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Abstract
The overall aim of this research study is to establish a relationship between motivation and bonus payments in the retail sector. Primary research was collected from staff at a branch of Next Retail in Swansea to identify what motivates staff and how bonus payments and financial incentives affect their motivation. 
The research was carried out using a positivism approach which meant that already established theories would be tested and therefore provided the researcher with a variety of themes to construct the survey for primary data collection. The sample used for the collection of data was a convenience sample as it was easily accessible to the researcher. 
The findings from the data collected support those of the previous research and also highlight some key issues with financial incentives. It can be seen from the results that the participants were somewhat satisfied with the incentives they receive, and they also value intrinsic motivators as well as extrinsic. 
However, the findings also demonstrate a number of participants were reluctant to change and were unhappy about their new bonus scheme that had recently been unrolled. 
The relevant theories have been discussed and applied to the findings; based on these findings recommendations aimed at Next retail regarding their bonus schemes and also recommendations for future use have been made.  
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[bookmark: _Hlk513992503][bookmark: _Toc514054412]1.0	Chapter One – Introduction
[bookmark: _Toc514054413]1.1 Introduction
This dissertation research study has been structured to find out how efficient bonus payments are in motivating staff who work in retail. Much of the literature focuses on motivation, bonus payments and job satisfaction which form the main three themes for the study. This introduction will give an understanding of the background of the company the researcher has chosen to use for the study, Next Retail, and briefly discuss the main themes that will be critiqued in the following chapter, the literature review. It will also give the rationale for the study; reasons as to why the researcher chose to carry out research in this area. Aims and objectives will also be listed here and finally structure for the study will be outlined.  
[bookmark: _Toc514054414]1.2 Background 
The Next chain was established in 1982 and now has over 500 stores in the UK and EIRE and as a company they currently employee almost 50,000 staff (Nextplc.co.uk, 2018). Next was made available to order from their catalogue, Next Directory, in 1988 and then developed to Next online in 1999, making their products accessible from the internet (Nextplc.co.uk, 2018). It is important that staff feel valued and motivated in their workplace to ensure they contribute to the success of the business (Smedley, 2016); one way of creating these types of feelings is by offering financial incentives. 
Financial incentives have been used by companies to encourage employees to perform better and to boost productivity (Armstrong, 2012). Although they can be effective, there are also arguments against using financial incentives to encourage productivity; for example, they may create a divide in the work force and effect the team work ethics if they were offered on a performance related basis. 
[bookmark: _Toc514054415]1.3 Insight into the current staff bonus scheme at Next Retail
The current benefits for an employee working at Next Retail include staff discount, wardrobe allowance, bonus scheme, pension scheme and access to a discount site called ‘employee perks’ (Careers.next.co.uk, 2018). According to reviews on employment site Glassdoor (2018), the employees who work on the delivery team are set times to complete their task and if one person misses the set time then the whole team is penalised. Other types of bonuses offered at the store have been discussed in the primary data collected via online surveys and detailed in chapter 4; including customer survey and mystery shopper related bonuses, monetary bonuses for quick collection of online orders and monetary bonuses for the opening of new customer accounts. While it is not disclosed in the data how much is offered to the staff, it is the general perception from the data that these incentives are financial.
[bookmark: _Toc514054416]1.4 Rationale
The researcher works in the retail industry and would like to understand how bonus schemes work and how they affect peoples’ performance at work. As Next is the second largest clothing retailer in the UK (Butler, 2018) their employees are crucial to the survival of the business and are just as important as their customers (Jones Penny, 2016). A report produced by GCS Recruitment specialists (2017) showed that 62 per cent of employees who were taking part in the research for the report were unsatisfied with the benefits package that they were receiving and therefore it is important that bonus schemes are designed to ensure employees are satisfied. 
‘Rewards do not create a lasting commitment. They merely, and temporarily, change what we do’ (Kohn, 1993). This quote is representative of one of the many arguments against bonus schemes; the argument is that any bonus scheme that is put into place in an organisation will only last for a certain amount of time before its time to change to a different scheme. Kohn (1993) argues that a bonus scheme only creates temporary compliance.   
After an early review of the literature it became clear that there are several different types of motivation and numerous factors that influence employee motivation at work. A particularly common trend throughout the literature review was research carried out by Maslow (1970) who created the Hierarchy of Needs theory and whom much of the further research carried out into motivation was based upon and tested. According to Oishi et al (1999), Veenhoven tested Maslow’s (1970) theory that people in wealthier nations are more satisfied with their lives and concluded that the findings were consistent with those of Maslow (1970). Other researchers who have also tested the work of Maslow (1970) include Diener and Diener (1995) which was also consistent with the findings of Veenhoven (1970). 
Based on the arguments and the researchers interest in the retail sector, this study has been composed to test the arguments for and against incentives and to derive from the collection of primary data how retail workers themselves feel about financial incentives.

[bookmark: _Toc514054417]1.5 Aims and objectives
The main aim of this study is the establish whether bonus payments are the primary motivator for retail staff or if there are other factors that contribute. The researcher aims to identify the opinions of the staff working at Next Retail regarding the current bonus scheme and how they think it affects their motivation whilst at work.
 Once the final stages of the study are complete, it is expected that the following objectives will have been achieved 
1. To identify and evaluate motivational theories within the working environment
2. To analyse the motivational theories that are relevant to the retail industries
3. To assess the importance of the effects of bonus payments on the motivation of staff
4. To make recommendations to the retail industry on the adaptation of a suitable bonus payment structure
[bookmark: _Toc514054418]1.6 Structure of dissertation
This dissertation has been split into 5 chapters, with appendices and references at the end. It contains a literature review, a chapter on the research methodology, analysis of the results and the closing chapter contains conclusions that have been drawn by the researcher and recommendations for future research into this field and also to the Next Retail group with regards to their bonus schemes.
This chapter has provided a brief insight to the contents of the study and the main aims and objectives which the researcher hopes to achieve. The following chapter, the literature review will examine the key themes in depth from a wide selection of relevant literature.


[bookmark: _Toc514054419]2.0	Chapter Two - Literature review 
This literature review will detail all the relevant literature that relates to bonus payments and how they motivate staff in a retail environment. The literature studied will help achieve the overall aim of the research and to achieve the main objectives which are: 
1. To identify and evaluate motivational theories within the working environment
2. To analyse the motivational theories that are relevant to the retail industries
3. [bookmark: _Hlk513565928]To assess the importance of the effects of bonus payments on the motivation of staff
4. [bookmark: _Hlk513566001]To make recommendations to the Next group on the adaptation of a suitable bonus payment structure
The themes of this chapter will be motivational theories, motivation within the retail industry and bonus schemes to motivate. They will be identified using a wide variety of sources, ranging from text books, journals, online articles and information collected by the researcher from a retail store. Citations will be made as to where the information was sourced from originally. 
Motivation is a topic that has been widely researched, much of the research carried out by Maslow (1943). The vast amount of the theories that are associated with motivation are complimentary to one another and will be critiqued throughout this chapter.
[bookmark: _Toc514054420]2.1 Definitions
The definitions included in this section will provide an understanding of the key terms used throughout the literature review. 
[bookmark: _Toc514054421]2.1.1 Motivation
‘A motive is a reason for doing something’ (Armstrong, 2005. P.252). Supportive to Armstrong, Pinder (1998) (cited in Shields, 2014) said that motivation is a contributing factor to trigger work-like behaviours in an individual. Conversely to this, Pinder (1998) also stated that in the absence of motivation it may cause an employee to develop a questionable work ethic; motivation is a type of behaviour that can only be observed after the event has taken place so therefore management may find this problematic when trying to interpret the scale of motivation an individual has. 
This research project will have a heavy focus on motivation and how it can help with the performance of staff. As stated by Arnold et al (1991), there are three components of motivation and these are 
1. Direction – what a person is trying to do
2. Effort – how hard a person is trying to do it
3. Persistence – how long a person keeps trying
[bookmark: _Toc514054422]2.1.2 Reward Management
The overall objective of reward management is to ensure that employees get rewarded in a way which is fair. It includes financial incentives, as discussed in 2.5.1, as well as coaching and development opportunities and recognition. The main aims include ‘rewarding people according to the value they create’ and ‘help to attract and retain high-quality people that the organisation needs’ (Armstrong, 2007).
When offering an incentive that is based upon the performance of the team as a whole, it should be ensured that the size of the team does not become so large that it makes an individual feel the efforts they contribute are insignificant (Singh, 2007). These sorts of rewards work more efficiently when used in smaller groups of people as they avoid and incidences of the previously talked about from happening.

[bookmark: _Toc514054423]2.1.3 Bonus payments 
A bonus payment can be made in various forms such as a non-cash bonus, monetary, shares, referral bonus and sales commission to name but a few (Salary.com, 2018). It was stated by Kumar (2010) that once the profits of a company exceed a certain base there should be a share given out to the entire work force. These bonus payments that stem from the profits of a company could be distributed by a reward management scheme as discussed in section 2.1.2.  
Bonus payments can be used to encourage a change in an organisation, to help employees focus on the main objectives of their job like customer service and quality of service, and to support the companies vision for their workplace culture e.g. bonuses offered for good attendance would be rewarding the people who are deserving of it (Ashworth Black, 2018). 
[bookmark: _Toc514054424]2.1.4 Job Satisfaction
Job satisfaction is the amount of enjoyment or contentment an individual feels towards their job (Spector, 1997). Indicators of job satisfaction include a person’s positive attitude to their job. If a negative attitude was displayed this would indicate that they are dissatisfied (Armstrong, 2012). An increased job satisfaction is believed to result in an improved performance and research carried out by Mayo (1933) supports this belief. In contrast to Mayo’s research, Katz et all (1950) found that there was no difference between levels of satisfaction in pay or job status in jobs that were high level productivity and those that were low level productivity (Armstrong, 2012). 
Satisfaction makes an employee feel confident and contributes to the work they carry out and how efficiently they do it, but satisfaction is not the result of an incentive programme according to Tietjen and Myers (1998). In section 2.3.2 Herzberg’s two factor theory is explored. Herzberg’s theory states that the two factors named, hygiene and motivation, are the main contributors to job satisfaction, thus linking the two together.
[bookmark: _Toc514054425]2.2 Types of motivation
Motivation is described by Armstrong as ‘an act of doing something’ and is split into two categories, intrinsic and extrinsic. Intrinsic motivation can be defined as ‘the behaviour that is driven by internal rewards’. It means that a person can be motivated by their own personal satisfaction. Opposite to intrinsic is extrinsic which means that a person is motivated by external rewards such as salary or bonus payments (Cherry, 2017). 
Armstrong’s definition can be applied to both intrinsic and extrinsic therefore it can be said that a person who is intrinsically motivated would be doing an activity because they enjoy it, as opposed to a person who is only carrying out a task because they will be getting a reward at the end of it such as money or praise and thus avoiding any negative consequences, this would be extrinsic.
[bookmark: _Toc514054426]2.3 Theories of Motivation
Maslow (1954) will be the first researcher discussed as during the process of investigation for this literature review as it was seen by the researcher that most of the relevant literature has been based upon those created by Maslow; many researchers such as Herzberg (1959) and Deci & Ryan (2000) have been influence by Maslow and they have taken elements and expanded upon those that they thought were relevant. 
[bookmark: _Toc514054427]2.3.1 Maslow’s hierarchy of needs
Maslow (1954) suggested that there are five categories that are needed to fulfil a person’s basic needs (Lester, 2013) these are physiological, safety and security, belonginess, esteem and self-actualisation. Physiological needs were placed at the bottom of the pyramid due to them being regarded at the most important; if a person did not have food and water, all the other needs would not be considered until the need of food and water was satisfied (Adair, 2007).
When one need is satisfied, a new set of needs develops and according to Maslow (1954) the need for safety comes next. Included here can be job security, home security or pension security with regards to a person’s future. To satisfy the need for safety a person may also choose conditions that are familiar to them rather than the unknown (Adair, 2009).
 If a person is content in the knowledge that the first two needs are fulfilled, they seek to find love and belonginess; if a person is to love they must first feel safe enough to do so, hence the placement of safety being before belonginess (Poduska, 1992). For this need to be gratified the love must work both ways i.e. giving and receiving (Adair, 2009).
The fourth section of the pyramid is Esteem; both respects are acknowledged here i.e. self-esteem and the esteem of others. They can be categorised into two separate groups
· Eagerness for achievement, confidence and independence
· Desire for status, recognition and reputation
A person’s desire to impress their peers is generally found in those who have hopes of being accepted by those who they view at a higher level than they would view themselves as (Poduska, 1992). 
At the top of the pyramid is self-actualisation which is described as a positive view on human behaviour and focuses on what is going right for a person with reference to the person’s personal life. Once all four stages of the pyramid have been met, a person is able to boast a meaning to their life (McLeod, 2007).

[image: ]

[bookmark: _Toc513816956][bookmark: _Toc513991304]Figure 1 showing Maslow’s Hierarchy of needs theory (Simply Psychology, 2017)
As can be seen in the figure 1diagram above, Maslow put these needs into a sequential order with the needs at the bottom of the pyramid being the most important. Maslow states that the needs of each level should be met before moving onto the next; for example, a person who had no food to eat would not be worried about their personal belongings or a person who was under attack would not care for their relationships. 
Criticisms of the theory include the fact that the pyramid puts the importance of eating before relationships. It can be argued that they are both equally important as without either food or social interactions a human would not survive (McLeod, 2007). Studies that contributed to the outcome of this theory were conducted on western populations thus this theory is only applicable to developed and prosperous civilisations (Pichère, et al, 2015). Other criticisms consider the lack of supporting evidence for this theory. Wahaba and Bridwell state that self-actualisation is quite vague with regards to Maslow’s definition and the say that it may not be a basic need, but it is based on what a person aspires to be as opposed to what they are (Wahba and Bridwell, 1976). 
Maslow’s theory of hierarchical needs can be seen throughout the other themes that have been looked at for this literature review. It could be said that Maslow’s theory had an overall influence on the other theorists who have expanded upon his themes. For example, Deci & Ryan’s (2000) self-determination theory is also based on a person’s needs and Herzburg (1959) theory was also found to be influenced by Maslow.
[bookmark: _Toc514054428]2.3.2 Self-determination theory
This theory was developed by Deci & Ryan (2000) and it states that motivation occurs from a person wanting to achieve three ultimate goals which are striving for competence, autonomy and relatedness (Armstrong, 2014 P.172). Although a simple theory, it has similarities to Maslow’s theory because it focuses on a person’s needs. Deci (1971) also investigated the matter of internal rewards arising from tasks and therefore meaning that the focus was not on external rewards such as financial incentives.  
[bookmark: _Toc514054429]2.3.3 Herzberg’s two factor theory
Also influenced by Maslow’s hierarchy of needs theory, Herzburg (1959) presented the two-factor theory of work motivation. The two factors as stated by Herzburg that have an effect of job satisfaction are motivation and hygiene factors; motivational factors include responsibility, recognition and the chance of promotion and hygiene factors contain the policies of the company, salary, working conditions and the relationships held with management. (Alshmemri, et al 2017). Herzburg stated that the motivational factors would lead to positive attitudes towards the job and hygiene factors encompassed the actual ‘doing’ of the job (Herzburg, 1987).
Criticisms of this theory stem from the assumption that everyone has the same needs. It has also received criticisms from Opsahl and Dunette (1969) because the methods used to carry out the research made no attempt to measure the relationship between satisfaction and performance. Despite these criticisms, the theory is easy to understand and relatable to real-life situations therefore it continues to be successful (Armstrong and Taylor, 2014).
[bookmark: _Toc514054430]2.3.4 McGregor theory X and theory Y
This theory was developed in 1960 and it is split into two parts; theory X and theory Y. The two theories detail characteristics of certain workers. Theory X workers are described as individuals who desire security, who lack ambition, dislike work and try to avoid working, dislike responsibility and would prefer to be told what to do (Riley, 2018). Theory Y workers are the opposite and are said to be motivated and prospects. Individuals who possess characteristics of theory Y would be those who are able to put themselves in a position where they assume responsibility; they are not pushed or led by management to get there like those of theory X (Latham, 2007). Theory Y is comparable to a great amount of Maslow’s self-actualisation as they are both centred around personal accomplishments (Pardee, 1990).

[bookmark: _Toc514054431]2.4 Motivation within the retail industry
Benefits or certain perks may motivate staff to perform better at their job according to Patterson’s (2011) theories. This is supported by Herzberg’s two factor theory; the hygiene factor which is linked to the actual ‘doing’ of the job. Benefits such as employee of the month would satisfy the motivational element of Herzberg’s two-factor theory, whereby he states that motivational factors would lead to positive attitudes. Patterson (2011) also argued that by having benefits such as ones that involve a staff discount or free travel, it helps promote the brand value. By experiencing the product as a customer, the employee is likely to talk about their positive experience therefore potentially creating new customers and attracting new clients.
Motivation of staff in a retail environment can be as simple as saying ‘thank you’ and showing appreciation (Pringle, 2014). This can be linked to Maslow’s hierarchy of needs theory whereby he states that esteem and the need to be recognised, must be achieved before a person can move onto the next layer of the pyramid. According to Maslow, if the need for esteem is not met, a person will not achieve self-actualisation and therefore personal development will not be accomplished, which could have a detrimental effect on the work force through word of mouth and subsequently the company. Following on, research carried out by Chirtrao lead him to state that motivated employees are vital for the success of a company to continue. Evidence shows that commitment from employees has enabled companies to change their affluences for the better (Chirtrao, 2014).
Pink (2009) stated three intrinsic rewards that all contribute to motivation in the work place, these are autonomy, mastery and purpose. Like the self-determination theory as developed by Deci and Ryan, autonomy is mentioned in both. Autonomy combined with several other factors such as task significance, feedback and task variety according to Houkes (2002) is intrinsically rewarding; it allows employees a sense of responsibility (Jacobs, et al, 2014). This can be linked to McGregor’s theory X as he talks about responsibility and how he thinks that workers who fall into the theory Y category are most valuable to the organisation (Avolio, 2007). 
[bookmark: _Toc514054432]2.5 Bonus schemes to motivate
The Charted Institute of Personnel Development carried out a study which found that if a better understanding of the science behind how rewards and pay effect an employee’s behaviour was gained, staff motivation could be increased (Calnan, 2015). This report also found that although reward plays an important part in motivating employees, it is not the sole motivator and there are other factors that contribute. 
Endowment bias is a term used to describe how someone may value their own skills as opposed to what they are actually worth to their company; a person’s perception of their own skills may leave them disappointed if they are not offered and amount that reflects these perceptions and therefore leave them feeling demotivated (Lupton, et al, 2015).
[bookmark: _Toc514054433]2.5.1 Financial incentives
This is a benefit that is offered with the intentions of the receiver being motivated into taking part in activities that they may not have chosen to before the financial incentive was offered. Employers may use this to motivate teams to work harder or be more productive and encourage certain behaviours such as positive attitudes towards the organisation (Armstrong, 2012).
Financial incentives can be linked to motivators for people who are heavily motivated by money (Armstrong, 2012); it may mean that these people would put in more effort to achieve the higher bonus bracket. Financial incentives may be a good motivator if implemented correctly, but if the policy or direction on how to achieve such bonuses was not communicated effectively staff may miss out and therefore the financial incentives on offer to them would have no effect on their motivation.  
Studies carried out into financial incentives can be quite complicated due to the number of elements that need to be considered such as the different meanings of money to certain social classes, organisational structure and any events coming up within the organisation such as promotions. Company turnover can also be a factor that needs considering when deciding upon financial incentives (Jenkins et al, 1998). 
Financial rewards can be quite controversial and there are many arguments against them. Rewards that a based on a performance related basis can affect the team work ethic of a work place (Armstrong, 2012). This is agreeing with the work of Deci and Ryan (1971) who’s research concluded that by offering money as an incentive, individual motivation can suffer in terms of quality and quantity. This can mean that workers become detached from their teams and no longer want to assist their colleagues (Vons et al, 2008). Because of becoming detached this could result in as decrease in autonomous motivation, as mentioned in section 2.3.3 the self-determination theory, which means that a person would only be motivation by the external factors i.e. the financial incentives instead of being motivated by their work and intrinsic factors like enjoyment for their work. 
Further arguments against financial incentives include the fact that employees may become apprehensive about them, due to concerns that the levels of achievement in place in order to achieve the rewards may be raised on a continuing basis as the employees become familiar with the current levels and achieve the financial rewards regularly, thus, meaning that the scheme would only be advantageous to the company for a limited amount of time (Armstrong, 2012). In addition to this, DuBrin (2012) argues that financial rewards may encourage workers to focus too much on the extrinsic rewards that they are gaining and therefore they miss out on intrinsic rewards. For example, a sense of achievement for a task that they have carried out well.  
Although there is much to suggest that incentives schemes are not always recommended, an incentive scheme can be advantageous and can allow for the development of a performance culture in the work place (Digital Desk, 2016); culture can act as a guide to employees and gives direction on how they should act (Reid and Hubbell, 2005). Other advantages compromise that financial incentives may allow for management of underperforming employees, as there would be physical evidence of their under-achievements and therefore would provide management with adequate material that can be used in support of the discipline of their staff (Digital Desk, 2016).  
[bookmark: _Toc514054434]2.6 Conclusion
Motivation is made up of three components; direction, effort and persistence. The two types of motivation are intrinsic and extrinsic which are relevant to the arguments for and against financial incentives. Although Armstrong (2012) stated that they may be used to motivated staff to perform better at their roles, it is clear from the literature review that there are quite a few arguments against financial incentives such as the effect on team work. Therefore, when designing a reward scheme that includes financial incentives companies should consider the risks and ensure that the rewards offered to staff are achievable and there is clear instruction on how to achieve such rewards.
Consideration should always be given to the type of scheme that the company is going to implement, as stated by Singh (2007) performance-related schemes only work better with smaller groups so therefore the number of members in a team should be limited and abided by to ensure that the employees do not feel like the scheme is not beneficial to them. 



[bookmark: _Toc514054435]3.0	Chapter 3 – Research Methodology
[bookmark: _Toc514054436]3.1 Research aims and objectives
The aim of this research is to find out how effective bonus payments are in motivating staff in the retail sector. The objectives are 
1. To identify and evaluate motivational theories within the working environment
2. To analyse the motivational theories that are relevant to the retail industries
3. To assess the importance of the effects of bonus payments on the motivation of staff
4. To make recommendations to the Next group on the adaptation of a suitable bonus payment structure
Research is defined by Collins and Hussey (2017) as ‘a systematic and methodical process of enquiry and investigation with a view to increasing knowledge’ and similarly it is defined by Saunders (2016. P.5) as ‘something that people undertake in order to find out things in a systematic way, thereby increasing their knowledge’. In addition, Creswell’s (2012) definition of research stated that it consists of three steps:
1. Pose a question
2. Collect data to answer the question
3. Present the answer to the question 
[image: ]This investigation has been carried out by applying the research onion as designed by Saunders et al (2015). As can be seen in figure 2 below taken from Saunders (2009), the research onion displays the various stages of the research process as having layers. 
[bookmark: _Toc513816957][bookmark: _Toc513991305]Figure 2 – Saunders Research onion 
[bookmark: _Toc514054437]
3.2 Research Design

[bookmark: _Toc514054438]3.2.1 Research paradigm
The two types of research paradigm are positivism and interpretivism. Interpretivism is a paradigm that can be described as subjective; research for studies with an interpretivism approach take the inductive form (Collis and Hussey, 2014). A positivist study would mean that the researcher is restricted to data collection and interpretation. By using a positivist philosophy is means that the results gained are quantifiable (Research-Methodology, 2018). This study has been carried out with a positivist philosophy applied. A positivist researcher would use already established theories (Saunders, 2015) therefore, the survey will be constructed using the theories from the literature review. A positivist researcher must also try to detach themselves from the research to ensure that the findings are not influenced (Croft, 1998). According to Saunders (2016) positivism research is usually deductive and the data collected is quantitative. 
[bookmark: _Toc514054439]3.2.2 Research Strategy
This study has been carried out by using online surveys to collect the information thus giving the researcher quantitative data to analyse. A survey is a set of questions that are structure for the participant to complete themselves by following the instructions on the sheet. (Sapsford, 2009). Strengths of online surveys include human error of data entry risk is eliminated, considerable money savings and substantial amounts of data can be collected from target participants (Lefever et al, 2007). The online survey was distributed to the participants via a staff Facebook group with a hyperlink which lead them to the site. 
As a large number of participants were required for this research project, around 150-200, online surveys were decided upon due to the cost being kept low and by carrying out an online survey it allows for the desired sample of participants, retail workers, to be targeted easily (Sue and Ritter, 2012). Online surveys are also a quick way of collecting data (Selmer, 2012); the results are instantly displayed as soon as the participant completes the survey. As the survey was conducted online via a website called Survey Monkey, anonymity was not an issue and participants did not have to interact with the researcher directly therefore would more than likely have given honest and true answers. 
The survey was designed to include open and closed questions. An open question allows the participant to answer in their own way and a closed question has several answers for the participant to choose from (Schuman, 2008). The closed questions used the Likert-scale for the participant to answer the questions as can be seen in appendix two. 
[bookmark: _Toc514054440]3.2.3 Sample type
A sample is a group of people who have been selected for a particular investigation (Coolican, 2014). As this study is looking at the relationship between bonus payments and motivation in retail workers, the sample chosen was employees of a Next Retail store in Swansea and is therefore appropriate to the study. The population the sample came from included participants with ages ranging from 18-65 who are all assumed to be living in Swansea and the surrounding areas due to their work commitments at the store. The participants were of varied educations, ranging from GCSE to master/higher level.  
[bookmark: _Toc514054441]3.2.4 Research Approach
Deductive research starts with knowledge that is used to answer the question as opposed by the researcher. For this study it has been chosen as most appropriate. The literature review in chapter two has provided the theory and therefore allowed the questionnaire to be developed by using the theories; this was the first step of the research process. The next step was to gain approval for the questions that were to be included in the survey from the researcher’s dissertation supervisor. Any recommended amendments were made before entering the questions into the online site named Survey Monkey which acted as the main data collection source. Once the survey had been formatted it was distributed via a private Facebook group which included staff members of the chosen Next Retail store. The data collected was then analysed and will be discussed in chapter 4.  
[bookmark: _Toc514054442]3.2.5 Time constraints
This research project was given a time frame of just over six months therefore a cross-sectional approach was chosen. Cross-sectional allows the researcher to take a ‘snap-shot’ of the area chosen to study at any moment in time (Saunders et al, 2012).
[bookmark: _Toc514054443]3.3 Reliability
Reliability is described by Collis and Hussey (2014 p.343) as ‘The accuracy and precision of the measurement and absence of differences in the results if the research were repeated’. It could be said that Saunders et al (2015) also had the same opinion on reliability as he said that it is important that a research study is consistent; if a study is replicated by using a previous model and still produces the same results the it could be said that the researcher is reliable. 
As this study is using online surveys to collect the data, it can be assumed that it can be quite easily replicated and therefore deemed as reliable; providing that there are no elements of the replicated survey that are changed. 
[bookmark: _Toc514054444]3.4 Validity
Saunders et al (2015. p.730) has two definitions of validity 
1. The extent to which data collection method or methods accurately measure what they were intended to measure.
2. The extent to which research findings are really about what they profess to be about.
The online survey used to gather the data for this research study was constructed by using theories from the literature review thus making them valid for the research study. All the questions were approved by the researcher’s dissertation supervisor. In support of Saunders’ (2015) definition, Crowther and Lancaster (2008) state that if a research instrument does not measure what it intended to for the study then it is insignificant.
[bookmark: _Toc514054445]3.5 Study population and sample type 
The sample used was easily accessible to the researcher through existing contacts; this is known as convenience sampling (Fink, 2003) and although sometimes it can be bias, as Saunders (2012) states the samples used through convenience sampling are normally relevant to the aim of the research. The target population were employees of the Next Retail group at a store in Swansea. The total number of employees at the store was 156 at the time of conducting the survey. As the online survey returned 52 responses it is not representative of the whole store.
[bookmark: _Toc514054446]3.6 Limitations of the study
The study was limited to a time of six months, one of these months was dedicated to collection of the data therefore time was a limiting factor. Despite this, the online survey managed to return a number of 52 responses. 
The survey was distributed amongst Next Retail workers in one Swansea store, therefore, the location was also a limiting factor of the study; as the survey was completed by employees of the Swansea store, it is assumed that the participants were all from Swansea and the surrounding areas. If it had been possible to send the survey to other Next branches in various other locations, it is a possibility that it may have improved the reliability and validity of the results. 
As there was only one method of data collecting used for the study, this could too have been a limiting aspect; had there been a greater time scale available it could have been possible to carry out interviews with key members of the organisation and hold focus groups with staff at the store to collect a wider range of data. 
The researcher chose to use Next Retail as it was easily accessible and convenient. If a selection of different branded retail stores, such as Marks & Spencer who are the current UK market leader (Retaileconomics.co.uk, 2018), had been accessible to the researcher this would have given a greater amount of data thus, the one choice of brand is a limiting factor.
The chosen method of data collection, online surveys, might be a limiting factor due to their weaknesses. Weaknesses of online questionnaires consist of the risk of human error if participants are not concentrating whilst doing the survey; meaning the validity and reliability are at risk, and people may not take part meaning that there may not be enough participants.   
[bookmark: _Toc514054447]3.7 Ethics
An ethics form has been completed by the researcher prior to the collection of any data to ensure that all ethical issues that may arise have been taken into consideration. For this study, the researcher identified the collection of potentially sensitive information as an ethical risk. Permission to collect the data was gained from the store manager of Next Retail and to protect the identities of participants all data will be anonymous. A copy of the ethics form can be seen in appendix three.
[bookmark: _Toc514054448]3.8 Analysis of the survey
The online survey (appendix two) was constructed from the literature review in Chapter 2. The first two questions were intended to gain information about the participants with them having to answer questions on a Likert-scale (Strongly disagree, somewhat disagree, neither agree or disagree, somewhat agree, strongly agree). The Likert-scale style of answer was used throughout the survey with the last question being the only exception.
Questions 3 and 4 formed the first section of the survey and were focused on financial incentives. The questions were derived from section 2.5.1 of Chapter 2; Armstrong states that financial incentives can increase motivation thus increasing productivity. Vons et al (2008) stated that employees can become detached from their colleagues if individual incentives were offered to them; question 4 was intended to test this.
Questions 5-8 formed section 2 of the survey and tested Armstrong’s definitions of motivation, Maslow’s hierarchy of needs specifically the esteem element and Herzberg’s two factor theory.
Questions 9 and 10 formed section 3 of the survey and these were the last of the questions to use the Likert-scale style of answering. These questions were drawn from section 2.5 of chapter 2 where research from the CIPD found that staff motivation could be increased if a better understanding of how rewards and pay effect employees behaviour.
The last question,11, was an open question intended to gather any comments the participants may have had about the survey and was a chance to have an input in their own words. 

[bookmark: _Toc514054449]3.9 Data analysis 
For this study quantitative data has been used. The data has been analysed by using an online site named Survey Monkey. The data will be displayed in the next chapter. Analysis of data, in the form of bar charts and graphs, highlighting any trends in the findings.  



[bookmark: _Toc514054450]4.0	Chapter 4 - Analysis of results 
[bookmark: _Toc514054451]4.1 Introduction
This section will cover the results from the data collected via the online surveys. A blank copy of the survey can be seen in appendix two. Appendix one shows a copy of the cover letter that was provided to participants as an introduction and included instructions for the survey and contact details of the researcher. The survey was designed in four sections: 
1. The first section was intended to gain an understanding of the ages of the participants. Also included was a question about levels of education.
2. Section two was focused on financial incentives and how the participants felt about them in relation to their productivity.
3. Section three centred on motivation and how it connected with employee performance.
4. The last section of the survey concentrated on the relationship between bonus payments and motivation. 
Although the survey was constructed with eleven questions, due to limiting factors such as time and a set word count, only the more relevant responses will be discussed in this chapter. The dissertation supervisor has assisted in selecting this data.   
[bookmark: _Toc514054452]4.2 Analysis of Data
The analysis of data will be split into three subsections which will allow the three main sections, as listed in 4.1, of the survey to be analysed. Although the data analysis is split into three subsections, there will be a cross-over of information through the subsections where the data from the questions will be compared against each other to provide a thorough analysis.
[bookmark: _Toc514054453]4.2.1 Analysis of Section 1
The first section of the survey gathered personal details of the participants; their age and education levels. It was decided by the researcher that the age of participants would be supportive to the study as there can be a difference in opinion found throughout the changing generations (Dobronte, 2013). Education levels were included in this section as a person’s education levels may affect their overall answers due to differences in their knowledge (Obsurvey, 2013).

[bookmark: _Toc514054454]4.2.2 Analysis of Section 2
[image: ]According to Armstrong (2012) financial incentives are a way to increase employee productivity. Figure three below shows a bar chart with the results of the data collected from question three of the survey; 49 per cent of the participants agreed that financial incentives were a factor in increasing employee productivity. These results are in accordance with research carried out by Jenkins et al (1998) who conducted a study to test if financial incentives were related to performance. Jenkins et al (1998) results concluded that there is a positive relationship between the two and that is correspondent with the results for this question.
[bookmark: _Toc513816958][bookmark: _Toc513991306]Figure 3 – Showing results of Question 3


 Although Armstrong (2012) stated that financial incentives can increase employee productivity, Deci and Ryan (1971) argued that workers may become detached from their colleagues and avoid working as a team if the incentives offered were paid on an individual basis. Question four was designed by the researcher to test this, and as can be seen in the bar chart in figure four, 39 per cent of the participants agreed that individual incentives made them want to work alone as opposed to working as part of a team. As told by Singh (2007) incentives offered based on a team-performance, as opposed to a individually paid incentive, are best used in smaller groups of people. This ensures that no individual feels that their contributed work is insignificant. 
[image: ]
[bookmark: _Toc513816959][bookmark: _Toc513991307]Figure 4 – Showing Results of Question 4


[bookmark: _Toc514054455]4.2.3 Analysis of Section 3
Following on from question four, Vons et al (2008) said that as a result of becoming detached from a team, workers can experience a decrease in motivation and they would not want to help their colleagues. Figure 5 shows that 78 per cent of the participants strongly agreed that motivated employees were an asset to their company, thus, if employees are detached they will lose motivation and could potentially become a liability to their company. 

[image: ]
[bookmark: _Toc513816960][bookmark: _Toc513991308]Figure 5 – Showing Results of Question 5
In agreement with the data collected from question four, Patterson (2011) stated that motivated employees perform better at their jobs; this is also supported by Herzberg’s two factor theory as discussed in 2.3.2. The results from the data shown in figure six on the following page, show that 68 per cent of participants ‘strongly agree’ with the question that motivated employees perform better. It is likely that the 78 per cent who strongly agreed with question four are included in the 68 per cent of participants for question six also. 
It is interesting to see that although all participants answered either ‘strongly agree’ or ‘agree’ to question five, there were a small percentage of participants who disagreed with question six. This suggests that participants think their presence as an employee is an asset enough without being motivated and thus could mean that if they were to be motivated as opposed to de-motivated they could become an even bigger asset to the company.  
[image: ]
[bookmark: _Toc513816961][bookmark: _Toc513991309]Figure 6 – Showing Results of Question 6
The researcher designed question seven to test if the participants were extrinsically motivated. It is apparent whilst looking at the results from question seven that the highest percentage of responses correlate with the term ‘agree’ which suggests that most participants are extrinsically motivated. Extrinsic rewards are defined by Cherry (2017) as a salary or bonus payments; these are external factors.

[image: ]
[bookmark: _Toc513816962][bookmark: _Toc513991310]Figure 7 – Showing Results of Question 7
In relation to question seven, the opposite of extrinsic is intrinsic whereby a person is motivated by internal factors such as personal satisfaction which can come from recognition for excellent work. Question eight asked participants if they felt that appraisal and recognition improved employee motivation to test this theory and as can be seen in the bar chart 64 per cent of participants agreed. Although question seven showed in the results that almost all the participants agreed with the statement that they were motivated by extrinsic factors, the results shown in figure 8 show that not only are the participants motivated by extrinsic factors, but they also strongly agree that appraisal and recognition are a motivator. While DuBrin (2012) stated that financial rewards may encourage workers to focus on extrinsic rewards and lose the need for intrinsic rewards, these results show that there is still a demand for both intrinsic and extrinsic motivators in the Next store even with the presence of a financial incentive. 
[image: ]
[bookmark: _Toc513816963][bookmark: _Toc513991311]Figure 8 – Showing Results of Question 8

[bookmark: _Toc514054456]4.2.4 Analysis of Section 4
Armstrong (2012) states that bonus payments in the form of financial incentives can be used to make employees work harder; the results as seen in figure nine on the following page show that 54 per cent of participants agreed with this. These findings support Armstrong’s theory. The participant who replied that they disagree may be a person who is motivated by recognition and praise as discussed in question eight. In comparison with question 11, where an open question was used, the participants stated that bonus payments motivate them to work harder, yet they do also appreciate feedback for any good work they have carried out and any positive customer compliments they receive. This is also demonstrated in the results of data collected for question eight where participants ‘strongly agreed’ and ‘agreed’ with the question.  
[bookmark: _GoBack][image: ]
[bookmark: _Toc513816964][bookmark: _Toc513991312]Figure 9 – Showing Results of Question 9

As part of this research study, the researcher wanted to identify if the bonus scheme offered to staff contributed to their overall opinion of the company. Figure ten shows a mixed range of responses to the question indicating that not all participants felt the bonus scheme was a key factor when telling their opinions of their workplace to others. As Patterson (2011) stated, an employee’s opinion can be beneficial to the company, if of course it is a respectable opinion, as it can enhance the brand value. By having benefits such as staff discount and uniform allowance, this can promote the Next brand, as the employees would be wearing the uniform to work and any purchases they make, would only encourage a positive opinion.  
The employees’ opinion of their company was also reflected somewhat in the answers received for question 11. It was clear to see the difference between participants who were satisfied and from those who were not. Participants who appeared unhappy with the newly established bonus scheme spoke quite unsavoury of Next and therefore concurs with Patterson (2011) belief, that an employee’s opinion can be beneficial to the company. Clearly in this instance, those who spoke against the company in the comments, have poor opinions of the company which have stemmed from the change in bonus scheme.   
[image: ]
[bookmark: _Toc513816965][bookmark: _Toc513991313]Figure 10 – Showing Results of Question 10
[image: ]Having structured the survey with questions 1-10 being closed, the researcher wanted to ensure there was an option for participants to leave any additional comments in the form of an open question. The question received 27 comments which meant that 25 of the participants skipped the question; may contribute to the limitation of the project due to the lack of responses. The results for question 11 are displayed in the form of a word cloud as seen below in figure 11. A word cloud allows for the most frequently used words to be displayed largest and those used least the smallest giving a visual aid to the researcher to analyse the data (Tessem, 2015). From the word cloud, the most frequently used words throughout the comments are productivity, bonus and rewards thus in-line with the themes of the rest of the survey.  
[bookmark: _Toc513991314]Figure 11 - Word cloud designed in relation to question 11
It was discovered from the responses that the participants were unhappy about a recent change in their bonus scheme. Which meant that they would lose a time-based bonus for collecting online orders in a certain time, as the company decided to put this bonus fund into a new bonus scheme. Although the new bonus scheme means that there is still a financial incentive on offer to staff, it appears from the comments that clear direction on how to achieve the new bonus has not been given and there is somewhat confusion as to why there was a need for change. As the previous scheme was performing advantageously for staff, in their opinion. As Kohn (1993) states, a bonus scheme only ever creates a temporary compliance and this argument is supported by Armstrong (2012) who argued that bonus schemes create apprehension in the workforce, due to the limited time periods in which they work for before a change happens. It is clear to see from the results, that this is what has happened to the employees at Next.  
Another common theme amongst the replies to question 11, was that the participants felt that the bonus scheme for the delivery department is unfair as it is based on the team’s productivity as whole and not individually, meaning that those who work hard are then penalised for the people who are not working quickly enough to gain the bonus. These respondents called for an individual incentive based on their own productivity and for the work of other team members not to be taken into consideration when calculating their bonus. This is true to the work of Vons et al (2008) who states that individual incentives can result in employees becoming detached from their colleagues and not wanting to help them; because of the bonus being offered to staff based on the productivity of the team as a whole the members of the delivery team are coming across as resentful to their leisurelier colleagues. This may be a result of the delivery team becoming too large a group, as discussed by Singh (2007) incentives offered to staff that are based on a team-performance should be kept to smaller groups to avoid any team members feeling that their contributions are insignificant.
Although not shown in the word cloud in figure 11, one of the participants stated that they believed financial incentives can sometimes hinder the productivity of their work as the criteria needed to be fulfilled to achieve the bonus was impractical and therefore they spoke that they did not even attempt to achieve it. In this instance, the bonus scheme has had the opposite effect on the employee than was intended and may result in them becoming demotivated.    
    



[bookmark: _Toc514054457]5.0	 Conclusion and recommendations
This study was carried out to identify how bonus payments act as a motivator for staff in the retail industry. This chapter aims to summarise the findings from chapter 4 and to reach a conclusion to the research question. Also included in this section will be recommendations to the Next group on how to implement the bonus scheme to enable them to get the best out of their staff.
[bookmark: _Toc514054458]5.1 Achievement of aims 
The first objective of this research project was ‘to identify and evaluate motivational theories within the working environment’. Given that chapter two identified several motivational theories such as Maslow’s hierarchy of needs, Herzberg’s two-factor theory and McGregor’s theory X and theory Y which produced the main themes for the literature review, the researcher has achieved this aim.
	The themes identified from the theories recognised in chapter two were motivational theories, motivation within the retail industry and bonus schemes as a means to motivate. Objective two was ‘to analyse the motivational theories that are relevant to the retail industry’. As the theories allowed the researcher to develop the themes in chapter two, this meant that they were able to be analysed and compared with each other allowing for the achievement of objective two.
	Using the themes derived from the literature review, the researcher was able to structure an online survey to carry out the collection of primary research which meant that objective three ‘To assess the importance of the effects of bonus payments on the motivation of staff’ could be achieved. 
	Objective four stated ‘To make recommendations to the Next group on the adaptation of a suitable bonus payment structure’. Recommendations to the Next group are made in section ___ of this chapter therefore achieving objective four of this research study and thus meaning that all four objectives have been achieved.

[bookmark: _Toc514054459]5.2 Limiting factors of the study
Limitations that may have affected the study were discussed in chapter 3 and will be concluded in this section. 
The method of data collection, online surveys, returned 52 responses which is a small sample size and not as many as the researcher had hoped for. If there was more time available, the researcher could have carried out another method alongside the online surveys such as interviews to increase the data collection; improving the reliability and validity of the results also. Fortunately, the results collected were useful to the research and have enabled the researcher to reach appropriate conclusions. 
Another limiting factor of the research study was that there was no question in the survey with regards to gender of the participant. This could have provided the researcher with more data to analyse therefore enhancing the depth of analysis. Nevertheless, the objectives did not specify a gender that was needed for the study and thus did not hinder the project. 
Further limitations include the fact that the researcher carrying out this project was an undergraduate student with limited resources with regards to financial access. This meaning that the additional method of data collection as mentioned above may not have been possible due to these financial limitations; as the online survey site used to collect the data, survey monkey, was free of charge no costs were incurred for the method of data collection.
Finally, as discussed in chapter 3, the location of the data collection could have been limiting to the project. If there was more time available to the researcher, it could have been possible to send the online survey link to staff members of different branches of Next to allow for greater numbers of participants. However, as all branches of Next have the same bonus schemes for the staff, it is likely that the data would not have been too different from the data that has been collected and therefore would not have changed the results drastically.  

[bookmark: _Toc514054460]5.3 Conclusion on Data Analysis
Section one of the questions was designed to give the researcher an insight into the participants taking part in the study, without compromising their anonymity. Questions were structured to ask about participants ages and their education levels; a varied range of ages took part and most of the participants were educated to degree level thus giving the research the impression that the participants would have answered truly and fairly. 
The set of questions in section two were focused on financial incentives and aimed to find out how participants felt about them in relation to their productivity. The results showed that most participants either strongly agreed or agreed that financial incentives contribute to an increased in their productivity therefore indicating that Armstrong (2012) was correct.
The third section of questions intended to find out more about how employees were motivated. The theory from the literature review in section two spoke about extrinsic and intrinsic motivators and therefore the researcher included a question to test this. The results show that 62% of participants agreed that extrinsic rewards were a motivator to them. This tells the researcher that financial incentives are a viable way of rewarding staff as motivated staff can be an asset to their company as tested in question five where 78% of participants strongly agreed that motivated staff were an asset. The results in section two from question eight also showed that participants were motivated by recognition and praise, thus demonstration of intrinsic motivators too.  
The last section of questions on the survey strived to find out how staff at Next Retail felt about bonus payments. Overall, the consensus is that the staff are satisfied with the benefits they currently receive, with allowances being made for the 2 per cent who said that bonus payments do not make them want to work harder therefore this person may be motivated by intrinsic motivators instead and it is likely that they would benefit from recognition and praise rather than financial incentives.  
Throughout the results, it is seen that most of the participants who chose to take part in this research study, had a generally positive attitude towards the rewards they receive from their company. Despite this, there were several comments received on the open question that do not agree; for example, one respondent spoke about how it was unjust that they are penalised for the delivery bonus being issued on the team’s productivity collectively, and not individually. These comments are comparable to the reviews read on employment site Glassdoor as mentioned chapter one. This is seen in the work of Vons et al 2008 who said that individual incentives can have a detrimental effect on employees and make them want to work alone and become detached from their colleagues. In this case, it seems individual incentives would be a more appropriate way than the current scheme to motivate staff. 
[bookmark: _Toc514054461]5.4 Recommendations
The researcher, decided to split this section into two parts, leaving an opportunity for there to be recommendations to Next, regarding the results of the survey and also recommendations for future use with regards to the research.

[bookmark: _Toc514054462]5.4.1 Recommendations to Next Retail
The survey was constructed using ten closed questions and an open question at the end asking participants if they would like to leave any further comments. A common theme in the answers given to the open question was that there had been a recent change in the way that the bonus scheme at Next was distributed. It means for the employees they will no longer receive a bonus for the collection of online parcels if collected during a certain time as the company had decided to put the money into the new bonus scheme, employees now only receive bonus if the store-based customer service survey return excellent responses paired with the stores sales figures. Next Retail should ensure that they are communicating to staff the reasons for the changes and how the employees will benefit to avoid any confusions in future.
Further feedback from the open question was that some employees felt that the criteria in which they would have to meet to get the bonus is sometimes unachievable. Next Retail should confirm with employees how the bonus can be achieved to make sure employees do not feel like it is something they will never be able to get thus avoiding feelings of being demotivated and having the opposite effect on staff. Efficient training should also be given to new members of staff to ensure that they also have the opportunity to achieve the bonus.      
The results from question eight show that employees feel motivated by gaining recognition or praise for any excellent work they have achieved. To ensure that employees feel valued and to keep motivations high, Next Retail could implement and employee of the month programme to give the staff something to aim for and reward them accordingly; a paid day off or a meal voucher as a prize for their achievements.
[bookmark: _Toc514054463]5.4.2 Recommendations for Future Use
The study was carried out by using quantitative method to collect data, any future studies into this area could use a combined method of data collection, as discussed in section 5.2 of this chapter, such as interviews and focus groups. The two different methods would strength the results and would bring in the benefits of using the two methods as opposed to just using quantitative. 
If there were less limiting factors such as the time scale and the location, the research study could be repeated by using a larger sample and a wider area to collect data from. Although the participants would still have to work in the retail environment for the repeated study to be valid, it would not hinder the study if additional locations were used to ascertain cultural differences. As a result of using a larger sample, the research would have greater results to analyse and therefore may be able to spot trends with ease.
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1. What age category do you fall into? 
· 18-24
· 24-34
· 35-44
· 45-54
· 55-64
· 65+
2. To what level are you educated?
· GCSE
· A level/BTEC
· Degree
· Master or above
3. Do you believe financial incentives increase employee productivity?
· Strongly disagree
· Somewhat disagree
· Neither agree or disagree
· Somewhat agree
· Strongly agree
4. Do you think that individual financial incentives make me want to work alone myself as opposed to working as a team? 
· Strongly disagree
· Somewhat disagree
· Neither agree or disagree
· Somewhat agree
· Strongly agree
5. Do you believe motivated employees are an asset to their company?
· Strongly disagree
· Somewhat disagree
· Neither agree or disagree
· Somewhat agree
· Strongly agree
6. Do you think motivated employees perform better?
· Strongly disagree
· Somewhat disagree
· Neither agree or disagree
· Somewhat agree
· Strongly agree

7. Do you believe employees are motivated by extrinsic rewards?
· Strongly disagree
· Somewhat disagree
· Neither agree or disagree
· Somewhat agree
· Strongly agree
8. Do you think that appraisal and recognition improve employee motivation?
· Strongly disagree
· Somewhat disagree
· Neither agree or disagree
· Somewhat agree
· Strongly agree
9. Do you believe that bonus payments make you want to work harder?
· Strongly disagree
· Somewhat disagree
· Neither agree or disagree
· Somewhat agree
· Strongly agree
10. Do you believe that bonus payments contribute to your opinion of your company? 
· Strongly disagree
· Somewhat disagree
· Neither agree or disagree
· Somewhat agree
· Strongly agree
11. Any further comments?
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E3 FORM


	
APPLICATION FOR ETHICAL APPROVAL – BA level 

CAIS AM GYMERADWYAETH MOESEGOL – Lefel BA


	

	Mae'r ffurflen hon i'w chwblhau gan bob BA myfyrwyr. Rhaid i bob ffurflen gael ei ystyried gan diwtor y modiwl.
Dylai un copi o'r ffurflen yn cael ei roi ar y ffeiliau Gyfadran ac un copi cadw ar y ffeil myfyrwyr.
	This form is to be completed by all BA students conducting research, projects or productions. This form should be completed by the student. All forms must be considered by the Module tutor. A copy of the form must be kept centrally and on the student file.

	
ADRAN 1 – MANYLION MYFYRIWR		     
	
SECTION 1  -  STUDENT DETAILS


	Enw Llawn
Full Name 
	Rhysian Morgan

	

	Ysgol/Cyfadran/ 
School/Faculty
	Business School
	Rhif Myfyriwr Student Number
	P148032

	

	Cydlynydd prosiect / Tiwtor 
Module Tutor/ Programme Co-ordinator
	Caroline Jawad
	Enw'r Gradd
Name of Degree
	Accounting

	
Teitl dangosol yr Traethawd Hir:
	
Indicative Title of Dissertation:

	




	ADRAN 2 – MANYLION CYFRANOGWYR / CYNULLEIDFA
	SECTION 2 - PARTICIPANT / AUDIENCE DETAILS



	Pwy yw’r cyfranogwyr arfaethedig?

	Who are the intended participants?
	Ydw / Yes
	Na / No 

	Myfyrwyr / staff Y Drindod Dewi Sant
	Students / staff of Trinity Saint David


	
	no

	Oedolion (dros oed 16 ac yn gymwys i gydsynio)
	Adults (over the age of 16 and competent to give consent)

	Yes
	

	Plant a phobl ifanc dan oed
	Children / legal minors

	
	No

	Cleifion neu gleientiaid gweithwyr proffesiynol	
	Patients or clients of professionals	


	
	No

	Rhywun sy’n cael ei gadw yn y ddalfa neu y mae’r llys wedi cymryd cyfrifoldeb amdano
	Anyone in custodial care or for whom the court has assumed responsibility

	
	No

	Aelod o unrhyw sefydliad lle mae’n bosibl bod angen i unigolyn arall hefyd gydsynio.
	A member of any organisation where another individual may also need to give consent.

	
	No

	Eraill:  Nodwch: / Others: please identify:



	

	Nifer, Oed a Ffynhonnell y Cyfranogwyr 
Rhowch fanylion yr demograffeg y cyfranogwyr / gynulleidfa.
	Participant / Audience Number and Age
Provide details of the demographics of the participants / audience.

	Nifer o Gyfranogwyr / yn y Gynulleidfa

	Participant/ Audience number
	Employees of Next Retail

	Grŵp oedran y Cyfranogwyr/y  Gynulleidfa

	Participant/ Audience age group
	16-60






	ADRAN 3 – GWEITHGAREDD YMCHWIL

	SECTION 3 – RESEARCH ACTIVITY  



	1.
	Ydy’r prosiect yn cynnwys:
	Does the project include:
	Ydy / Yes
	Nac ydy/No 

	Defnyddio holiadur neu offeryn ymchwil tebyg 
	Use of questionnaire or similar research instrument 

	Yes
	

	Defnyddio prawf ysgrifenedig neu gyfrifiadurol 
	Use of written or computerised test


	
	No

	Cyfweliad (cysylltwch gwestiynau posibl) 
	Interview (attach provisional questions) 

	Yes
	

	Dyddiaduron
	Diaries

	
	No

	Arsylwi ar gyfranogwyr a hwythau'n ymwybodol o hynny
	Participant observation with their knowledge
	
	No

	Arsylwi ar gyfranogwyr a hwythau ddim yn ymwybodol o hynny
	Participant observation without their knowledge

	
	No

	Recordio fideo neu sain
	Video or audio-taping

	Yes
	

	Mynediad i wybodaeth bersonol neu gyfrinachol heb gydsyniad penodol y cyfranogwyr
	Access to personal or confidential information without the participants specific consent

	
	No

	Defnyddio unrhyw gwestiynau, ysgogiadau prawf, cyflwyniad y gallai rhai cyfranogwyr eu profi fel rhywbeth sy'n achosi niwed / tramgwydd corfforol, meddyliol neu emosiynol
	Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive

	
	No

	Cyflawni unrhyw weithredoedd allai achosi embaras neu effeithio ar hunan-barch 
	Performance of any acts which may cause embarrassment or affect self-esteem

	
	No

	Ymchwilio i gyfranogwyr sy’n ymwneud â gweithgareddau anghyfreithlon 
	Investigation of participants involved in illegal activities

	
	No

	Gweithdrefnau lle defnyddir twyll 
	Procedures that involve deception

	
	No

	Gweini unrhyw sylwedd, cyfrwng neu blasebo 
	Administration of any substance, agent or placebo

	
	No

	Dull arall o gasglu data neu fformat cyflwyno (esboniwch)
	Other method of data collection or presentation format (please explain)

	
	No




	  2. 
	Restru eich dull o gasglu data
	List your method of data collection:


	
Interviews and online questionnaires





	3.
	Risg Posibl:
(corfforol, seicolegol, cyfreithiol, cymdeithasol neu economaidd)
	Potential Risk: 
(physical, psychological, legal, social or economic)


	A oes unrhyw risg bosibl i:  
	Is there any potential risk to:
	Ydw / Yes
	Na / No

	A

	Cyfranogwyr?
	Participants?
	
	No. Every effort will be made to ensure the well-being of the participants.  Questions will be approved by the supervisor before the interviews take place in order to minimise risk

	B

	Ymchwilydd?
	Researcher?
	
	No. 
Every effort will be made to ensure the safety of the researcher

	C

	BrifYsgol/Cyfadran?
	University?
	
	No. Every effort will be made to ensure the good reputation of UWTSD is sustained.




	4.
	Rheoli Risg: 
Os oes, beth yw'r risg a sut y bydd yn cael ei reoli?
	Management of Risk:
If yes, what is the risk and how will it be managed?


	






	5.
	Os ydych yn delio â phlant a / neu oedolion agored i niwed, rhaid i chi gyflwyno eich tystysgrif DBS i'ch tiwtor goruchwylio i'w cymeradwyo cyn i unrhyw gysylltiad â cyfranogwyr hyn.
	If you are dealing with children and/ or vulnerable adults you must present your DBS certificate to your supervising tutor for approval before any contact with these participants.


	
	Ydw / Yes
	Na / No

	A

	Ydych chi wedi gwneud cais am dystysgrif DBS?
	Have you applied for a DBS certificate?            
	
	No

	B

	A yw eich tiwtor weld a'i gadarnhau eich tystysgrif DBS?
	Has your tutor seen and approved your DBS certificate? 
	
	No









	6.
	A fyddwch yn cael cydsyniad gwybodus ysgrifenedig gan eich cyfranogwyr?
	Will you obtain written informed consent from your participants?

	

	Ydw / Yes
	Na / No

	A

	Os na fyddwch, pam hynny?
	If no, why not?
	Yes
	

	B

	Os byddwch, sut byddwch yn sicrhau cydsyniad gwybodus?
	If yes, how will you secure informed consent?

	
	

	Rhowch eglurhad / Please explain: Via a consent form



	Cynhwyswch gopi o’r ffurflen gydsynio os ydych yn defnyddio un.
	Please include a copy of the consent form if you are using one.

	
	
	
	
	
	




	ADRAN 4
	SECTION 4  

	CEFNOGWYD /APPROVED
	
	NIS CEFNOGWYD/ 
NOT SUPPORTED
	

	Datganiad
Mae'r wybodaeth a gynhwysir yma yn gywir, hyd eithaf fy ngwybodaeth a’m cred.   Rwyf wedi ceisio dynodi unrhyw risgiau a phroblemau sy’n gysylltiedig â’r prosiect / ymchwil neu gynhyrchiad ac rwyf yn cydnabod f’ymrwymiadau innau a hawliau’r cyfranogwyr. 
	Declaration 
The information contained herein is, to the best of my knowledge and belief, accurate.  I have attempted to identify any risks and issues related to the project/research or production and acknowledge my obligations and the rights of the participants.

	
	

	Llofnodau  
Dylai'r ffurflen hon gael ei chwblhau a'i llofnodi gan y myfyriwr a'r Cydlynydd y prosiect /Twitor 

	Signatures
This form should be completed and signed by the student and the Module tutor/Programme Co-ordinator.

	

	Myfyriwr / Student

Rhysian Morgan
	                                                                                 
	Dyddiad: / Date: 16.11.2017

	
	
	

	Cydlynydd y prosiect /Twitor 
Project co-ordinator / Tutor

	
	                                                                                                                 Dyddiad: / Date:
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	P148032

	
CWESTIYNAU CYFWELIAD SAMPL 

	
SAMPLE INTERVIEW QUESTIONS 


	TEITL Y PROSIECT: / PROJECT TITLE: The efficiency of bonus payments in motivating staff at the Next group. 






	1


	How much of an effect do bonus payments have on your pace at work?

	2


	

	3


	

	4


	

	5


	

	6


	

	7


	

	8


	

	9


	

	10


	




	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	TEITL Y PROSIECT: / PROJECT TITLE: The efficiency of bonus payments in motivating staff at the Next group. 




Name of Researcher: Rhysian Morgan										         	
Please initial box

1.	I confirm that I have read and understand the information sheet dated 16.11.2017 for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.

2.	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.

3.  I understand that any information given by me may be used in future reports, articles or presentations by the research team.

4.  I understand that my name will not appear in any reports, articles or presentations.

5.	I agree to take part in the above study.



________________________	________________	_____________________________
Name of Participant	Date	Signature



_________________________	________________	_____________________________
Researcher	Date		Signature

You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No-one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.

When completed, please return in the envelope provided (if applicable).  One copy will be given to the participant and the original to be kept in the file of the research team at: Swansea Business School


	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
Rhysian Morgan
UWTSD High Street Swansea SA11NE
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
SAMPLE PARTICIPANT INFORMATION SHEET


	TEITL Y PROSIECT: / PROJECT TITLE: The efficiency of bonus payments in motivating staff at the Next group. 







Dear Participant: 

My name is Rhysian Morgan and I am studying in the School of Business.

I would like to invite you to participate in my research project. This project will be looking at bonus payments in the workplace and aims to assess how efficient bonus payments are in motivating staff. 

*Attached to this letter is a short questionnaire developed by Rhysian Morgan. I believe your opinions will be extremely helpful to me. 

Through your participation in the questionnaire and/or interviews, I hope to determine the main objectives of the research project which are:

1. How do bonus payments motivate staff to work harder?
2. What strategies were used to come up with the bonus payments and how successfully have they been implemented
3. Does performance related pay demotivate or encourage staff?

All questionnaires will be kept strictly confidential to the researchers involved and at NO time will individual questionnaires be released to the general public. This gives you a chance to express your views on your programme a confidential and anonymous forum and still be able to make a difference. Your participation in this study is completely voluntary so you can withdraw from the questionnaire at any stage. 

Our questionnaire should take about 15 minutes to complete, but there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire is a feedback sheet. As this is a new project, your feedback is also important to us and we would be much obliged if you could also complete the feedback sheet along with the questionnaire. We understand that your time is at a premium, but your opinions are very valuable to us. 

After careful and precise analysis of the data obtained from this questionnaire, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of bonus payments and the role they play in motivating staff and will be stored on a digital device. The results of the research will be fed back to the University of Wales Trinity Saint David as part of the dissertation for the BA Accounting degree.

We thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 


	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
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