Research Project 

A critical evaluation of what motivates students in part time employment: A Study of Marstons
[image: University of Wales Trinity Saint David - Wikipedia]








Student Name: William Spencer
Student Number: 1704386
Module: Business Research Project




Table of Contents
Figures	2
Abstract	3
1. Introduction	4
1.1 Rationale	4
1.2 Background	4
1.3 The Aims and Objectives	5
2. Literature Review	6
2.1 Maslow’s Hierarchy of Needs	6
2.2 Two factors of Motivation	7
2.3 Productivity links to money and employee happiness	8
2.4 Students and Motivation	8
3. Research Methods	10
3.1 Research Designs	10
3.2 Advantages & Disadvantages	11
4. Data Analysis	12
4.1 Demographic of participants	12
4.2 The data collected	12
4.3 Positive Working Culture	12
4.4 Monetary Motivation	13
4.5 General Managers Perspective	14
4.6 Limitations	15
4.7 Findings	16
4.7.1 Understand what motivates part-time University Students	16
4.7.2 Exploring why employers strive to make a positive working culture	16
4.7.3 Recommendations for employees for their part-time workforce	17
5. Conclusion	18
Bibliography	19
Appendices	20
Research Questions	20
Research Consent form	21




[bookmark: _Toc41405289]Figures 

Figure 1 – p10 
Figure 2 – p12
Figure 3 – p13

[bookmark: _Toc41405290]Abstract 

This research projects strives to understand the what the motivations for university students in part time employment are. The projects also looks to understand why businesses want to achieve a positive working culture. Lastly to make recommendations for businesses on how to better motivate their student workforce. 
The research reviewed two of the most respected theories in motivation. Firstly, was Maslow’s hierarchy of needs which breaks down motivations in to five different tiers, it starts with physiological needs, to security needs, belonginess, esteem and finally self-actualization. The further up on the hierarchy the more motivated the individual.
The second theory looked at is Herzberg’s two factor theory which groups the elements of a job into either motivators or hygiene factors. These must be filled in order to fully motivate employees. The theories over-lap and share many characteristics. 
The research was conducted through interviews on part time student employees of Marstons and questions where revolving around incentive, motivations and working culture. The research found that staff are motivated by a positive working culture and also by money and incentives but were unaware of incentives taking place.
The report made three recommendations to businesses looking to motivate their part-time workforce. The first was have structed incentives that the staff were aware about, the second was to have achievable incentives for the business needs. Lastly was to potentially have performance based pay to further motivate the part-time student workforce. 
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[bookmark: _Toc41405292]1.1 Rationale

There is no exact number to how many hours a week a worker can work to be considered part time, part time is simply less than full time which is roughly 35 hours a week (GOV UK, 2020). Many University students have part time jobs to go alongside their studies with 77% of students now have jobs on top of their studies (Lovett, 2015). The article goes on to say most students work to help afford the University life such as paying for rents and bills. This begs the question is it solely money that motivates students in part time employment and if that is the case then why do companies strive to have a positive working culture when they could use money to incentives their student workforce. (Abrudan, 2019) looks at the benefits of a happy working environment these consist of a more productive work force that are typically better at decision making and have better innovation and customer service skills. The Research projects looks to find out if students also develop these skills is a happy working environment and if not, then what will motivate them. 
[bookmark: _Toc41405293]1.2 Background

Motivation is a massive part of the business industry and the core of this is Maslow’s Hierarchy of Needs which forms a pyramid, an employee would start at the bottom and when they have done that tier they move on to next with each tier having different motivations. (Tanner, 2020) goes into detail and explains what each tier on the Hierarchy is. First is Physiological needs, these are basic issues such as salary and secure employment. The second tier is Security Needs which is about a stable working environment, not just physically, but, emotionally too, these include benefits and work safety. The third tier is Belongingness Needs this is a good relationship with colleagues and management figures. The fourth tier is Esteem needs which is the perks that might come with the job and job titles the employee might earn. The last tier is Self-Actualization which is autonomy in the workplace and being the expert on subject matters. This Hierarchy is what motivates employees and even if the company does not address them, they will always be there. 
Maslow’s Hierarchy of Needs is a relatively old theory and there is some newer research that pinpoints exactly what motivates employees. (Deci & Ryan, 2004) simplifies this into three different ways of motivation. The first is Autonomy, this is employees need to make decisions about their actions this is people choosing to work because they want to without need for incentives. The second is relatedness this is the employees need to appreciate colleagues and to feel appreciated and the feeling that they are contributing to something greater than themselves. The last is Competence this is the employees desire to grow and learn. The need to feel successful and day to day challenges and developing skills over time. This theory does not show any indication that money or job security motivates the employees of a business. 
This Research Project will focus on students working for Marstons which is a pub company based in the UK. (Marstons, 2020) is a public limited company based in Wolverhampton with around 1400 Bars, restaurants and Hotels across the UK with around 14,000 employees. Marstons has eleven brands operating for them. This research Projects will focus specifically on employees from Pitcher & Piano, a premium bar chain with 17 bars across the UK. 
[bookmark: _Toc41405294]1.3 The Aims and Objectives 

The Aim of this project is to critically evaluate the motivations of students in part time employment and to find out why business invest so much to create a happy working environment. 
Objective 1 To identify what motivates students in Part Time employment
Objective 2 To explore why employers strive to make a positive working culture
Objective 3 To make recommendations for employers to increase the motivation with their part time student workforce
.
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This chapter will discuss the relevant literature on motivation, the chapter will focus on four different topics of literature, a more detailed look at Malow’s Hierarchy of needs and how businesses apply this model to their organisations. The chapter will also review how business generally motivate their employees and how students in university generally motivated. Also, the chapter will try to see if employees typically perform more efficiently in a positive working environment or with a monetary incentive.

[bookmark: _Toc41405296]2.1 Maslow’s Hierarchy of Needs

Maslow’s Hierarchy of needs affects almost everybody in the professional industry. (Amani & Shabahang, 2017) completed a study of 296 participants, looking at the self-efficacy and money satisfaction and the study found that those participants with a higher self-efficacy but with a lower money concern then their needs would be more satisfied. This could mean that they could progress in their career at a quicker rate than people with the opposite effect. It suggests that those with money concerns might have a lower self-efficacy and progress at a slower rate. 
(Vito, et al., 2016) argues that Maslow considers that in order to progress within an organisation each tier of the hierarchy must be filled. This creates a constant challenge for the individual looking to progress, this means that fewer individuals climb the tier as less people fill the criteria in that tier. The want to get to the top of the tier is the motivation that the individuals have and are motivated to fill each tier. 
It might be worth noting that Maslow’s hierarchy of Needs discusses motivation of employees and as Vito, et al discussed it is always with the idea that the employees is wanting to progress, as this research is based on students in part time employment who are also studying in University they might have no desire to progress further with their current organisation. However, there can still be elements from this theory that will be applicable to students in part time employment. 
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Similar to Maslow’s hierarchy of needs is another one of the leading theories in motivation which is by Herzberg two factors of motivation, (Mullins, 2010) explains that Herzberg broke it down to Hygiene factors, which are affected by the work environment and Motivators, which are affected by career content. The Hygiene factors are dissatisfying and are linked to the career but not directly. (ACCA Global, 2019) detailed some of these as, disparities with other employees, job security, job conditions, quality of leadership and relationships with colleagues. The most important part of this theory is that the motivation does not come from the surroundings of the job, but the satisfaction from completing the job itself. An example of the motivators are, a feeling of accomplishment, recognition from leaders and colleagues, responsibility, opportunities of progressing and position within the business.  
These factors can changes depending on what field the individual works I. (Konti & Karumuri, 2018) completed a study of 150 employees from 15 different to see what are the motivate those in the retail sales industry and what dissatisfies them. The results found that the biggest motivators were working conditions, monetary incentives, job fulfilment, salary and work life balance was the biggest motivator. Despite this study being conducted in the retail industry there are elements that are applicable for the hospitality industry as they both crossover on numerous aspects, namely they are both customer oriented. The main concern with this research was that it was only conducted in one place, with a relatively small sample, the area it was conducted might have been popular for young families therefore a work life balance is more important for them. To be more accurate the testing should have taken place within different locations with more people taken part. The number of organisations were a high number, however, to determine what the motivators in the industry are. 
Herzberg’s theory is remarkably similar and overlaps with Maslow’s (Mondy, et al., 1940) as cited by  (Ozguner & Ozguner, 2014) analysis this overlap. At the lower end of Maslow’s Hierarchy there is an overlap with Herzberg’s Hygiene factors, Physiological needs, Safety needs and Social needs can all be under the Hygiene factor umbrella which includes salary, job security, working conditions, policies and relationships with colleagues. At the other end of the Hierarchy, Herzberg’s motivators of achievements, recognition, level of accountability and the opportunity to progress line up with esteem needs and self-actualisation. Also, both theories are of the understanding that to fully motivate employees then all the needs or factors must be filled otherwise the employees will not be effective. These are the two main academic theories in motivation, both of them touched on pay as being a fairly low motivator, many would, however, argue that a monetary incentive such as a bonus scheme or pay increases would motivate employees massively. 

[bookmark: _Toc41405298]2.3 Productivity links to money and employee happiness 

Money has always seemed low on the motivational scale, with many academic works not believing money is a major motivator. This is so little believed one of the most recently articles supporting this is from 1994. (Markowich, 1994) argued that offering a monetary incentive rather than hiding behind recognition that employees are more likely to be motivated. This leads to the question do bonus schemes work?  (Brookes, 2013) looks at research completed by the Journal of evidence-based HR to determine to bonus schemes help a business become a high-performance organisation. The findings are that there are five key factors that make a business a high-performance organisation, these are, quality in leadership, action planning, long term goals, work force quality and constant progress. Brookes notes that there is no correlation between a bonus scheme and productiveness of employees, he does back up Herzberg theory. There is a link between recognition and motivations and sometimes the rewards for recognition is a monetary incentive. This is backed up by (White & White, 2015) who look at small businesses and the inability to provide bonuses to employees and state that other forms of recognition are affective to motivating employees. 
Business go to great lengths to make sure their employees are looked after and are happy in their job role, does happiness in work lead to more productivity? (Hearn, 2018) analysed a study from the University of Warwick to reveal happier employees 12% more productive and unhappy employees are 10% less productive than normal employees. It is also noted that happier employees make better leaders and work better as a team. (Seppälä & Cameron, 2015) looked stress among employees in the USA, around 60% of workplace accidents are attributed to stress and despite many ways to try and combat this, the most effective one is a positive working culture. It goes on to mention that more empathetic leaders with a positive working culture have a higher productivity rate, also when working with customers or clients, they are more satisfied with the service they received. 

[bookmark: _Toc41405299]2.4 Students and Motivation 

As this research project is looking at University students it could be useful to understand how students motivate themselves in their studies, this could then be applied to their part-time work. (Salili & Hoosian, 2003) looked at 8000 students of different cultures to understand what motivates them in their studies. The finding was that students from different cultures are motived by different things, for example, the Chinese students were more motivated by personal ambition and family respect. (Markus & Kitayama, 1998) argued that western students are vastly different in that they are encouraged to be more optimistic to increase their self-efficacy and in turn their performance would increase. This could be drawn back to Maslow’s Hierarchy, where self-efficacy is one of the top motivators in the business world. 
The literature review looked at extensive research on the main major theories of motivation, Maslow’s Hierarchy of Needs and Herzberg’s Two factor theory. The chapter looked at how those theories fit in to the business world and how similar they are when dealing with motivating employees. The chapter also discussed what many people see to be a motivator which is money and what money really means to employees by research conducted. Positive working culture was analysed to understand why many organisations use this as a form of motivation, it is also an objective of the project. Lastly, student motivation was explored to see if there were similar principles used in the academic world already used by the student and the business world of their part-time employment. 
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This chapter will explain what research is being used and what are the benefits and problems of this type of research. The chapter will discuss the benefits and limitations of the research, specifically the use of interviews and the positives and negatives if qualitative data and how interviews were used and put together to conduct the research for this project. 
Research is the search for knowledge (Kothari, 2004, p. 1)  defines Research as a “scientific and systematic search for pertinent information on a specific topic”. The research conducted in this project aims to better understand how to motivate a student workforce. 

[bookmark: _Toc41405301]3.1 Research Designs 
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Figure 1 
(Saunders, et al., 2009)
The research collected in this project will be cross-sectional data, it will be collected by employees of Marstons PLC through interviews conducted over the phone. Interviews were conducted over the phone as face to face interviews were not permitted due to a global pandemic, although originally intended. This is a mono method of research as it will only be interviews that are conducted. The interviews will be open ended questions so this will make them inductive and it will be interpretive data, this will make the recommendations better to complete. There will be no follow up interviews conducted with the aim to assess the data with the goal of completing the research projects objectives. 
The research conducted will be qualitative, (Denzin & Lincoln, 1994) argues that qualitative research is a natural but interpretive approach. This means that the data collected is up for interpretation of the individual reading and it is a way of trying to understand what a person means and thinking behind the theory. The qualitative data will be interpreted in a way to find a solution for better motivating part-time student workers and to understand why employers make such an effort to create a positive working culture for these members of staff. As it is a case study of one business (Marstons) the use of questionnaires was not needed, interviews would achieve the relevant data needed. If there was an opportunity to further this research questionnaires across many businesses within the hospitality industry would be needed.

[bookmark: _Toc41405302]3.2 Advantages & Disadvantages  

There are many benefits to using telephone interviews to conduct research, (Opdenakker, 2006) argued that the greatest benefit to using telephone interviews was the interviewee would be more likely to talk openly. This is perhaps due to the fact they would feel more comfortable not knowing what the interviewers body language is when they give answers. (Chapple, 1994) a nurse researcher found that patients were more likely to share sensitive information over the phone that they would have in person. (Almeida, et al., 2017) also outlines some benefits, these are, the data is easy to compare to other interviews completed, also, the only a small number of participants are needs to gain the needed information. 
There are however limitations to using telephone interviews, (Opdenakker, 2006) outlines the main one as being unable to see the interviewee to read their body language. This is a disadvantage because the interviewer would be unable to press them to achieve a most honest answer if it is felt they are holding back in the interview. (Almeida, et al., 2017)  also noted one of the disadvantages as it might be difficult to achieve detailed answers from interviewee, also, the data is interpretive which means the person analysing the research could interpret it to fit their narrative which leads to bias. 
This chapter looked at the research methodology used and why this type was used to achieve the best possible findings for this research projects. The chapters considered the advantages and disadvantages of using telephone interviews and the use of quantitative data. The next chapter will analyse the data collected to fill out the aims and objectives of this research project.  
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This chapter will aim to analyse the data collected from interviews taken place and from the data that has been collected will then present findings to be able to make recommendations based on the aims and objectives of this research project. The aims and objectives were to critically evaluate students’ motivations in part-time employment and to understand why business strive to me a positive working culture. 
[bookmark: _Toc41405304]4.1 Demographic of participants 

The interviewees for this research were all employees of Marstons with over six months experience. All participants were full time University students varying from second year students to masters students and all from different parts of the U.K. There was a mixer of male and female participants and all were between the ages of 20-22. There was an extra interview conducted on a General Manager of a bar, this was to see if his expectations of his student’s employees matched what they said. 
[bookmark: _Toc41405305]4.2 The data collected 
	
The interviewees were askes a series of questions relating to their employment specifically to their performance, the culture and monetary incentives in their part-time employment, a copy of the questions can be found in Appendix 1. A matrix grid will be used to analyse the data collected form the interviews to find patterns among the answers given. Two matrix grids will be used, one will look at the monetary incentive and the other will look at positive working cultures. 
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	 Working culture 
	Question 1 
	Question 2 
	Question 3
	Question 4 

	Interview 1
	No
	Yes
	No 
	Sometimes

	Interview 2
	Yes
	Yes
	No
	Yes

	Interview 3
	Yes
	Yes
	No
	Yes

	Interview 4 
	Sometimes
	Yes
	No
	Sometimes

	Interview 5
	Sometimes
	Yes
	No
	Yes

	Summary 
	There is a mixed outcome on this 
	All answered the same
	All answered the same
	There is mixed but generally positive outcome 



Figure 2 
As seen in figure 2 the results from the first question ‘Do you work to the best of your ability?’ are mixed, this suggests that the employees work to the best of their abilities during certain situations, these could range from levels of trade in the business or to the member of management on shift motivating the staff. 
The second question asks, ‘Do you think it is a positive place to work?’ all participants answered that the business is a positive place to work. A follow up question was then asked, ‘Would you work somewhere with a low positive culture or less of a positive culture?’  this leads to believe that the participants value positive culture and it is an important factor in motiving the employees. 
The last question asked the participants if they were motivated by a positive culture, the answers were positive with some interviewees only motivated some of the time by a positive working culture. This again could be down to many different factors such as management or level of trade. 
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	Monetary Motivation
	Question 1
	Question 2
	Question 3
	Question 4

	Interview 1
	Yes
	No 
	Extra income 
	Depends on the pay increase

	Interview 2
	Yes
	On certain days
	Extra income
	Depends on pay increase

	Interview 3
	Yes- definitely 
	No
	Extra income and social life
	No, do not need money that much

	Interview 4
	Yes
	On occasions 
	Extra income
	Yes

	Interview 5
	Yes- definitely
	On Occasions 
	Extra income and social life
	Depends on pay increase 

	Summary 
	Strong resounding yes
	Mixed answers, not clear 
	All agreed on income 
	Answers are mixed



Figure 3 
The first question asks, ‘Would you perform better if there was a monetary incentive?’ all participants strongly answered yes to this suggesting that they believe money is a motivator and with such strong resounding answers suggests they value money over a positive working culture. 
The second question in figure 3 asks if the interviewees are aware of any incentives running in the usual running of the business. The seems to be some unclarity among the participants on this question, this could be down to incentives not running consistently so staff are unaware of when they are running and how to achieve the goals. 
The third question on figure 3 asked ‘Why do you have a job?’ this question was asked to see if the participants relied on the income they were making from part-time employment, if this was the case then money might have been a higher motivational factor. All participants answered that they part-time employment was for disposable income, they relied on the student loans to pay bills. Some participants answered that a social life was also a reason for part time employment, this is a big factor in having a positive working culture. 
The last question asked the participants would they change places of work for more money but with a less positive culture. The results were varied with most participants stating that the pay increase would have to substantially better for such a low workplace culture or depending how worse the culture is. 
[bookmark: _Toc41405308]4.5 General Managers Perspective 

An interview was undertaken by the General Manager of the 5 part-time students interview to see if the views were different or similar. These questions were much more open ended as there was only one person being interviewed, however, all participants are from the same site to see if their answers correlated. 
The first question asked was, ‘How do you motivate your staff?’ this is done through a reward system such as gift vouchers or by positive reinforcement though building a positive culture. The next question was asking do they believe there is a positive culture currently and is so how are they achieved? This was answered by the culture comes and goes depending on the staff, negative members of staff can bring it down but with a high turn over of staff due to the nature of the business there is no guarantee it is constant. The General Manager believes the culture is made by everyone working there not just the management team. Negative members of staff need to be coached and try to enjoy their job more and to allow the positive members of staff make impacts on those they are working with. It was also noted that there is a fine line between a positive working culture and being too relaxed that it no longer becomes a place of work to the staff but a place to see friends, so a line needs to be drawn to make sure it is a fun place to work but also a business that is making money. 
When asked about incentives it was argued that being part of a bigger organisation there are incentives run by Head Office, however, these are sometimes unachievable by the staff in this particular business. Incentives are run on certain busy days to maximise on the number if sales possible that day. The last question asked if staff would leave for the opportunity of more money, that manager argued they wouldn’t as there are many other similar places offering to pay more and the staff could leave at any time but there is a good culture hard to find that does make a difference. It was also mentioned that it would be difficult to offer a bonus scheme or a pay rise due to the small margins if profitability in the business. 
[bookmark: _Toc41405309]4.6 Limitations 

There are a few limitations found in these set of interviews. The first is the scope, as the interviews were only conducted within one bar the research only discovers how the staff in that particular bar feel. As Marstons as a whole have many bars and Pitcher & Piano have 17 bars across 16 cities and towns a bigger research could have happened in the form of questionnaires to get a better understanding of what motivated the wider workforce. There are also many more general managers that could have been interviewed to get an understanding of how they think their staff are motivated and to give better recommendation. 
The other limitation with this research is the involvement of the researcher, as the researcher has a management position in the bar in question it is less likely that the participants would answer honestly. As the interviews were conducted over the phone, it would have been more honest if again it was an anonymous questionnaire where participants might have been more likely to answer honestly. 
The last limitation from this study is the ridged questions in the interviews, there questions are close ended meaning there was only a few answers the participants could give. To gain more data the questions could have been open ended or follow up questions could have been asked. This would get rid of possible ambiguity around some of the answers and lead to more solid data collected. 
[bookmark: _Toc41405310]4.7 Findings 

This section will aim to present the findings to answer the aims and objectives of the research project, the section will go through each objective to try and fully answer that question. 
[bookmark: _Toc41405311]4.7.1 Understand what motivates part-time University Students 

The motivations of the students in this study are a desire to earn extra income to support themselves during their studies. The income is not relied upon, yet all participants said they would like to earn more money. It was also noted that there was not a regular form of incentives or recognition for the staff, it was sporadically through-out the year and only used to maximise sales. This could be linked back to Maslow’s Hierarchy of Needs or Herzberg’s two factor theory as in those theories money or salary is either a hygiene factors or low in the hierarchy. Even though all said money was a big motivator it could be argued with was due to low recognition and no want to progress within the organisation, meaning money was the only thing left to motivate the staff. 
It also seemed that having a positive working culture was also important to the participants of the interviews. This most likely the reason that those members of staff are still working for that business given that they could find other jobs in a similar position and earn a higher wage. However, this also might be the reason why some of the participants do not feel like they work to the best of their ability. If they are aware they can earn more from a different business for the same job they may feel underpaid and therefore less motivated to work as hard. The positive culture only makes the experience easier and as the General Manager said there is a fine line between culture and being too relaxed, so the possibility of more structure may motivate them further. 
[bookmark: _Toc41405312]4.7.2 Exploring why employers strive to make a positive working culture 

It is clear from the research that the participants believed that there was a positive working culture in the business also that the general manager was aware of how to create one. There is a reason that why the manager aimed to create a positive working culture was not only to motivate staff but also retain staff. Furthermore, most of the participants believed that they worked to the best of their ability, this is despite a lack of a monetary incentive. (Seppälä & Cameron, 2015) highlighted that a more positive working culture led to higher productivity and also less stress among staff. It would be right to assume that if staff were unable to work due to stress it would put a financial strain on the business and as the general manager mentioned the profit margins are low. It would then make more sense to strive to make a positive working culture to improve profitability. 
As mentioned with a positive culture staff are more productive, however, with the lack of recognition or reward system it is difficult to enforce the culture. The General Manager mentioned that it is down to the staff to influence the culture and it is always changing. However, it could be argued that this responsibility should be that of the management team and not to rely on other members of staff. The reason of relying on members of staff to help maintain a positive culture is a manager could then be seen only as a manager and not as a friend and the employees understand that it is still a professional place to work. 
[bookmark: _Toc41405313]4.7.3 Recommendations for employees for their part-time workforce

The first recommendation made is to have a structured reward and recognition system, this does not have to be enforced with a monetary incentives, the incentive could be anything affordable. The incentive is there to make the staff feel valued and to make sure that their work is being appreciated, a simple ‘well done’ could be enough. This could also increase staff productivity and stop staff comparing against other similar businesses, if there is already a high positive culture a recognition system would also be an efficient way to keep a positive culture by keeping staff moral high and with fairly minimal effort. 
The second recommendation is to have relevant recognition opportunities that are achievable. If a larger company is running an incentive across all its businesses it needs realise the different types of business and run achievable incentives. If a bar company runs an incentive on food sales but half the company are high in food sales and the other are high in drink sales, it is only achievable for half the company. This could lead to demotivation if the goals are unachievable for the team to reach. By understanding the needs of each business and making goals that all employees could achieve it would motivate and increase productivity., 
The last recommendation is if it is affordable then offering performance-based pay could be a good way to motivate part-time student staff. Most of the feed back was to the students just looking for disposable income money would motivate them, offering pay on performance may be a way to further motivate them. However, this recommendation is with fault as not all businesses could afford to increase pay and it would be more beneficial to motivate staff with the first two recommendations. 
[bookmark: _Toc41405314]5. Conclusion 

In conclusion, this research project sought to understand the motivations of students in part-time employment. It was completed to better understand the motivations, understand why business leaders strive to from a positive working culture and to make recommendations for business leaders to further motivate their student workforce. 
The mains theories reviewed in the research project were Maslow’s Hierarchy of Needs, which looks at the different levels of motivation on the hierarchy and to progress further each tier needs to be filled. Herzberg’s two factor theory was also reviewed and compared to Maslow’s theory to understand if everybody is motivated the same way. 
The research was conducted through interviews from employees of Marstons to understand their motivational needs. The research found that money was not as much as a motivator as thought and a recognition and incentive scheme that would benefit the staff would be better. 
The importance of a positive working culture was also looked at with all the participants stating they had a positive working culture; it was then analysed how to maintain a positive culture to motivate staff to achieve better productivity.  
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Do you work to the best of your ability?

Do you believe it is a positive place to work? 

Would you work somewhere without a positive culture or less of a positive culture? 

Are you more motivated by a positive working culture? 

Are you aware of any incentives? 

Would you perform better if there were any monetary incentives? 

Why do you work part-time? 

Would you work somewhere that offers a hight wage or bonus scheme but has a less positive culture? 
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CONSENT FORM
Title of Project:  
A critical evaluation of what motivates students in part time employment: A Study of Marstons
This research seeks to understand what motivates students in part-time employment 
Name and contact details of researcher: William Spencer, UWTSD, 1704386@student.uwtsd.ac.uk
Please tick box if you 
agree with the statement

	1
	I confirm that I have read and understand the information sheet for the above study and have had the opportunity to ask questions.

	□

	2
	I understand that my participation is voluntary and that I am free to withdraw at any time.
	□

	3
	I agree to take part in this study.
	□

	4
	I understand that data collected about me during this study will/will not* be anonymised before it is submitted for publication.
	□

	5
	I agree to the interview/focus* group being audio/video recorded*
	□

	6
	I agree to allow the dataset collected to be used for future research projects
	□

	7
	I agree to be contacted about possible participation in future research projects.
	□

	________________________ 
Researcher
	_________20/05/20__________
Date
	_____________________
Signature
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