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[bookmark: _Toc521426995][bookmark: _Toc521430370]Chapter 1: Introduction 
[bookmark: _Toc521426996][bookmark: _Toc521430371]1.1 Background of the research
Contemporary organisations deal with numerous challenges to gain a competitive advantage. As mentioned by Huq et al. (2014, p.611), due to extreme competition in the market, organisations are implementing innovative strategies and technology, because of which regular work is becoming laborious and stressful. This is the reason, employees are finding it hard to work in retail companies, and are looking for jobs at other places. This is where motivation is needed and must be implemented by management that would motivate employees, and would help in employee retention. As opined by Heineke et al. (2017, p.1529), rewards can motivate employees to get the expected performance. Less motivated employees develop a little effort in their jobs and produce low quality work. This chapter has framed research aims and objectives, which have helped to find out the impact of extrinsic motivation on employee performance, in the context of Tesco plc, UK.
[bookmark: _Toc521426997][bookmark: _Toc521430372]1.2 Background of the company 
Tesco is said to be the third largest retail company in the world that is measured by gross revenues. Tesco mainly plans to create 16.000 jobs out of which 9000 positions will be based in the UK. In October 2016, Tesco has suspended eight significant executives who follow an overstated profit up to by $250 million. There are all total 335 employees in the company (tescoplc.com, 2018). 
[bookmark: _Toc521426998][bookmark: _Toc521430373]1.3 Rationale 
One of the critical issues found in Tesco is that employees involved in Tesco have lodged claims for equal pay, as per the law of firm controlling case (personneltoday.com, 2018).  In the organisation, it has been found that employees are not getting equal pay, due to which a maximum number of employees are leaving the company. The second most important issue has been raised by the company is that the management of Tesco is becoming poor day-by-day (glassdoor.co.uk, 2018). It has been analysed that before the company was flexible and have helped employees in performing well in the company and providing better productivity, but now it has been viewed that due to extensive pressure employee are forced to work above their contracted hours (Schons et al. 2018, p.3). 
[bookmark: _Toc521426999][bookmark: _Toc521430374]1.4 Research aims 
This study aims to find out the impact of extrinsic motivation on the performance of employees; with special reference to Tesco Plc, UK.
[bookmark: _Toc521427000][bookmark: _Toc521430375]1.5 Research objectives
· To identify the factors of extrinsic motivation 
· To evaluate the extrinsic motivations that are implemented in Tesco Plc, UK
· To assess the impact of extrinsic motivation on Tesco Plc’s employee performance   
· To recommend ways through which extrinsic motivation in Tesco Plc can be improved 
[bookmark: _Toc521427001][bookmark: _Toc521430376]1.6 Research questions 
1. What are the factors that lead to extrinsic motivation? 
2. How Tesco Plc, the UK implement extrinsic motivation to improve employee performance? 
3. What is the impact of extrinsic motivation on Tesco Plc’s employee performance?
4. How extrinsic motivation in Tesco Plc, the UK can be improved? 
[bookmark: _Toc521427002][bookmark: _Toc521430377]1.7 Structure of research

 
[bookmark: _Toc521427003][bookmark: _Toc521430339]Figure 1.1: Structure of the research
(Source: self created)


[bookmark: _Toc521427004][bookmark: _Toc521430378]Chapter 2: Literature review 
[bookmark: _Toc521427005][bookmark: _Toc521430379]2.1 Factors of extrinsic motivation 
As argued by Georgiou et al. (2018, p.390), when employees are stressed or de-motivated in the organisation, then employees are motivated by providing extrinsic motivation such as bonuses, commissions or compensatory rewards which are helpful in motivating employees. Therefore, extrinsic motivation is said to be one of the strongest and common motivation occurring in the workplace (Evans et al. 2017, p.3).  
[bookmark: _Toc521427006][bookmark: _Toc521430380]2.2 Significance of extrinsic motivation 
Extrinsic motivation mainly deals with rewards and incentives, which come from external sides. As pointed out by Kanwal and Syed (2017, p.83), different rewards which involve, promotion, career opportunities, recognition and others. Apart from this, it is said to be tangible and can be chased by employees. Therefore, extrinsic motivation involves various theories, which help in describing different methods of motivation and psychological behaviour related to motivation (Norman and Kabwe, 2015, p.210). 
[bookmark: _Toc521427007][bookmark: _Toc521430381]2.3 Herzberg's theory
One of the most important arguments mainly establishes a relationship between motivation and employee performance is Herzberg's theory. According to Herzberg theory, there are various factors, which help in motivating employees to develop their jobs. As criticised by Petljak and Štulec (2015, p.46), the primary benefits of the retail industry are related to theory includes salary as well as other facilities which can ensure employees for being satisfied.   
[bookmark: _Toc521427008][bookmark: _Toc521430382]2.4 Factors of employee performance
One of the positive factors, which lead to employee performance, is when they get motivation from their senior for their performance and better productivity. As argued by Rasid et al. (2017, p.325), on other side factors which affect employees include bounding employees to work above their contracted hours, applying office politics to make employees more stressed and de-motivate them. 
[bookmark: _Toc521427009][bookmark: _Toc521430383]2.5 Significance of employee performance  
The success of any organisation directly affects the performance of employees involved in the organisation, whether employees are dealing with customers. As pointed out by, Sadler and Evans (2016, p.23), in an organisation when employees are dealing with customers, then the performance of employees affects profits directly. The importance, which leads to employee performance, is productivity, which set different standards for different employees in the company.   
[bookmark: _Toc521427010][bookmark: _Toc521430384]2.6 Maslow's theory
Maslow’s theory is significant for this study because it focuses on primary factors, which achieve the basic requirement of a person, which does not develop actual motivation. Instead of this motivation occurs when a person is focusing on improvement. As argued by Shi et al. (2018, p.150), Maslow theory suggests basic needs which include salary to improve and develop performance. A basic aim of management of the retail industry is to provide employees to establish a continuous improvement in relation with performance.
[bookmark: _Toc521427011][bookmark: _Toc521430385]2.7 Impact of extrinsic motivation on employee performance 
Employee performance of the retail sector is considered by benefit and salary, interpersonal relationship and supervision and administrations. As criticised by Swaffield et al. (2018, p.45), basic signs of consistency and coefficient have a significant and positive impact related to performance are expected from literature. Supervision and administration have a positive effect on performance.
[bookmark: _Toc521427012][bookmark: _Toc521430386]2.8 Gap of literature  
There are a few aspects, which have not been focused on in this chapter due to lack of funds and lack of time. For instance, one more significant aspects that how extrinsic motivation can be developed in retail industries has not been discussed in the literature review, and there lies a gap in the literature. These aspects have been discussed in further chapter. 
[bookmark: _Toc521427013]

[bookmark: _Toc521430387]Chapter 3: Methodology 
[bookmark: _Toc521427014][bookmark: _Toc521430388]3.1 Research onion 
[image: ]
[bookmark: _Toc485917795][bookmark: _Toc521427015][bookmark: _Toc521430340]Figure 3.1: Research Onion
(Source: Saunders et al. 2009, p.53)
[bookmark: _Toc521427016][bookmark: _Toc521430389]3.2 Research philosophy 
For this study, positivism has been chosen because it deals with techniques and method, which relates to natural science and is applicable in a study of social research and to develop interpretivism and social phenomenon which are not applicable. As opined by Lewis (2015, p.475), the most underlying assumption was positivism, since it was aimed to develop more data from various perspectives by using both qualitative and quantitative methods, this research also depends on pragmatism. 
[bookmark: _Toc521427017][bookmark: _Toc521430390]3.3 Research design 
 Descriptive design mainly describes characteristics of a phenomenon which is being studied in research. As mentioned by Vaioleti (2016, p.93), that is main reason descriptive research design has been chosen which is used for investigation of the primary impact of the extrinsic motivation of employee's job performance in this study. The research was mainly based on extrinsic motivation is an independent variable, and employee job performance and job performance of employees is reliable on extrinsic motivation.  
[bookmark: _Toc521427018][bookmark: _Toc521430391]3.4 Research approach 
Deductive approach is mainly aimed to develop a hypothesis based on existing theory.  For this study deductive approach has been chosen because the deductive approach is designed and based on extrinsic motivation and job performance of employees. As commented by Dang and Pheng (2015, p.136), research type is used to assess the basic nature of relationships and effect of the dependent variable and independent variable 
[bookmark: _Toc521427019][bookmark: _Toc521430392]3.5 Data collection methods 
As mentioned by Fletcher (2017, p.182), primary data are those data which are collected from selected candidates by conducting a survey. For this study, data has been chosen because personal interaction and researcher observation are applied as a method of primary data collection. It is mainly chosen by research design.  
[bookmark: _Toc521427020][bookmark: _Toc521430393]3.6 Data collection tools 
 As opined by Wiek and Lang, (2016, p.33), for this study, survey and questionnaires have been chosen where employees of Tesco company will be asked some question related to their motivation and job performance. This data collection tools will be supportive for collecting quantitative data for this study. 
[bookmark: _Toc521427021][bookmark: _Toc521430394]3.7 Sampling and sample size 
From an entire population of 200 participants, 77 participants have been chosen as sample size through non-probability sampling method. As mentioned by Lushey and Munro (2015, p.523), a questionnaire was uploaded on the official website of Tesco company and participants who responded are employees of Tesco company.
[bookmark: _Toc521427022][bookmark: _Toc521430395]3.8 Data analysis 
For this study, statistical data has been used in this study, to analyse data collected through a survey using a questionnaire. As opined by Lewis (2015, p.475), the use of a questionnaire is aimed at finding the impact of motivation on the performance of employees.
[bookmark: _Toc521427023][bookmark: _Toc521430396]3.9 Ethical consideration 
As commented by Vaioleti (2016, p.91), data which is collected is used only for the purpose and is not accessible for any different purpose None of the participants has been forced to participate in this survey using questionnaire, and their personal information has been protected as per the Data Protection Act 1998. 
[bookmark: _Toc521427024][bookmark: _Toc521430397]3.10 Timeline 
(Refer to Gantt chart) 


[bookmark: _Toc521427025][bookmark: _Toc521430398]Chapter 4: Data analysis and findings   
[bookmark: _Toc521427026][bookmark: _Toc521430399]4.1 Quantitative data
Q1. How far do you agree that extrinsic motivation is important for positive employee performance? 

	Options 
	Percentage of participants 
	Number of participants 
	Total participants 

	Strongly agree  
	35.06%
	27
	77

	Agreed
	25.97%
	20
	77

	Neutral 
	9.09%
	7
	77

	Disagree
	14.28%
	11
	77

	Strongly disagree 
	15.58%
	12
	77




[bookmark: _Toc521426635][bookmark: _Toc521427027][bookmark: _Toc521430400]Table 4.1: Extrinsic motivation is important for positive employee performance


[bookmark: _Toc521427028][bookmark: _Toc521430341]Figure 4.1: Extrinsic motivation is important for positive employee performance
Findings and analysis:
From the above table, it is observed that extrinsic motivational factors are the most important for the positive performance of the employees. It has been identified that 35% of total respondents have strongly agreed that extrinsic motivation is significant for the development of employee performance. It has also been observed that 9% of respondents were neutral with this statement, and 15% of the respondents disagree that the extrinsic motivation is important for employee performance.  
 Q2. How far are you satisfied with the extrinsic motivation in Tesco Plc UK?

	Options 
	Percentage of participants 
	Number of participants 
	Total participants 

	Strongly satisfied  
	38.96%
	30
	77

	Satisfied
	25.97%
	20
	77

	Neutral  
	6.49%
	5
	77

	Dissatisfied
	12.9%
	10
	77

	Strongly dissatisfied 
	6.49%
	5
	77



[bookmark: _Toc521426636][bookmark: _Toc521427029][bookmark: _Toc521430401]Table 4.2: Satisfaction with the extrinsic motivation in Tesco Plc UK



[bookmark: _Toc521427030][bookmark: _Toc521430342]Figure 4.2: Satisfaction with the extrinsic motivation in Tesco Plc UK
Findings and analysis:
From the above findings, it has been identified that 38% of the respondents strongly satisfied with the extrinsic motivation being applied in Tesco Plc. In addition to this, 6% of participants were neutral to this statement, and 12% of the respondents were dissatisfied with the extrinsic motivational approach being used in the organisation. 

Q3. What are the ways through which extrinsic motivation in Tesco can be improved? 

	Options 
	Percentage of participants 
	Number of participants 
	Total participants 

	Incentives
	29.87%
	23
	77

	Weekly bonuses
	25.97%
	20
	77

	Number of leaves
	12.98
	10
	77

	Quarterly trips
	6.49%
	5
	77

	Gift vouchers 
	15.58%
	12
	77



[bookmark: _Toc521426637][bookmark: _Toc521427031][bookmark: _Toc521430402]Table 4.3: Improvement of extrinsic motivation in Tesco


[bookmark: _Toc521427032][bookmark: _Toc521430343]Figure 4.3: Improvement of extrinsic motivation in Tesco
From the above table, it has been identified that 29% of the respondents say that incentives would be the best way by which the extrinsic motivation can be improved in Tesco Plc. Moreover, 12% of the respondents say that extrinsic motivation can be improved if some leaves are provided in the organisation, and 15%of respondents say that if the company provides gift vouchers to the employee, then extrinsic motivation will be developed in Tesco Plc.


[bookmark: _Toc521427033][bookmark: _Toc521430403]Chapter 5: Conclusion  
[bookmark: _Toc521427034][bookmark: _Toc521430404]5.1 Conclusion 
For an organisation to be successful, it is required to have the motivation and inspiring employees and administration since satisfied employees treat clients of organisation and provide quality service. In relation with a study, management awareness of managing satisfaction of employees and effectiveness of effective management system develops a better performance of the employee and success of an organisation. 
[bookmark: _Toc521427035][bookmark: _Toc521430405]5.2 Recommendation 
Based on research findings following recommendation belonging to Organisation mainly highlights:
· It is important that the benefits and salary of an organisation are highly encouraged employees and important impact based on performance.
· To develop the performance of employees needs to develop conditions of an organisation through applying favourable working conditions for employees. 
[bookmark: _Toc521427036][bookmark: _Toc521430406]5.3 Research limitations 
Due to limited time span and funds, this study could not be done properly. Some books and journals could be referred to here, and a large number of sample sizes could be taken. 
[bookmark: _Toc521427037][bookmark: _Toc521430407]5.4 Future Scope 
The future research analyses that within such limited time and budget, this study can be still done effectively and on time. Therefore other researchers can also use this study as their secondary resources. 
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[bookmark: _Toc485918798][bookmark: _Toc521427040][bookmark: _Toc521430410]Appendix 1
	Main activities and stages
	Week 1
	Week 2 to 4
	Week 5 to 7 
	Week 8 to 10
	Week 11 to 13 
	Week 14 to 15
	Week 17 

	Selection of the topic
	· 
	
	
	
	
	
	

	Collection of data 
	· 
	
	
	
	
	
	

	Planning the proper layout
	
	· 
	· 
	
	
	
	

	Reviewing literature
	
	
	· 
	
	
	
	

	Development of research plan 
	
	
	· 
	
	
	
	

	Selecting research technique
	
	
	· 
	· 
	· 
	
	

	Gathering primary data 
	
	
	
	· 
	· 
	
	

	Data analysis
	
	
	
	
	· 
	· 
	

	Interpretation of findings 
	
	
	
	
	
	· 
	

	Conclusion preparation
	
	
	
	
	
	· 
	

	Project rough overdraft
	
	
	
	
	
	
	· 

	Final submission
	
	
	
	
	
	
	· 
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[bookmark: _Toc521430411]Appendix 2
Quantitative data analysis 
Name:
Location:
Contact No.:					Email ID:	
Dear participant, 
You are sincerely required to complete the questionnaire to the best of your knowledge and belief. Your responses are extremely important for this survey and of great help. I assure you that your personal details and response will be confidential.
Your participation is solemnly solicited.
Q1. How far do you agree that extrinsic motivation is important for positive employee performance? 
	Options

	Strongly agree

	Agree

	Neutral 

	Disagree

	Strongly disagree



Q2. How far are you satisfied with the extrinsic motivation in Tesco Plc UK?
	Options

	Strongly satisfied

	Satisfied

	Neutral

	Dissatisfied

	Strongly dissatisfied



Q3. What are the ways through which extrinsic motivation in Tesco can be improved?
	Options 

	Incentives

	Weekly bonuses

	Number of leaves

	Quarterly trips

	Gift vouchers 
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Percentage of participants 	Strongly agree  	Agreed	Neutral 	Disagree	Strongly disagree 	0.35060000000000002	0.25970000000000004	9.0900000000000022E-2	0.14280000000000001	0.15580000000000013	Percentage of participants 	Strongly satisfied  	Satisfied	Neutral  	Dissatisfied	Strongly dissatisfied 	0.38960000000000017	0.25970000000000004	6.4900000000000013E-2	0.129	6.4900000000000013E-2	Percentage of participants 	Incentives	Weekly bonuses	Number of leaves	Quarterly trips	Gift vouchers 	0.29870000000000002	0.25970000000000004	12.98	6.4900000000000013E-2	0.15580000000000008	1
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