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[bookmark: _Toc232742525]CHAPTER ONE: INTRODUCTION
[bookmark: _Toc232742526]Definition of concepts
Human capital investment practice: refers to a deliberate strategy, activities, or programs firms use to enhance capabilities of employees. Sachau (2007) outline that businesses use varying practices categorised under training and development, comprehensive health and wellness, recruitment and orientation, and knowledge management. 
Employee retention: refers to the ability of employers to sustain employees over a long period. Companies with high retention implies the company has better solutions to maintain a large pool of customers.
Job satisfaction: explains about the status of being contented with the job. Employees develop satisfaction whether they like the people they work with, the work environment, and the kind of work they do (Wanous, and Lawler, 1972). 
[bookmark: _Toc232742527]Significance of the topic 
The study seeks to use the results to generate new knowledge in support of the existing literature about effect of human capital investment practices and retention. In addition, the study also seeks to use the results to guide management and owners of Rentokil Initial Contact Centre company. The study will show the factors of human capital investment practice with the highest effect and one without or with less effect. This will help management develop proper mechanisms to improve poorly performing practices. Additionally, the results seek to support policy advocacy among experts.
[bookmark: _Toc232742528]Purpose of the research
[bookmark: _Toc232742529]Background of the Study
Contact Centre companies such as the Rentokil Initial in Birmingham relies heavily on people where service quality is determined by the skills, commitment, and motivation of employees. In Birmingham. Companies compete against labour markets where employees are likely to quit because of much pressure, limited opportunities for career growth, failure of recognitions, and repetitive activities (Tooksoon, 2011). Firms that use human capital practices like career development, financial rewards, skill development, supportive leadership among others, improves satisfaction and returns in the rate of turnover. 
The study examines how investing in human capital practices influence retention and eventually leads to job satisfaction. Mehreza, and Bakria (2019) argues that when organization values employees, develops them, and treats them in a fair manner, they would have a higher chance of remaining with an organization for a long time and perform effectively. Gaining better understanding helps management develop better human resource strategies, reduce total costs of recruiting employees, improve services, and generate satisfied and loyal employees. 
[bookmark: _Toc232742530]Statement of the Problem
Rentokil Initial contact centre invests in employees at different capacities. A majority of employees gave also worked in the company for a long period. However, reports report conflicting findings on job satisfaction. In reality, little to no research has been conducted on the firm. Lack of specific findings on the firm would mean management adopt generic results. 
[bookmark: _Toc232742531]Proposed aim, objectives and research hypothesis
[bookmark: _Toc232742532]Proposed Aim
The aim of this project is to examine the effect of human capital investment practices on employee retention and job satisfaction at Rentokil Initial Contact Centre in Birmingham

[bookmark: _Toc232742533]Research Objectives
1. 	To Examine relationship between career progressions on employee retention at Rentokil Initial, Birmingham
2. 	To investigate relationship between skill developments on employee retention at Rentokil Initial, Birmingham
[bookmark: _GoBack]3.  	To inform effect of financial incentives on employee retention at Rentokil Initial, Birmingham
4. 	To determine relationship between employee retention on job satisfaction at Rentokil Initial, Birmingham

[bookmark: _Toc232742534]Research Hypotheses
H1: Employees who undergo career progression will find more reason for maintaining their employment with Rentokil Initial 
H2: Employees who undergo skill development programs find reason to remain at Rentokil Initial, Birmingham
H3: Employees who receive financial incentives will find reason to remain at Rentokil Initial, Birmingham
H4: Employees who report higher cases of retention report higher job satisfaction at Rentokil Initial, Birmingham


[bookmark: _Toc232742535]CHAPTER TWO: LITERATURE REVIEW 
[bookmark: _Toc232742536]Human capital investment practices theory
	The human capital theory was developed by Gary Becker and Theodore Schultz in 1960s. It explains that people can investment in themselves just like businesses do in machinery in order to increase their capability and future productivity as well as earnings (Aburumman et al., 2020). The theory is anchored on the idea that organizations invest in employees because of their future. Individuals incur the cost of investing in tuition, training fees, and buying of resources at the expectation that they will eventually earn higher returns in terms of monetary and non-monetary benefits. In organizations, human capital investment occurs through skill development (the cost of training employees), paying them well (financial incentives), and ensuring that they get promoted (career progression) (Quader, 2024). Organizations that do this expect returns through higher productivity and retention of employees for a long period. While on employees, this expects to increase job satisfaction. 
	The theory will anchor this study by measuring the human capital investment practices. The study will use the theory to guide the measurement of career progression, financial incentives, and skill development. The study will develop five Likert scales from 1 = strongly disagree to 5 = strongly disagree. 

[bookmark: _Toc232742537]Herzberg’s Motivator-Hygiene Theory 
	The Herzberg’s motivation-hygiene theory was developed by Fredrick Herzberg to explain hygiene and motivation factors (Sachau, 2007). The hygiene which forms the basis for retention, covers different extrinsic factors ranging from financial incentives, better physical working conditions, job security. According to Herzberg, is that improvement of extrinsic factors does not make employees to become satisfied, however, their presence helps employees not to become dissatisfied. Presence of poor hygienic factors contribute to a majority of people to quit their places of work leading to low retention. While on the other hand the motivational factors have been considered the core drivers of satisfaction (Malik and Naeem, 2013). They work like intrinsic factors such as career progression, career growth, recognition, achievement, and awarding of meaningful work. Presence of these factors at the place of work increases job satisfaction and internal motivation among employees. 
	The Herzberg’s two factor theory will help anchor the current study. It will help measure both retention and job satisfaction. The theory will help map the two variables. For example, the hygiene factors will help shield employees against turnover hence, achieving high level of retention. While on the other hand, the motivator factors will support the measurement of job satisfaction. 

[bookmark: _Toc232742538]Conceptual Framework
The conceptual framework below shows the link between three constructs of human capital investment practices – career progression, skill develop, and financial incentives to employee retention. The study also shows the connection between employee retention and job satisfaction. 
Figure 1: Conceptual Framework
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[bookmark: _Toc232742539]CHAPTER THREE: RESEARCH METHODS AND METHODOLOGY 
[bookmark: _Toc232742540]Research approach 
The study will use deductive research approach to test the theory and hypotheses (Crowther & Lancaster, 2008). Specifically, the study will use the hypotheses to test whether three constructs of human capital investment practices, career progression, skill development, and financial incentives affect employee retention and finally on job satisfaction. By testing the theories, the findings will strengthen the benefits to management and academic. 
[bookmark: _Toc232742541]Research methodology 
The study seeks to use mono methodology to examine the effect that human capital investment practices have on retention and job satisfaction. Specifically, the study will use quantitative method to collect numerical data through survey. 
[bookmark: _Toc232742542]Research strategy 
The study seeks to use a case study and survey strategy to collect data. A case study will be used to bridge the gap between abstract theory and real application of human capital investment theory. For example, the case study will help explore complex phenomena in depth as well as generate actionable insights for management to act on to increase job satisfaction.
[bookmark: _Toc232742543]Sampling methods 
The study seeks to use simple random sampling to pick employees working in different departments at the Contact Centre. The study assumes that everyone at the Contact Centre has equal chance and bears similar characteristics of benefiting from skill development, career progression, and financial incentives. Besides, the study seeks to screen out employees who have undergone career progression, skill development, received different financial incentives, and maintained their position in the company for at least 12 months.
[bookmark: _Toc232742544]Data collection methods/tools
Structured questionnaires will be sent out to participants working in different departments at the company. Online questionnaires will be developed with the help of Google Forms. URL will be posted on the company social media pages. Employees will be asked to clink on the link and be redirected to the Google Form pages they will then fill up the forms. Employees will be given a period of two weeks to fill and submit completed questionnaires.
[bookmark: _Toc232742545]Data Interpretation
Data will be interpreted using two approaches. The first approach involves generation of descriptive statics; frequencies and percentages of demographic information such as the department, years of work, gender, financial incentives, training frequency, levels of promotion (McGivern, 2013). Second, the study also seeks to conduct structural equation modelling to understand the effect of human capital investment practices on employee retention and then retention on employee satisfaction. The SEM will test the direct effect of human capital investment practices on employee retention and indirect effect on job satisfaction. 
 


[bookmark: _Toc232742546]Time prospects of the research (Gantt chart)
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[bookmark: _Toc232742547]Ethical consideration of the research 
Three ethical codes will be used in this study. Ethical approval form will be obtained form the university. The study will also seek informed consent from both management and employees (Saunders, Lewis, and Thornhill, 2015). During data collect anonymity will be maintained. Data analysis will be done anonymously without revealing participant identity. 

[bookmark: _Toc232742548]CHAPTER FOUR: CONCLUSION 
This study seeks to examine the effect of human capital investment practices on employee retention and job satisfaction at the case of Rentokil Initial, Birmingham.  The study also established three specific objectives as follows – examining the relationship that career progression, skill development, and financial incentives have on retention. Consequently, the study tests the effect that retention has on job satisfaction. Moreover, the study will use survey approach to collect quantitative data from the participants working in different departments at Rentokil Initial company. 
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