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1. 
2. [bookmark: _Toc164436653]Research Background and Significance
The catering industry is closely related to people's daily life, it is a livelihood industry that is close to everyone, and it is an industry that relies heavily on the quality of its employees. According to Yee, Yeung and Cheng (2008), there is a strong correlation between employee satisfaction and overall business performance in high-touch service industries. Satisfied employees are likely to help the organisation to develop better and help to build the image of the organisation and improve the performance of the organisation. And according to None Amtul Wahab et al. (2024), incentives are a shared factor that affects employee performance in the workplace, and a variety of factors such as career development, growth opportunities, communication, and training can increase job satisfaction. Research on human resource incentives can bring out the full potential of people and make a very good combination of human, material and financial resources to ensure that the social and economic benefits are maximised (Saad, 2018).
Therefore, the optimisation of the human resources incentive system is an important factor in maintaining the vitality of the organisation and achieving performance growth, which can effectively bring into play the role of human resources as a driving force in economic development.
China's current labour market is in the stage of imbalance between supply and demand, the main reason for this phenomenon is the poor mobility of human resources carried out by the organisation, and at the same time there are irrational incentive mechanisms, which makes the loss of talent Lian (2023). In the current complex economic context, the issue of human resources and how to effectively use them to further promote the growth of organisational performance has become a far-reaching topic that deserves to be studied.
3. [bookmark: _Toc164436654]Related Research Theory
[bookmark: _Toc164436655]2.1 Human Resource Management Related Theories
For the corresponding research on human resources, the earliest research on human resource management was conducted by Taylor in the era of scientific management, who regarded human beings as economic beings, and published theories mainly focusing on the scientific and quantitative management of work, and believed that the ultimate purpose of human work is to obtain the maximum economic benefits Holden (1989). Since then, behavioural science theories have come up with new insights, which are mainly marked by the psychological needs model proposed by Maslov and the Hawthorne experiments. This new theory argues that people not only seek material needs but also want their psychological needs to be fully satisfied (Wahba and Bridwell, 1976). At the same time, the harmony of interpersonal relations in the organisation will be related to the level of labour productivity and will have a very important impact on the motivation of employees (Kovalev, 2014). This theory considers human beings as social beings, which means that in the process of work they want not only economic benefits to be satisfied, but also certain psychological needs. More recently, Khuay et al (2023) explored the important components of HRM including recruitment, selection, training, performance appraisal, employee engagement and compensation management. The study suggests that effective HRM practices can help organisations to stimulate and extract the knowledge, skills, expertise and talents of their employees to contribute to the success and growth of the organisation. Satoto (2023) analysed the impact of work environment, competence and compensation on employee performance using quantitative methodology and found that these factors have a significant positive impact on employee motivation. The study pointed out that work environment has a minor negative effect on motivation while competence and compensation have a significant effect on employee motivation. Satoto (2023), analysed the effect of work environment, competence and material incentives on employee performance using quantitative methods and found that these factors have a significant positive effect on employee performance. The study further noted that work environment had a less negative effect on employee performance while competence and compensation had a significant effect.
[bookmark: OLE_LINK3][bookmark: _Toc164436656]2.2 Definition of Incentives
In the field of psychological research motivation is defined as, encompassing a set of motives designed to encourage action. These motives can be categorised into extrinsic and intrinsic motives (Weiner, 2001). Extrinsic motivation comes from extrinsic rewards or punishments. These motivations are usually such as monetary rewards, promotions, praise, or in the form of punishment and criticism. The defining characteristic of extrinsic motivation is that the motivation comes from an external reward or punishment that is earned or avoided for performing a particular behaviour (Lepper, henderlong&gingras, 1999). Intrinsic motivation arises from an individual's interest in a particular activity and is not dependent on the presence of external rewards. This motivation is evident when an individual engages in an activity that is satisfying or pleasurable (Nwannebuife et al., 2020). According to Al-Khaled (2014), human resource management motivation plays a vital role in sustainable organisational development.
Moreover, some scholars have attempted to define the concept of motivation in the context of human resources. According to this definition, motivation can be understood as the sum of activities that can be used to guide, motivate, modify and strengthen human behaviour in response to the inherent regularity of situations that cause changes in employee behaviour. "Motivational activities for people are able to fully motivate them and ensure the consistency of their behavioural goals with the goals of the organisation" (Tohidi and Jabbari, 2012).
[bookmark: _Toc164436657]2.2 Theory of Incentives
2.2.1 Process Theory
Generally speaking, the process motivation theory mainly focuses on the corresponding research through the process of satisfying human needs, so as to analyse some human behaviours and see how they generate, lead, maintain and terminate the corresponding goals (Gopalan et al., 2017). In terms of research methodology, process motivation is mainly analysed using a systematic and dynamic approach to find out what employees need in terms of their labour payment, salary and bonus. And on the basis of this to predict and control the employee's behaviour, so as to achieve the corresponding incentive effect, to achieve the desired purpose. Here, expectation theory and equity theory are the key research contents in process motivation.
Expectancy theory is in fact the study of the relationship between employees' efforts and the rewards they receive in the end, so that the motivation process can be determined (Fang, 2023). This theory was developed by the American psychologist Victor H. Vroom, who argued that employees are more motivated when they understand that they are likely to achieve their intended goals, and that they will benefit from the achievement of those goals. As a matter of fact, the level of motivation is generally correlated with two factors, namely expectancy as well as potency (Loh, 2019). Expectancy theory in practice can be used as an analytical tool to analyse whether the measures taken have motivated the employees of the company sufficiently, and if they are not motivated enough, it is necessary to determine the specific reasons for this, and then take appropriate measures.
The concept of equity theory was first proposed by psychologist J. Stacy Adams. The theory posits that employees typically engage in practical judgements about fairness by making comparisons between their inputs and outputs with those of others. These inputs encompass a range of factors, including time, loyalty, effort, commitment, performance, and creativity. The corresponding outputs, in turn, encompass a range of factors, including pay, benefits, recognition, fulfilment, job security, and being challenging (Morand and Merriman, 2012). In this context, employees tend to focus on their subjective perceptions of inputs and outputs, rather than objective data. When employees make fair comparisons, they typically compare their current job and pay with previous roles in the same or different organisations, as well as with other individuals in the same or other organisations. If employees perceive that their inputs and outputs are not proportionate, they will experience a strong sense of unfairness, which will affect their actual motivation to work and reduce their work efficiency (Kim et al., 2023).
2.2.2 Content Motivation Theory
Content motivation theory in the application of the main focus on the important role of intrinsic motivational factors, the actual focus on the use of such factors to carry out a certain degree of motivation of employees, the corresponding motivation is in the starting point of the motivation process, that is, the actual needs of people as a starting point, the main study of those who can guide people's behaviour to achieve the goal of the relevant factors (Wedgwood, 2015). Therefore, the main purpose of content motivation is to understand human needs, determine what needs should be satisfied, and determine the reasonable structure and sequence of satisfying the corresponding needs, so as to ensure that the effect of motivation can be fully utilised. Compared with the process motivation theory, the content motivation is mainly from a static point of view on the corresponding motivation problems to explore, which mainly explains the hierarchy of needs theory and the corresponding two-factor theory.
Hierarchy of needs theory was firstly put forward by American psychologist Abraham Harold Maslow (Abraham Harold Maslow), which has a great influence on the development of the theory of motivation, and has been widely used in various fields in the world. The Hierarchy of Needs theory actually categorises the needs that people seek into the following five levels from low to high. Among them, the bottom level is physiological needs, the second level is safety needs, the third level is social needs, the fourth level is respect needs and the highest level is self-actualisation needs (singh&behera, 2016).
This theory suggests that all the behaviours exhibited by a person are related to these five needs and the corresponding hierarchy of needs is ascending and evolving sequentially from low to high. When a lower level need is fully satisfied, another higher level need will arrive, and the higher the actual need level, the less likely it is to actually be satisfied. Also, the hierarchy of needs theory suggests that needs that have already been satisfied are no longer motivating, or are minimally motivating, and that only needs that have not yet been satisfied are truly motivating (Taormina and Gao, 2013). 
For the five levels mentioned in the hierarchy of needs, in fact, each level has a variety of specific needs manifestations, and motivational role of a variety of ways, the corresponding managers can set certain goals to stimulate the enthusiasm of the actual work of the employees, and to carry out the corresponding guide to their behaviour, and thus achieve the purpose of motivation, so that the organisational goals can be successfully achieved.
The two-factor theory was put forward by the famous American psychologist Herzberg in the 1950s. According to the theory, there are two different types of motivational factors that affect the psychological activities of individuals, namely motivation and health factors. (Hur, 2018). Motivational factors are mainly related to the content of the work and are mainly designed to motivate the employees in their work so that they will approach their current work with a more serious attitude, which will lead to a great increase in work efficiency, these factors include the challenging nature of the work, a sense of achievement in the work and the recognition of their colleagues or the society, as well as the growth and progress of their own development. And health factors mainly play a certain role in safeguarding to avoid some difficulties or negative emotions of employees in the actual work. Health factors are closely related to the work environment or external things, such as the management system of the enterprise and the corresponding local policies and regulations, the interpersonal relationship at work, the remuneration provided and whether the work is safe and secure. In practice, the absence of these factors may lead to a lack of enthusiasm on the part of employees, which ultimately reduces work efficiency and even affects the normal conduct of work. 
[bookmark: _Toc164436658]2.3 Characteristics of Incentives
Since people are the most basic object of incentives, some basic characteristics of people themselves determine, to a certain extent, the following basic characteristics of incentives, namely, systematic, social, perishable, limited and credit.
Firstly, it is systematicness. The targets of incentives include the top and middle management of the organisation as well as the grass-roots employees, in which no level is indispensable, otherwise the incentives will fail to achieve the desired effect. Because the target of motivation mainly includes three levels such as high, middle and low, then it can be said that motivation is actually expressed as a systematic project, which basically includes the corresponding basis to ensure the successful realisation of incentives (Chen and Kanfer, 2006).
Secondly, it is sociality. Since human beings cannot exist completely independently of society, they have spiritual needs that need to be met by the organisation, in addition to their material needs (Rocha and Pinheiro, 2020). The incentives provided to the target need to be a combination of material and spiritual incentives. In fact, material incentives are much more costly for an organisation to deliver than moral incentives (Singer, Van Hoewyk and Maher, 2000). Therefore, if organisations can fully understand and make use of this social characteristic of human beings, they will be able to achieve better motivational effects and achieve the purpose of motivation with minimal costs.
Thirdly, it is mutability. The characteristics of incentives actually include such characteristics as fickleness, which can be reflected in the following two aspects. Firstly, the effectiveness of incentives will decay over time; secondly, incentives are easily affected by other events, which will accelerate their actual decay rate to a certain extent (Sullivan et al., 2022).
The fourth is finiteness. There is a limit to the effect achieved by incentives, and it is normal and necessary for an organisation to have some degree of talent turnover if it is to remain healthy and stable. Even if the talent is capable, it is not necessary for the organisation to incentivise at a very high cost in order to retain it. The limited nature of incentives is mainly determined by the balance achieved between the costs and benefits of incentives (K. Sandhya and D. Pradeep Kumar, 2011). So, an organisation needs to develop its talent pipeline well in advance if it wants to avoid the occurrence of brain drain due to excessive incentive costs.
Finally, there is creditability. In the process of incentives, the organisation needs to give the corresponding commitment to the employees first, and then according to the situation to carry out incentives, and to achieve the incentive to cash work. In this process, the organisation needs to abide by the credit, the promise made must be fulfilled, so as to achieve the effect of incentives, otherwise not only can not achieve the effect of incentives may also have negative effects (Meyer, Becker and Vandenberghe, 2004).
[bookmark: _Toc164436659]2.4 Methods of Motivation
As a matter of fact, there are many ways to motivate employees, as each person has his/her own personality and their level of needs are not the same. Therefore, organisations should first fully understand the actual needs of each employee and then carry out motivational activities accordingly to ensure the best motivational results. Therefore, according to the different ways of motivation, it can be divided into the following methods.

(1) Material benefit incentive. Organisations are able to motivate their employees by means of material benefits, such as salaries, bonuses and benefits (Abesinova, 2021). As one of the most basic methods of motivation, material incentives are valued by organisations in reality and have become the most widely used method of motivation. This is because money, for example, must play a very important role in motivation (Krivenko, 2023).
(2) Goal motivation. Goal motivation is in fact the process of motivating employees by setting goals for them. Through goal motivation, employees are motivated to achieve the desired motivation and behaviour by setting appropriate goals. After the employee achieves the goal, he or she will receive a certain degree of reward, including material and spiritual (Goerg, 2015).
(3) Training incentives. This method of motivation is mainly to give training opportunities to employees who perform well in their work, which is a reward and recognition of excellent employees, but also a very valuable investment for the organisation so that employees can take on more challenging work in the near future, and get the opportunity to be promoted (Bartlett, 2001). Employees who have career plans and work goals prefer this method of motivation because it allows them to improve their abilities and gain recognition from the organisation for their future development.
(4) Participation motivation. The core of this strategy is to encourage employees to actively participate in the actual activities of organizational management, so as to achieve the corresponding incentive effect. Generally speaking, employees are willing to engage in activities related to their own interests and behaviors. Through this kind of participation, employees will feel that the organization attaches importance to their thoughts and feelings, which can gradually cultivate employees' sense of belonging and identity to the organization and meet their self-realization needs (Latham, Winters and Locke, 1994).
(5) Honour motivation. This method of motivation is mainly through giving employees a certain amount of honour, to improve the sense of pride and motivation of employees, honour can mainly reflect the affirmation of managers for the contribution of employees' work, and can fully satisfy employees' self-esteem needs (Wu, Wolff and Nagel, 2010).
[bookmark: _Toc164436660]3. Introduction of the Organization
Haidilao brand was founded in 1994, its main business for the Sichuan hot pot, since its inception, are adhering to the "pollution-free, disposable" material selection standards, raw materials and ingredients have very strict control standards, after more than 20 years of development, Haidilao International Holdings Limited organisation has grown into an internationally renowned After more than two decades of development, Haidilao International Holdings Limited has grown into an internationally renowned catering organisation (Haidilao, 2023). According to Blazyte (2023), as of 2022, Haidilao has opened 1,463 restaurants globally, of which 1,349 are located in mainland China and 114 are located in Singapore, the United Kingdom, South Korea, Japan, the United States, and Canada. What makes Haidilao different is that it always starts from the customer experience and innovatively provides customers with delightful dining services. All of the personalised services in the shops come from the creativity of the staff, including the Sichuan special face-changing show for customers, free manicure service for female users while waiting, and free photo printing service for dinners (Lau, 2023).
And the important way for Haidilao to motivate its employees is its perfect employee incentive policy. According to Chen, (2018) Haidilao's main incentive policies for employees include:
a) Material benefit incentive: Haidilao stimulates employees' enthusiasm for work by providing material rewards (e.g., salary, benefits, etc.). and spiritual rewards (e.g. trust, respect, etc.) to. This kind of benefit drive is divided into material level and spiritual level, which is the basic source of employee motivation and the ultimate pursuit of the goal.
b) Honour incentive: Haijilao improves employees' recognition of self-worth by providing spiritual honour rewards (such as trust, respect, etc.), and such incentives well satisfy the employees' needs at the social level.
c) Goal incentive: The organisation encourages employees to believe that their efforts will be justly rewarded by setting clear standards and commitments. This commitment includes rewards and promotion opportunities for employees.
d) Training incentive: Haijia provides resource support, mentor-apprentice training model, efficient communication and goal guidance to help employees clarify their work direction and improve their skills.
e) Empowerment incentive: The organisation gives employees greater autonomy and responsibility to enable them to perform better. This includes trusting employees and giving them more decision-making power, e.g., Hai Di Lao employees enjoy the right to refill dishes for customers for free.
4. [bookmark: _Toc164436661]Aim of Research
The main purpose of this research is to take the human resource incentive policy of Haidilao as an example to explore how human resource incentive policy improves the enthusiasm and satisfaction of employees and thus promotes the growth of organizational performance, and to provide relevant suggestions for organizations in formulating human resource management policies.
5. [bookmark: _Toc164436662]Objectives
The main objective of the research is to take Haidilao as the research object to explore the impact of the five incentive systems of honor incentive, material benefit incentive, goal incentive, training incentive and empowerment incentive on organizational performance
6. [bookmark: _Toc164436663]Hypotheses
Hypothesis 1: Honour incentives are positively related to organisational performance. This means that it is assumed that providing honour to employees will positively affect the overall performance of the organisation.

Hypothesis 2: Material benefits incentives are positively related to organisational performance. Here it is hypothesised that setting reasonable material incentives will help to improve the performance of the organisation.

Hypothesis 3: Goal incentives are positively related to organisational performance. It is hypothesised that setting reasonable goals and commitment incentives will help to improve organisational performance.

Hypothesis 4 : Training incentives are positively related to organisational performance. This hypothesis assumes that training and development activities for employees will improve their skills and competencies, which will positively affect organisational performance.

Hypothesis 5: Empowerment incentives are positively related to organisational performance. The last hypothesis suggests that empowered decision making process, i.e. giving employees more autonomy in decision making, positively affects organisational performance.
7. [bookmark: _Toc164436664]Research Method
In this study, I planned to use questionnaire method in quantitative research method because quantitative research method is more objective, subjectivity may affect the results of the survey when using qualitative research method, and quantitative research method has more ability to get results from larger samples (Mohajan, 2020). When conducting my research I wanted the results to be more objective, so I decided to use quantitative research methods. Whereas questionnaires are able to collect data quickly from a large number of respondents, which is very useful for research that requires extensive data support as it allows the researcher to collect information from a large number of people from different backgrounds and regions in a short period of time (García, 2011). Also questionnaire data can be easily quantified and processed, making it suitable for complex analyses such as regression analysis and analysis of variance (ANOVA) using statistical software, which help to identify patterns, test hypotheses and validate theories (Olayemi, Olajide and Ajayi, 2022).
[bookmark: _Toc164436665]7.1 Data Collection
The survey aimed to analyse the opinions of about 200 Hai Di Lao employees from five Hai Di Lao restaurant outlets in Wuhan area of China, with respondents coming from different roles such as general staff, assistant managers and shop managers.
I first plan to understand their basic situation by asking several questions related to their age, gender, and job position. After that, I will ask several questions related to promotion incentive system, salary incentive system, staff training incentives, empowerment incentive system to investigate the implementation of different incentives, and lastly, I will ask several questions related to how these factors affect the organisational performance.
These employees were invited to complete an electronic questionnaire referencing a Likert-type scale containing 3-4 questions related to their personal background, and then 3-4 questions per factor, totalling approximately 20 questions. The scale ranges from:1 = strongly disagree to 5 = strongly agree. A factor was considered to be highly positively correlated with organisational performance if it had an average score of 4-5. If the score is 3-4, it is considered to be related to organisational performance but with a low degree of influence. If the score is 1-2, they are considered to be directly uncorrelated (South et al., 2022). The use of electronic questionnaires is mainly due to the fact that it is more convenient and quicker, as well as taking up less of the employees' time and having a lower impact on their work, and that electronic questionnaires directly convert raw data into a computer-readable form (Hunter, 2012).
7.2 Data Analysis Method
The results of the survey will be analysed through multiple regression analysis using SPSS (Statistical Package for Social sciences) to determine the extent to which the factors of Promotion Incentive System, Pay Incentive System, Employee Training Incentives, and Delegation of Authority Incentive System have an impact on the results. The analysis will output statistics including regression coefficients, t-values, p-values and R², which will help me to understand the extent to which each of the independent variables influences the dependent variable and its statistical significance (Ganesh Prasad Adhikari, 2022).
[bookmark: _Toc164436666]7.2 Privacy and Ethics
Firstly, the rights of the respondents will be fully protected. The privacy and dignity of the respondents will not be violated while conducting the study and their free will to participate in the study will be guaranteed (Laryeafio and Ogbewe, 2023).
Secondly, in order to ensure that the results of the study are credible and scientific, the basic principles of scientific research will be strictly followed in the conduct of the study to ensure authenticity of the data, fairness of the results, etc (Howard Lopes Ribeiro, 2023).
[bookmark: _Toc164436667]8. Research time plan
Dissertation Planning
Proposa; I started planning this research proposal in April 2024.
Literature Review; I intend to complete my literature review by June 2024. 
Data Collection; I plan to begin collecting data after completing the research design, with an aim to finish by August 2024.
Analysis; Once I have collected the data, I intend to analyze the data in August 2024, which should take about 2 weeks. 
Thesis Write-up; After completing the data analysis, I will begin writing the thesis, which is expected to take 2-3 weeks, with the aim of completing the main body of the thesis by September 2024.
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