the competition of talents. All of modern commercial bank depend on the electronic process and operations. So, the banking employee requires to have the financial knowledge and technical capability. At the same time, the human resource management ability is more important (Economic Information Daily, 2017). Because of the huge talent competition in the field of commercial banks in China, the employee motivation mechanism is a crucial process on human resource management. But, in China’s banking industry, there are some weakness in the motivating methods, motivating aims and motivating results, which need to promote.

The mainaim of this research is to analyse the employees’ incentive mechanism of China’s state-owned bank and China’s private commercial bank and find out the differences on employees’ motivation mechanism. The target banks are Agricultural Bank of China (ABC) and China Minsheng Bank. The objectives of this research are as following:
Objective 1: To critically analyse relevant theories and literature which are relating to the employees’ incentive mechanism.
Objective 2: To critically analyse employees’ views on organisation’s incentive mechanism which will be achieved through the primary research.
Objective 3: To identify strengths, weaknesses and differences on employees’ incentive mechanism between Agricultural Bank of China (ABC) and China Minsheng Bank.
Objective 4: To make some strategic recommendations aboutpromoting the employees’ incentive mechanism for the organisation so that the manager of the organisation canimprove employees’ satisfactions.

This chapter introduces the definition of employee motivation and critically analyses relevant theories and literatures of employee motivationincluding Maslow's Hierarchy of Needs Theory, Alderfer’s ERG theory, McClelland’s Three Needs Theory, Motivation-Hygiene Theory, Equity Theory, Expectancy Theory and Pink's Theory of Motivation (Webb, Perry and Fennelly, 2015). Also, the researcher points out the variables of employee motivation in banking industry which are the focuses of the research such as salary, welfare, allowance, bonus, self-actualisation, recognition from leader and colleague and so on. 
[bookmark: _Toc526444841]2.2 Related Theories and Research of Employee Motivation
[bookmark: _Toc526444842]2.2.1 The Definition of Employee Motivation
The “Motivation” is a sociological and psychological terminology becausemotivation is related to human interpersonal relationship and human behavior. Motivation is the most fundamental and general concept ofpsychology. Positive words or express are useful to motivation.But only positive words or express are not enough certainly (Lai, 2017). Basically,motivation is related to the human desires, requirements and expectations. Motivation is a driving force for human,which canguide people willingly achieve their best in what they want to do. Many modern authors have described the content of the motivation. Baron thinks motivation canguide and influence people’s behavior and to achieve some specific aims by some accumulating process of motivation (Noordzij, 2013). Working motivation is a series of energetic forces. Itis from the individual and beyond the individual. The motivation begins the work, relatesthe human behavior and determine the form, duration, intensity and direction. According to Deckers, motivation is a people’s inner tendency to be cared. At the same time, the motivationtrends to the positive motivation and avoids the negative motivation. So, it is obviously that the motivation indicates to the expected award or negative event in the working condition (Pinder, 2008). Motivating employees refers to encourage employee to be more initiative and interested in the arranged work. It is a good ability toarrange other people to make things finished willingly. Motivation protect the working environment from conflicts and non-cooperation.And it focuses on bringing unity, cooperative prospect, and harmony for the employee. For achieving that, effective communication andappropriate appreciation of the workingcompletion and the positive encouragement are essential and helpful (Deckers, 2010). This positive attitude creates a satisfying working environment in the organisation because employees can take more motivation and interest in the working process and complete their work efficiently.The whole process of motivating employee is a continuous process. And it is beneficial to both ofmanagers and employees. By motivating employees,the employee can complete more task or work, earn more salary and give a better result to the company (Garrad, 2017). Also, motivatingthe employee is a responsibility to the employer. It is an emotional method that can encourage and force the employee to take an action towards the expected aim. The employee motivation refers to motivate the employee by utilising rewards to the employee and to achieve the final aim of the organisation.Theemployee motivation plays a significant role in achieving employees’ a high-level working satisfaction. Motivation is animportant process in the working environment. The employee motivationaffects the employee to complete the work or task in order to meet their requirements and obtain satisfaction (Tomer, 2016). For defining the motivation, Baron uses his own words to describe it. Baron deems that “motivation is a collection or arrangements of procedures involved in push and pull forces that makes the actions stronger towards success” (Baron, 1893). Kinicki and Kreitner consider that the motivation is an emotional process. These emotional processesare helpful to create the inspiration, working determination and working enthusiasm which is beneficialto achieve the final aim. In Rutherford’s research,he indicates that motivation plays a role of effectively driving the employee in the organisation because the employee with motivationis usually innovative in their working process (Hackman and Lawler, 1971). For an organisation,it is a tough task to know and understand the essential processand procedures which can make an effect on encouraging the employee of the organisation. In the area of researching employee motivation theory, most of scholars and researchersdeem that there is a definite and undoubted connection between employee motivation and working satisfaction (Choi, 2017). Also, there is a connection between the employee motivation and employee loyalty to the organisation. In a large research of employee motivation mechanism, the research covers 135,000 employees as the respondent. They are from different countries and areas. The researchindicates that the employee motivation strategy of the organisation involves three main factor including achievement, justice andcompanionship (Holmes, 2015). And, some researcher think that themotivating reward system is a useful and main method for the organisation to obtain, maintain and motivate high potential employees and gaina higher level of performance.
[bookmark: _Toc526444843]2.2.2 Employee Motivation Theory
This dissertation is based on some motivation theories to design the research including Hierarchy of Needs Theory, ERG theory, Three Needs Theory, Motivation-Hygiene Theory, Equity Theory and Vroom’s Expectancy Theory (Thomson, 2015). These motivation theories are the theoretical basis and guidance of this research.

First of all, Maslow's Hierarchy of Needs Theory is a basically academic theory about human motivation. Maslow's Hierarchy of Needs Theory is initially published in 1943. Maslow's Hierarchy of Needs Theory describes and identifies the people’s behavior about their own requirements or needs of life. And the Hierarchy of Needs Theory is one of the most important theories about exploring the human’s needs (Maslow, 1943). Hierarchy of Needs Theory indicates that the driving force of people’s motivation is to satisfy their personal requirements. And the Hierarchy of Needs Theory divides these needs into five levels. They are ranked from highest hierarchy to lowest hierarchy. There are three basic human needs including physiological need, safety needs and social needs, which are in the lower hierarchy of human requirements (Tanner, 2018). At the same time, the esteem needs and self-actualization needs are regarded as the other two human needs in the higher hierarchy. At the same time, the Hierarchy of Needs Theory expresses that these human needs should be fully achieved and satisfied (Maslow, 1987). Hierarchy of Needs Theory deems if people satisfies their lower needs, they should continue to satisfy higher level needs. The Hierarchy of Needs Theory originally sets a five-level model of human needs which covers the physiological needs, safety needs, love-belongingness needs, esteem needs and self-actualization needs. Meanwhile, the Hierarchy of Needs Theory considers that the esteem need also has two categories (Komninos, 2018). One category is related to the people themselves, which covers the mastery dignity, achievement and independence. And the other category is about human’s reputation or respect, for example the status and prestige. In this human needs model, the highest hierarchy is the self-actualization need, including the achieving personal growth,  peak experiences, discovering the personal potential and self-fulfillment (ORA, 2017). But, the Hierarchy of Needs Theory theory is not a general theory in common sense. Because the Hierarchy of Needs Theory is a logical opinion of natural human behavior, it is hard to be tested. What’s more, Maslow does not provide any testing methods to examine the Hierarchy of Needs Theory so it is also difficult to analyse this theory. 

However, Alderfer’s ERG theory is different from Maslow's Hierarchy of Needs Theory. The ERG theory divides the human needs into three levels rather than five levels (Alderfer, 1979). The ERG theory deems that three levels of human needs involve existence need, relatedness need and growth need. These human needs are important for human’s daily life and development. There is a most different view about the order of human needs between Maslow's Hierarchy of Needs Theory and ERG theory (Young, 2018). The ERG theory deems that achieving three human needs can be at the same time rather than in a specific order or different time. However, the Maslow's Hierarchy of Needs Theory points out that the order and level of achieving the human’s need. The ERG theory emphasises that achieving human’s need can depend on a random order (Chen, 2008). And, the ERG theory deems that the employees’ needs can be achieved by some organisation’s activities or social activities, including improving employees’ performance, more opportunities of promotion and personal growth. However, McClelland points out that three individual’s needs are power, achievement and affiliation (McClelland,1961). These three personal needs are regarded as McClelland’s Three Needs Theory, which is published in 1961. McClelland’s Three Needs Theory also is called McClelland’s achievement motivation theory.The achievement motivation theory indicates that individual’s requirements are achieved with the following time. It is usually affected by their past life experiences (Ivancevich, Konopaske and Matteson, 2007). The achievement motivation theory deems that the intrinsic motivator is important to achieve individual’s needs. Because it presents the pattern of human’s behavior. The achievement motivation theory also points out that people’s success and motivation in the working area are usually affected by these three needs. 

Also, Herzberg presents the Motivation-Hygiene Theory, which connects the individual’s need theory with the working condition. The Motivation-Hygiene Theory is also a significant theory about employee motivation. The Motivation-Hygiene Theory surveys the factors which may cause employees’ job satisfaction or dissatisfaction in the working condition. The Motivation-Hygiene Theory considers that influence factors and reasons between employees’ job satisfaction and dissatisfaction are different (Hattangadi, 2018). Also, the motivation factor and the hygiene factor complement to each other rather than conflicting. According to the study, the motivation factor and the hygiene factor improve employees’ behavior in working condition (Herzberg, 1966). The motivation factor is related to the job’s feature. It  is associated to the working practices, like the working achievement, responsibility, recognition, job promotion, and personal development. The hygiene factors covers the company’s policy, salary, management , interpersonal relationship with colleagues and leaders, the stability and security of the job, organisation’s benifit, working condition and so on (Kumar, 2018). At the same time, Adams publishes the Equity Theory which is another theory about employee motivation. The Equity Theory is also called the Social Comparison Theory. The Equity Theory deems that the influence factors of employees’ working passion are the equity and reasonability of employee’s salary distribution (Tarver, 2018). This theory emphasises that the equity of employee’s earnings is more important (Tanner, 2018). However, Vroom creates the Expectancy Theory in 1964. The Expectancy Theory points out that the degree of motivation effect relies on the satisfaction of achieved result which people are expected (Vroom, 1964). At the same time, it is also related to the value of human’s satisfaction of their own personal requirements. 
[bookmark: _Toc526444844]2.3 The Causal Variables and Result of Employee Motivation
[bookmark: _Toc526444845]2.3.1 The Causal Variables of Employee Motivation
Actually, the monetary rewards sometimes are not the most effective motivation methods for the employees. A CIPD report presents that the monetary reward sometimes can provide a positive effect but sometimes can lead a negative result to the employee motivation. The CIPD report shows that the company need to utilize a scientific reward methods rather than only depending on the monetary reward. Pink indicates that the reward is divided into extrinsic reward and intrinsic reward (Humm, 2015). Extrinsic rewards are visible.And the extrinsic reward is an external factor for employees' efficiency and work. The main types of extrinsic rewards include salary, performance salary, reward and bonuses. According to the study, external rewards can effectively encourage the employee in a short-term period (Pink, 2009). In addition, it is easy to predict the result of personal performance and then produce a research in an effective and quick feedback. Salary is directly related to the employee's work efficiency.A successful external incentive system is essential to achieve a better performance and a high-level employee efficiency. Extrinsic rewards are some visiblereward methods like salary, bonus and so on, which can be gained by completing the work (Cherry, 2018). The extrinsic reward is regarded as a reward of the society or the organisation. The reward of an organisation alwaysinvolves the salary,benefit and some specific bonus. At the same time, the loyalty of employees relies on their salary and bonuses which they gain in the organisation. The reward of the societycan promote the employee to produce the determination and idea of achieving organisation’s goals (Jordan, 2017). Extrinsic reward motivation method can motivate employees and gain a high-levelworking efficiency from the employee. One of the most important task and works for the organisation is to find out an appropriate motivation method for the employee. The salary is the key factor of extrinsic reward motivation for the employees. And, if employee obtain a bonus and reward, they will be motivated,feel satisfied and make more contribution to achieve the aim of the company (Davis, 2017). Extrinsic rewards have a significant position in theprevious time for the employee. For example, work and tasks of the organisation are conventional or bureaucratic. Or following the rules and procedures is the most important standard for the employee. Under these conditions, the extrinsic reward motivation is usually effective to the employee (Holmes, 2015). This job provides few intrinsic rewards to the employee. So,the extrinsic reward is usually the only one motivating method for the organisation. Certainly, the extrinsic reward still is an important motivation method for the employee. Salary is a key factor for the employee to consider and choose a job. At the same time,an unfair salary policy may be an undoubted resistance.

However, the intrinsic reward is essentially invisible. The employee cannot see the intrinsic reward. The employee just can feel the intrinsic reward. The intrinsic reward includes appreciation, recognition, caring attitudes from the leader or colleagues. The intrinsic reward is a kind of reward which is a feedback of the work itself. For example, if the employee finishes a work, he/she will feel satisfied and obtain the recognition from the leader (DeCenzo and Robbins, 2018). The intrinsic reward is produced. The intrinsic reward is helpful to increase the working satisfaction for the employee. Working satisfaction is regarded as an effective motivation factor which can drive the manager and the employee to work hard and achieve organisation’s goals (Alexander, 2018). At the same time, the intrinsic reward promotes the performance of the organisation. In the long-term view, the intrinsic reward is usuallyuseful to motivate the employee. Because the employee which has an intrinsic motivation will willingly carry out the job by himself (Cherry, 2018). For example, if the employee thinks a job is full of interest and challenges and satisfied to complete the job, the employee will be willing to finish the job rather than avoiding the job once the job is completed. Employees’ loyalty relies on the leader’s recognition andappreciation and organisation’s reward. The intrinsic reward refers to the employee’s job satisfaction of achieving a goal or completing a task (Zeiger, 2018). Some scholars deem that the intrinsic reward has different types. For example, the task reward is one type of the intrinsic reward. The task reward refers to the working responsibility and duty of every employee. The intrinsic non-monetary reward is regarded as a recognition for the employee by finishing a task (Makar,2018). The intrinsic non-monetary reward may be more effective than the extrinsic reward on the employee’s loyalty. And another factor of affecting the employee’s loyalty may be the manager which can provide many supports to the employee. Burke believes that if the employer has a high-level loyalty to the employees and provide a satisfying treatment to the employee,the employees will become more loyal to the manager and the organisation (Pinder, 1976). The intrinsic reward plays an important role on motivating the employee and improve the efficiency of the employee. The intrinsic reward is an effective motivation method for the employee to promote the employee’s motivation and working efficiency. Therefore, the employee can make more contribution to the organisation. The organisation’s success relies on the method and effect of motivating the employee (Lawler, 1971). Some studies indicate that the key point of the organisation is finding out the appropriate motivation method and motivating the employee effectively. Generally, a large number of employees are required to have an ability of self-manage and utilise the intelligence and working experience to guide the working task in order to achieve the goal of the organisation (Humm, 2015). So, the employee is asked to improve the creativity and the ability of handling problems in order to meet the requirement of the customer and society.
[bookmark: _Toc526444846]2.3.2 The Result of Causal Variables of Employee Motivation in Banking
Pink indicated that the monetary rewardis effective to the employee when they do a job or task with a simple rules or clear target. However, if the employee need to deal with a complex task with some cognitive ability, the effectiveness of monetary reward will decline (Pink, 2009). In the banking area, the employee need to handle complex task and work. So, the human resource manager need to utilise a scientific reward methods to motivate the employee not only using the monetary reward. Rewards,as the most important method of employee motivation, are classified into two categories which are extrinsic and intrinsic.Everyone has different needs and perception on their job (Davis, 2017). So, different people have different views on the salary, job promotion, bonus and so on. The extrinsic reward is involving thesalary, bonuses, job promotionand awards. Every extrinsic reward indicates different motivation methods and strategies. At the same time, the extrinsic reward relies on the structure and performance of the organisation. Also, the extrinsic reward is helpful to motivate the employee when the extrinsic reward is anencouragement for the employee’s achievement and satisfied the employee’s requirement (Fisher, 1978). The intrinsic reward is the other method of motivating the employee.When the employee achieves a goal or finishes a task, the employee can have an intrinsic reward which is from the working satisfaction or interest.Therefore, the intrinsic reward is from the employee’s inner world rather than from the extrinsic reward of the outside world (Choi, 2017). The intrinsic reward covers achievement, autonomy,self-esteem, challenge, responsibility, appreciation,personal growth and self-actualisation. This research will combine the extrinsic reward and the intrinsic reward method as variables to acquire the result of the employee motivation mechanism in Agricultural Bank of China and China Minsheng Bank. 

The main methods of the extrinsic reward are salary, bonuses, promotion and recognition. In the element of general salary, the organisation usually utilises a higher salary to encourage the employee when the employee helps the organisation to achieve some goals. In the element of motivating salary, it is the other category of the salary. For example,when the employee achieves a specific working goal, the organisation may utilise the performance salary to motivate the employee (Deci, 1972). The salary and bonus can motivate the employee to make more contribution for the organisation and encourage the employee to achieve the organisation’s aim with a satisfying outcome.In the bonus salary, the organisation may use the bonus to express the appreciation to the employee who has a remarkable performance in the working process (Pinder,2008). The bonus shows the manager’s recognition and appreciation to the employees. What’s more, the spot awardemphasisesa kind of impulsive appreciation for the employee who has some contributions to the organisation. For example, when the employee has achieved some remarkable performance in a task, the manager may utilise the spot award to encourage the employee, like a gift. And promotion is also an extrinsic reward. But it usually happens less in the employee’s working experience (Bernazzani, 2018). Because the job promotion decision is decided by the manager by evaluating the employee’s working capability and experience.For example, the senior staff with a long-term working experience have more possibility to gain a higher positionas the senior manager. And another extrinsic reward is the recognition from the manager. The recognition means the recognitionfrom the manager to the employee which hassome contributions to the organisation or completing the organisation’s goal. This extrinsic reward relieson the perceived value and the individual's behavior (Colleen, 2018). For example, if the employee makes some contributions for the organisation, the employee will obtain the oral appreciation. These four extrinsic reward methods will be considered into the research of analysing the employees’ incentive mechanism of China’s state-owned bank and China’s private commercial bank as the variables including salary, bonuses, allowance, promotion and recognition. 

Meanwhile, the intrinsic rewards include completion, personal growth, achievement and autonomy. In the completion measure, some employees deem that the ability of achieving a goal or completing a task is very significant for the organisation. Some employees pay attention on the completion. The opportunities of finishing a task by employees themselves can produce a strong motivating effect. However, the personal growth measure is different from other intrinsic reward methods (Quey, 2018). According to some researches, it can be seen that some employees discover their personal development and increasing personal capability by experiencing the personal growth. Because they can feel satisfied to their potential and capability development by the personal growth. At the same time, if the employees cannot improve their capabilities or skills in the organisation, they will be satisfied to the organisation. Under this condition, the employee cannot be motivated effectively as well (Deming, 2017). The achievement measure is a self-management reward.The achievement reward is produced by the completion of a challenging task. So, the employees which prefer to the achievement reward will pay more attention to find the challenging aims for themselves but other employees will choose a simple and general aims. The effect of challenging aims is a high-level personal performance. Moreover, the achievement measure (Harvard Business Review, 2010). In autonomy measure, some employees may hope that they can obtain the freedom in their working process. For example, the employees want to have the right of making decision and keeping their own principles. In some particular circumstance, if the employee can do what they deem best freely, the employee will obtain a sense of autonomy or have the ownership in their works (Makar, 2018). It is difficult to arrange work that bring a sense of autonomy to the employee in a highly structured work and controlled by management. So, the autonomy measure will not be considered in this research. These major intrinsic reward methods will be involved into the research of China’s banking employee motivation research as the variables including completion, achievement and personal growth.

[bookmark: _Toc526444847]Chapter 3 Research Methodology
[bookmark: _Toc526444848]3.1 Introduction
This chapter focuses on finding out the useful and clear methodology of this research, which can support the whole process of this research. The mainaim of this research is to analyse the employees’ incentive mechanism of China’s state-owned commercial bank and China’s private commercial bank and find out the differences on employees’ motivation mechanism. The target banks are Agricultural Bank of China(ABC) and China Minsheng Bank. The objectives of this research are as following:
Objective 1: To critically analyse relevant theories and literature which are relating to the employees’ incentive mechanism.
Objective 2: To critically analyse employees’ views on organisation’s incentive mechanism which will be achieved through the primary research.
Objective 3: To identify strengths, weaknesses and differences on employees’ incentive mechanism between Agricultural Bank of China(ABC) and China Minsheng Bank.
Objective 4: To make some strategic recommendations aboutpromoting the employees’ incentive mechanism for the organisation so that the manager of the organisation canimprove employees’ satisfactions.

The “Methodology” is a systematic and theoretical analysis of the method which is applied in a specific research area. It covers the method and theoretical analysis which are related to the relevant knowledge and theory. Generally, the methodology includes  theoretical model, quantitative research method, qualitative research method and so on (Alexander, 2018). 

The Chapter 2 provides a comprehensive literature review of the research variables which is considered into the research.And, according to the literature review, the aim of the research is to identify the key result to the research objective and questions. In order to find out the result, the research utilises the mixed research method including the qualitative research and quantitative research (Saunders et al., 2015). To combine quantitative research method and qualitative research method,this research can make sure its theoretical and practical. And according to the research onion (see table 3.1), this chapter also introduces questionnaire and interview technique, sample size, research instrument, data collection, data analysis, reliability and validity, ethical consideration and foreseeable limitation.
Table 3.1  The Research Onion
[image: IMG_256]
[bookmark: _Toc526444849]3.2 Quantitative andQualitative Research
The research is the most popularanalysis technique to improve and promote the knowledge analysis in some area including sociology, marketing, science and technology, business, psychology, human resource management, economics and so on. There are two classic research methods including quantitative research and qualitative research. The quantitative research method utilises statistical or logical data to find out the results. And, the qualitative research methoddepends on oral expression or written data(Saunders, 2016). This research utilises the mixed research method to find out the result including quantitative research and qualitative research.

The quantitative research method handles the numbers. In data analysis, a large number of research utilise the quantitative data to find out the result.The quantitative data can be utilised in the data calculating and statistictreatment. It refers to the measurements like volume, size, age and so on. The quantitative datacan be presented in tables or chartsas well (Chetty, 2016). In addition, the quantitative data can be divided into discrete data or continuous data. What’s more,the quantitative data can be easierto collect and analyse than the qualitative data. Also, the qualitative data is based on a large number of sample. The quantitative method depends on the data which can be measured and calculated objectively (Mahler, 2016). The quantitative data can be analysed by the comparing the quantitative value and statistic analysis. Based on these analysis, the quantitative research method is more scientific and accurate. And the quantitative research method can provide a clear and specific answer to the question.Analysing the quantitative data is usually quick because the analysis of quantitative data can utilise the software as a support instrument.At the same time, because the quantitative research method can involve a large number of participants, it can be utilised to a widergroup than the research sample (Cassell, 2013). The popular methods of quantitative research methods are questionnaires and statistical records.

Qualitative data is a kind of data which can provide idea and view in some specific questions. It cannot be calculated. So, the researcher should have a comprehensive and overall outline of the related knowledge before the collection of data. Because the qualitative data is descriptive, it is hard to be analysed. This qualitative data can be regarded as oral expression or written description rather than numbers (Helmenstine, 2017). Qualitative data is based on the descriptive language or images while the quantitative data depends on numbers.The qualitative data is more abundant than the quantitative databecause the qualitative data usually is subjective views. But, sometimes, it is not so (Burns, 2000). The qualitative research method provides a deep information and understanding of the research questions.And, because of the limited time and research resource, the qualitative research method can cover a small part of participants (Creswell, 2017). Main qualitative research methods include unstructured interviews, semi-structured interviews, document analysis and participant observations.The qualitative analysis usually need more time than the quantitative analysis.
[bookmark: _Toc526444850]3.3 Research Design
[bookmark: _Toc526444851]3.3.1Questionnaires andInterview Technique
The questionnaires are structured and designed scientifically and appropriately. The question of the questionnaire includes the extrinsic reward and intrinsic reward like salary, bonus, allowance,benefit, job promotion, self-actualization, recognition, personal growth and so on (Pink, 2009). The questions of the interview are semi-structured so that the interviewee can have enough time and space to answer the question. By these questions, participants can express their idea and views freely about the employee motivation mechanism of the organisation. The questions of the questionnaire and interview are conducted reasonably (Saunders, 2016). The participantsmay not be the stressful and confused when they response the questions. Before carrying out the questionnairesand face-to-face interview, the researcher has a clear and simple communication with the participants which are the employees in theAgricultural Bank of Chinaor China Minsheng Bank. The aim is tomake sure the whole designed questions are well understood for the totalparticipants and related to the main issue of the research.
[bookmark: _Toc526444852]3.3.2 Sample Size
In this research, the main aim is to identify the differences on employees’ incentive mechanism between state-owned commercial bankand private commercial bank in China. Because of the limited time and resource, the researcher only can obtain part employee feedback from Agricultural Bank of China and China Minsheng Bank.The researcher sends 100 questionnaires to each bank and make sure to gain enough effective feedback. The target size of effective feedback is 40-50 for each bank in order to maintain the reality and practical result for the research. These 40-50 participants are from different department including business department and administration department. And they occupy different position in the organisation from general staff to senior manager. Meanwhile, the researcher also utilises the interview to obtain somespecific data.The researcher chooses two participants of each bank to carry out a in-depthinterview which isabout 10 minutes. These 10 minutes in-depth interviews can provide some clearer and more accurate answers of the research questions.The researcher contactsto the interviewees bymobile calls or email to analyse and make sure the interviewees meet the requirementsof the research. And, according to the interviewees’ timetable, the researcher makes a schedule for the interview. The sample size of the interviewees should be enough to obtain the key research of the research questions (Creswell, 2013). However, if these four in-depth interviews cannot obtain enough data, the researcher will carry out more interviews.At the same time, the questionnaires have a well-structured design in order to make sure that the researcher can obtain enough and useful information and related result for the research. The researcher contacts the employee in the Agricultural Bank of China and China Minsheng Bank. And then, the researcher collects the total feedback when the questionnaires are finished and handle the collected data in order to promote the data analysis process of the research.
[bookmark: _Toc526444853]3.3.3 Research Instrument
This research utilises the questionnairesand interviewas the research instruments. Thequestionsofquestionnairesand interviewsare conducted based on a series of related literature and theories. The designed questionnaires can provide various and extensive choice for the respondents. And the researcher also utilises semi-structured interview questions in order to make sure the interviewees can express their own idea and views fully rather than just answering the questions (Gabriel, 2011). Theseresearch techniquescan obtain the specific information and data about the employee motivation mechanism of the Agricultural Bank of China and China Minsheng Bank and gain participants’ views and expectation of the organisation’s motivation mechanism. The qualitative interview is usually called the semi-structured interview.Because the questions of the interview are designed well, but the participants still can express their own idea, views or feedback of the organisation (Yoshikawa, Weisner, and Kalil, 2008). Generally,the qualitative interview can obtain more opinions and information from the participants rather than collecting data. However, the questionnaire usually can provide a large number of data from the participants.

What's more, the researcher make some preparation and guidance in order to promote the process of the questionnaire and interview, including the time table and schedule.For promoting the interaction and discussion between the interviewee and the researcher and encouraging the interviewee to provide more information, there are fourth categories of the questions. The first category is about personal information including gender, age, working experience, working position and annual salary. The second category is the main motivation methods in the organisation (VanderStoep and Johnston, 2009). The third category is the participants’ feedback of organisation’s motivation mechanism including salary, job promotion system, welfare policy, self-actualisation, working condition and environment and so on. The fourth category is the suggestion of organisation’s motivation mechanism.
[bookmark: _Toc526444854]3.3.4 Data Collection
For this research study, the data collection methoddepends on thequestionnaires and interviews. This research use the designed questionnaires to collect the data, including the closed questions like single choice questions and multi-choice questions and one opened question. The questionnaire is flexible and cheap. At the same time, the questionnaire is a practical method to collect the data. By utilising the questionnaires, the researcher can choose various group as the research target. Also, the researcher can design and choose the questions and form of the questionnaire. The questionnaire provides a research method for collecting a large number of the data whichis beneficial for the researcher to gain a deep and wide understanding of the research question (Swift and Piff, 2014). Meanwhile, the researcher also utilises the qualitative interviews as the research method. The aim of interviews are to obtain the descriptions of the life or phenomenon from interviewees and toexplain the meaning of the descriptions. The qualitative interviews are regarded as one of the most common methods of collecting data.The qualitative interview also is a method to provide a different dimension for explore the research question for the researcher.Also, this method is also helpful to discover the deep and further understanding of the research question. The qualitative interview isregarded as the best research method for obtaining the deep data, because the deep data can be explored by the discussion and interaction in the process of the interview (Huber, 2014). The researcher uses the recorder to record all interviews in order to make sure the accuracy of the data and information which is provided by the interviewees. The interview is the most suitable research method for obtaining the data which is based on interviewees’ opinion and views. Because the interviewees can express and explain their own opinions by the interviews. What's more, the researcher utilises the secondary data to support the design of questionnaire and interview, which is from the related material and literature.
[bookmark: _Toc526444855]3.3.5 Data Analysis
The researcher utilises the data coding technique to analyse the quantitative data. The researchercodes the result of the questionnaires. For example, the fire question is about participants’ gender, the researcher codes the male answer as 0 and the female answer as 1. The coding method is useful to collect and calculate statistic data. And, the researcher translates the coding data on to the table and computes the percentage of participants' answers of each question (Bergman, 2008). The researcher describes the result of each question and carries out the data analysis. At the same time, the researcher compares the differences of the data between the Agricultural Bank of China(ABC) and China Minsheng Bank. What’s more, the researcher depends on the recording information of interviews to analyse the qualitative data. First of all, the researcher collects the transcript of the each interview. And then, the researcher catches the meaningful information from the whole interviews. And, the researcher studies these specific information and finds out the key points for the last procedure. Finally, the researcher classifies these information and summarises the core idea and views of participants (Gabriel, 2011). This process includes the researcher to recognise different information from the transcript of interviews and classify them into different categories. The qualitative data analysis also combines the previous literature and theories to summarise the result of this research.
[bookmark: _Toc526444856]3.4 Reliability and Validity
For achieving the reality, there are two kinds of errors which need to be avoid. The one is the random error and the other is the measurement error. The research can increase the sample size or choose some representative respondents as the sample in order to avoid the random error (Creswell, 2013). The target respondent is the employee in the Agricultural Bank of China or the China Minsheng Bank. The sample size of each bank is about 50. And the target respondent involves different gender, age, position and working experience. So, it can make sure a good reliability of the research. For increasing the reliability of the research, the researcher also designs 4 face-to-face interviews in order to obtain more detail information and avoid the error. Meanwhile, validity is another main concern of the research method (Shuttleworth, 2018). The research bases on a wide range of literature and research in order to make sure the validity of the result. These research and literature provide a theoretical basis for this research.
[bookmark: _Toc526444857]3.5 Ethical Consideration
The researcher can make sure that the whole process of this research is carried out under the ethical consideration and guidance. The researcher provides the aim, objectives, time table, scope, participants, meaning and result of this research to the whole participants in order to ensure the participants can know about this research . At the same time, the participants can freely answer the questions without force, stress, condition or hesitation (Saunders et al, 2009). The researcher respects all respondents. The respondents can stop their survey at any time without any research requirements.Therefore, the researcher can make sure this research is respectful, free and kindly without any emotional or psychological harm. All data and information is confidential, which is provided by the whole respondents. Thecollected data and information is only utilised in the research (Scherbaum and Shockley, 2015). Also, the collected data and information only can be accessed by the researcher. The researcher analyses the collected data by related theories and literature.The researcher will destroy the whole participants’ data and information within one year after finishing the research.
[bookmark: _Toc526444858]3.6 Foreseeable Limitation of Research Methodology
The result of the questionnaires may not be the totally self-consciousanswer because the respondents maymake a choice before wholly looking through the questions. It may affect the validity and accuracy of the result of the questionnaire research. At the same time, because the participants just allow to know about the outline of the interview rather than the total interview questions, the interviewees cannot prepare the answer of the question previously. And the interviewees only can depend on their own ability, knowledge and working experience to answer the questions (Price, James and Judy, 2004).Although the whole interviews are anonymous, some interviewees may not be 100 percent truthful with their answers in order to protect their own privacy.Therefore, the research will lost some points if the interviewees cannot fully under the questions or provide desirable data and information. Based on these considerations, the researcher carefully carries out the whole process of questionnaires survey and interviews in order to avoid the passive effects and improve the validity of the result, including the procession of the data collection, the data analysis and the data translation (Debois, 2016). Also, the researcher combines the data with related theories, literature and researches to systematically analyse the result of this research in order to reduce the bias and limitation of the research.

[bookmark: _Toc526444859]Chapter 4 Data Analysis
[bookmark: _Toc526444860]4.1 Introduction
The aim of this chapter is to describe and analyse the data of primary research and present the result of the quantitative data and qualitative data (Davenport, 2015). The mainaim of this research is to analyse the employees’ incentive mechanism of China’s state-owned bank and China’s private commercial bank and find out the differences on employees’ motivation mechanism. The target banks are Agricultural Bank of China(ABC) and China Minsheng Bank. The objectives of this research are as following:
Objective 1: To critically analyse relevant theories and literature which are relating to the employees’ incentive mechanism.
Objective 2: To critically analyse employees’ views on organisation’s incentive mechanism which will be achieved through the primary research.
Objective 3: To identify strengths, weaknesses and differences on employees’ incentive mechanism between Agricultural Bank of China(ABC) and China Minsheng Bank.
Objective 4: To make some strategic recommendations aboutpromoting the employees’ incentive mechanism for the organisation so that the manager of the organisation canimprove employees’ satisfactions.

Based on the aim of this chapter, the chapter 4 will complete the objective 2 which is to critically analyse employees’ views on organisation’s incentive mechanism which will be achieved through the primary research and the objective3 that is to identify strengths, weaknesses and differences on employees’ incentive mechanism between Agricultural Bank of China(ABC) and China Minsheng Bank. 

Some relevant literature and research provide the validity for this research. Pink’s theory of motivation also supports this research. Pink’s theory of motivation states that the motivation can be divided into intrinsic motivation and extrinsic motivation (Sachi, 2018). It provides theoretical basis for the questionnaire and interview research. This chapter will present and analyse the quantitative data and qualitative data and compare the result as well.

Data analysis is a technical process of systematically utilizing the statistical and logical methods to describe, present, compress, and summarise and evaluate data (Shamoo and Resnik, 2003).

The researcher carries out this research and collect the quantitative data and qualitative data of the primary research. The process of data collection experiences about one month. This research involves a total of 100 respondents for the questionnaire research. Also, the researcher invites 4 interviewees for face-to-face interviews. All of these respondents are employees from Agricultural Bank of China or China Minsheng Bank. The research includes the questionnaire research and interview survey in order to make the research to be valid and reliable and present a clear, effective and deep result for the analysis of differences on employees’ motivation mechanism between state-owned commercial bank and private commercial bank in China (Whiting, 2018).

Though the research pays attention to avoid bias of the research, there may be some limitations in the result because there is no technique or method to make sure that respondents expresses their true feedback (Sekaran and Bougie, 2016). Although the whole target respondent is the banking employee in China, different individual has different view and standard about their occupation and working situation. They may have different feedback about the same motivation method. So, the research cannot involve the total banking employee in China but it’s still typical for the research of analysing the differences of employees’ incentive mechanism between state-owned commercial bank and private commercial bank in China.
[bookmark: _Toc526444861]4.2 Quantitative Data Analysis
The quantitative research method of this research relies on the questionnaire survey. The copy of the questionnaire question is in Appendix 1. The researcher sends out a total of 150 questionnaires to Agricultural Bank of China(ABC) and China Minsheng Bank. And the researcher collects 50 feedbacks for each bank. The total number of sample is 100 for two banks. The basic information of these 100 employees is presented as follows.
Figure 4.1 Basic information of respondents in Agricultural Bank of China




According to Figure 4.1, it is obviously to see that there are 26 females and 24 males among 50 respondents of Agricultural Bank of China. The age of 50 respondents are mainly concentrate on 25-45 years old. There are 33 respondents in the age group of 25 to 35 years old and 16 respondents in the group of 35 to 45 years old. Only one respondent is above 45 years old. 92% respondents have more than two years working experience in the Agricultural Bank of China. Only 4 respondents have a short-time working experience in the organisation around six months to two years. And more than a half of respondents are general staff in the organisation. At the same time, there are 18 respondents are middle-level managers. Just 4 respondents occupy the senior manager position. Also, this questionnaire includes the research of employees’ annual salary level. The main employees’ income level is £8,000-£11,000 per year including 38% respondents. The second major income level is £11,000-£13,000 per year. Also, there are 16% respondents can obtain £13,000-£16,000 per year but 12% respondents are less than £8,000. There are only 4% respondents’ income can achieve £16,000-£20,000 and 2% respondents have more than £20,000 salary per year.
Figure 4.2 Basic information of respondents in China Minsheng Bank





There are 25 females, 24 males and one employee which prefers not to say the gender in the Minsheng Bank questionnaire research (see Figure 4.2). In the Figure 4.2, it can be seen that 72% respondents are 25 to 35 years old. And there are 26% respondents are in the group of 35 to 45 years old. One respondent is above 45 years old. There is no respondent is under 25 years old. And the majority of respondents’ working experience is more than two years with 86%. There are four respondents with one to two years working experience in Minsheng Bank. And two respondents have six months to one year working experience and one has only less than six months. Among 50 respondents of Minsheng Bank, there are 62% employees with general staff position. And there are 34% respondents occupying the middle-level manager position and only 4% respondents occupying the senior managers. In Minsheng Bank’s annual salary research, there are a similar percentage in the £8,000-£11,000 and £11,000-£13,000, which are 30% and 28% separately. Also, there are 20% respondents’ salary level can achieve £13,000-£16,000 per year. The annual salary level is less than £8,000 with 12% respondents. There are 8% respondents are in the £16,000-£20,000 annual salary level. And, only 2% respondent can gain more than £20,000 income per year.

It is obviously that this questionnaire research involves different gender, age, position, working experience and income level. It supports the further questions and results to be reliable, valid and typical. These different groups can present different views and feedback in the questionnaire research.
[bookmark: _Toc526444862]4.2.1 The Main Motivation Methods in ABC and Minsheng Bank
Behind the basic questions, the questionnairetries to identify the main motivation methods in the Agricultural Bank of China(ABC) and China Minsheng Bank by respondents’ feedback. The statistical result has been showed in Figure 4.3 and Figure 4.4 separately about the main motivation methods in these two China banks.
Figure 4.3 Main motivation methods in the ABC

According to the Figure 4.3, it can be seen that the main motivation methods in Agricultural Bank of China are salary, performance award, comfortable working environment &advanced working facilities and training programs. The general motivation methods include job promotion, excellent company culture, interpersonal relationship, paid vacation, a sense of belonging, self-actualisation, personal growth and recognition from colleague and leader. And the allowance, year-end bonus and gift is non-essential motivation methods in the Agricultural Bank of China.

Figure 4.4 Main motivation methods in the China Minsheng Bank
By analysing the Figure 4.4, it is presented that the main motivation methods in the China Minsheng Bank are salary, allowance, performance award, year-end bonus. The general motivation methods cover job promotion, interpersonal relationship, comfortable working environment &advanced working facilities, paid vacation, training programs and spiritual motivation methods including a sense of belonging, self-actualisation, personal growth, recognition from colleague and leader. The gift and excellent company culture are less important than other methods.
Figure 4.5 The comparison of salary component between ABC and China Minsheng Bank  

The Figure 4.5 illustrates the comparison of salary component between Agricultural Bank of China and China Minsheng Bank. First of all, general salary is a basic income component for these two banks’ respondents because the salary element achieves 100% for both of Agricultural Bank of China and China Minsheng Bank. The percentage of performance salary, social basic insurance and housing accumulation fund is similar in these two banks about 90%. However, the bonus and allowance have a remarkable different. 32% respondents of the Agricultural Bank of Chinahave bonus. But, the percentage is 84% among China Minsheng Bank’s respondents. Also, the percentage of allowance is only 30% in ABC but it is 74% in China Minsheng Bank. So, the bonus and allowance are main salary component for China Minsheng Bank’s employee as well that is totally different from the Agricultural Bank of China. And China Minsheng Bank’s respondents have some other incomes.
[bookmark: _Toc526444863]4.2.2 The Feedback of Motivation Methods
This research also involves the employees’ feedback of their organisation’s motivation methods in order to evaluate the effectiveness of the organisation’s motivation method. The element of this employee feedback research includes job promotion, working environment and condition, welfare policy, self-actualisation, a sense of belonging and the whole motivation mechanism system. The statistical result is presented in the Figure 4.6 and Figure 4.7.
Figure 4.6 The employees’ feedback of motivation methods in the ABC

According to the Figure 4.6, it indicates that almost a half of Agricultural Bank of China’s respondents are dissatisfied to the job promotion system because there are 38% respondents and 10% respondents choosing dissatisfied and very dissatisfied separately. And 30% respondents choose neutral. Just 18% respondents and 4% respondents feel satisfied and very satisfied. And, there are There are 36% and 8% respondents feel satisfied and very satisfied to the organisation’s working environment and conditions. 38% respondents are neutrals. 12% respondents and 6% respondents are dissatisfied and very dissatisfied separately. However, the welfare policy element has a positive feedback. There are 46% respondents and 10% respondents thinkingthat their organisation’s welfare policy is good and very good. 10% respondents are neutrals. And 24% respondents think the welfare policy is bad or very bad. Meanwhile, more than a half of respondents are neutrals on the feedback of achievingself-actualisation, which has 68 percentage. Only 4% respondents can achieve their self-actualisation totally in the organisation. 18% respondents can partly achieve the self-actualisation. And 10% respondents cannot achieve it. What’s more, 50% respondents can feel a sense of belonging in the organisation. And 42% respondents are neutrals. Only 8% respondents cannot obtain a sense of belonging in the organisation. Generally, more than a half of respondents are dissatisfied to the employee incentive mechanism of the organisation, which has 52 percentage. And 24% respondents are neutrals. Another 24% respondents are satisfied or very satisfied to the employee motivation mechanism of the organisation. By analysing the Figure 4.6, it can be seen that Agricultural Bank of China creates a pleasant working environment and condition and welfare policy and bring a sense of belonging to the employee but the organisation should promote the job promotion system and the whole motivation mechanism. 
Figure 4.7 The employees’ feedback of motivation methods in the ChinaMinsheng Bank

By analysing the Figure 4.7, it presents that 38% respondents are dissatisfied or very dissatisfied to the job promotion system of China Minsheng Bank. 42% respondents are neutral. And there are just 20% respondents feel satisfied to the job promotion system. However, the working environment and condition has a quite positive feedback with 54 percentage that is more than the percentage of Agricultural Bank of China.And 24% respondents are neutrals on this question. Only 22% respondents feel dissatisfied or very dissatisfied to the organisation’s working environment and condition. The feedback of organisation’s welfare policy is that 28% respondents think the welfare policy is good or very good. 56% respondents are neutrals. The negative feedback from 16% respondents that think the policy is bad or very bad. Also, 64% respondents are neutrals on the achieving self-actualisation feedback. 30% respondents deem that they can achieve self-actualisation totally or partly on the working process. A very few respondents choose that they cannot achieve their self-actualisation with only 6%. At the same time, 78% respondents choose neutral on the feedback of a sense of belonging. 20% respondents can feel a sense of belonging and 2% respondents cannot feel it in the organisation. More than a half of respondents are neutrals on the feedback of organisation’s employee motivation mechanism with 60 percentage. 24% respondents consider the employee motivation mechanism is satisfying or very satisfying. 16% respondents think it dissatisfying or very dissatisfying. Through analysing the feedback of China Minsheng Bank’s motivation mechanism, it indicates that the organisation has a satisfying working environment and condition for the employee. However, the organisation has a neutral feedback on the job promotion system, welfare policy, employee’s self-actualisation, a sense of belonging and the whole motivation mechanism but the organisation should promote them in order to employees’ satisfaction.
[bookmark: _Toc526444864]4.2.3 The Factors of Affecting Employees’ Working Enthusiasm
The Figure 4.8 and 4.9 present the factors of affecting Agricultural Bank of China and China Minsheng Bank employees’ working enthusiasm separately in order to find out the main methods of motivating employee for each bank. According to the following Figure 4.8 and 4.9, it indicates that the two organisation’s respondents mainly focus on career development, welfare and salary. And the working environment, creating a sense of belonging, good relationship and personal growth can be the secondary motivation method.Also, Agricultural Bank of China’s respondents pay more attention on career development and salary. China Minsheng Bank’s respondents focus on the welfare.
Figure 4.8 The factors of affecting employees' working enthusiasm in the ABC

Figure 4.9 The factors of affecting employees' working enthusiasm in the China Minsheng Bank

[bookmark: _Toc526444865]4.3 Qualitative Data Analysis
Some of the most valid and useful information is from qualitative data. Qualitative data is different from the quantitative data which is more likely a vast database (Taylor, 2018). So, this research involves the qualitative research. The researcher utilises the face-to-face interview as the qualitative research. The total sample of qualitative research is 4 employees.2 interviewees are from Agricultural Bank of China and another 2 interviewees from China Minsheng Bank. The process of interview is audio-recorded with the agreement of interviewees. For protecting the private information of interviewees, 4 interviewees are named as interviewee 1-4. The theme of interview is to find out the main motivation methods in the organisation and obtain the feedback and suggestion about the organisation’s motivation mechanism. The aim of qualitative research is to support and supplement the quantitative research in order to make sure the validity and reality of the result (Helmenstine, 2017). The copy of the interview questions is attached in Appendix 2.
[bookmark: _Toc526444866]4.3.1 Basic Introduction of the Interviewees
Interviewee 1 is a female employee from Agricultural Bank of China. She is over 40 years old and has 23 years working experience in the organisation. She is a middle-level manager in the organisation.

Interviewee 2 is a male employee in the Agricultural Bank of China. He is over 30 years old. He has 11 years working experience in the organisation. And he is a general staff in the bank.

Interviewee 3 is a female employee of China Minsheng Bank with 5 years working experience. She is about 30 years old. And she is a general staff in the international department.

Interviewee 4 is a female employee with 3 years working experience in the China Minsheng Bank. She is over 25 years old and engages the cross-border business as a general staff.
[bookmark: _Toc526444867]4.3.2 Interviewees’ Feedback of Motivation Mechanism in theOrganisation
The interview of Agricultural Bank of China indicatesthat both of interviewee 1 and interviewee think the job promotion system is dissatisfying. Interviewee 1 says that “The standard of job promotion lacks fairness and scientificity. For example, the promotion rate is 10% for the whole organisation. The specific number of job promotion will distribute to each branch bank. But there is a problem. If total employees are excellent or cannot meet the promotion standard, there will be an unfair situation for the other employee. Because the excellent employee will not have enough promotion place or the unqualified employee occupy the place.” Interviewee 2 says another problem of the job promotion system is that “One of the job promotion standard is that the employee must be anundergraduate. So,although a junior college student has a remarkable achievement at his/her work, he/she do not have the qualify to obtain a job promotion.”

In addition, interviewee 1 and interviewee 2 think the working condition and welfare is satisfying. They point out the performance salary is the main motivation method in the organisation. And the organisation focuses on the employee care by organising some activities. But the spiritual motivation is still the secondary motivation method in the organisation.

The interviewee 3 and interviewee 4 of China Minsheng Bank describe the salary component specifically. Their salary includes general salary, welfare, allowance, performance salary and year-endbonus. They say that “among these elements, the performance salary, allowance and bonus are the main motivation methods.” But, interviewee 4 says that “the salary standard of this organisation is lower than the other banking organisation because of the whole economic environment and organisation’s salary standard.”

At the same, they think that the organisation’s job promotion system has some problems. Interviewee 4 says that “the standard of job promotion is not clear for the employee. The employee cannot obtain the direction or clear method to make a job promotion.” Also, they deem that the working devices and environment is comfortable. Although the spiritual motivation is secondary motivation method in the organisation that is same as the Agricultural Bank of China, the organisation always organises some activities such as “company cultural activity, flower arrangement class, yoga class, photographic activity and so on.” “Also, the organisation provides gifts on holiday and festival to the employee including Children's Day, women's day and employees’ birthday.” At the same time, both of interviewee 3 and interviewee 4 express that they love their job because the content of their job is interesting. 
[bookmark: _Toc526444868]4.3.3 Interviewees’ Suggestion for Organisation’s Motivation Mechanism
The suggestion of interviewee 1 is that “the organisation should be promote the job promotion system and set up evaluation system in order to make the job promotion system to be more fair and scientific.”

The suggestion of interviewee 1 is that “the organisation should update the standard of job promotion system and salary standard. The job promotion system should consider and understand the situation of the college student and set suitable job promotion standard for them.”

The suggestion of interviewee 3 is that “the organisation should improve the salary standard which can achieve the same level as the other banking organisation.”

The suggestion of interviewee 4 is that “the organisation should make clear job promotion standard and provide more opportunities for employees to learn more professional knowledge and skills on different area to achieve their personal growth.”

[bookmark: _Toc481652770][bookmark: _Toc526444869]Chapter 5 Discussions, Conclusion and Recommendations
[bookmark: _Toc526444870]5.1 Introduction
The mainaim of this research is to analyse the employees’ incentive mechanism of China’s state-owned commercial bank and China’s private commercial bank and find out the differences on employees’ motivation mechanism. The target banks are Agricultural Bank of China (ABC) and China Minsheng Bank. The objectives of this research are as following:
Objective 1: To critically analyse relevant theories and literature which are relating to the employees’ incentive mechanism.
Objective 2: To critically analyse employees’ views on organisation’s incentive mechanism which will be achieved through the primary research.
Objective 3: To identify strengths, weaknesses and differences on employees’ incentive mechanism between Agricultural Bank of China(ABC) and China Minsheng Bank.
Objective 4: To make some strategic recommendations about promoting the employees’ incentive mechanism for the organisation so that the manager of the organisation can improve employees’ satisfactions.

In the Chapter 4, the researcher describes the quantitative data and qualitative data of the primary research. Also, the researcher analyses the data and result. In this chapter, the researcher will discuss the result of the data analysis and make a conclusion of the whole result. And then, the researcher will give some suggestion for promoting two organisations’ employee motivation mechanism as well. 
[bookmark: _Toc526444871]5.2 Limitation of the Study
Although the design, process and result of the research is valid and effective to the aim of this research, there are still some limitation in the research which cannot avoid objectively. 

First of all, the sample capability should be improved. The sample of questionnaire research is 100 and the sample of interview is 4. Although the questionnaire research and interview survey involve different gender, age, position and working experience, the research cannot cover the total employees of the Agricultural Bank of China and China Minsheng Bank. Because different employees have different standard to the motivation method and working condition, a partial research scope cannot express a total feedback and result of the whole employee in the organisation. It may affect the researcher to obtain a more specific and correct result of the research. However, this research utilises the quantitative research and qualitative research to make sure the acquired data is useful and valid to the research and is helpful for the researcher to find out a true and deep result (Mahler, 2016). The quantitative research can help the researcher set up a database for the general question and information. The qualitative research can support the quantitative research and provide some specific and clear information to the detail feedback. By combining the quantitative research and qualitative research, it can give the researcher a comprehensive image of the employees’ incentive mechanism in China’s state-owned commercial bank and China’s private commercial bank and its differences between Agricultural Bank of China and China Minsheng Bank.

Another limitation is that the researcher is not the employee of these two banks. The researcher cannot obtain the most authoritative information from the organisation. But both of the questionnaire research and interview are anonymous for the employee so that they can express anything and any opinion about the question. It can make sure the result of the research is deep and worth to study.
[bookmark: _Toc526444872]5.3 Discussion
According to the questionnaire research, the main motivation methods of Agricultural Bank of China (ABC) are salary, performance salary, good working environment and condition and the training programs. However, the main motivation methods in China Minsheng Bank are salary, allowance, performance salary and year-end bonus which are included the extrinsic motivation. The allowance and year-end bonus are the non-essential motivation methods in the ABC. It shows that the salary component of China Minsheng Bank is more abundant than ABC. For example, interviewee 4 says that “the organisation also gives us some travel allowance and communication allowance. And the employee has the paid vacation.”  The proportion of allowance and paid vacation is low in the ABC’s salary component feedback. However, the welfare policy of China Minsheng Bank does not obtain a positive feedback, which is different from the ABC. 

What’s more, both of ABC and China Minsheng Bank have some problems on the job promotion system because the feedback of organisation’s job promotion system is not positive in two banks. The job promotion system of ABC has an unreasonable and unfairness distribution. And the system lacks the consideration for the college student. The job promotion system in China Minsheng Bank does not have a clear and specific standard for the employee to follow. It makes the employee feels confused and worries about their career development. As an extrinsic reward method, the job promotion is an important and effective method for motivating the employee (Pink, 2009). So, ABC and China Minsheng Bank need to pay more attention to the reformation of the job promotion system.

In addition, the research also covers the feedback of organisation’s spiritual motivation method. The result of ABC’s questionnaire indicates that a half respondents can feel a sense of belonging in the organisation because of organisation’s employee care plan. And they are satisfied the working environment and condition. Also, the organisation focuses on organising some training programs for the employee. The training program is a main motivation method in the ABC as well that is totally different from Minsheng Bank. But respondents express that they cannot achieve their self-actualisation. Meanwhile, although the respondent of China Minsheng Bank reflects that the organisation always organises some activities including company cultural activity, flower arrangement class, yoga class, photographic activity and so on, the feedback of organisation’s spiritual motivation methods is not positive. Respondents cannot feel a sense of belonging, achieve their self-actualisation or promote the personal growth in the organisation. So, not only creating a satisfying working environment and condition, the organisation need to pay more attention on the intrinsic reward motivation for the employee.
[bookmark: _Toc526444873]5.4 Conclusion
The mainaim of this research is to analyse the employees’ incentive mechanism of China’s state-owned commercial bank and China’s private commercial bank and find out the differences on employees’ motivation mechanism. The target banks are Agricultural Bank of China (ABC) and China Minsheng Bank. The objectives of this research are as follow.
Objective 1: To critically analyse relevant theories and literature which are relating to the employees’ incentive mechanism.
Objective 2: To critically analyse employees’ views on organisation’s incentive mechanism which will be achieved through the primary research.
Objective 3: To identify strengths, weaknesses and differences on employees’ incentive mechanism between Agricultural Bank of China (ABC) and China Minsheng Bank.
Objective 4: To make some strategic recommendations aboutpromoting the employees’ incentive mechanism for the organisation so that the manager of the organisation canimprove employees’ satisfactions.

Through the objective 1, the researcher presents and analyses abundant theories and literature which is relevant the employee motivation mechanism in chapter 2. In Chapter 2, the researcher describes the definition of employee motivation and analyses the relevant employee motivation theories including Maslow's Hierarchy of Needs Theory, Alderfer’s ERG theory, McClelland’s Three Needs Theory, Motivation-Hygiene Theory, Equity Theory, Expectancy Theory and Pink's Theory of Motivation. These theories express different opinions to the employee motivation. These theories classify the factor of motivating employees into different categories. For example, Pink's Theory of Motivationdivided employees’ motivation factor into extrinsic motivation and intrinsic motivation (Pink, 2009). The objective 1 provides a theoretical basis for the further research design and analysis.

According to the objective 2, the researcher utilises quantitative research and qualitative research in order to make sure the validity of the result. The researcher uses questionnaires and face-to-face interview as the research instrument. The questions of questionnaire and interview mainly include the basic information of respondents, the main motivation method in the organisation and the feedback of these motivation methods. The aim of these designed questions is to find out employees’ views on organisation’s incentive mechanism. By analysing the feedback of questionnaires and interview, it indicates that main motivation methods in Agricultural Bank of China are salary, performance salary, a good working condition and environment and training program. In China Minsheng Bank, main motivation methods are salary, allowance, performance salary and year-end bonus. And about 50% Agricultural Bank of China’s respondents are satisfied to the welfare policy, working environment and condition and the sense of belonging. Respondents of two banks are dissatisfied to organisation’s job promotion system. At the same time, respondents of two banks express that main factors of affecting employees’ working enthusiasm are salary, welfare and job promotion. 

For the objective 3, the researcher summarises some strengths, weaknesses and differences on employees’ incentive mechanism between Agricultural Bank of Chinaand China Minsheng Bank. For example,more than 50% Agricultural Bank of China’s respondents are satisfied to the welfare policy. It shows that the organisation has a scientific and satisfying welfare policy that is totally different from China Minsheng Bank. And 50% Agricultural Bank of China’s respondents can feel a sense of belonging but China Minsheng Bank cannot obtain a positive feedback on this factor. Also, training program is a main method for motivation employee that is different from China Minsheng Bank as well. However, China Minsheng Bank’s salary component is more abundant than Agricultural Bank of China. In addition to salary and performance salary, China Minsheng Bank’s salary component also includes allowance and year-end bonus as main motivating method. But, both of Agricultural Bank of China and China Minsheng bank have problems on their job promotion system.

Meanwhile, the researcher presents four recommendations in order to complete the objective 4. According to the relevant literature review and data analysis, the researcher gives four suggestions on the employees’ motivation mechanism for the Agricultural Bank of China and China Minsheng Bank in 5.5 section. 
[bookmark: _Toc526444874]5.5 Recommendations
1. The Agricultural Bank of China should maintain the satisfying welfare policy and working environment and condition and continue to bring a sense of belonging to the employee. And the organisation should adjust the salary component in order to make it to be more abundant. For example, the organisation can add some benefit elements such as telecommunication allowance, travel allowance or holiday gifts for employees. The salary is an important factor for motivating the employee. At the same time, the organisation should pay more attention on spiritual motivation method (Cynthia, 2018). For example, the organisation can give the employee more opportunities to learn some different professional knowledge and skills. Also, the organisation can guide the employee to achieve some challenges or encourage the employee to make some creations in order to complete their self-actualisation and personal growth. These spiritual motivation methods also can motivate the employee. 

2. The Agricultural Bank of China should focus on handling the unfairness and irrationalityof the job promotion system as well. Because employees pay more attention on the job promotion that can bring the working enthusiasm to the employee (Takahashi, 2006). The organisation should update the job promotion system and consider and understand the situation of the college student. The organisation should set up evaluation system and distribute a reasonable promotion place for each branch bank in order to cover more employee and give more opportunities to the excellent employee.And the organisation should decrease the proportion of education in the job promotion standard in order to give more opportunities to the excellent employee which is a college student. Because establishing a fair and satisfying job promotion system can motivate the employee. The organisation can carry out a job promotion system which allows the whole employee to participate the job promotion assessment. This job promotion system provide the opportunities to the whole employee, which can make sure the fairness and rationality.

3. The China Minsheng Bank should improve the salary standard in order to achieve a satisfying salary level as same as the other banking organisation. At the same time, the organisation should promote the welfare standard. Welfare is an important factor for affecting employees’ working enthusiasm (Hay, 2016). Although the organisation arranges some activities for the employee, the feedback of spiritual motivation method is not positive. The organisation should design some activities and opportunities which is desired for the employee. For example, the organisation can organise some training programs in order to promote employees’ personal growth and self-actualisation. And the organisation can carry out some simulated training of working situation in order to improve the employees’ capability. At the same time, the organisation can set up a series of employee care plan for increasing employees’ sense of belonging. These motivation methods may motivate employees effectively. 

4. The China Minsheng Bank should establish a clear and objective job promotion system for the employee. A clear and specific job promotion standard can guide employees’ working direction and bring the motivation and passion to the employee (Burrage, 2018). The career development is also a significant factor of affecting employees’ working enthusiasm. If the employee is not sure the standard of job promotion, the employee will decrease the working motivation. So, setting a scientific, fair and clear job promotion standard and system is very important method for motivating employees. The organisation can refer the result and performance in the simulated training which is in the recommendation 3 to choose the candidate of job promotion.
[bookmark: _Toc526444875]5.6 Opportunities for Future Research
The aim and design of this research is based on some theories, literatures and social background, which provides the theoretical basis and practical significance for the future research. Because of the limitation of time and resource, this research cannot cover all of the employee in the Agricultural Bank of China and China Minsheng Bank and find out the differences in every element of employees’ motivation mechanism. However, this research combines the quantitative research and qualitative research. These research methods can provide a valid and deep result for this research. So, this research presents the differences on employees’ incentive mechanism between Agricultural Bank of China and China Minsheng Bank. And this result can help organisations to promote their motivation methods for the employee, which has the same condition as Agricultural Bank of China or China Minsheng Bank. For a more objective and comprehensive result, this research can involve more employees as the respondent in the future. 
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Questionnaire on Employee Motivation Issues
Dear Madam/ Sir:
Thank you very much for taking the time to participate in this survey. I am researching the company's employee motivation issues for my MBA course in UWTSD. This questionnaire is not registered. The results of the survey are limited to academic research and do not involve commercial use. To ensure the authenticity and scientificity of the research, please fill in the survey according to your real situation. Thank you for your participation.
*1. Your gender: A. Male B. Female
*2. Your age: A. Under 25 years old B. 25-35 years old C. 35-45 years old D. Above 45 years old
*3. How long have you been in the company? 
A. Less than six months B. Six months to one year C. One to two years D. More than two years
*4. What is your role in the organisation?
A. General staff B. Middle-level managersC. Senior managers
*5. What is your annual salary?
A. Less than £8,000 B. £8,000-£11,000 C. £11,000-£13,000 D. £13,000-£16,000
E. £16,000-£20,000 F. More than £20,000
*6. Personally, which are the main motivation methods in the organisation? 
[image: Mechanism%20Table.png]
* 7. Are you satisfied with the company's job promotion system?
A. Very satisfied B. Satisfied C. Neutral D. Dissatisfied E. Very dissatisfied
* 8. Are you satisfied with your current working environment and conditions?
A. Very satisfied B. Satisfied C. Neutral D. Dissatisfied E. Very dissatisfied
*9. Personally, how do you view the welfare policy of the organisation?
A. Very good B. Good C. Neutral D. Bad E. Very bad
* 10. Can you achieve your self-actualisation in the company?
A. It can be achieved totally. B. It can be achieved partly. C. Neutral D. It cannot be achieved.
* 11. Do you have a sense of belongingin the company?
A. I have the sense totally. B. I feel the sense partly. C. Neutral D. I cannot feel the sense.
*12. Are you satisfied with the company's employee incentive mechanism?
A. Very satisfied B. Satisfied C. Neutral D. Dissatisfied E. Very dissatisfied
* 13. How is your salary made up? (Multiple choice)
A. Salary B. Bonus C. Allowance D. Performance salary E. Social basic insurance 
F. Housing accumulation fund G. Others _______
*14. What affects your enthusiasm at working? (Multiple choices)
A. Unreasonable salary B. Dissatisfying welfare C. I cannot see the prospect of career development D. I cannotpresent and develop my personal talent E. Interpersonal relationship difficulties F. Icannotfeel a sense of belonging G. Dissatisfying working environment
*15. Please give some suggestions for the company's incentive mechanism.
_____________________________________________________________________










[bookmark: _Toc526444877]Appendix 2
Interview on Employee Motivation Issues
1. How long have you been in the company?
2. Please briefly describe the work you are doing. Do you like this job? Why?
3. Can you get enough support and motivation at work? Please give an example.
4. How do you think the company's salary and welfare? 
5. How do you think the current promotion system? What do employees think about salary promotion standards and procedures? 
6. How do you think the working condition in the company?
7. How the company motivate employees by spiritual motivation methods?
8. What measure does the company use formotivating employees? 
9. How you think these incentives for your work? Is it fair and reasonable? How does your colleague react? 
10. Please tell me about the company’s incentive method for employees who have a good performance and excellent ability.
11. What aspects do you think can effectively motivate your work?
12.How does the company improve the employee motivation system? 
13. How do you think the company's current incentive system? 
14. What kind of incentive method do you think the company can do better?
15. How do you want to improve your company's incentive system?
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