


[bookmark: _heading=h.1hmsyys][image: A close-up of a sign

Description automatically generated]




A STUDY ON THE RELATIONSHIP BETWEEN PERFORMANCE AND REWARDS: A CASE STUDY ANALYSIS OF TESCO



Student name: Janil Rahijali Lakhani
Student ID: 2239378
Program: MBA – Master of Business Administration
Module: Dissertation
Module Code: LCMB7000
Supervisor: Dr.Gladius Kulothungan
DATE Of Submission: 17/06/2024




Declaration
Hereby, I give a declaration that this research paper titled – “A study on the relationship between performance and rewards: a case study analysis of Tesco”, is undertaken as per my independent work. The paper has been accurately acknowledged and referenced wherever needed to give credit to the authors.
All the ethical guidelines that have been given by the college university have been followed at every step of this research paper.
 


Acknowledgement
I would like to express my gratitude towards every individual who has contributed to completing this research paper.
Firstly, I want to thank my supervisor who has assisted me at every step of this research journey. From invaluable guidance to providing support and encouragement throughout the study, his insights have helped shape this research paper.
I want to thank all the participants who have actively supported me and undertaken consensual participation to share their experiences.
I’m grateful to my classmates, friends and family members for continuously supporting my efforts and providing me feedback wherever needed.


Abstract
This research paper aims to evaluate the efficacy of the reward system at Tesco and how it impacts employee motivation and performance. This research paper is going to identify the key components of the reward system that have been impacting employee motivation and provide recommendations to amplify the reward structures effectively. The reward system at Tesco has been practised as per the industrial norms. However, there are gaps and problems associated with the reward system that require thorough attention. Hence, this research paper is going to be undertaken by making the use of a primary data collection approach wherein, there is going to be involvement made of interview sessions. This interview session will be undertaken from 12 employees and the management of the firm. The findings of this study will indicate how the reward system has been impacting employee performance and how there is a relationship shared between employee performance and job satisfaction levels. The key components of the study like incentives, recognition programs, and career development opportunities are going to be highlighted in terms of how they are the driving factors of higher productivity levels at Tesco.
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[bookmark: _Toc169273166]Chapter 1: Introduction
[bookmark: _Toc169273167]1.1 Background 
An organisation is driven by the motivation and dedication of its employees and that is intrinsically woven with the way the organisation treats Them. Employees are the most crucial stakeholders in a company and the greatest contributors to its success. According to Emmanuel and Nwuzor (2021), any company that adheres to an effective and competent reward system surely retains the best talents available to it. It is also crucial for a company to keep the workers happy to ensure that they do not feel the need to switch jobs and move on to a competitor, which might end up creating a challenging situation for the company in a complex and competitive market (Frimayasa et al. 2021). The retail giant of the United Kingdom, Tesco, has seen a lot of ups and downs in its run in the packed retail market and has come across different reviews based on its performance. It has an array of services that it offers and strives to make its services seamless through the labour of its dedicated employees. Tesco Plc (2024) claimed that the reward system that it follows is based on an incentivising structure that not only appreciates the performance and contribution of an employee but also provides him or her with the due recognition for working hard. 
[image: ]
[bookmark: _Toc169219396]Figure 1: Tesco
Source: (Tesco, 2024)
This policy helps the company to hold on to its employees for a sustainable time and ensures that they aim to give their best performance towards the company's benefit. Despite the United Kingdom retail market being a large and jammed, Tesco has managed to stay within the top ten recruiters in the industry. As per Gan and Yan (2023), the company has reached the helm of financial and socio-economic integrity in the last few years through considerable achievements. The employees and the motivation behind their performance have contributed to this success. It has been further stated by Tesco Plc (2024) that it tracks different performing factors of the employees like the financial records, customer satisfaction, brand value, and employee loyalty to frame its performance-based bonus scheme for employees. They keep records of those who excel at their performance and are rewarded accordingly, thus making certain that they motivate other employees to accelerate their performance as well. It is proudly claimed by Tesco Plc (2024) that it invests in its employees and their growth and aims to maintain a healthy work environment that encourages employee development and well-being. 
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[bookmark: _Toc169219397] Figure 2: Employee pay chart of Tesco
Source: (Tesco Plc, 2024)
This research elaborates on the connection between employee satisfaction, performance and growth, and the reward system through a detailed study of Tesco's rewarding style. As per Azan and Karimah (2022), the company's system of handling its employees is an exemplary one, and hence, the research will compare the system with other prevailing reward systems in the retail industry to determine the major components that drive this initiative. 
As per the industrial and company reports of Tesco, it has been understood that annual bonuses that are given at Tesco range from 2.5 to 10% at an annual salary rate. These annual bonuses are as per the performance rating of the employees (Tesco, 2024). On the other hand, the employee engagement surveys have highlighted that there are 85% of employees that are feeling motivated because of the recognition programmes run at Tesco. The employee turnover rate of Tesco has been reduced by almost 17% after there has been an involvement of enhanced benefit packages (Tesco, 2024). The retention rate of Tesco has increased by 22% after there were differing career development programs available. This has highlighted the requirement to track the retention rates and analyse what are the specific reward initiatives that can be undertaken by an employer to ensure that performance metrics match with the retention of the firm and accordingly, how the performance can be driven. In today’s time, there are different performance metrics like sales targets or customer satisfaction scores that are linked with the reward structure. The sales performance of Tesco has been improved by 12% due to their performance-based incentive scheme (Tesco, 2024).
[bookmark: _Toc169273168]1.2 Problem Statement
The research objective is based on the minute elements of rewarding the employees and their subsequent performance. It focused on the rewarding style of Tesco that has generated well-defined results in recent years. The employee reward system, as stated by Kollmann et al. (2020), holds a lot of factors that need to be considered to ensure that the arrangement is fair to all and only aims at encouraging them without any issues getting formed in the company’s business model. These factors need to be discussed to have a transparent idea of the loopholes within the framework of the reward system that may require proper management and addressing. 
[bookmark: _Toc169273169]1.3 Aims & Objectives 
Aims
The research aims to discuss the relationship between performance and reward, which is aligned with the case study of TESCO.
Objectives
● To evaluate the efficacy of Tesco's reward system on employees and their performance.
● To lay down recommendations for amplifying Tesco's reward system.
● To determine the components of Tesco and the reward system that impact employee motivation. 
● To compare Tesco's reward system with the significant practices in the retail industry.

[bookmark: _Toc169273170]1.4 Research Questions 
1. What is the effectiveness of the reward system within Tesco on the performance of the employees?
2. What can be recommended for the betterment of Tesco’s reward system?
3. What components are the determinants of Tesco’s reward system?
4. How does one compare other retail practices and their reward system with Tesco's?
[bookmark: _Toc169273171]1.5 Research Rationale 
Rewarding systems are vital in improving employee performance and encouragement within the company's framework. As per Ridwan, Mulyani, and Ali (2020), an efficient awarding system not only gives a nod of understanding and appreciation to employees' hard work but also places their labour with the company's goals and objectives. One of the major objectives of this research is to analyse the factual elements of Tesco's reward system and the motivation of its employees. Multiple players in the United Kingdom retail market are known for employee retention. Tesco's policies for its employees can be compared well with them to highlight the contrasts (Kalogiannidis, 2021). Upon highlighting them, a specific set of recommendations may be helpful for Tesco to understand the factors that it may need to revise to ensure that it ranks as the top recruiter in the competitive market and holds the reputation of a company that manages to retain all of its best talents. Furthermore, the research aims to govern the primary elements of Tesco's reward system that influence employee motivation. By analysing the important elements, for example, financial rewards, recognition programs, career growth opportunities, and employee productivity, the research can ensure a holistic understanding of the elements that motivate and sustain employees working within the organisation. By evaluating these factors separately and with precise discussion on each of them, the research formed a comprehensive and didactic understanding of the key components of employee motivation, the resonating factors between Tesco’s reward system and other companies, the aspects where Tesco lags behind those companies and the measure that may be taken by Tesco to ensure that employee motivation and retention is achieved at all point of time by Tesco. 
[bookmark: _Toc169273172]1.6 Scope of the research 
This research work discussed the elemental aspects of employee performance and adherence to the system of rewards in the retail sector. There is a huge landscape in this context that can be explored from several perspectives since the retail industry is a complex one and has intricate details woven into it. Tesco is one of the best companies that can be taken as the topic for the experiential research work to achieve its desired outcome, and hence, the research has chosen to overview the processing of this company in the context of employee performance and the company's reward style. It is a significant aim to be taken into account by research as conducting a vivid study on this will lay out ample scope for understanding the elemental aspects of the retail domain. It will also decipher the competition in the retail market and how big companies develop their retention policies based on their upgraded and modernly transformed reward system. This also provides the researcher with a platform to study different companies in the United Kingdom retail market and gain knowledge about their employee appreciation system. This further gives scope to outline the differences between the systematic proceedings of these companies as compared to Tesco, which can be leveraged further to establish the points Tesco needs to consider making its reward system better and more impactful. It has been asserted by Ali and Anwar (2021) that employee retention is associated with the amount of motivation and appreciation they receive from the company. This can be established as the major reason behind the research work being conducted since employee behaviour is not just an interesting but also an extensive field of study in the retail sector. 
[bookmark: _Toc169273173]1.7 Outline of this Research 
[bookmark: _heading=h.17dp8vu][bookmark: _heading=h.3rdcrjn]Highlighting the relationship between the reward system of Tesco and employee performance has been done in this research study. It has been obtained successfully through the detailed implementation of relevant theories and data based on the sources associated with this domain. It has also leveraged the details of other companies regarding their way of using reward systems for enhancing employee performance. The research has laid down the methodology used to create the platform for the research study to be conducted in detail. It has also pointed out the relevance of key components within a retail industry that drive the performance of employees towards positivity and retain them by implementing growth in their careers. 


[bookmark: _Toc169273174]Chapter 2: Literature review
[bookmark: _Toc169273175]2.1 Chapter Overview
This chapter discussed the complexities and operating elements associated with the reward system in the United Kingdom retail market and its impact on the development of employees' dedication and labour. The key elements that needed to be discussed have been laid down in four distinct themes that have further been elaborated through theoretical and literary analysis based on the data obtained on the relevant concepts. The chapter also focused on a detailed explanation of the methodology that assessed the philosophy and methods used for the successful completion of the study. 
[bookmark: _Toc169273176]2.2 Thematic Literature Review
[bookmark: _Toc169273177]2.2.1 Relationship between Tesco’s reward system and the performance of its employees.
Tesco Plc is a global supermarket expanding its business in the market and offering high-quality products to customers. The employees of the organisation have provided customers with different roles and responsibilities. The company works with the employees to develop their careers and offer competitive pay rates to them. The company is developing its business to be more sustainable and effective for its employees. On this note, Tesco plc. (2024) reported that the organisation has a reward system that includes several employee benefits. 
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[bookmark: _Toc169219398]Figure 3: Tesco’s reward system
Source: (Tesco plc, 2024)
The policy and procedures of the organisation are clear and simple so that employees can understand it clearly and meet the objectives of the business. The management offers a balanced benefits package to the employees to support their different requirements. The reward system encourages the employees and motivates them to develop organisational performance and increase the business's revenue. The management of the organisation understands the needs and feelings of the employees in the workplace. In this regard, Lubis (2024) stated that communication is an essential aspect and it increases employee engagement within an organisation. Strong communication allows the organisation to build a positive relationship with the employees and increase their engagement with the brand.  The organisation involves the employees in the decision-making process to make more informed decisions for the business. The strong engagement strategy of the organisation ensures that the union representatives and employees are involved in the decision-making process.  
According to Goswami (2021), Tesco hires experienced employees so that diverse knowledge increases the business performance of the organisation.  The balanced benefits package of the organisation provides several opportunities and profits to the employees. The colleague club board scheme offers the employees a discount card after three months of service. The organisation provides a retirement savings plan for employees that offers valuable life cover for every employee. The “Save As You Earn “ is the share savings scheme of Tesco that allows employees to save money for the future. The organisation provides an employee assistance program that offers several factors to the employees. This program allows the employees to increase their skills and capabilities to develop organisational performance. In this regard, Tesco (2023) commented that the employees have a discount website and exclusive deals to save money on everyday purchases. The organisation provides healthcare support to the employees and flexible working time for the employees. 
[image: ]
[bookmark: _Toc169219399]Figure 4: Employees at Tesco
Source: (Statista, 2023)
The organisation has more than 326,000 employees in the UK and is expanding its business in the global market. The organisation focuses on the needs of the employees and provides them with various opportunities to develop their careers within the business. The rewards system of Tesco is fair and competitive and makes effective and more informed decisions for the company. It is developing sustainable practices and business strategies to meet the company's objectives. The leader encourages the employees in the workplace and motivates them to develop their performance which will help to increase the organisational performance and revenue. One of the most neglected variables in this context is employee voice and employees’ involvement in the implementation of rewards. When rewards have been devolved to the employees to determine how they will be given out and in what way, the employees will be able to find them as something to look forward to as well as having met their needs. Might be useful for Tesco to apply or expand some methods of bottom-up ideas collection, such as questionnaires, working groups or employee representatives to provide input towards the reward policies. On this note, Alhathal, (2024), stated that the involvement may help to boost reward prominence and perceived organisational justice and amplify the relationship between performance. Also, comparing the effectiveness of monetary and non-monetary rewards might provide important findings. Although monetary car type is important others such as; recognition, growth, development, work-life balance and flexibility are likely to be more effective with Millennials. Thus, searching for this balanced reward mix can help Tesco to gain even higher performance returns. Other contextual workforce characteristics such as individualism and collectivism can also be used to further explain choices such as the decision between team and individual reward parts. 

[bookmark: _Toc169273178]2.2.2 Driving components behind the reward system of Tesco conducive to motivating employees.
Motivation is the method used to boost the mindset of the employees and influence them in the workplace. The managers are responsible for encouraging the employees and increasing their overall performance for the betterment of the organisation. By motivating the employees it helps the organisation to meet the objectives of the business and achieve success for the company. On this note, Azan and Karimah (2022) stated that Tesco has also provided a customer loyalty program that increases sales and increases demand for the products in the market. The manager understands the requirements of the employees and helps them to perform well. In that case, the manager can follow the motivational theory to encourage the employees in the workplace. The manager can follow Maslow’s Hierarchy of Needs theory to understand the needs of the employees and motivate them in the workplace. 
[image: ]
[bookmark: _Toc169219400]Figure 5: Maslow’s Hierarchy of Needs
Source: (Dar and Sakthivel, 2022)
The Hierarchy of Needs theory has five factors that help to understand the basic needs of human life. The psychological requirements are the basic needs of food, clothing, and treatment.  The organisation tries to focus on their needs and provide them with work with other incentives. The employees are searching for job security and want a better living life. The retail organisation ensures job security and provides safety in the workplace. In this regard, Numonjonovich (2022) depicted that social needs are an important factor in the Hierarchy of Needs that recognises the physiological and safety requirements of the employees in the workplace. The retail supermarket offers them appreciation and ensures their social needs in the workplace. The esteem needs of this theory are the highest level of need to fulfil the dreams of an individual. In that case, the individual interacts with the family and friends to satisfy their esteem. The organisation tries to provide its employees with a better salary based on their performance. The retail industry focuses on developing a better working environment, providing a flexible work-life balance, and promoting health and safety in the workplace.  
The retail industry is concerned about the safety and health of the employees.  It helps to reduce the anxiety and depression of the employees and balance the work life. Maslow’s Hierarchy of Needs theory allows the organisation to understand the needs of the employees. This improves the employees' self-actualisation, and they can address their strengths and weaknesses in their working skills. The driving components of the reward system of Tesco have motivated the employees and developed sustainable practices for business development. The organisation takes responsibility for developing a flexible approach related to the business strategy. The manager motivates the employees and involves them in the decision-making process to meet the objectives of the business. The reward system of the organisation highly motivates the workers and ensures their safety and security. 
From the system design perspective, there is a need to look at the level of clarity of Tesco’s reward policies. There are indications that, in situations where employees are confused about the criteria used, motivational effects are reduced. In this regard, Stephenson, (2022), stated that strategic communication about reward philosophies, performance standards and pay structures should serve to clarify the ’parameters of the game’ for the managers and employees. It removes perception gaps which are likely to foster disgruntlement. In addition, the degree of fit between the personal incentive system and organizational mission, vision and ethics also requires closer examination. When employees can identify clear, positive and recurrent relationships between their motivational incentives and the firm’s vision and mission statement, there is the resultant creation of commitment and unity of purpose at Tesco (Ritala et al. 2020). However, misalignments may promote the development of an organizational culture where everyone thinks in their box rather than for the good of the team and the entire organization. The cross-functional point of view in designing the reward program can effectively keep up this harmonious consonance.
[bookmark: _Toc169273179]2.2.3 Comparison of the reward system of the company with others.
Tesco has competitors like Sainsbury, and Asda in the UK market that create challenges for the business. Sainsbury is the leading supermarket in the UK that serves fresh and high-quality products to customers. The organisation also has a reward system for the employees and understands the needs of the employees in the workplace. The manager motivates the staff and helps them to develop their career in the workplace. In this regard, Sainsbury's (2024), commented that the organisation provides a pension scheme and gives them free cover life.  Sainsbury offers an Employee Assistance Program to support them in developing their well-being. On this note, Sainsbury's (2023), reported that the organisation serves various benefits to motivate the employees within the business. The organisation offers training and development programs to the employees to increase their skills and capabilities. The organisation provides various opportunities for employees to develop their career growth. Sainsbury creates an engaged workforce to develop progress in the business and encourage them to provide their best work performance to the organisation. 
On the other hand, Asda is also the largest supermarket in the UK that delivers high-quality products and services to customers. In this regard, Asdaforbusiness (2024) reported that the organisation offers the best employee benefit schemes to motivate the staff within the company. The gift cards and e-gift cards are the reward for the loyal staff of the organisation, and colleagues are highly satisfied and valued. It helps them to increase their skill and knowledge to develop their career. The employee benefits scheme attracts employees and increases employee engagement with the company. The organisation offers flexible work-time balance for the employees and supports them in their financial matters. On this note, Asda (2024) mentioned that the rewards and recognition scheme of the organisation is dedicated to the employees and offers many opportunities and services for their career development. The organisation's high demand in the UK market increases the business's sales. 
Although benchmarking the competitors can be informative, it is equally valuable to consider other industries’ reward practices. Scully-Russ and Torraco, (2020), stated that most of the technological companies like Google, for instance, are employing unique motivational tools such as paid skill development exercises, job referral programs, internal job swaps etc. While retail is different from IT, implementing such selective, novel techniques from other sectors can indeed act as Tesco’s competitive advantage. The other view is testing the foresight and analysing past and present trends in the composition of the workforce or changing social values to prepare for the redesign of reward programs. On this note, Fisehaye and Teclehaymanot, (2023), stated that taking the millennial and the Gen-Z as the foundation of the future personnel, knowing how they perceive work-life balance, job purpose, and social responsibility becomes vital. Gradually, updating rewards to meet such emerging requirements can improve Tesco’s capacity to acquire and motivate the best talents competitively and effectively in the long run in response to similar needs. The main idea is to have an open attitude to annual reward innovations. 
Comparing the reward systems of Tesco with those of other companies such as Sainsbury and Tesco, the reward systems of the companies are different.  Tesco follows its business strategy and rewards system to motivate employees in the workplace. The organisation follows simple and sustainable business practices that develop the organisational performance. It helps to increase the employee performance and engagement with the company. On the other hand, Sainsbury offers various benefits and opportunities to the employees and motivates them in the workplace. The retail market supports the employees in several factors, such as health and finances, to develop their well-being. Also, Asda has followed its rewards and recognition scheme to provide opportunities to employees and motivate them to increase their skills. 
[bookmark: _Toc169273180]2.2.4 Probable recommendations for the development of the reward system of Tesco
Based on the comparison drawn between the reward system of Tesco, Sainsbury, and Asda and an extensive study about the impact it has on the performance of the employees in each company, different aspects can be overviewed by Tesco for developing the appreciation and recognition system that it has used for a long time. According to Paais and Pattiruhu (2020), getting employees motivated improves their dedication to the work, which in turn fosters a healthy work culture in the organisation. Supporting this statement, Kuswati (2020) claimed that motivated employees create a surrounding of trust and positivity, which increases the productivity and profitability of the company. Thus, to develop the already incorporated reward system of the company, Tesco may consider the following steps:

Enhance the opportunities for career development and growth:
Though Tesco provides training and growth initiatives, there is scope for development in terms of availing better-organised career improvement roadmaps for employees in all company sectors. This can include infusing training programs, leadership-enhancing skill classes, and creating well-stated norms for promotions and marketing movements within the company(Nuriman, 2021). By following the method of investing in retaining talent, Tesco can not only keep the talent it already has onboarded, but it can also ensure seamless hiring of better talents and establish better company policies for a sustainable run. 
Strengthening the connection between reward and performance: 
Tesco's bonus scheme based on employee performance is appreciable. Still, there remains an opportunity to create advanced measures to link a worker's and the company's performance calculation and the bonus given. This may revolve around examining and redefining the methods utilised to analyse employee performance. This is required to make sure that the performance of the worker is aligned with the aims and objectives of the core policies of the company. By adjusting rewards more intrinsically with detectable performance matrices, Tesco can reinstall an organisational environment of responsibility and give proper rewards to employees to seek desired excellence regularly.
Mapping the market and adopting the best available policies: 
Tesco, though a leading retail giant, can always seek improvement by examining the policies of its competitors and other leading retail companies to understand the staff satisfaction and retention policies in those companies. This may include analysing the incentive process, work schedule, leave, and compensation policies enjoyed by workers in other companies. Tesco may also track the porcess utilised by others to ensure that the employees stay updated in every aspect of the market and keep ahead of its competitors by ensuring a healthy and competitive work environment.
It is crucial to point out that on the technological aspect, there is a lot of potential for using digital tools, analytics and AI and ML in general to improve reward programs. For example, using gamification apps for performance monitoring and goal setting and also regular reinforcement in the form of micro rewards will bring a playful spirit (Wang, 2023). Likewise, the use of people analytics in the context of personalizing ways of working such as pay, role assignments, and career paths based on learned patterns can make the best use of reward spend. Besides, there is the idea for Tesco to develop a more comprehensive reward system going beyond the organizational environment. For instance, formulating cooperation with third-price sellers for providing affordable purchasing, travelling, or entertaining or learning experiences as motivators. This expands the number of incentives while containing expenses in ways yielded by the rules of the ecosystem economy. Hence, the proposed omni-rewards approach of merging the work and life domains of rewards may be beneficial in their ability to increase perceptions of reward richness and, therefore, performance improvement. By following the steps that have been discussed, Tesco can ensure that its reward policies have been updated with the growing market trends and that the employees do not feel left out or underrepresented in the company. 
[bookmark: _Toc169273181]2.2.5 Importance of employee feedback
Employee feedback has been playing an important role to shape and improve the effectiveness of the reward system of the organisation. According to the opinions given (Chiang & Birtch, 2014), employee feedback has provided valuable insights into different types of rewards and recognition that are motivating employees. This has been accurate in tailoring the reward system that can meet the different preferences of the employees. Agreeing with this, as per the opinions given by (Tekieli et al., 2018), when employees feel that their voices are being heard, then they feel valued, and they feel encouraged that there is a sense of engagement and satisfaction among them and their organisation. When the reward system gets designed as per employee feedback then, it can be applicable to boost morale and motivation. However, as per the opinions given (Festing & Tekieli, 2018), feedback has helped identify gaps and shortcomings that take place in the existing reward system. Employees may highlight the areas wherein; the reward systems have not been effective, or they have been inconsistent. This is an essential step to understand what motivates the employees which is helpful for the organisation to design the reward systems accordingly to incentivise the behaviours of an employee. By listening to the employee feedback and acting upon it can portray how an organisation values the opinions and perspectives given by the employees. This has been fostering loyalty among the employee base and it also has been reducing the turnover rates of the firm. In today’s competitive time, every skilled employee looks after different opportunities and also ensures that great opportunities are served by the organisation daily. Hence, it has become essential for the organisation to work with a structured feedback program that can help in understanding different factors that motivate the employees. This can only help in designing a solid reward structure that can be responsive to the differing employee needs and changing business objectives as well. According to the Opinion given (Chiang & Birtch, 2014), organisations that actively seek and act upon employee feedback demonstrate the values of the firm towards the opinions given by the employees. This has been boosting employee satisfaction levels effectively. The employees are most likely to be stuck around the organisation where feedback is heard and acted upon. This is a major requirement of the MNC to work with in today’s competitive time. In contrast, as per the opinions highlighted by (Festing & Tekieli, 2018), there are many organisations in today’s time that claim that they value feedback given by the employees, however, actually don’t even consider that feedback. Despite working with the feedback, employers believe in staying with their existing policies and reward structures only. Employees tend to stay with the organisation for a long time due to the limited job opportunities. However, genuine satisfaction is not available in today’s time due to employers being ignorant about concerns highlighted by their employees.
[bookmark: _Toc169273182]2.2.6 Productivity and reward system
The reward systems acknowledge and appreciate the hard work shown by the employees. According to the opinions stated by (Tekieli et al., 2018), rewards have helped sustain high levels of motivation, engagement and performance in the organisation. In organisations like Tesco or Marks & Spencer, it is necessary to encourage employees to maintain and exceed their productivity levels. Consistent rewards have been helpful for the employees to maintain their well-being even during high-pressure requirements of clients, high productivity needs or organisational burnout. However, in contrast, as per the opinions given by (McWha-Hermann et al., 2022), it is believed that the organisation’s reward systems have been contributing towards a positive working environment and job satisfaction. In reality, the excessive focus made towards rewards can lead towards a culture of entitlement and dependency. Instead of hosting a sense of belonging in the organisation, there are possibilities that the reward system divides employees and team members to be a part of the competition and be willing to win an unintentional and unfair race.

According to the opinions given (Swoboda & Batton, 2020), reward systems have contributed towards a positive work environment and job morale. This has been leading towards high job satisfaction and enabling a strong sense of belonging in the organisation. However, in contrast, as per (Chiang & Birtch, 2014), a reliance on the reward system to enable a positive work environment can backfire for a few organisations. If major multinational players like Tesco and Marks and Spencer over-emphasise rewards of structure, then the employees can be motivated by rewards only and not anything else. This can create an urge in the employees to win those rewards without feeling satisfied fully. Such conditions can lead towards a culture of competition and individualism rather than a teamwork environment. At the same time, as per the opinions given by, when few employees run towards rewards and other employees realise that they cannot achieve those rewards by any chance, then they can be in less stress and just work towards the maintaining. productivity level. They would think that they can't attain those rewards and the ones who can achieve it are already winning.
[bookmark: _Toc169273183]2.3 Conceptual Framework  
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[bookmark: _Toc169219401]Figure 6: Conceptual framework
Source: (Self-made)
[bookmark: _Toc169273184]2.4 Literature Gap 
Although the most important areas related to employee performance, organizational development, and rewards systems have been reviewed, there is always an opportunity to analyse the existing literature based on the selected thematic components more thoroughly. One such theme is the organisational culture's impact on determinants of rewards' effectiveness. The cultures of the two companies, as claimed by Alhmoud and Rjoub (2020), can be vastly different and consequently, the perception and value attached to rewards differ in light of the cultures. It is possible to discover more about the culture-rewards relationship and how to devise more specific reward approaches in the next exploration. This means that there is a need to undertake more research on another theme which is the psychological and behavioural effects of rewards. Regarding motivation the literature already explores the subject, however, considering the different types of motivation and its impact on the psychological level, on the mentality and actions of people. Their performance, in terms of tangible and intangible incentives, as well as monetary and non-monetary motivation might be possible to develop useful insights. This links with factors like intrinsic and extrinsic motives that are central to performance sustainability. In this respect, the literature could use more quantitative works that directly connect specific reward practices to productivity, sales, quality etc. It has been stated by Hajiali et al. (2022) that there must be correlations and regression of reward practices and their effects to provide a more scientific basis for structuring highly effective reward programs. Furthermore, there is a lack of research on the work by characteristics by nature of work concerning moderating the rewards-performance relationship. It must be noted that rewards could also have varying effects based on the type and level of the job, the field where it is being implemented, and the surroundings in which it is being used. Looking into that pattern can help avoid assumptions that may lead to the implementation of general reward system structures across organisations. However, employees’ motivation to work harder and perform excellently to earn the rewards can be eliminated if the latter is perceived to be biased or arbitrary. They refer to this as the ‘legitimacy’ aspect of reward management and this requires attention. The pursuit of the aforementioned themes will enable future research to advance a more comprehensive, contextually founded and evidence-based view of the rewarding-performance interaction in organizations. This can turn reward management from a mere administrative exercise to an organizational tool that fosters sustainable high performance. 
[bookmark: _Toc169273185]2.5 Chapter Summary
[bookmark: _heading=h.2xcytpi]This chapter provides the various themes that relate to the reward system of Tesco in the UK. It explores the reward system of Tesco, which is the leading retail market, and increases employee engagement with the brand. This chapter compares the reward system of retail markets such as Sainsbury, and Asda with Tesco's reward system that affects the employees within the company.  It illustrates the important aspect of the organisational performance ad and business strategy of Tesco.  This chapter provides a conceptual framework and addresses gaps in the research paper. 
[bookmark: _heading=h.1ci93xb]

[bookmark: _Toc169273186]Chapter 3: Methodology 
[bookmark: _Toc169273187]3.1 Chapter Overview 
This chapter will follow the methods of research philosophy, design, and approaches to collect the relevant information on the research topic. The study will apply both primary and secondary methods to understand the relation between rewards and performance of the company. This chapter will use various methods to develop the content and gather related data and information for the research study. Tesco is the leading retail supermarket in the UK that delivers fresh and high-quality products and services to its customers. This chapter will follow the various techniques for researching and gathering relevant data for the research topic. It is crucial to point out that on the technological aspect, there is a lot of potential for using digital tools, analytics and AI and ML in general to improve reward programs. For example, using gamification apps for performance monitoring and goal setting and also regular reinforcement in the form of micro rewards will bring a playful spirit (Wang, 2023). Likewise, the use of people analytics in the context of personalizing ways of working such as pay, role assignments, and career paths based on learned patterns can make the best use of reward spend. Besides, there is the idea for Tesco to develop a more comprehensive reward system going beyond the organizational environment. For instance, formulating cooperation with third-price sellers for providing affordable purchasing, travelling, or entertaining or learning experiences as motivators. This expands the number of incentives while containing expenses in ways yielded by the rules of the ecosystem economy. Hence, the proposed omni-rewards approach of merging the work and life domains of rewards may be beneficial in their ability to increase perceptions of reward richness and, therefore, performance improvement.
[bookmark: _Toc169273188]3.2 Research Philosophy 
Research philosophy refers to the assumptions and set of beliefs to develop the research content. The study has followed the interpretivism philosophy to align with the research topic. This is the sociological method that analyses the values and beliefs of a research paper. This specific philosophy provides human knowledge and subjective experience that helps to understand the phenomena of the study. In this regard, Alharahsheh and Pius (2020) depict that this method depends on detailed responses and focuses on the responses collectively. However, sometimes, this philosophy is unreliable and can create difficulties for the researcher.  In this philosophy strategy, the data is mostly affected by personal values and viewpoints. Utilising this research philosophy would help to gather the necessary data and information related to the study. This philosophy allowed the researcher to examine the values and beliefs that align with the research topic. 
The interpretive paradigm enables the researcher to get a lens view of the participant’s worlds where the meanings and experiences of such participants are recognized and incorporated (Junjie and Yingxin, 2022). Through such consideration, the study’s empathetic positionality will enhance the understanding of how employees can attach different significances to Tesco’s reward practices and subsequent performance. This contextual knowledge can uncover such valuable sets of the culture that might be ignored when following strictly the respective, more standardized philosophical premises. 
Interpretivism research approach has been useful for this study, as it has been valuing deep and asserted understanding about the experiences held by the participants related to the reward system of Tesco towards employees and their performance (MOHAJAN, 2018). This research approach undertakes subjective meanings and experiences to provide a deep and deeper understanding of the subject matter. Under this research approach, there can be flexibility and adaptability undertaken to allow the exploration of new themes and directions as per themes which get merged during the study. This research approach is well suited for complex social phenomena as it is applicable for analysing the interconnectedness of different factors within the specific context. This approach has been applied to value the perspectives and experiences held by the participants and allow them to explain their viewpoints effectively.

[bookmark: _Toc169273189]3.3 Research Design
A research design is a method for answering research questions by applying empirical data.  This design is the overall strategy that guides the researcher in merging the different elements of the study. This design addresses the research problem of the study. It would follow an explanatory research design to extensively explain the depth of the paper. Through this design, it explores the limited information of the research study. This particular design helps the researcher to increase knowledge and understanding of the research topic. Through this design, it enabled the gathering of data about employee engagement and the rewarding system of the organisation. It has some barriers to data interpretation and analysis. This design allowed the study to inspect the trends and patterns for further conduct of the paper. 
Due to the nature of explanatory research design, the systematic exploration of not only the existence of a positive correlation between rewards and performance but more importantly, the rationale and process involved in the relationship is made possible (Wipulanusat et al.2020).  As a result of the explanatory mode of investigation, the study can advance from establishing correlational relationships to understanding the contextual factors, sources, and processes by which rewards affect the motivation of target employee behaviours and the resultant outcomes. Exploratory research design is applicable for is research study for discussing the unrecognised factors, relationships and trends within the data. This is particularly applicable where prior research exists and where there is a requirement to have an analysis made on the complex phenomena. With this research design, there can be flexibility undertaken in the study to ensure that undetermined hypotheses or rigid methodologies are not confided. This allows having investigation of new data and insights accurately as they take place (Chatley, 2022). There is an open-ended nature undertaken by exploratory research design which encourages enabling creative thinking approaches and the generation of innovative ideas at the same time. This is particularly valuable in dynamic fields where traditional approaches do not work effectively.
[bookmark: _Toc169273190]3.4 Research Approach 
A research approach is a strategy for guiding the study to improve the content of the paper. An inductive approach is used to collect the important data for the study. On this note, Wardani and Kusuma (2020), depict that this method is applied to find data, address patterns, and organise a framework based on the research topic. It enables the emergence of theories from observed proof for approaches.  This specific research may not provide applicable results and cause challenges in interpreting the data. It provides high-quality and detailed data to improve the content of the research study. This approach shows the improvement of new research questions and findings. It enabled to find the aligned data about the staff’s loyalty to Tesco. 
The strength of using an inductive approach is that this approach recognizes new, original field observations and research findings regarding rewards and performance management that can question or expand the existing theoretical assumptions (Varpio et al. 2020). Thus, by being open to the emergent patterns and themes from the data, the study can discover the unknown, overlooked or under-theorized detail, condition or perspective useful for enriching the academic discussion surrounding this phenomenon. Inductive research has been focused on deriving theories and patterns from the data. In this research paper, this research approach has helped in identifying the different patterns seen in the reward system and how they impact employees' satisfaction levels at Tesco. This research approach has helped in working with open exploration of the research topic without having any preconceived hypothesis. This has enabled the generation of new theories as per the observed patterns. This has been useful to undertake exploratory research where existing theories could be limited. This has provided rich and detailed insights about the research topic, which has helped in working with a deeper understanding about the complex phenomena (MOHAJAN, 2018). With this research approach, the findings have been grounded in empirical data and outcomes have been more credible and valid. This has been well suited to exploratory studies that aim towards exploring new areas. This has helped in analysing complex phenomena in an in-depth manner as well.
[bookmark: _Toc169273191]3.5 Data Collection
In this research paper, there has been an involvement made of qualitative research methodology. This methodology works towards seeking out an understanding of phenomena by exploring the perceptions, experiences and interactions held by the individuals. This methodology is categorised by collecting non-numerical data like images or objects to analyse them and uncover patterns and themes. This applies to undertaking in-depth analysis towards formulating a rich and detailed understanding of the reward system which is available at Tesco. This research methodology has been chosen in this research paper to provide adaptive and active processes where data collection and analysis can be involved. This has generated a detailed and rich understanding to capture vivid insights about the phenomena (Chatley, 2022). This methodology has emphasised the perspectives and voices of the participants to ensure that their perspectives are being heard. This methodology has been applicable to conduct primary as well as secondary data collection approaches in this research paper. With the feasibility of this research methodology, it was easier to have semi-structured interview sessions conducted by the employees and managers of Tesco to analyse how they feel about the reward system. The research methodology has helped reveal issues and insights that have not been apparent by quantitative research methods. This methodology has provided insights about the reward system that operates at Tesco and undertaken an analysis of the broader organisation and cultural factors. On the other hand, for the secondary data collection approaches, this methodology has helped in reviewing different documents of the organisation available online and different peer-reviewed articles as well to analyse policies and design flow of the reward structure followed at Tesco. This has been helpful to undertake non-numerical analysis on different case studies available online.

In this methodology chapter, data collection is an essential factor in collecting and analyse the relevant data for the research paper. For conducting a research paper, primary and secondary data enable the researcher to collect information from relevant sources. This study used both primary and secondary data collection to understand the reward system of the Tesco. This applied the qualitative data and online interview process to gather data about the research topic. The study followed the annual reports of Tesco, academic journals, and various articles from Google Scholar that provide essential data for the research topic. On the other hand, Rahman (2020) depicts that primary research is expensive, and it takes time to collect the data on the research topic. The study has analysed the human resources strategies of Tesco and evaluated the data that aligns with the research topic. The online interview will be conducted to gather the data based on qualitative data. 
To increase the credibility and dependability of the collected primary qualitative data, data source triangulation will be employed. Apart from interviews, this study is also proposing to employ observations of the workplaces where the study subjects are located, review of records and archives of the organizations related to the reward policies, and informal conversations with all the members of the Tesco organizations across the organizational hierarchy. By using multiple methods of collecting data, credibility is fortified and makes cross-checking and more profound significant sense.
The primary data collection approach has been applicable for this research study as it has ensured higher relevance and applicability to the objectives of the study. This approach has provided full control over how data is collected and allowed in having maximised accuracy. This research approach has reflected the latest trends, behaviour, and conditions related to the reward systems of Tesco. On the other hand, the secondary collection approach has been cost-effective for this research paper. It has been less expensive than the primary data collection approach and it has utilised existing sources effectively. This has provided a better analysis on the reward system that is being followed at Tesco and undertaking analysis on the latest years. The secondary data collection approach has been applicable in accessing quickly and saving time compared to the process of the primary data collection approach. This approach has undertaken insights about the trends and changes that have taken place over the last few years and highlighted major challenges associated with the rewards structure of Tesco, which have been impacting employee performance and satisfaction.
[bookmark: _Toc169273192]3.6 Data Analysis
Data analysis is the method of investigating and interpreting data useful for the research study.  It applied the thematic analysis based on the qualitative data. This analysis applied to the primary data collection method and identified the common factors related to the research topic. This analysis helped to find the employee performance and incentive system of Tesco. The organisation increases its employee engagement and provides various services to them to build a strong relationship with the company. However, this thematic analysis affects the responses of the subject and impacts the quality of the paper. 
The fact of using thematic analysis means that it has a dynamic and iterative character, which in practice allows the researcher to update and adjust the identified themes, as well as reorder them based on new findings resulting from further data saturation. This is a nice fit as the systematic structure of this process corresponds well with the very exploratory nature of the research aims of documenting the nuanced meanings and the lived realities of reward practices at Tesco. Besides, thematic analysis helps to apply in the investigation of the roles of the organizational, social and cultural contexts on the performance-reward relationship. Thematic data analysis applies to qualitative research methodology as it helps in undertaking and reporting patterns within the data. This thematic approach has helped generate initial codes and patterns from the transcripts of interviews. This has highlighted significant phrases and assigned labels that can capture the essence of the responses. This approach has grouped similar quotes for undertaking themes that can reflect key patterns in the data. This approach has refined themes by checking them against the dataset. This has been used to accurately represent the perspective shared by the participants (MOHAJAN, 2018). On the other hand, the thematic data analysis approach has undertaken the formation of themes by undergoing different documents like company policies, peer-reviewed reports, journal articles, etc. that are available on the online portals. There have been different steps undertaken for analysing secondary data as well to ensure working with similar codes that can lead towards theme formation as well.
[bookmark: _Toc169273193]3.7 Data sampling
In this aspect, the study applied purposive sampling that helped to gather data from online sources and also through an interview process. In this study, there were five participants and seven questions, and their responses helped to collect the data that related to the research topic. The questions are based on the reward system of Tesco and the best practices of the retail market in the UK. This sampling helped to collect the different responses from the participants and provide the essential information that relates to the research topic. 
On account of addressing this problem, a purposive, maximum variation sampling technique will be used to identify the participants. This involves purposely choosing subjects with demographic characteristics that vary by job function, organizational level, gender, age, and so on (Stratton, 2021).  Such a purposive sampling approach eliminates common perceptual bias originating from respondent sources and provides a more objective picture of the reward system’s effectiveness and influence on performance at Tesco. 
[bookmark: _Toc169273194]3.8 Ethical Consideration
Ethical deliberations remain the basis of value-based research, providing the foundation of integrity, fairness, and individual protection. Where the study case explored the performance against rewards at Tesco, which is considerably integral to the research validity and prevents the misrepresentation of the findings. In this study, the principle of informed consent, one of the important ethical concepts, is under the scanner. Putting together the study participants, whether they would be the employees, stakeholders, or any other pertinent party, will be able to get clear and substantial information about the purpose of the study, steps to take, risks that might be determined, and possible benefits. During recruitment, they are informed about their rights to voluntarily participate in the study and what they should expect.
Confidentiality is the paramount ethical point of concern. Participants' privacy and anonymity are also guaranteed in accordance with the measures that are in place to ensure that no confidential information is shared during the research procedure. Besides that, striving to reduce the probability of harm or discomfort to participants is also on the agenda wherever possible. Researchers are quick to make sure that potential harms are reduced and that the greatest interest of the participants is given primacy all the time. Transparency and integrity are critical throughout the study. Integrity and transparency are displayed in the way the study is carried out and in how the researchers show honesty, openness, and fairness in their interactions with the participants and in reporting their research findings.
[bookmark: _Toc169273195]3.9 Limitation 
While conducting the research by using the most thorough designs and execution, it is imperative to recognise some limitations which might lead to the inadequacy and limited generalizability, of the study. The sampling size and the representativeness of the will introduce a risk of an issue. In pursuance of diversity among participants, the exactness of the conclusions will not match the general population of Tesco workers and stakeholders, who might have complexities and variations that may need to be discovered. The concern here is how this limitation can lead to situations where the results of the study will not be entirely suitable for use in other situations or among other population groups. The additional point is to acknowledge that subjective interpretations might entail biases in the research approach of an interpretive philosophy. 
Participants may be ascribed to their core values and beliefs, which may end up influencing the validity and reliability of the data obtained. Furthermore, other issues apart from the researcher have an impact on the research, such as organisational changes and economic fluctuations; the research might be influenced by these. These contextual complicated issues, such as variables, may confound the investigation of the relationship between performance and rewards; hence, it may put the study in the ambiguous situation of drawing direct conclusions. Besides, the study rigorously employs the research methods and transparently reports which make sure it be the deep insights digging into the performance and rewards linked with the organisational context of Tesco.
[bookmark: _Toc169273196]3.10 Chapter Summary
In this section of this paper, it clarifies the research methodology used to study the link between rewards and performance at Tesco. In the light of adhering to the interpretive research philosophy, explanatory research design, and utilising the inductive research approach, the research is poised to deconstruct the intricacies of the given research topics. The study employs various research methods for both primary and secondary data collection: qualitative interviews, and literature review are used to create rich and qualitative data on the Tesco reward system and its employees' implications. Yet, the study has some drawbacks and limitations, such as reduced sample size and the chance of bias. Nonetheless, the project vows to have legislation on ethical issues and remain transparent. Although such limitations might arise, the study involves using stringent methodologies, which are meant to produce resultant data for the existing research of performance management and organisational behaviour.


[bookmark: _Toc169273197]Chapter 4: Finding and discussion 
[bookmark: _Toc169273198]4.1 Introduction
The 4th chapter of the study, findings and discussion has represented an extensive analysis on the data gathered from interview sessions regarding the reward system of Tesco. There has been a thematic analysis approach chosen in the study to understand the reward system of the Tesco and analyse the interview transcript. The findings will shed light on the importance of the well-structured reward system followed at Tesco that has been fostering employee performance and motivation.

[bookmark: _Toc169273199]4.2 Thematic analysis 
[bookmark: _heading=h.kgcv8k][bookmark: _Toc169273200]4.2.1 Codes and Patterns Analysis 
Below is a thematic analysis table, which highlights how different codes, patterns and themes have been highlighted from the interview sessions that have been undertaken by the employees of Tesco.
 
	Codes and patterns

	Themes

	Objective alignment

	Research question alignment 
	Expected analysis 

	Reward system of Tesco, Reward system, reward system and employee performance, reward and employee performance
	The reward system of Tesco – employee performance
	Objective 1
	RQ 1
	Under this theme, there is going to be an evaluation made of the efficacy shared by the reward system of Tesco. This is going to be undertaken by evaluating how the reward system is applicable to employee performance. 

	Reward system, recommendations, suggestions for reward systems, improvements, and reward systems of Tesco
	Recommendations for a reward system
	Objective 2
	RQ 2
	Under this theme, there is going to be an understanding made on how further recommendations can be provided to amplify the reward systems available at Tesco. 

	Reward system and employee motivation, motivated employees, and reward systems, components of reward system
	Tesco’s reward system and employee motivation
	Objective 3
	RQ 3
	Under this theme, there is going to be understanding of the different components of Tesco and reward systems that have been influencing employee motivation in the retail sector. 

	Reward systems and Tesco, significant players in the retail industry, Tesco reward system, competitors of the retail sector
	Practices of reward system in the retail sector
	Objective 4
	RQ 4
	Under this theme, there is going to be an analysis made on the reward system of Tesco by comparing the practices with other industrial players.


 
[bookmark: _Toc169219402]Table 1: Codes and patterns analysis thematic table
(Source: Self-created)

The above list is a table which has highlights how there is a connection between the codes and patterns. In the first column, there are different patterns and codes highlighted and accordingly, in the second column, there is a specification of how those codes are aligned with the particular theme. In the third and 4th sections, there are objectives and research question alignment have been, highlighted respectively. In the last column, there are details highlighted about what can be expected from each of the themes.
 
[bookmark: _heading=h.34g0dwd][bookmark: _Toc169273201]4.2.2 Interview Question Analysis 
The table has highlighted how the different themes that have been evaluated from the above table are connected with the questions. The interview questions that have been used in the interview session have been numbered below to highlight which theme is going to cover which interview questions and analysis in the further subjects.
	Theme

	Interview question alignment 


	Theme 1 - Reward system of Tesco – employee performance
	1, 2, 3

	Theme 2 - Recommendations for a reward system
	4, 5, 7

	Theme 3 - Tesco’s reward system and employee motivation
	6, 8, 9

	Theme 4 - Practices of reward system in the retail sector 
	10, 11, 12


 
[bookmark: _Toc169219403]Table 2: Interview questions analysis thematic table
(Source: Self-created)
 
[bookmark: _Toc169273202]4.3 Findings and Discussion 
[bookmark: _Toc169273203]4.3.1 Reward system of Tesco – employee performance
From the interview sessions, it has been understood that the reward system of Tesco has been working towards enhancing employee performance by providing transparency. Due to transparency, there is a clear idea about bonuses, recognition programs, and various incentives that are given to motivate and encourage employees to strive for excellence in their roles. The interviews have highlighted that there is a recognised rewarding structure provided for hyper performance which brings in a culture of achievement and continuous improvement among the workforces. 
As per interviewee 6, “Compensation is adjusted by the reward system of Tesco based on position levels where higher salaries, perks and bonuses are offered for executives and managers through which increased contributions and responsibility are reflected” 
From the above response, it has been understood that executives and managers at Tesco have been receiving competitive salaries that reflect their critical roles in the organisation. These compensation programs are given as per performance-based increments through annual salary reviews to reward the contributions made by the employees (Alegbejo, 2013). This has been encouraging continuous improvement and high performance. Executives who have been working with comprehensive benefit packages are applicable to provide better financial security for long-term commitment to the organisation (Meng, 2024). The interviewees have highlighted that the additional benefits such as travel allowances or healthcare programs have improved job satisfaction and brought better performance criteria.

As per interviewee 10, “A goal-driven reward system has been seamlessly integrating with the employee and company-wide environment to promote alignment towards organisational objectives and fostering teamwork”.
 
From the above response, it has been understood that Tesco has established clear performance metrics that have aligned with the individual goals and strategic objectives of the company. Employees understand how their contributions have a direct impact on the overall organisation (Guo & Wang, 2019). Regular objective setting and performance reviews have been held at Tesco and they have been ensuring employees remain focused on their priorities. The interviews have highlighted that Tesco has incorporated team-based incentives to encourage collaboration and collective achievement. This brings in better responsibility among the employees and also facilitates better performance betterment programs.
 
As per interviewee 12, “There is a differentiation seen in the compensation structure of Tesco as the firm has been offering advanced opportunities, training programs and career development resources to the employees at every level”.
 
From the interview sessions, it has been understood that Tesco has been providing internal mobility programs to employees to move across different roles and departments. This differentiation and the compensation structure have advanced better opportunities (LI et al., 2023). Tesco has also been providing structured training facilities to tailor employees to work with different roles and career stages. These programs have covered a wide range of skills that apply to foster opportunities for leadership and communication among the employees. This has been providing commitment towards learning and development opportunities in their compensation structures. With this, a culture of continuous improvement and learning has been fostered (Pajni et al., 2022). The interviews have highlighted that this culture encourages the employees to take up initiatives and seeking out opportunities for further growth.
 
[bookmark: _Toc169273204]4.3.2 Recommendations for reward system
As per the analysis made of the interview responses, it has been understood that there should be better health and wellness programs provided in the reward structure of Tesco. There can be promotion of balance and flexible working hours or flexibility of work-from-home options to support mental health issues or sickness of the employees (Singh et al., 2021). These conditions can help in working with flexible approaches to bring in comfort and managing the personal life as well of an employee.
 
As per interviewee 9, “To be responsive to the industrial changes, Tesco’s reward system can emphasise flexibility and offering diversity incentives like wellness programmes”
 
As per the above response, it has been understood that there can be implementation made of the targeted incentive programs for different employees. The targeted programs can help each demographic group of the employees to work with best practices. For example, for parents, there can be childcare support introduced or sabbatical opportunities available where they can use these facilities as per the situation of an hour. Whereas, for young professionals, there can be discounts and offers provided of renowned brands. On the other hand, the interviews have also highlighted that there can be expansion of programs to improve mental health support and holistic health initiatives. There can be participation made by offering rewards to work with wellness retreats or mindfulness applications to strengthen career development as well as personal health enhancement opportunities.
 
As per interviewee 7, “Tesco reward structure needs to be evolved from traditional to modern practises to support innovative benefits to retain talent”.
 
As per the above response, it has been understood that Tesco’s rewards structure requires movement from annual performance to more frequent quarterly or monthly check-ins. This can allow timely feedback and alignment of customised performance metrics as per individual roles and departments. These strategies can ensure relevant and meaningful contributions by each employee. There can be the introduction of 360° feedback systems where employees can receive performance evaluations from peers and subordinates (Alegbejo, 2013). Such holistic approaches can provide extensive view of the performance of an employees and further areas of improvement. The interviews have also highlighted that predictive analytics can be undertaken to identify trends and patterns in employee performance (Guo & Wang, 2019). This can be helpful to address the potential issues of Tesco’s reward programs to meet the changes and requirements of the employees.
 
As per interviewee 4, “The reward scheme which is followed at Tesco has a remuneration system which plays a central role that is complimented by performance incentives and employee benefits, discounts or healthcare policies.”
 
As per the above interview response, it has been understood that there can be a recommendation made of performance-based bonus system for employees to reward the employees for achieving specific performance targets. This can provide clarity for higher performance and also ensure continues improvement in the areas that are not exceptionally accurate as per the job (Kim et al., 2018). An expansion of recognition programs can include no monetary rewards like certificates or public acknowledgements to celebrate achievements at regular intervals. The interviewees have also highlighted that there can be enhanced family-friendly policies available at Tesco (Aiello et al., 2020). There can be promotions made of parental leave, childcare assistance or adoption assistance programs provided by Tesco for supporting employees. In today’s dynamic and evolving environment, there are vivid needs of the employees and caregiving responsibilities as well. This requires introducing accurate financial wellness programs that can cater for the needs effectively (Singh et al., 2021).
 
[bookmark: _Toc169273205]4.3.3 Tesco’s reward system and employee motivation
As per the interview sessions, Tesco has been offering competitive salaries and bonuses that have provided financial security and recognition for the contributions made by the employees. The reward has been serving as a motivator for the employees to perform well.
 
As per interviewee 1, “Tesco can have incorporation of customer feedback systems, manager evaluation and self-assessment for gaining deeper insights about employee performance and development.”
 
From the above response, it has been understood that there can be incorporation of customer feedback into performance evaluation and recognition programs. This can acknowledge employees for delivering excellent customer service. Positive feedback from the customers can be helpful to boost employee morale and motivation. On the other hand, the performance management systems of Tesco can include management evaluation and self-assessment (Alegbejo, 2013). This provides employees with feedback on their performance and areas of improvement. This feedback loop can promote continuous learning and development opportunities among the employees which can enhance their motivation and engagement levels.
 
As per interviewee 3, “Tesco should incorporate qualitative feedback mechanisms analysis wherein it can monitor exit interviews and suggestion boxes to understand concerns of the employees which led them to leave the organisation. This can help in identifying different opportunities for organisational growth.”
 
From the above response, it has been understood that there can be exit interviews taken from the employees. There can also be feedback taken in suggestion boxes. This can demonstrate the commitment of the company to listen and address employee concerns (Aiello et al., 2020). This can highlight the problems available at Tesco and give a better understanding of how those problems can be sorted. This feedback can help Tesco understand the barriers and gaps seen in the reward system due to which, employee motivation cannot be established (Chatley, 2019). This can help Tesco in working with accurate steps that can understand how further contribution can be made towards areas of improvement related to management practises, work culture, and job satisfaction by introducing different policies and facilities.
[bookmark: _heading=h.3hv69ve] 4.3.4 Practices of reward system in the retail sector
The interviewees have highlighted that Tesco has been providing performance-based bonuses, and incentives to the employees as per achieving sales, targets and other key performance indicators. The other competitors of the retail industry like Walmart have been providing performance bonuses to the employees for meeting or exceeding their performance expectations (Smith, 2023).
 
As per interviewee 7, “Tesco has taken up a proactive and supportive approach, which encourages the employees to take ownership of their performance and seek assistance wherever needed. This has resulted in a culture of continuous feedback for enhancing the effectiveness of an individual as well as an organisation.”
 
From the above response, it has been understood that Tesco has been offering performance, bonuses and incentives that are tied with individual and team performance matrices. On the other hand, competitors like Walmart in the retail sector have provided elevated importance towards the key performance indicators to drive sales growth (Tian, 2021). The interview sessions have also highlighted that Tesco has been working with recognition programmes to acknowledge and reward employees for their contribution. This is being done by monetary rewards of public recognition. However, competitors like Costco have been providing “The Employee of the Month” recognition programs for outstanding employee performance. This has helped in providing better feasibility to the employees and boosting their satisfaction levels. However, such recognition programs are not available at Tesco, which requires thorough improvement.
 
As per interviewee 1, “I have seen Tesco follow a unique pathway of working with performance issues where there is an involvement of informal discussion between employees and their managers. This has helped identify its various areas of improvement”
 
From the above response, it has been understood that various practices are followed at Tesco to motivate employees for their exceptional performance. Tesco has been offering flexible work arrangements like part-time schedules and job-sharing options as well to promote personal needs (Fredman, 2021). However, competitors like Starbucks have been providing flexible scheduling options that enhance benefits like healthcare coverage and stock options. This has promoted better work-life balance for the employees (Guo & Wang, 2019). This has highlighted improvements needed in the Tesco reward structure that can work with healthcare coverage and ensure the well-being of the employees is undertaken to promote their resilience and prioritise the employee’s health (Yawson & Yamoah, 2022).
 
[bookmark: _Toc169273206]4.4 Comparison analysis 

Below listed is the comparison analysis that highlights how there are differences seen in the responses given by the interviewees. 

As per the above responses, there is a difference seen in the reward structure of Tesco. As per interview 11, Tesco has a reward system which has been offering bonuses and benefits as per the job position. However, the rewards can be dependent on different levels and positions available in the organisation. This also highlights that the structured approach to reward can be different for various levels of bonuses available for different jobs. However, a completely different response was given by the interviewee 6. As per this interviewee, there is a clear understanding highlighted in the rewards between senior positions and other job roles. Senior roles receive more substantial rewards compared to the one in the junior position. This highlights the hierarchy in the reward structure as per the job roles. However, when compared with the competitor, Sainsbury, the reward structure of Sainsbury provides discounts on shopping items from Sainsbury. There is higher discounted rate provided to the shopping products on special occasions.



There is a difference in the responses given by the two interviewees. As per the response from interviewee 8, the reward system of Tesco is involved with active updates and highlighting how continuous improvement can be undertaken. This highlights that market insights are integrated into the reward system to be attentive to external trends and competitive practices. However, as per interviewee 9, it has been emphasised how the reward system can be dynamic and responsive in the market. This highlights how employee feedback is incorporated to enable the rewards system to work towards personalised aspects and incentives. This has highlighted how individual needs, preferences and overall market trends are also undertaken as effective factors. However, in case of Sainsbury, there is digital access provided to personalise employee rewards. This innovative measure allows an employee to access and manage his benefits and incentive plan through an application.


There are differing responses highlighted by the interviewees. As per interviewee 5, it has been understood that Tesco has been engaging in benchmarking and calibration exercises that align well with the scoring skills and performance ratings in different departments. This highlights how Tesco works towards consistency and fairness in its employee performance. However, as per the response of interviewee 3, Tesco has been working with the performance evaluation process by involving different stakeholders from various departments. This has been valuing the inputs given by the diverse group of stakeholders and ensuring a balanced assessment to be undertaken. The performance evaluation process followed at Sainsbury undertakes evaluation on annual or semi-annual basis where in 360° feedback mechanisms are used to provide feedback to the employees and making them understand about their performance evaluation.


[bookmark: _Toc169273207]4.5 Summary
To summarise, this chapter covered thematic analysis which has highlighted different coded, and patterns derived from the interview transcripts. The interview transcripts have highlighted findings and discussions that have emphasised about the reward systems held at Tesco. Most of the interviewees have highlighted the reward systems that are followed at Tesco have a positive impact on employee performance. This is because of offering competitive salaries and bonuses with promoted transparency and alignment to organisational objectives. However, further objectives are included with working with health and wellness programs wherein, there can be flexible work arrangements and qualitative feedback mechanisms promoted. By comparison with the comparators like Walmart and Starbucks, different areas of improvements of Tesco have also been highlighted wherein, there is a need to work on flexible scheduling that can enhance the employee satisfaction and drive performance even more.


[bookmark: _Toc169273208]Chapter 5: Discussion and Analysis
[bookmark: _Toc169273209]5.1 Introduction
As per the findings evaluated from the interview sessions, below is a detailed description of the analysis and discussion that have been evaluated from those findings. This chapter is based on the same themes that have been evaluated from the above chapter to bring in better clarity and ensure transparency and connection in the overall study.
[bookmark: _Toc169273210]5.2 Discussion
[bookmark: _Toc169273211]5.2.1 Reward system of Tesco – Employee performance
From analysing the interview sessions, it has been understood that the reward system of Tesco has been positively impacting employee performance. This is being done by fostering job satisfaction and alignment of the company’s objectives and employee needs together. This reward system includes incentives, recognition programmes, and career development opportunities that lead towards higher productivity rates as well as motivate the staff members to perform more than their capabilities. The reward system of Tesco differentiates itself in terms of compensation as per job posting and hierarchy, which ensures an equitable reward approach to be given among different organisational levels. In the senior roles, there are higher salary benefits given, while in the junior levels, there are performance-based rewards given to satisfy the employees fully (Hassan, 2022). On the other hand, the interview sessions have also highlighted that there are non-monetary incentives provided in terms of recognition programmes, flexible work arrangements, and leadership opportunities for motivating and acknowledging employees at different levels. Tesco has incorporated a goal-driven reward system with companywide bonus schemes for aligning individual and team achievements as per the organisational targets (Prasetio et al., 2019). This approach has emphasised collective success and also reinforced the importance of achieving company performance. Tesco has been enhancing employee motivation and all-around organisational performance by working with collective engagement approaches (Bombaij & Dekimpe, 2020).
Altogether, Tesco has enhanced its reward system to work with the changing dynamics of the retail industry (Rai et al., 2018). This has undertaken vivid customer needs and attitudes. The integration of career development opportunities has helped to address industrial changes and understand employee expectations. Continuous improvement in the reward system has been helpful for Tesco to maintain the motivated and productive workforce. From analysing the interview sessions, it has been highlighted that Tesco has a goal-driven reward system that has reinforced the significance of collective achievement and engagement in the company-wide bonus schemes (Koetz, 2019). This has been important in enhancing employee motivation and organisational performance at different levels.
[bookmark: _Toc169273212]5.2.2 Recommendations for a reward system
From analysing the different interview responses, it has been understood that Tesco can work with the established feedback reward system where customers get rewards for providing feedback on the products and offering suggestions. This can help in facilitating dedicated feedback systems or email newsletters to work with recognition and transparency (De Giovanni, 2018). On the other hand, the interview sessions have also highlighted that there should be significant focus paid towards the promotion of diversity, equity, and inclusion of the reward system at Tesco. The company should continuously promote diversity and inclusion criteria in the reward policies. There can be a positive environment enabled which provides equal access to rewards for all employees and results in cultural awareness and respect (Ren, 2021). The reward system at Tesco needs to be dynamic in nature and incorporated by personalisation recognition and incentive programs. Such changes in the reward assistance can only be attained when proper feedback is taken from the employees who understand their requirements and how they can be motivated at different levels (Huang et al., 2018). These aspects can bring in a new layer of the reward system at Tesco. The interview sessions have highlighted that Tesco has a requirement to follow transparent criteria in the reward distribution by evaluating different factors like job role, tenure and performance. This can bring in equity and fairness among all the employees which can ensure rewards are allocated accurately and in a righteous manner. From the interview sessions, it has been understood there should be an integrated insight undertaken into the market to introduce innovative recognition mechanisms at Tesco (Xu et al., 2021). This can resonate with the changing dynamics of the industry and also undertake current trends and employee preferences in the reward systems.
The interview sessions have also highlighted that Tesco needs to incorporate 360 feedback assessment from peers and management. There can be an extensive evaluation which can capture a holistic view of employee performance and identify the areas of improvement needed at Tesco. This can foster a culture of improvement and personal development opportunities that can motivate the employees to give their best.
 
[bookmark: _Toc169273213]5.2.3 Tesco’s reward system and employee motivation
The reward system of Tesco has been impacting highly on employee motivation. The reward system includes competitive salary packages, stock options, and performance bonuses that help in attracting and retaining top talent from a retail background. This has been ensuring financial security and recognising high-performance criteria that can be followed at Tesco. Salaries and compensation are accurate at Tesco to meet with basic financial needs of the employees and this allows them to focus towards their roles without any financial stress (Brannen et al., 2020). This has been enhancing the motivation of employees to feel that their contributions are valued and rewarded adequately. Moreover, stock options are aligned with the interest of the employees which fosters a sense of long-term commitment. On the other hand, as per a few of the interviewees, it has been understood that beyond the financial incentives, the reward system of Tesco includes monetary benefits like employee discounts, career advancement opportunities, and recognition programs that ensure that employees feel appreciated and an integral part of the company’s success. Different career advancement opportunities have been motivating the employees to perform better and aspire towards higher roles in the organisation. This has been highlighting their achievements and fostering their self-esteem and motivation (Krummel, 2022). Moreover, employee discounts have been enhancing a sense of belongingness has benefits which are necessary for personal life and growth. The interviewees have stated that there are different goals undertaken by Tesco as an integral part of its performance management strategy. Employees are being encouraged to share their concerns and needs in the feedback sessions on how they want a particular incentive work environment and development opportunities which make them stay on track and adapt to changing circumstances. This approach has been providing clear direction and purpose that aligns with the maintenance of the high level of motivation.
 
[bookmark: _Toc169273214]5.2.4 Practices of reward system in the retail sector
From the interview sessions, it has been understood that Tesco has been fostering a transparent and collaborative performance evaluation process which involves stakeholders coming from different departments and positions. This inclusive approach ensures alignment with all organisational goals and employee satisfaction at every level. The competitors in the retail sector have been maintaining consistency in their performance ratings. The retail competitors believe in following guidelines as an integral part of the performance evaluation process. This has ensured that managers are equipped to conduct fair and accurate assessments. Moreover, there are reviews undertaken across different positions and departments for the alignment of awareness and to ensure that all the evaluations are unbiased in their approach (Li, 2023). Few of the competitors have been providing an accurate and supportive environment in retail where feedback and communication programs can empower employees to set goals and engage in collaborative discussions. This approach has encouraged employees to have an active role in their development and success. The benefits that are associated with Tesco’s reward system consist of competitive options and bonuses that provide a comprehensive incentive package. On the other hand, the benefits that are associated with the competitors in the retail industry consist of formal and informal performance review discussions that are followed by providing greater mentorship and training opportunities. This has fostered a culture of continuous improvement and helping employees better develop skills that can exceed performance expectations. Few of the competitors also believe in setting goals and continuously providing feedback as per the company’s priorities and individual performance. This has resulted in better employee efforts to contribute towards organisational success and fostering a sense of direction.
[bookmark: _Toc169273215]5.3 Summary
To summarise, this chapter has explored the effectiveness and impact of Tesco’s reward system on employee performance, and it has offered insights and recommendations for improvement. The analysis made from the interview sessions have highlighted that the reward system of Tesco includes competitive salaries, performance bonuses, and career development opportunities that can enhance employee motivation and productivity. There are differentiated compensation, monetary benefits and incentives provided in terms of flexible work arrangements and recognition to further enhance job satisfaction levels. However, interview sessions have also recommended Tesco have an established feedback reward system and work with 360 feedback assessments to foster a culture of continuous improvement at Tesco.


[bookmark: _Toc169273216]Chapter 6: Conclusion
To conclude, the reward system enabled at Tesco has been playing a crucial role in enhancing employee performance and organisational effectiveness. The company has been offering competitive packages and balanced incentives which have been encouraging employee motivation and engagement. There are clear policies and procedures available at Tesco that ensure transparency and understanding among the employees. Furthermore, Tesco has emphasised communication and employee involvement in the decision-making procedures and career development opportunities that have contributed towards a positive work environment and organisational success.
 
Altogether, the reward system of Tesco has been playing with key drivers of employee motivation, employee performance, productivity, and organisational effectiveness in the UK retail market. Tesco has been focusing towards simplicity and sustainability measures that help involve employees in the decision-making process and overall success of the retail market. The different competitors of the retail market like Sainsbury and Asda have been providing benefits and incentives. However, the common factor which has been seen among Tesco and its competitors is that all of them prioritise employee motivation and engagement and work with different strategies that can attain the fulfilment of these objectives to the fullest.
 
The study has been based on a primary data collection approach where interview sessions were undertaken with the different employees of Tesco to understand the effectiveness of the reward system and what are the different barriers and inefficiencies involved to recommend better practices to enhance the efficacy of the reward system in the retail sector. For this, there has been an involvement made of thematic analysis which has revealed clear connections between different codes and patterns have identified different themes related to the reward system of Tesco (Murthy K.S, 2019). The vivid themes have been corresponded to the specific aspects of the reward system and how they impact over the employee performance, motivation and industrial practises. The themes have been identified to align with the objectives and research questions of the study. In the same manner, the analysis has demonstrated the connection between the identified themes and questions to address specific aspects of the objectives of the study.
 
As per the insights understood from the interview sessions, it has been apprehended that the reward system has been playing a crucial role in bringing up employee performance, and this is due to transparency and recognition. The well-structured reward system is included with bonuses and incentives that the employees to excel in their own roles. This has also resulted in a culture of achievement and continuous improvement at Tesco. The executives and managers have been receiving competitive salaries that have reflected critical roles and encouraged long-term commitment and performance at Tesco (Murthy K.S, 2019). On top of it, a goal-driven incentive approach is aligned with individual and company-wide objectives that promote teamwork and organisational alignment. This has provided a differentiated compensation structure which has offered advanced opportunities and training programs at different levels, and this has also ensured commitment towards employee development opportunities. The culture of continuous learning has highlighted growth opportunities to contribute effectively to organisational success.
 
From analysing the interview responses, it has been clearly understood that the reward system of Tesco has been beneficial to bring in engagement, and boosted performance levels. There is still a need to improve health and wellness initiatives in the incentive programs for addressing mental health concerns and personal life for the management of the employees. There can be a provision of targeted incentive programs with different employee demographics, employee satisfaction and engagement. It is recommended that these modern practices like quarterly or monthly review check-in can be undertaken by Tesco to provide timely feedback and promote continuous improvement. There can be usage made of predictive analytics for the identification of trends and patterns in employee performance and ensuring that reward system stays relevant and effective as per the industrial norms. On the other hand, the study has evaluated that the reward system of Tesco has been emphasising performance-based bonuses and incentives to work with sales targets and key performance indicators. This has been focused towards fostering a culture of continuous feedback and ownership in the performance. The other competitors like Walmart prioritise key performance indicators for driving sales and growth. Tesco has been utilising recognition programs, but there is a lack of incentives taken up like “Employee of the Year awards” unlike its competitors like Costco or Sainsbury. This has identified its areas of improvement as the company has fallen short compete with competitors to offer extensive benefits like flexible scheduling, work hours, stock options and health coverage accurately for promoting work-life balance. There are few activities included in terms of stock options and healthcare coverage, however, they are not accurately appropriate to enhance employee well-being. For the enhancement of the reward structure at Tesco, it is necessary to include health coverage and prioritise employee health to remain competitive and supportive of employee resilience and satisfaction. From this research paper, it has been understood that the reward system of Tesco has been positively impacting employee motivation by working with competitive salary packages and performance bonuses. These elements have been attracting and retaining top talent which ensures financial security and recognition of higher performance levels. As per financial incentives, Tesco has been offering employee discounts and career advancement opportunities that have brought a sense of belongingness and appreciation among the employees. The career advancement opportunities have been applicable to motivate the employees to aspire towards higher roles and on the other hand, employee discounts enhance the personal life and growth possibilities of an employee.
 
[bookmark: _Toc169273217]6.1 Recommendations
Below listed are the recommendations that can be accurate for Tesco in its reward system.
 
1. There can be implementation made of extensive health and wellness programmes for supporting employee well-being. This can be included with the promotion of work life balance and offering flexible working hours to the employees. This can provide access to the mental health resources and counselling services as well as enhance employee motivation to achieve performance related targets effectively.
2. For the enhancement of mental health support, there can be employment assistance programmes available at Tesco. There can be mindfulness applications and wellness retreats as the rewards given to the employees to manage their stress and maintain positive mental health. Employees can work towards their performance goals effectively to have such results in return for their hard work.
3. There can be expansion of the benefits packages to the employees which include healthcare coverage, parental leave, childcare assistance, and adoption of assistance programs for supporting employees in different stages of life. Such a reward system can help to make fair decisions and maintain their work-life balance to ensure better productivity at Tesco.
4. There can be expansion made to Tesco’s reward structure from an annual to regular feedback reward structure. This can help in providing a frequent performance review program and providing timely feedback. This can ensure employees are aligned with their goals and roles effectively. This approach can foster a continuous layer of improvement and responsiveness at the organisation and allow undertaking quicker adjustments and recognition. This can enhance the overall motivation and performance of the employees at Tesco.
 
[bookmark: _Toc169273218]6.2 Limitations of the study
This research paper has been based out on undertaking a primary data collection approach wherein interview sessions have been involved due to which, there have been multiple limitations undertaken in the study. The findings of the study have been represented by not undertaking the entire workforce at Tesco which has brought in limitations and there has been a non-random selection of the interviewees as well. The interview sessions have been conducted with 12 employees of Tesco, which has led towards limited understanding about the employee experience towards the reward system. The interview responses are inherently subjected to the reward structure experience which has reflected various personal opinions and experiences that are not accurately depicted to the larger organisation. This has introduced personal bias and emotional influences that have affected the reliability of the data. The study has solely relied on the interview sessions that have overlooked the quantitative data and other forms of evidence in the form of survey sessions or the performance matrix of Tesco. By undertaking this matrix, there could have been an extensive and objective-oriented analysis made about the reward system of Tesco.
 
[bookmark: _Toc169273219]6.3 Future Study Scope
For future research papers, there can be an involvement made in conducting longitudinal studies that assess understanding of the changes that take place in the reward system over some time. This can help in understanding how reward systems have been influencing employee performance and satisfaction by comparing current times with earlier years. This approach can help in identifying long-term effects and trends associated with the reward system of Tesco. On the other hand, there can be exploration made on the performance metrics like productivity, turnover or job satisfaction levels. They can offer a detailed oriented understanding of the effectiveness of the system.




[bookmark: _Toc169273220]Reference
Aiello, L.M. et al. (2020) ‘Tesco Grocery 1.0, a large-scale dataset of grocery purchases in London’, Scientific Data, 7(1). doi:10.1038/s41597-020-0397-7. 
Alegbejo, T.B. (2013) A study of non-monetary rewards as a motivation tool for employee performance in Tesco, UEL Research Repository. Available at: http://roar.uel.ac.uk/3279/ (Accessed: 28 May 2024). 
Alharahsheh, H.H. and Pius, A., (2020). A review of key paradigms: Positivism VS interpretivism. Global Academic Journal of Humanities and Social Sciences, 2(3), pp.39-43. 
Alhathal, F.I., (2024). Enhancing the grocery shopping experience of customers aged 65 and above in the UK by using emerging technologies (Doctoral dissertation, University of Southampton).
Alhmoud, A. and Rjoub, H., (2020). ‘Does generation moderate the effect of total rewards on employee retention?’ Evidence from Jordan. Sage Open, 10(3), p.2158244020957039.
Ali, B.J. and Anwar, G., (2021). An empirical study of employees’ motivation and its influence on job satisfaction. Ali, BJ, & Anwar, G.(2021). An Empirical Study of Employees’ Motivation and its Influence on Job Satisfaction. International Journal of Engineering, Business and Management, 5(2), pp.21-30.
Asda (2024). Asda Careers. [online] asda.jobs. Available at: https://www.asda.jobs/everything/we-offer/rewards-and-recognition .
Asdaforbusiness (2024). Corporate Gift Ideas & Benefits | Staff Incentives | Asda. [online] Asda for Business. Available at: https://www.asdaforbusiness.co.uk/how/.
Azan, M.E.M. and Karimah, W.N., (2022). ‘The Relationship between Customer Loyalty Program and Customer Retention at Tesco.’ Research in Management of Technology and Business, 3(2), pp.174-184.
Azan, M.E.M. and Karimah, W.N., (2022). The Relationship between Customer Loyalty Program and Customer Retention at Tesco. Research in Management of Technology and Business, 3(2), pp.174-184. 
Bombaij, N.J.F. and Dekimpe, M.G. (2020) ‘When do loyalty programs work? the moderating role of design, retailer-strategy, and country characteristics’, International Journal of Research in Marketing, 37(1), pp. 175–195. doi:10.1016/j.ijresmar.2019.07.003. 
Brannen, M.Y., Mughan, T. and Moore, F. (2020) ‘The creative use of insider ethnography as a means for organizational self investigation’, The Routledge Companion to Anthropology and Business, pp. 132–154. doi:10.4324/9781003052456-8. 
Chatley, K. (2019) ‘Employee participation in organizational change: A case of Tesco plc’, International Journal of Financial, Accounting, and Management, 1(2). doi:10.35912/ijfam.v1i2.93. 
Chatley, K. (2022) ‘Exploratory research’, The SAGE Encyclopedia of Research Design [Preprint]. doi:10.4135/9781071812082.n201. 
Chiang, F.F.T. and Birtch, T. (2014) ‘The transferability of management practices: Examining cross-national differences in reward preferences’, Human Relations, 60(9), pp. 1293–1330. doi:10.1177/0018726707082849. 
Chowdhury, A. and Shil, N.C., (2021). Thinking ‘qualitative’through a case study: Homework for a researcher. American Journal of Qualitative Research, 5(2), pp.190-210.
Collins, M. (no date) ‘Customer retention strategies and customer loyalty’, Advances in Marketing, Customer Relationship Management, and E-Services, pp. 244–267. doi:10.4018/978-1-4666-8231-3.ch009. 
Dar, S.A. and Sakthivel, P., (2022). Maslow’s Hierarchy of Needs Is still Relevant in the 21st Century. Journal of Learning and Educational Policy, 2(5), pp.1-9.
De Giovanni, P. (2018) ‘A joint maximization incentive in closed-loop supply chains with competing retailers: The case of spent-battery recycling’, European Journal of Operational Research, 268(1), pp. 128–147. doi:10.1016/j.ejor.2018.01.003. 
Emmanuel, N. and Nwuzor, J., (2021). ‘Employee and Organisational Performance: Employees Perception of Intrinsic and Extrinsic Rewards System.’ Applied Journal of Economics, Management and Social Sciences, 2(1), pp.26-32. 
Festing, M. and Tekieli, M. (2018) ‘Global alignment or localization? an empirical examination of global reward management in mnes from a subsidiary perspective’, The International Journal of Human Resource Management, 32(3), pp. 680–718. doi:10.1080/09585192.2018.1504107. 
Fisehaye, D. and Teclehaymanot, R., (2023). The Influence of CSR Initiatives on Gen Z's Perception of Firms: A Qualitative Study: Exploring the Impact of Corporate Social Responsibility on the Favourability of Potential Gen Z Employees.
Fredman, S. (2021) ‘Inching forward: Preliminary victory for Equal Value at Tesco and Asda’, Industrial Law Journal, 51(1), pp. 166–173. doi:10.1093/indlaw/dwab033. 
Frimayasa, A., Windayanti, W., Fathiani, F., Rahmat, R. and Febrian, W.D., (2021). ‘Effect Of Reward And Punishment On Employee Performance’. International Journal of Social and Management Studies, 2(3), pp.179-186. 
Gan, W. and Yan, C., (2023). ‘Financial Analysis and Development Study of Tesco PLC’. Highlights in Business, Economics and Management, 10, pp.167-172.
Goswami, S., (2021). Exploring the Shift from Employee Engagement to Employee Experience in Improving Organizational Performance: A Study of Hospitality Sector. Turkish Journal of Computer and Mathematics Education (TURCOMAT), 12(11), pp.3142-3151.
Guo, L. and Wang, Z. (2019) ‘Ratio analysis of J Sainsbury PLC Financial Performance between 2015 and 2018 in comparison with Tesco and Morrisons’, American Journal of Industrial and Business Management, 09(02), pp. 325–341. doi:10.4236/ajibm.2019.92022. 
Hajiali, I., Kessi, A.M.F., Budiandriani, B., Prihatin, E. and Sufri, M.M., 2022. Determination of work motivation, leadership style, employee competence on job satisfaction and employee performance. Golden Ratio of Human Resource Management, 2(1), pp.57-69.
Hassan, Z. (2022) ‘Employee retention through effective Human Resource Management Practices: Mediation effects of compensation and rewards system’, Journal of Entrepreneurship, Management and Innovation, 18(2), pp. 137–173. doi:10.7341/20221825. 
Huang, S., Guan, X. and Chen, Y. (2018) ‘Retailer information sharing with supplier encroachment’, Production and Operations Management, 27(6), pp. 1133–1147. doi:10.1111/poms.12860. 
Junjie, M. and Yingxin, M., (2022). The Discussions of Positivism and Interpretivism. Online Submission, 4(1), pp.10-14.
Kalogiannidis, S., (2021). 'Impact of employee motivation on organisational performance.' A scoping review paper for the public sector. The Strategic Journal of Business & Change Management, 8 (3), 984, 996(3).
Koetz, C. (2019) ‘Managing the customer experience: A retailer deploys all tactics’, Journal of Business Strategy, 40(1), pp. 10–17. doi:10.1108/jbs-09-2017-0139. 
Kollmann, T., Stöckmann, C., Kensbock, J.M. and Peschl, A., (2020). ‘What satisfies younger versus older employees, and why? An aging perspective on equity theory to explain interactive effects of employee age, monetary rewards, and task contributions on job satisfaction. Human Resource Management, 59(1), pp.101-115.
Krummel, D. (2022) ‘Expansion in the retail sector—market entry strategies in consideration of formal and informal institutions: A tesco case study’, OALib, 09(02), pp. 1–19. doi:10.4236/oalib.1108377. 
Kuswati, Y., (2020). ‘The effect of motivation on employee performance.’ Budapest International Research and Critics Institute-Journal (BIRCI-Journal), 3(2), pp.995-1002.
LI, L., Yang Zhang, Y. and Yue, N. (2023) ‘Evaluating the effectiveness of individual performance - based pay in organizational reward management’, International Journal of Science and Research (IJSR), 12(2), pp. 268–272. doi:10.21275/sr23129104534.
Li, Z. (2023) ‘The effect of transition from IAS 17 to IFRS 16 — based on the case study of Tesco’, Frontiers in Management Science, 2(4), pp. 50–59. doi:10.56397/fms.2023.08.05. 
Lubis, M., (2024). The Role of Communication and Employee Engagement in Promoting Inclusion in the Workplace: A Case Study in the Creative Industry. Feedback International Journal of Communication, 1(1), pp.1-15.
Meng, S. (2024) ‘Operation management of grocery retailer in the UK: A case of Tesco’, Pacific International Journal, 7(2), pp. 136–142. doi:10.55014/pij.v7i2.586. 
McWha-Hermann, I. et al. (2022) ‘Toward fairer global reward: Lessons from international non-governmental organizations’, International Business Review, 31(1), p. 101897. doi:10.1016/j.ibusrev.2021.101897. 
MOHAJAN, H.K. (2018) ‘Qualitative research methodology in social sciences and related subjects’, Journal of Economic Development, Environment and People, 7(1), p. 23. doi:10.26458/jedep.v7i1.571. 
Murthy K.S, J. (2019) ‘Customer retention and loyalty’, Relationship Marketing: A Consumer Experience Approach, pp. 45–67. doi:10.4135/9781446251096.n3. 
Numonjonovich, M.M., (2022). Economic development and the role of Maslow’s hierarchy of needs. Web of Scientist: International Scientific Research Journal, 3(7), pp.5-10.
Nuriman, H., (2021). ‘The Analysis Of Competence And Career Development Impact On Work Motivation And Its Implication Toward Employee’s Performance.’ AKADEMIK: Jurnal Mahasiswa Ekonomi & Bisnis, 1(1), pp.10-17.
Paais, M. and Pattiruhu, J.R., (2020). 'Effect of motivation, leadership, and organisational culture on satisfaction and employee performance.' The Journal of Asian Finance, Economics and Business, 7(8), pp.577-588.
Pajni, N.S., Sharmaa, A. and Jain, R. (2022) ‘Risk identification techniques in retail industry: A case study of tesco plc’, Journal of Corporate Governance, Insurance, and Risk Management, 9(1), pp. 201–214. doi:10.51410/jcgirm.9.1.13. 
Prasetio, A.P., Agathanisa, C. and Luturlean, B.S. (2019) ‘Examining employee’s compensation satisfaction and work stress in a retail company and its effect to increase employee job satisfaction’, International Journal of Human Resource Studies, 9(2), p. 239. doi:10.5296/ijhrs.v9i2.14791. 
Rahman, M.S., (2020). The advantages and disadvantages of using qualitative and quantitative approaches and methods in language “testing and assessment” research: A literature review. 
Rai, A. et al. (2018) ‘Improving in-role and extra-role performances with rewards and recognition’, Management Research Review, 41(8), pp. 902–919. doi:10.1108/mrr-12-2016-0280. 
Ren, J. (2021) ‘The research of Tesco’s current investment portfolio and some recommendations’, Proceedings of the 2021 3rd International Conference on Economic Management and Cultural Industry (ICEMCI 2021) [Preprint]. doi:10.2991/assehr.k.211209.238. 
Ridwan, M., Mulyani, S.R. and Ali, H., (2020). 'Improving employee performance through perceived organisational support, organisational commitment, and organisational citizenship behavior.’ Systematic Reviews in Pharmacy, 11(12).
Ritala, P., Vanhala, M. and Järveläinen, K., (2020). The role of employee incentives and motivation on organisational innovativeness in different organisational cultures. International Journal of Innovation Management, 24(04), p.2050075.
Rosnizam, M.R.A.B., Kee, D.M.H., Akhir, M.E.H.B.M., Shahqira, M., Yusoff, M.A.H.B.M., Budiman, R.S. and Alajmi, A.M., (2020). ‘Market opportunities and challenges: A case study of Tesco.’ Journal of the Community Development in Asia, 3(2), pp.18-27. 
Sainsbury's (2023). Benefits. [online] Sainsbury’s Careers. Available at: https://sainsburys.jobs/working-for-us/benefits/.
Sainsburys (2024). Rewards and benefits | Sainsbury’s. [online] www.sainsburysbank.co.uk. Available at: https://www.sainsburys.co.uk/jobs/rewards-and-benefits#:~:text=Colleague%20discount%20card&text=We.
Scully-Russ, E. and Torraco, R., (2020). The changing nature and organization of work: An integrative review of the literature. Human Resource Development Review, 19(1), pp.66-93.
Singh, P. et al. (2021) ‘Service quality dimension and customers’ satisfaction: An Empirical Study of Tesco hypermarket in Malaysia’, International Journal of Applied Business and International Management, 6(3), pp. 102–114. doi:10.32535/ijabim.v6i3.1333. 
Smith, D. (2023) ‘Logistics in Tesco: Past, present and future’, Logistics And Retail Management insights Into Current Practice And Trends From Leading Experts, pp. 154–183. doi:10.4324/9780429271144-8. 
Statista (2023). Tesco: employees UK 2019. [online] Statista. Available at: https://www.statista.com/statistics/490882/tesco-group-united-kingdom-uk-number-of-employees/#:~:text=Tesco%20group%3A%20number%20of%20employees.
Stephenson, M.H., (2022). Essays in Behavioral Strategy. Columbia University.
Stratton, S.J., (2021). Population research: convenience sampling strategies. Prehospital and disaster Medicine, 36(4), pp.373-374. 
Swoboda, B. and Batton, N. (2020) ‘Cross-national roles of perceived reputation dimensions for mncs’, International Marketing Review, 37(6), pp. 1051–1081. doi:10.1108/imr-07-2019-0180. 
Tekieli, M., Festing, M. and Baeten, X. (2018) ‘Centralization and effectiveness of reward management in multinational enterprises’, Journal of Personnel Psychology, 17(2), pp. 55–65. doi:10.1027/1866-5888/a000195. 
Tesco (2024) Annual report 2023, Tesco PLC. Available at: https://www.tescoplc.com/investors/reports-results-and-presentations/annual-report-2023. 
Tesco (2023). Benefits | Tesco Careers. [online] www.tesco-careers.com. Available at: https://www.tesco-careers.com/explore-our-world/colleague-benefits/ 
Tesco plc. (2024). Reward. [online] tescoplc.com. Available at: https://www.tescoplc.com/sustainability/colleagues/reward#:~:text=Save%20As%20You%20Earn.
Tian, Q. (2021) ‘Analysis on the business strategy of Tesco in the Chinese market’, Modern Economics &amp; Management Forum, 2(1). doi:10.32629/memf.v2i1.280. 
Varpio, L., Paradis, E., Uijtdehaage, S. and Young, M., (2020). The distinctions between theory, theoretical framework, and conceptual framework. Academic Medicine, 95(7), pp.989-994.
Wang, G., (2023). Incentive Systems and Control in a Gamified Era (Doctoral dissertation, University of Bristol).
Wardani, S. and Kusuma, I.W., (2020). Comparison of Learning in Inductive and DeductiveApproach to Increase Studentâ€™ s Conceptual Understanding based on InternationalStandard Curriculum. Jurnal Pendidikan IPA Indonesia, 9(1), pp.70-78.
Wipulanusat, W., Panuwatwanich, K., Stewart, R.A. and Sunkpho, J., (2020). Applying mixed methods sequential explanatory design to innovation management. In The 10th International Conference on Engineering, Project, and Production Management (pp. 485-495). Springer Singapore. 
Wipulanusat, W., Panuwatwanich, K., Stewart, R.A. and Sunkpho, J., (2020). Applying mixed methods sequential explanatory design to innovation management. In The 10th International Conference on Engineering, Project, and Production Management (pp. 485-495). Springer Singapore.
Xu, B. et al. (2021) ‘A hybrid demand response mechanism based on real-time incentive and real-time pricing’, Energy, 231, p. 120940. doi:10.1016/j.energy.2021.120940. 
Yawson, D.E. and Yamoah, F.A. (2022) ‘The Tesco Club Card Loyalty Programme: The gold standard’, Contemporary Retail Marketing in Emerging Economies, pp. 77–87. doi:10.1007/978-3-031-11661-2_3.






[bookmark: _Toc169273221]Appendix
[bookmark: _Toc169273222]Appendix 1 – Interview transcript 1 
1. How do you perceive the impact of Tesco’s current reward system on employee Performance?
The current reward system of Tesco has played a significant role for employee performance. Bonuses and recognition programs are included in its transparent structure of incentives through which employees are motivated to excel in their roles. 

2. How does the reward system of Tesco differentiate compensation for employees who hold different positions or at varying levels of the organization?
Compensation is adjusted by reward system of Tesco based on position levels where higher salaries, perks and bonuses are offered for executives and managers through which increased contributions and responsibility are reflected.

3. Is it possible for Tesco goal goal-driven rewards system to be incorporated with group or company-wide bonus schemes?
Individual efforts would be aligned by integrating the goal driven rewards of Tesco with companywide bonus schemes with overarching objectives which will result in collective achievement.

4. How did Tesco's rewards system develop with time to help in dealing with the changes that happen in the retail industry or the employee's views and behaviour?
Reward system of Tesco has evolved as changing industry dynamics are adapted through which flexible incentives and recognition programs are introduced to align with evolving employee preferences and needs.

5. How can users of Tesco be awarded and the reward communicated publicly in a just and transparent method?
Users can be awarded by Tesco through point-based system that is tied to purchases through which top earners would be showcased publicly on digital platforms ensuring fairness.

6. What space is taken by remuneration in the total rewards scheme of Tesco, elsewhere facing incentives and benefits?
A substantial part is taken by remuneration for total rewards of Tesco as it includes performance based bonuses and competitive salaries that are complemented by incentives like employee discounts and recognition programs.

7. What specific steps is Tesco following to make sure that the benefits of these particular rewards are distributed fairly among various groups of employees?
Fair distribution is ensured by Tesco as regular reviews for reward structure are conducted considering factors like tenure, performance, roles and responsibility to align employee groups with benefits equitably.

8. Apart from highlighted KPIs (Key Performance Indicators) for employee performance evaluation and measure, how can Tesco utilize other feedback modes to assess employee success?
360-degree feedback can be implemented but Tesco where insights would be gathered from peers, subordinates and managers to provide a holistic view about employee performance. Additionally, employee surveys, regular check inns and focus groups can offer valuable feedback for success assessment.

9. How is the performance management lighted through Tesco's mechanism of goal setting, feedback, and performance reviews?
Goal setting process is the cornerstone of performance management of Tesco where clear objectives are collaboratively defined by employees aligned with company goals. Alignment and progress tracking are insured with regular feedback sessions enhancing motivation and accountability.

10. How are scoring scales or performance ratings compared between different departments and positions so that everyone is awarding the same level?
Consistency is ensured by Tesco in performance ratings across departments so that a clear criterion can be established. Cross functional teams are involved in these sessions to ensure fairness and align expectations and evaluations.

11. What is the pathway for the settling of performance issues or engaging in achievement improvement talks at Tesco?
Open dialogue between employees and managers are utilised for addressing performance issue through which root causes are identified and action plans are developed for improvement.

12. In what way does Tesco’s evaluation of employee job performance for individual contributors compared to managers is different?
Individual contributors are evaluated by Tesco on the basis of performance metrics and specific job responsibilities, while assessment of managers are done on leadership effectiveness, strategic decision-making capabilities and team management.





As per interviewee 11, “The reward system of Tesco has bonuses and benefits as per the job position”.


As per interviewee 6, “Tesco has been differentiating compensation by offering higher salaries, bonuses, and benefits to the senior roles”.


The reward structure of Sainsbury provides discounts on shopping and products on special occasions.

As per interviewee 8, “There has been iterative involvement of reward system at Tesco through which market insights are integrated to introduce innovative recognition mechanisms for resonating with changing dynamics”.


As per interviewee 9, “The reward system has become more dynamic through which feedbacks are incorporated from employees to introduce personalised recognition and incentives”.


Sainsbury has been using digital platforms for the management of employee rewards. 



As per interviewee 5, “There have be benchmarking and calibration exercises taken up which can align the scoring scales and performance rating across different departments”. 


As per interviewee 3, “There’s transparency and collaboration in its performance evaluation process and this is done by involving stakeholders coming from different departments”.


The employees usually undergo formal performance reviews on annual and semi annual basis. This is involved with discussing about the employees and their managers related to challenges and development needs.
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