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Abstract

Regardless of the nature, size, or location of an organization, employees are seen as its foundation, and they require both guidance and motivation to achieve success. It is essential to provide direction in managing employees, which ultimately enhances their productivity. The careful consideration and serious discussion of "employee benefit decisions" are crucial because they directly impact a firm's competitive position in the market. Among these decisions, compensation policies such as "health insurance policies" play a significant role in retaining and maximizing employee productivity. The study aimed to recognize the significance of effectively managing employee benefits to attain business growth in the global market. This objective was reinforced by the following four goals: To formulate an understanding of how the management of employee benefits can contribute to business growth; to critically analyse the Harvard model of human resource management within the context of international business, to examine the employee benefits and compensation policies of ten multinational corporations (MNCs) in the UK, utilizing secondary data, and to provide recommendations for improving employee benefits practices to achieve business growth. The study utilized secondary data sourced from MNCs' annual reports, along with an analysis of relevant literature pertaining to the research topic, organized into various themes. The research employs a mixed method approach, beginning with a qualitative method that involves examining previously conducted research works from the period spanning 2015 to 2023. To enhance the credibility of the findings, the study considered the potential influence of Return on Assets (ROA) on the relationship between employee perks and firm growth by including it as a control variable. A qualitative study could provide further insights into employee attitudes and behaviours, considering cultural and historical contexts. The study highlighted the importance of managing employee benefits for business growth, offering recommendations for policy enhancement. It serves as a foundation for future empirical research in different business sectors, emphasizing the significance of effective employee benefit practices.
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[bookmark: _Toc137719668]CHAPTER 1: INTRODUCTION
1.1 [bookmark: _Toc137719669]Research Background
Employees are considered the backbone of any organisation regardless of its nature size or region, and employees need direction and motivation for attaining success. Guidance is mandatory in managing the employee leading to a boost in employee productivity. According to Clark (2023a), nearly 32.9 million were employed in UK, in the initial part of 2023, which was the same in late 2022. The data reveals employment in UK is experiencing a leap after 1983 marking the least in the same year with 23.6 million employments. The initial three months of 2023 had an employment growth rate of 75.8%, which was previously 75.5% for the last three months of 2022. Since 2011, the employment rate in UK has been increasing tremendously, reaching a peak in 2020, and then it slowly started diminishing (Clark, 2023b). In terms of different sectors in the economy, “the private sector” in the UK employed 5 million people in the wholesale as well as retail trade sectors in 2022, marking as the largest employment provider of 2022 succeeded by “administrative and support service activities” providing 2.99 million employments (Clark, 2022a). In accordance with the public sector in UK, “National Health Service”, and the education sector are the biggest providers of employment with 1.9 million and 1.5 million employees respectively (Clark, 2023c). According to Stewart (2022), 53% of UK institutions actively participate in and encourage activities focused on the well-being of the employee, which has reflected in ensuring the sound mental health of the employees. Moreover, 35% of organisations pay moderate attention towards mental health and 26% have focused on “good work” promoting a sound work-life momentum. During the period 2021-2022 governing authority of UK invested around £13.1 billion in activities associated with employment generation and allied activities, which was £13.8 billion earlier thereby showing a slight decline (Clark, 2022b).  
1.2 [bookmark: _Toc137719670]Research Significance
“Employee benefit decisions” are one of the vital concerns which should be discussed with utmost seriousness as it have a direct influence on the competitive position of firms in the market. Among the decisions promoting employee benefits compensation policies such as “health insurance policies” adopted by a firm have an eminent role as it will aid in the retention and productivity of the employee (Krekal et al., 2019). Even though the employee benefit decisions are proven to be advantageous for both the employers and the employees, the cost associated it will be considered as a burden for the organisation. Considering the cost, it absorbs the tierce of accumulated labour costs and shows an increase continuously (Gubler et al., 2018). Over the years employee benefit initiatives adopted by a corporate have evolved significantly as firms have taken it as a measure to attain success and competitive advantage. The major advantage of employee benefit schemes is that it will be favourable for the companies in the long run through the retainment of employees and escalates productivity by providing work satisfaction and encouragement (Adebisi and Oladipo, 2015). Being valued by the organisation and assured by employee benefits packages, workers in the organisation will become more committed and dedicated towards the assigned duty (Odunayo, 2022). 
Moreover, high competitiveness in the market and the threat of being replaced compels organisations to look after the matter of employee well-being which is now has turned from the basic need of survival to retaining a position in the market and becoming stable in the economy. A healthy and sound workforce attributed to employee benefit programmes contributes to the efficiency in the financial performance of the firm, leading to business growth as well as development (Jaworski et al., 2018). However, failing in providing proper guidance and appropriate employee benefits packages will have an adverse impact on the goals of the company and that will mirror its performance. Thereby exploring employee benefits schemes and implementing them in an organisation with equal importance is vital for a firm’s well-being (Klein and Guillen-Walsh, 2021). 
1.3 [bookmark: _Toc137719671]Aim
The importance of managing employee benefits for achieving business growth in the international market.
1.4 [bookmark: _Toc137719672]Objectives
· To develop a concept of how employee benefits management can facilitate the growth of a business.
· To assess the Harvard model of human resource management in the context of international business through critical analysis.
· To investigate the employee benefits and compensation policies of ten multinational corporations (MNCs) in the UK, using secondary data.
· To propose recommendations for enhancing employee benefits practices to achieve business growth.

1.5 [bookmark: _Toc137719673]Research questions
1. How employee benefits management can facilitate the growth of the business?
2. What is the relation between the Harvard model of human resource management and international business?
3. How employee benefits and compensation policies are associated? 
1.6 [bookmark: _Toc137719674]Research Rationale 
The UK government has made certain employee benefit initiatives as mandatory practice for organisations. Retirement, sick pay, maternity/paternity pay and vacay pay are important compulsory employee benefit policies. There are also attributional policies such as income protection, private as well as critical illness medical insurance and employee support programmes (Quek et al., 2021). A pivotal component of the employee benefits programme is the pension scheme, which is a mandatory provision in UK, and the government has made a minimum compulsory contribution from the side of the employer, which is now confirmed as 3%. Even though the employer can distribute more than of it, UK government policies of maximum limit to allowances need to be followed (Gilchrist et al., 2015). The main concern in regard to employee benefits management is that the nature of people differs the same as in the case of priorities and interests, thereby completely satisfying or fulfilling the needs of every employee is not a possible thing that a firm could perform (Dachner et al., 2021). Government officials being rigid on certain policies, complications may arise for both the parties involved namely the beneficiary and the benefactors. These are the serious issues that emerged in association with the employee benefits scheme in UK (Wiefek et al., 2019). 
1.7 [bookmark: _Toc137719675]Research Gap
Regarding the studies after the necessary research and reviewing several literary works, there are a limited number of studies in association with employee benefits’ role in business performance. Especially in the research context of UK, and studies regarding MNCs in connection with employee benefits are very rare to find even though there is a large scope for it (Agubata et al., 2022). This research study will be performed under mixed method, which will assure its reliability and accuracy through the validation using appropriate methods and tools. Integration of both qualitative and quantitative analysis will provide an outcome that will be authentic and credible (Esthi and Ekhsan, 2020).  Thereby this research analysis will fill the gap which previous literary works leave behind in terms of the method adopted, context analysed and sample size selected. 
1.8 [bookmark: _Toc137719676]Snapshot of research methodology
The research study will follow a mixed method, which is a mixture of performing both qualitative and quantitative analysis for the same phenomenon. For attaining the best outcome which is perfect in every way mixed method will be a great support. Pragmatism philosophy will be applied for this research analysis supported by an abductive approach and exploratory research design. The study will be conducted on the basis of secondary data collected from the annual reports of MNCs. The sample size which is going to be analysed in this research is predetermined as 10, and the quantitative data analysis will be performed with the aid of SPSS statistical instrument. The functions such as “regression, correlation and descriptive statistics” in the SPSS tool will support the secondary quantitative data analysis. In association with qualitative analysis, thematic analysis will be conducted where previous literary works associated with the research topic will be analysed under different themes. 
1.9 [bookmark: _Toc137719677]Research Structure
Figure 1: Structure of the research
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Source: Self-developed
The “research structure” of a research work illustrates the outline of the research study in a precise manner, providing an overall preview of the work. The foremost section in a research study is the introduction part comprising the “background, rationale, significance, research questions, aim along with objectives, a snapshot of methodology and the research gap”.  Introduction part is succeeded by “review of literature” section where earlier published journals and articles were reviewed and analysed to build a general grasp of the research topic. The third section of the research study is the methodology which deals with the concepts and terms associated with the processes involved in research analysis. The practice of data collection and data analysis is explained in this section. The methodology section is followed by the pivotal section of the research work, the findings and analysis part, where the outcome of the research analysis is derived and interpreted. Chapter four of the research work also consists the discussion section, where the comparative analysis is performed; the research results were compared with the previous study results prescribed in chapter two of the study. The final section of the main body of research analysis is the “recommendations and conclusion section”, this section answers the research question put forward in the research study in its initial part which is the introduction section. Suggestions for improvement and problem solutions were also presented in this part. After the main body, the references and appendices were attached in this research work.  


[bookmark: _Toc137719678]CHAPTER 2: LITERATURE REVIEW
A review of literature is an extensive summary of the previous research that critically analyses based on the topic of the significance of employee benefits management for attaining corporate growth in the global market. The studies from the years 2014 to 2023 are evaluated for this review, which begins with a discussion of the major findings and a critical evaluation of them in light of the aims and research questions.
[bookmark: _Toc137719679]2.1 Employee Benefits 
Employee benefits involve any type of financial or non-financial remuneration given to workers in addition to their basic pay or base salary based on how well they perform for the company. The components of a comprehensive benefits package for employees might include health insurance, life insurance, paid time off, profit sharing, and retirement benefits (Ko and Hur, 2014). Employees receive a perk in addition to their salary, which is a fringe benefit and the workers are inspired by it. The presence of fringe benefits fosters a motivated atmosphere that raises output, sales, and profitability and the employees receive bonuses when they meet specified benchmarks and criteria (Yousaf et al., 2014). According to Idris (2014), businesses are beginning to look to flexible working as an alternative to rising cash rewards, which are believed to be an unsustainable approach for staff retention. Flexible work schedules can reduce stress, boost job satisfaction, minimise tardiness and absenteeism, and boost productivity (Austin et al., 2020).  However, a variety of flexible work arrangements provide employees with a number of benefits. Flexibility in the workplace is typically regarded favourably, but it is also believed to be essential for extending the working lives of older employees and assisting businesses. Organisations see flexibility from four related perspectives, including; a specific employee perk, to increase operational effectiveness, being a crucial component of organisational strategy and in order to solve underlying societal inequality (Earl and Taylor, 2015). 
Businesses should strive to increase overall efficiency as well as the benefits that employees receive personally and the conditions in which they work and live, this will help employees be more productive at work (Zhang, 2016). Companies may spend on employee benefits and sustain positive employee relations while accumulating significant cash reserves as a result of strong financial performance (Ghaly et al., 2016). Employee reward programmes have a greater impact on employee motivation than on productivity; Executives and employees place the most value on financial benefit programmes; Employees of different genders have different expectations for benefits, and those who are single are more likely than those who are married to think that benefits have a greater impact on job performance (Kossek and Thompson, 2016). However, they can also be influenced by an employee's position within the organisation, accomplishments, and length of service (Stalmašeková et al., 2017). 
[bookmark: _Toc137719680]2.2 Types of employee benefits
Employers should provide their employees life insurance, sick days, dental insurance, and health insurance. In addition, paid holidays, additional unemployment compensation, pension plans, educational and legal support, and a plethora of other benefits, are among the major employee perks (Lemma, 2014). Health insurance may pay for the costs of medical, dental, and vision care for workers and their dependents (Howe, 2014). Hospitalisation coverage is offered by employee health insurance, covering costs associated with admission and discharge. Some employee health insurance plans include payments for the costs of specialists and other medical professionals for follow-up visits (Pitacco, 2014). Employees are more likely to be content when they have more control over their working hours. Offering flexible work hours will, therefore, encourage employee satisfaction, and satisfied employees are the foundation of productive and successful enterprises. Better communication between businesses and employees is another benefit of flexible scheduling (Galea et al., 2014). 
Employers may offer benefits for parents, such as on-site childcare, financial aid, or referrals and this can assist working parents balance the demands of their families and employment (Brady, 2016).   Family benefits help workers at different levels of their lives balance and juggle their responsibilities to both their families and their careers. These benefits include parental support in the form of advice on family planning, financial assistance for raising children, mental health assistance, and access to speciality care (Caillier, 2016).  Remote employment helps employee capacity to maintain a healthy balance between work and life due to the flexibility of scheduling the work and the absence of established hours of labour. One of the numerous flexible work arrangement options is the notion of working from home, combined with a part-time work system and flexible working hours (Nordin et al., 2016). Employee benefits insurance is a type of life insurance policy that an organisation provides to its staff members. It offers its employee health and life insurance in case of unexpected medical or other problems. It aids employers in keeping on board current personnel and luring fresh talent to their organisations (Jaworski et al., 2018). Some companies provide pensions, which are delayed payments that are collected during the employee's employment and given back to them upon retirement. These programmes may be an excellent method to retain staff members and assist them in saving for retirement benefits (Spisakova, 2019).
[bookmark: _Toc137719681]2.3 Impact of Employee Benefits on Business
The cost of “workers benefits” is still increasing since using more and more benefit programmes, such as traditional pensions, participation, and health care. However, if the employees do not understand the value that they receive, the generous benefit schemes constitute a serious competitive disadvantage (Oladapo, 2014). Lin et al., (2014) stated that The strength of the link between employee benefit systems and overall business success is mediated by the attitudinal and behavioural outcomes that are brought about as a result of employees' psychological well-being. 
There is a strong and favourable correlation between employee engagement and output. It has been discovered that intrinsic incentives significantly improve employee motivation and output (Shahzadi et al., 2014). Moreover, motivation has a poor correlation with employee perceptions of training effectiveness. It does not incorporate the training into their regular teaching since they believed it to be unproductive. Motivation has a big impact on employee happiness, and you may increase motivation by designing incentive programmes with the staff's interests in mind. It could lead to the following developments: incentives, both financial and otherwise, Promotional opportunities for employees and discipline for underperformers (Abbah, 2014). The management must make efforts to increase employee motivation both organically and extrinsically by increasing wages and perks, appreciating employee opinions, and supporting initiatives (Jayaweera, 2015). Mangkunegara and Octorend (2015) convey that motivation has been a multidimensional criterion, it appears that each employee's level of self-motivation has been fairly high and needs to be raised again by meeting their fundamental requirements. It’s like getting enough rest, providing suitable perks and paying salaries that reflect employees' requirements encouraging them to perform at their highest level in order to meet organisational objectives. The stronger perceptions of inclusiveness held by workers led to considerably better levels of organisational commitment and job satisfaction. Furthermore, significantly less intention to leave was shown by employees who had higher degrees of organisational commitment (Hwang and Hopkins, 2015). 
Ghaly et al., (2016) claim that enterprises in sectors with high levels of labour competitiveness, a need for human capital, and labour mobility are more affected by employee welfare regulations in terms of their cash holdings. Girimurugan et al., (2016) assert that employee wellbeing facilities are crucial for all successful businesses for the reason that they enable the organisation to recognise and address employee issues. The multiple welfare programmes that the corporation provides will directly affect the workers' well-being, physical and mental capabilities, attentiveness, morale, and overall effectiveness, which will result in increased output. As per the study by Guo et al., (2016), increased employee benefits make it easier to recruit, train, and motivate staff, prevent the lossing of valuable human assests, and limit the possibility of improper internal control activity on the part of employees. Moreover, financial restatements were less common in businesses that invested more in employee benefits, particularly those brought on by accidental mistakes. 
In the opinion of Kim et al., (2016) welfare systems are characterised as extra advantages that employers give their workers in addition to pay to increase their level of stability, health, and general well-being. Improvements to welfare programmes, such as welfare facilities and effective vacation policies, increased organisational engagement in the service industries. Statement by Ummah, (2017) the welfare of the employee has a negligible impact on the employee's loyalty with changeable employee benefits that are typically economic and services, the benefits frequently have a big effect on a worker's loyalty. Workers benefits, facility characteristics, and variable characteristics are the three factors that most strongly affect employee loyalty. In the views of Clemens et al., (2018) there are spillover effects into jobs that are a little higher up the wage distribution for both insurance coverage and wage effects. Benefit packages designed to be the same for both high - and low-skilled workers can explain the estimated salary and insurance coverage spillovers. Serrano et al., (2018) assert that cynicism suffers a great deal as a result of the economic aspect, and this could be the result of the fact that employees directly benefit from corporate profits through incentive bonuses and an increase in negotiating leverage when profit margins rise. 
The adoption and provision of several employee benefits are expensive and might not be practical for businesses with limited resources. Moreover, constant resource inputs are frequently needed to improve staff welfare and working conditions, which could drive up production and operating expenses for new businesses (Messersmith et al., 2018). In the views of Krekel et al., (2019) there is a highly positive link amongst workers productivity, customer loyalty, and employees' contentment with their employer, and there is also a substantial negative correlation between staff turnover and customer loyalty. In the end, greater profitability at the business-unit level is positively connected with higher well-being at work. According to Chandrasekaran and Ganeshprabhu, (2020), employees are happy with a variety of amenities, including technological advancements, medical care, lighting, seating, and drinking water. Welfare programmes have been found to lower worker absenteeism and boost staff productivity. Also, they are closely tied to productivity, and in order to increase both, businesses offer their staff members a variety of welfare benefits. Islam (2020) claims the two most typical long-term employee perks that firms offer are recognised provident funds and gratuity funds, through which it distributes revenues to their workforce. Besides this, long-term employee benefits are primarily restricted to recognised provident plans and gratuity funds Krekel et al., (2019). Additional short-term employee benefits and defined benefit plans were not disclosed in detail. Agubata et al., (2022) point out that the measures of employee benefits, such as gratuity, pension, and medical allowance, have a favourable, considerable impact on organisational growth. The consumer goods industry's employee benefits programmes have a favourable and considerable impact on the business expansion. According to Chanchiaw et al., (2022) benefits for employees are regularly developed and improved in accordance with the trends and directions of benefit want that change in response to external environmental conditions. Employees in the organisation require provident funds to be established, health insurance for workers and their families, planned recreational events, sales incentives, company cars and business cars for use, and annual bonuses provided.
[bookmark: _Toc137719682]2.4 HRM Model Harvard
“The Harvard Model” was one of the earliest HRM models to be established and it is derived from a work by Michael Beers in 1984. The fundamental idea behind the concept is to improve and strengthen the bond between an organisation and its personnel in order to produce increased output in accordance with the company's objectives (Ihuah, 2014). Asserted that the Harvard model's goal is to define the process of equating the respective interests, which is then expected to influence the organization's decision regarding the type of human resource management practises being used in relation to the organization's policies, employee influence, organisational structures, reward programmes, and the influx and outflow of human resources (Wood et al., 2014). The Harvard model is both the most prevalent and typical example of a soft HRM paradigm and it is fundamentally distinct from other resources in that it regards them as resources, and employees are important stakeholders. It includes the way people relationships with the external environment and internal organisational dynamics (Rok and Mulej, 2014). Harvard’ approach ignores the influence of several stakeholders in influencing the intended HRM. Nevertheless, the model assumes that employee demands may differ from those of the organisation, which may alter their perceptions and assessments of HRM, and builds on behavioural and communication theories like attribution theory (Audenaert, et al., 2014). 
Multiple stakeholders, organisational context, and a multidimensional performance construct are all part of the Harvard model's theoretical framework. The Harvard model proposes that the strategies, policies, and procedures of Strategic HRM fall under four major categories: Influence and participation of employees. Human resource flow involves all HRM functions of Employee management; Reward programmes, the monetary and non-monetary rewards given to employees; Work systems which include taking into account the "fit" of employees with their workplaces (Rotich, 2015). The Harvard approach provided by Beer et al., (2015) is composed of six key components: context-specific considerations, stakeholder interests, HR policy choices, HR results, long-term effects, and a feedback loop through which the outputs are fed back into the business and to the stakeholders. The Harvard model presents a systems viewpoint on human resource management, where all the components interact to produce a total that is larger than the total of its parts. The perspective of these processes seeks to further scientific unification and, in HRM, the comprehensive and integrated management of human resources (Bondarouk and Brewster, 2016). There have been produced new HRM viewpoints, including the extended Harvard model, high-performance work systems, high-commitment HRM, and high-involvement HRM. These models can be used as a springboard for including employee well-being as an HRM result. 
However, these models don't specifically emphasise worker well-being. While high-performance work systems emphasise employee performance, the Harvard model emphasises stakeholders (Adamovic, 2018). Sato et al., (2020) discovered using the Harvard Model, a well-known HRM theory, difficulties are clarified by identifying areas where HR Systems can be strengthened.  However, the Harvard Model's short-term HR outcomes and HRM Policy Choices are the main areas of development. As a result, Sato et al., (2020) confirmed that the goal of identifying the company's issues and encouraging dialogue with management and HR employees of other organisations was achieved. In addition, In a training curriculum for those with some past experience working in human resource departments, this strategy might be applied. The categorising of inputs and results at both the organisational and societal levels is a component of the Harvard model that supports a critique of comparative HRM (Bratton, et al., 2021). 
[bookmark: _Toc137719683]2.5 Employee Benefits and Compensation Policies
In Negash, et al., (2014) opinion the incentive of staffs to work hard is correlated with salary and its components. Direct remuneration, indirect compensation, and non-financial rewards are all forms of reward. Salary, incentive payments, and other benefits and services are only a few of the instances of the numerous sorts of rewards and benefits that can be included in an organisation's compensation plan. However, one of the biggest causes of employee churn is a lack of fair compensation. As specified by Gupta and Shaw, (2014) employees are rewarded with pay, commission, loyalty bonuses, alluring health insurance coverage, paid vacation days, and paid holidays. Higher pay is seen to improve the working environment by fostering more adaptability, efficiency, and performance (Ongel, 2014). Moreover, organisations should offer competitive pay packages, room for salary increases, benefits that are customised to each employee's needs, and flexible work schedules. As stated by Terera and Ngirande, (2014) that retaining employees depends on them feeling satisfied at work and receiving rewards. Therefore, it is imperative that management develop a retention strategy that emphasises employee compensation and work satisfaction as critical components. This implies that management should have the ability to develop a comprehensive incentive structure that comprises factors other than salary. 
In accordance with Abou and Imran, (2014) the total compensation, a person receives includes the satisfaction brought on by their employment, therefore staffs who are more gratified with their job are frequently ready to take a lesser Paycheck. Being empowered will make employees more self-reliant and confident, and this extra certainty is advantageous since it supports high levels of productivity and job happiness.  Rizal, et al., (2014) states that compensation has a major impact on employee motivation and organisational commitment although it does not have a large impact on staff efficiency. workers performance is significantly impacted by both commitment and motivation. As claimed by Muguongo, et al., (2015) the amount of compensation received does not correspond to their work description, and it was determined that employees’ basic compensation, which includes the pay structure, consistency of the policies, administration, and on-time salary payment, has a positive unfavourable impact on their job fulfilment. However, some businesses just see this as a cost, failing to take into account the strategic advantages of a well-thought-out compensation and benefits plan. From the perspective of Newman, et al., (2015)  firm's external reputation will likely be improved by an employee who sacrifices personal gain for the sake of society as a whole and the communities in which they operate. This individual will also likely promote employee pride in their employer and their identification with the company. The statement of Dajani and Zaki, (2015) claims that benefits and compensation are necessary prerequisites for employee engagement. This includes monetary pay as well as non-financial incentives like praise and other perks like on-site childcare, employee support programmes, subsidised cafeterias, travel discounts, additional holidays, and other benefits. The attractiveness of the benefits and compensation that employee receives has an impact on how motivated they are at work.
According to Haider, et al., (2015) Employee retention is strongly influenced by HR practises, and it is inversely connected with training and development and favourably correlated with salary and culture. Moreover, a significant factor in employee retention is a competitive wage and benefits package, but this is not the whole picture. Robescu and Iancu, (2016) convey that the most effective performance-based pay increases are those that are monetary in nature as opposed to intangible. To satisfy the criteria, employees must have a clear understanding of the connection between compensation and performance. They would prefer alternative advantages that clearly demonstrate their rank than cash payment, which is not allowed. As explained by Iqbal et al., (2017) businesses use pay, incentives, stock options, traditional health insurance, and retirement plans as part of their compensation and benefits packages to help retain staff. Bonus or profit-sharing plans are thoughtfully created so that they offer motivating, attainable goals for employees to strive for it. Al Mamun and Hasan, (2017) point out that  employees are more likely to be attracted in by a high salary, more generous perks, or greater chances for career progress If they have skills that are in demand.
However, the technique is highly complex and taxing to an organisation in order to meet fundamental demands and give a decent working environment, good pay, and other perks in an economy. Kaur, (2017) opines that companies must overcome a number of obstacles when designing a compensation plan that supports an staff efficiency increasing programme. Despite the claims of many businesses, compensation increases are not necessarily linked to success. Some companies work hard to promote a collaborative culture while still honouring individuals for their achievements. Employees may become frustrated and pessimistic as a result of these inconsistencies. Darma, and Supriyanto, (2017) stated that pay in the form of a salary, wages, bonuses, facilities, amenities, travel perks, and holiday allowance directly influences an employee's performance in a positive way. Worker fulfilment was directly impacted by the salary variable, if the company pays their employees more, employee happiness will increase. In conformity with Khalid and Nawab (2018), the industrial comparisons showed that the service sector can benefit more from both direct and indirect forms of employee participation. Due to the structure of its processes, it was discovered through interviews with manufacturing sector businesses that employee engagement in the financial form has a greater impact on retention. Even though Ben-Nasr and Ghouma, (2018) claim that employee benefit programmes that are too lavish can be viewed as a tactic employed by managers to discourage prospective whistle-blower behaviour on the part of their workforce. 
Along with that, it is reasonable to assume that workers who receive large benefits would be less likely to report fraud or improper behaviour in their workplaces. From the perspective of Sudiardhita, et al., (2018) work motivation is positively impacted by compensation, job satisfaction is significantly and favourably impacted by compensation, job gratification is positively and significantly impacted by work motivation, Compensation, work motivation, and job satisfaction all positively and substantially affect employee performance. In the opinion of Bilan, et al., (2020) that greater access to salary and benefit plans is made available to managerial workers. The establishment of equal treatment standards in the workplace must be a concern in the development of social dialogue, the formulation of compensation and benefits policies, as well as the identification of non-discrimination standards for their application. Končar, et al., (2020) claims the significance of a strong correlation existing between employee well-being at work, commitment, motivation, and readiness for job completion in order to boost productivity and achieve higher profitability in enterprises. However, the employees' expectations for their pay and perks, prospects for advancement, job rotation, and job security are not satisfied, they lose interest in their work and become demotivated, leading them to start seeking alternative employment opportunities. 
Nguyen, et al., (2020) claim that compensation refers to any monetary gains, rendered services, and benefits received by employees as a result of their job relationship. Direct compensation, such as salary, bonuses, and overtime pay, and indirect compensation, such as bonuses and facilities, are the two ways that compensation is assessed. While non-financial rewards might take the shape of compliments, gratitude, acknowledgement, and time off from work. By the statement of Ali and Anwar, (2021) the development of favourable working conditions and the implementation of competitive compensation plans for employees increases employee satisfaction, motivation, and dedication to the enhancement of an organisation's overall performance. Furthermore, positive tangible advantages are bonuses, help, promotions, and amazing extra money above and above the wage, whereas negative benefits include withholding bonuses and promotions from employees or even cutting their pay. As explained by Sitopu et al., (2021) remuneration includes wages, benefits associated with employment, particular allowances, bonuses associated with or associated with organisational and job success, intense as an achievement reward, and various types of regular assistance and healthcare facilities, pension plans, pay during leave, and disaster relief are indirect benefits. Meher and Mishra, (2022) convey that employee benefits have a big impact on employee happiness, and knowledge management practises have a substantial impact on employee benefits as well. The benefits of knowledge management practice are mainly focused on the motivational elements that can be raised through their application.
[bookmark: _Toc137719684]2.6 Employee benefits influence the performance indicators
Investors and corporate leaders typically use the study of return on equity to assess how much profit the suitable owner's own capital can provide. The examination of return on equity is crucial for investors since it can show them the advantages of their investments (Dean, 2014). Due to the pull influence, it has on investors to invest, this study is crucial for companies (Purnamasari, 2015). A company's net income is divided by the equity of its shareholders to calculate its return on equity (ROE). It serves as a gauge of a company's profitability and the effectiveness with which those profits are produced. Employee engagement influences employee benefits as the performance indicator, it is frequently employed in modern organisations (Barrick et al., 2015).
Return on assets (ROA) is a measure of a company's profitability in relation to the assets or resources it owns or controls. Investors can use RoA to identify promising stock possibilities when the ratio demonstrates how well a business uses its assets to produce profits (Li and Wang 2014). Remuneration influences employee benefits as the performance indicator, good remuneration for workers has been identified as one of the strategies a business may use to improve employee performance and, as a result, raise productivity. Providing unwanted benefits to employees affects the companies RoA very badly through their revenue and expenses (Ongalo and Tari, 2015).
Return on investment (RoI) is a performance metric used to assess an investment's effectiveness or profitability or to compare the effectiveness of several distinct investments. RoI aims to quantify the amount of return on a specific investment in relation to the cost of the investment (Boyd et al., 2015).  The good attitudes and behaviour of employees indicate their performance, such as the capacity to recruit key personnel, the interactions between co-workers the interactions between managers or supervisors and employees, as well as the low rate of labour turnover (Lin et al., 2015).
Earnings per share (EPS) is a crucial financial metric that shows a company's profitability. It is computed by dividing the company's net income by the total number of shares that are currently outstanding. It is a tool that market players typically employ to evaluate a company's profitability prior to purchasing its shares (Fatoki and Olweny, 2018). The quality of the work produced, the quantity of the work generated, the amount of working time, and cooperation with coworkers are all performance indicators, the performance is a comprehensive measure of actual behaviour in the workplace (Sudiardhita, et al., 2018).  Employee satisfaction is strong, while business productivity and profitability are at an all-time high. Benefits raise employees' spirits and increase their sense of well-being, which results in higher performance (Pattnaik and Jena, 2020). The degree of employee engagement in a company is crucial when evaluating the results of perks for employees, the employee engagement has always been difficult to define and quantify. However, there are employee engagement metrics that may be tracked and provide vital data regarding the success of employee benefit programmes (Lee, 2021). Measurable metrics such as the typical job completion rate, revenue per employee, profit per employee, overtime per employee, and staff capacity are included. Revenue per employee calculated as a company's total revenue divided by its current number of employees is an important ratio that roughly measures how much money each employee generates for the firm (Yadav et al., 2019). Profit per employee is a measure that may be used to determine the net income of the company divided by the total number of employees.


[bookmark: _Toc137719685]2.7 Conceptual framework Short term Benefits
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Source: (developed by researcher)
Short-term, post-employment, termination, and other long-term employee benefits are the different parts of employee benefits (Ausanee et al., 2021). Employee benefits that are payable within a year and are due at the conclusion of the period are referred to as short-term benefits. In addition to salaries, wages, and health insurance, it also covers paid time off, profit-sharing, bonuses, and non-cash benefits like cars, free access to medical facilities, free or heavily discounted items, and free or subsidised lunches. Post-employment benefits are those that start to be paid out after the employment period has ended. Some examples of these benefits are post-employment medical care, pension, gratuities, provident funds, and gratuities (Llorens, 2021). Long-term benefits are those that are not due for payment for a full year. Examples of long-term benefits include long-term disability compensation, jubilee, and sabbatical leave (Vega et al., 2021). An employee receives termination benefits if their employment is terminated by their employer before their scheduled retirement date or if they choose to accept voluntarily leaving  job in return for these advantages, such benefit includes the Voluntary Retirement Scheme (Agrawal and Garg, 2021).



[bookmark: _Toc137719686] 2.8 Conclusion
Benefits for workers are extra perks that businesses provide their staff members on top of their normal pay or income. The employee is the most precious asset in a company, thus it's crucial that management recognises their requirements and provides support for employee engagement and satisfaction. Employee benefits operate as a factor for improved performance and support for the employees when they are provided to them. Monetary incentives can help with staff recruitment and retention to a certain extent, but they also have substantial drawbacks and it may provide short-term benefits. Non-monetary incentives have the power to change the corporate culture, particularly if the benefits package is designed with the workers in mind. Non-monetary incentives and excellent employee recognition programmes, which are made less expensive by their ROI, can both be implemented for relatively minimal costs. The extensive financial benefits packages and non-financial benefits makes the employees feel valued and appreciated, which boosts their engagement and job satisfaction. This can enhance performance, decrease turnover, and create a more positive and effective work atmosphere.

[bookmark: _Toc137719687]
CHAPTER 3: METHODOLOGY

Research methodology is the systematic, theoretical evaluation of the approaches used in a field of research or the theoretical evaluation of the approaches and guiding principles used in a particular area of knowledge. It comprises approaches and strategies for deciphering and interpreting what a researcher wishes to perform (Kapur, 2018). This section details the methods and approaches adopted by the research to investigate the impact of human resources management on the success of MNCs in the UK. 
[bookmark: _Toc137719688]3.1 Research philosophy 
It is essential for the researcher to tightly integrate ontology, epistemology, and methodology, and presenting the underlying “research paradigm” aids the reader in comprehending because a certain methodology is chosen. A paradigm is the “basic belief” system or worldview that serves as a framework for research (Antwi and Hamza, 2015). Positivism holds that reality exists apart from people and it is unmediated by our senses and subject to unchangeable laws. Positivism is objective in nature in which researchers serve as observers who do not interfere with or alter the events being seen (Rehman and Alharthi, 2016). On the other hand, interpretivism is subjective nature that rejects the notion that a single, verifiable reality exists independent of our senses. According to interpretivism, truth and reality are made, not found, in socially constructed multiple realities (Dean, 2018). This study has employed the interpretivism philosophy as human resources management is made by humans and it has different perspectives which may change from the perspective of the viewers and different organisations can practice different strategies to attain business growth. To perform a thorough analysis of the Harvard model of human resource management, the interpretivism philosophy had been chosen in this research.
[bookmark: _Toc137719689]3.2 Research approach
The research approach can be classified based on how and where the research starts. The approach starts from the existing theory and forming and testing the hypothesis refers deductive approach (Bryman and Bell, 2015), which ends in confirming or rejecting the theory. On the other hand, the inductive approach which is the reverse process of the former approach, starts from the observation and helps to form a new theory (Patel and Patel, 2019). When the researchers struggle to polarise to a particular approach as there was no detailed observation or theory defining the problem, the abductive approach is more helpful which begins with "surprising facts" or "puzzles," and the explanation of them is the focus of the research process. The previous observation or theory developed may be insufficient to decide on effective HRM practices, therefore this research applied an abductive approach taking those partial observations as starting point (Awuzie and McDermott, 2017). With taking this as starting point and proceeded to find detailed information and to form a well-defined theory.
[bookmark: _Toc137719690]3.3 Research method
The two common methods often used in the research are quantitative and qualitative. In the quantitative method, the numerical data is collected and analysed to explain a phenomenon. Because the data in quantitative research are based on random sample selection, they can be applied to a broad population (Askarzai and Unhelkar, 2017). Qualitative research is the act of gathering and interpreting textual data to gain an understanding of how people interpret a situation, which is not achievable with quantitative research. Understanding human behaviour elements is the major goal of qualitative research (Braun et al., 2021). Mixed methods research is the utilisation of both qualitative and quantitative data in a single research topic. It stands for an innovative methodological approach that combines qualitative and quantitative research methodologies that enables nursing researchers to thoroughly investigate complicated issues (Halcomb and Hickman, 2017). Since this project has chosen to use an abductive approach, it has selected mixed methods to thoroughly examine the research problem.
[bookmark: _Toc137719691]3.4 Research design
Scientific research projects can be divided into three categories based on their objectives: exploratory, descriptive, and explanatory. Exploratory research is frequently carried out in new fields of investigation to produce some early hypotheses regarding that phenomenon (Askarzai and Unhelkar, 2017). The explanatory study looks for explanations for phenomena, issues, or behaviours that have been observed. Explanatory research looks for answers to why and how questions, whereas descriptive research looks at the what, where, and when of a phenomenon (Nayak and Singh, 2017). Since this study will be conducted in mixed methods, the research designs are categorised according to Creswell, (2016) into Convergent Parallel, Explanatory Sequential, Exploratory Sequential, Embedded, Transformative, and Multiphase. The exploratory sequential design is chosen for this study in which quantitative data is collected and analysed in the first phase and qualitative data is collected in the second phase to help explain the and interpret findings of the first (Ragab and Arisha, 2018).
[bookmark: _Toc137719692]3.5 Data collection and analysis methods
The practise of acquiring data on relevant factors from a sample of research participants is known as data collection. Primary data collection and secondary data collecting are the two methods of data-gathering (Jameel and Majid, 2018). Primary data will be gathered through surveys of businesses and their local stakeholders utilising data gathering techniques such as structured questionnaires, interviews, and surveys (Moser and Korstjens, 2018). In order to gather secondary data for this study, it will be necessary to refer to past research on the relationship between Human resources management and business growth. Data is obtained mostly from the accounts and finance departments of private limited corporations (Awan and Saeed, 2015. The study will be conducted based on secondary data collected from the annual reports of MNCs and previous literary works associated with the research topic will be analysed under different themes. The mixed method in this research starts with a qualitative method which uses the previous research works collected for the year 2015 to 2023. The thematic analysis will be used to find, analysis, and interpret the patterns or themes of meaning within the data set that determining the factors of human resources management practices (Liñán and Fayolle, 2015). The quantitative method uses the secondary sources of annual reports of selected 10 MNC companies in the UK and the annual reports for the year 2016 to 2022 will be used in this research.
[bookmark: _Toc137719693]3.6 Data analysis 
Data analysis is the process of putting the collected data into order, structure, and importance and it is classified into different types based on the data used. The process of developing hypotheses, building instruments, and gathering data culminates in the analysis of quantitative data whereas in qualitative data analysis, correlations between several kinds of data are sought after in broad terms (Kapur, 2018). Statistical methods are used in data analysis to analyse the data and then interpret it correctly (Clark and Vealé, 2018). The SPSS statistical tool will be used to carry out the quantitative data analysis. The secondary quantitative data analysis will be supported by the SPSS tool's “regression, correlation, and descriptive statistics” functions. Thematic analysis, grounded theory, discourse analysis, ethnography, and phenomenology techniques are used in qualitative data analysis (Moser and Korstjens, 2018). In this study, the thematic analysis will be used, which analyses earlier literary works connected to the research issue under several themes and will be done in conjunction with qualitative analysis.  
[bookmark: _Toc137719694]3.7 Sampling 
Since the study is focused on UK MNCs, the Top 10 MNC companies in the UK have been selected for the study. This section details the sampling technique used in this study to select the samples from the total MNCs in the UK. Sampling is the process of selecting a subset from a larger population or sampling frame and use to can draw conclusions about a population or making generalisations in light of accepted theory (Sharma, 2017). Sampling techniques are broadly classified into probability and non-probability sampling; with probability sampling, each component of the population has an equal chance of being selected for the sample. Further, this probability technique is classified into five types such as simple, stratified, cluster, systematic, and multistage sampling (Taherdoost, 2016). In non-probability sampling, no random technique is used, rather the investigator's subjective judgement is used to determine which samples to use. Similarly, the non-probability sampling techniques into volunteer sampling, convenient sampling, purposive sampling, quota sampling, snowball sampling and matched sampling (Alvi, 2016). For this study, stratified random sampling will be used in the quantitative process to attain redundancy in the samples, in which the population is divided into subgroups, and the sample is randomly selected from subgroups (Etikan and Bala, 2017). For qualitative analysis, which involves the review of previous literature works, purposive sampling is used to select the articles from online resources such as google scholar, emerald journals and Researchgate (Shneerson and Gale, 2015). This help to find the factors associated with human resources management helping the organisational growth. The articles that underline the link between human resources management and organisational success from the years 2015 to 2023 will be chosen for this study.
[bookmark: _Toc137719695]3.8 Ethical consideration
Ethical considerations are essential in research to avoid any harm to the participants and misconduct that can affect the creditability of the research. This project will ensure that it adheres to the rules and regulations established by the university. Further, this study ensures that data used in the research are ensured to have truthfulness and accuracy. Then, the secondary data used in the research are ensured with no privacy issues as the data are more sensitive. Further, it is ensured that the business involved in this research will not face any loss due to the data it offered to the study. It is also ensured that the results of the research will not cause any political or legal issues.


[bookmark: _Toc137719696]CHAPTER 4: FINDINGS
[bookmark: _Toc137719697]4.1 Introduction 
In today's fiercely competitive international economic environment, establishing long-term survival in the international marketplace has elevated to the top of organizations’ priorities lists. Businesses that expand their activities internationally confront a variety of difficulties, including finding and keeping outstanding staff in global markets. Providing effective benefits for staff packages that meet the requirements and demands of a diverse workforce is an essential component of luring and keeping top personnel. The findings and evaluations of a detailed investigation on the importance of managing worker benefits for attaining business success in the global market are presented in this chapter. The study looks into the role that good employee benefits plans, developed and implemented to meet the unique needs of international workers, play in promoting organisational success and the economy. The incorporation of SPSS in this study helped produce accurate and trustworthy results. Numerous global corporations that operate between the years 2016 and 2020 are evaluated, including Apple, Infosys, Wipro, and many others.
[bookmark: _Toc137719698]4.2 Method of analysis 
The research methodology used in the present research is interpretivism, which recognizes the significant role of individual perceptions and interpretations in grasping social processes (Alharahsheh and Pius, 2020). By combining “deductive reasoning”, which is based on current conceptual frameworks and earlier literature, with “inductive reasoning”, the research was able to explore novel findings that emerged from the data by using an “abductive technique” (Awuzie and McDermott, 2017). This method made it possible for the study to successfully navigate the complicated and multidimensional nature of maintaining worker benefits in the international marketplace. The study used an “exploratory sequential design”, a method outlined by Berman (2017), which entailed an ordered and iterative process of gathering and analyzing information to systematically study and comprehend the research topic. The mixed method strategies involved in the methodological chapter contribute more authenticity to the outcomes.
[bookmark: _Toc137719699]4.3 Variables
[bookmark: _Toc137719700]4.3.1 Predictor parameter 
“Employee welfare activities”, “training activities”, “recruitment activities”, “reward systems”, “monetary motivational activities”, “non-monetary motivational activities”, “compensations”, “benefits”, and “successions”, are selected as predictors to demonstrate the employee benefits in global markets.  Hanaysha (2016) pointed out that employee development, recruiting, and welfare initiatives all have a direct bearing on workers' health and gratification. This, in turn, helps to increase business growth since contented and motivated workers are more likely to deliver the best work and have a beneficial impact on the success of the company. Additionally, Ibrar and Khan (2015) emphasize the value of reward programs in tier study, which can include both monetary and non-monetary incentives, in inspiring employees and recognizing their contributions. These incentive programs are essential for promoting employee engagement and motivation, which in turn helps the business succeed and expand. Employers often use the terms "compensation and benefits" to describe the full range of advantages offered to the staff members. This includes things such as pay, bonuses, health insurance, retirement plans, and programmes that support work-life balance (Ahammad, 2017).
Organisations can effectively evaluate employee benefits by utilising these predictor factors, and produce outcomes with the highest level of authenticity and accuracy.
[bookmark: _Toc137719701]4.3.2 Response parameter 
The output parameters of the study include “return on asset”, “earnings per share” and “return on equity”. According to Yanto et al (2021), “return on equity”, Return on Equity (ROE) is a financial ratio that evaluates the profitability of a company by comparing its net income to its shareholders' equity. It reveals the return generated for each dollar invested by shareholders. According to Affandi et al’s study from 2021, a financial statistic called "Return on Equity" (ROE) evaluates a company's performance by looking at the connection between its net revenue and the equity of its stockholders. As a measure of the company's capacity to generate returns and efficiently use shareholder capital, this ratio reveals the profits realised for every dollar invested by investors. The response parameter “earnings per share” (EPS), identifies the percentage of a company's earnings that is assigned to each existing share of common stock (Kumar, 2017). These selected response variables can be employed to acquire important insights into the company's global operations' economic health and degree of success. “Profit” is often used to describe the monetary gain or revenue that a business or person makes after removing all costs and expenses from the total income.
[bookmark: _Toc137719702]4.3.3 Control variable 
The monetary measurement known as return on assets (ROA) determines a company's efficiency by comparing its net revenue to its entire assets and it reveals how successfully a business makes use of its resources to produce profits (Husna and Satria, 2019).



Table 1: Variables and calculation
[image: ]
Source: Self   Developed
[bookmark: _Toc137719703]4.4 Data analysis 
· Descriptive statistics 
· Correlation
· Regression 
[bookmark: _Toc137719704]4.4.1 Distribution Statistics 
Descriptive and inferential statistics are two fundamental subfields of statistics that play different functions in the study and interpretation of evidence. The distribution table involves the measures of “mean”, “standard deviation”, and other statistical values. Descriptive statistics, as described by Gravetter et al. (2020), are a set of techniques used for arranging and summarizing the raw data into a structure that is easier to comprehend. On the other hand, Inferential analysis includes extrapolating meaning from the data, such as identifying correlations or causal links (Kaur et al., 2018). Inferences about a population are drawn using statistical techniques that go beyond simple descriptive statistics.
“Recruitment Activities" has a mean value of (174239.36), making it the variable with the highest mean and it demonstrates that firms devote a large portion of their financial backing to recruiting efforts on average. On the other hand, the variable with the lowest mean is “Succession” with a mean of (0.90). This shows that succession planning is given comparatively less consideration and priority inside the organisation. When comparing the means of these two elements, the disparity between them was clearly observed. While recruitment efforts attract a lot of focus and funding, succession planning appears to be underappreciated. This difference can be a sign that the organization's strategic priorities are unbalanced. The business can be putting more of an emphasis on getting external talent than developing internal talent for managerial positions by emphasizing recruitment while disregarding succession strategies. When observing the standard deviation data set, the same variable “recruitment activities” also exhibit the highest standard deviation, with a measure of (238384.370), which shows that there is an extensive variation in the results of the recruitment activities’ efficacy. The “reward system” illustrates the most consistent and predictable behaviour when measured against the other predictors, as shown by its noticeably low standard deviation (0.198).
Skewness provides insight into the level of imbalance in the measured distribution around the mean by figuring out if the skew is to the left or right (Cain et al., 2017). Skewness in statistical computation enables to critically assess a distribution's divergence from uniformity. The distribution is entirely symmetrical if the degree of skewness is zero. The longer right tail is indicated by positive skewness, whereas the longer left tail is shown by negative skewness. On the other hand, kurtosis is a metric that expresses the concentrated nature of the data surrounding the mean along with how the tails of a statistical distribution are shaped (Guvenen et al., 2015). It facilitates the dataset's detection of aberrations or extreme values and positive or negative kurtosis values are possible. If the given distribution contains more positive values, then it is known as “leptokurtic” and it has longer tailed and an elevated peak as compared to a normal distribution. “Platypurtic” is a negative kurtosis that denotes smaller tails and a flatter peak, and which comprises more negative measures. 

	Variables
	Skewness
	Kurtosis 

	Employee welfare activities
	2.822
	13.124

	Training activities 
	3.821
	13.124

	Recruitment activities 
	2.839
	9.963

	Reward system
	4.841
	22.331

	Monetary motivational activities 
	2.043
	2.551

	Non-monetary motivational activities
	2.020
	2.255

	Compensations 
	1.558
	1.434

	Benefits 
	1.176
	-.399

	Succession 
	-2.750
	5.792

	ROE
	3.023
	12.571

	EPS
	1.776
	2.425

	ROA
	0.429
	-.155

	Profit
	1.023

	.081


Table 2: Skewness and kurtosis measures














Source: Self-developed (SPSS)
The skewness measurements in Table 2 make it prominent that the majority of the parameters have positive values, indicating a rightward skewness and a tendency for higher numbers on the right side of their dispersion. Similarly, the dataset of kurtosis metrics shows a strong positive trend, indicating a leptokurtic distribution for the majority of the variables. Compared to a standard distribution, this shows larger tails and a more prominent peak, which suggests a higher possibility of extreme values and possible outliers. 
[bookmark: _Toc137719705]4.4.2 Correlational analysis 
In most of the research studies, the commonly used metric to identify the strength among the response and predictor parameters is the Pearson Correlation Coefficient. A mathematical statistic called the “Pearson correlation coefficient” (PCC) is used to describe the strength and pattern of a linear association amongst two random parameters (Zhou et al., 2016). Numerous statistical professions have used it, including data analysis and classification, decision-making, economic evaluation, and biological study.
Table 3: correlation values
	Variables
	ROE
	EPS
	Profit

	Employee welfare activities 
	-.320
	-.284
	-.074

	Training activities 
	.096
	.081
	-.074

	Recruitment activities 
	-.075
	-.229
	.472

	Reward system
	-.240
	-.190
	-.197

	Monetary motivational activities 
	-.061
	.279
	.253

	Non-monetary motivational activities 
	.239
	-.134
	.047

	Compensations 
	.642
	-.299
	.360

	Benefits 
	0.365
	-0.48
	0.551

	Succession
	0.337
	0.274
	0.286

	ROA
	0.651
	0.562
	


Source: self-developed (SPSS)
The correlation coefficients between each predictor variable and its matching response parameter are shown in Table 3. Insights on the connection between them in the dataset are provided by these values, which measure the intensity and direction of the connection between the predictor and the response
· Association with ROE
A more detailed examination of the correlation values between ROE and its predictors revealed that monetary, recruitment, and training activities had very minimal linkage or negligible association, as indicated by correlation coefficients of -.061, -.075, and.096 respectively. When the “reward system” and “non-monetary motivational activities” were compared to ROE, it was discovered that there was very little correlation between the two measures as their correlation measures are -0.240 and 0.239 respectively. This suggests that the ability of these predictors to influence ROE is constrained. However, “compensation” (0.642) and ROA (0.651) are the parameters which show a moderate connection with ROE. Therefore, it is evident that to fuel business growth and success in global marketplaces, firms ought to concentrate on equitable and effective compensation policies. However, offering reasonable wages to employees can have a more significant impact on ROE. All other remaining parameters exhibit a low connection with the response element ROE, having their values are in between 0.3 and 0.5

Source: self-developed(SPSS)
· Correlation with EPS 
In light of the EPS, it is clear that, with the exception of three factors, all predictors exhibit a very weak correlation with the EPS. The predictors “benefits” and “training activities” show a weak and negligible relation as evidenced by their values of -0.48 and 0.081 respectively. However, ROA shows a moderate correlation with EPS, as its correlation value is 0.562.
· Correlation with Profits 
While elements “reward system”, “monetary motivational activities” and “succession” exhibit a very low correlation, “benefits” stand out with a moderate connection with a value of 0.551. In addition, the “compensation” and “recruitment activities” portray a low connection with profit as denoted by their respective values of 0.360 and 0.472.
· Significance 
Two-tailed significance is a technique used in the field of statistics to assess the statistical significance of a connection or difference in two opposing directions. This method is frequently used to examine whether there is a significant difference or connection between two groups or variables without presuming to know the direction in which the influence would be felt. As per the two-tailed analysis, usually measures less than 0.05 are considered significant, while values greater than 0.05 are regarded as insignificant. 
According to an analysis of the two-tailed significance between the parameters, the only predictor that has a substantial impact on all response parameters is “compensation” since its values are lesser than a significant level of 0.05.  However, the benefits and succession predictors stand out as being particularly significant with regard to “return on equity”. In addition, the employee welfare activities show significance with return on equity (p=0.023) and earnings per share (p=0.046). According to the preceding findings, the majority of the variables exhibit significance when compared to one of the three variables.
[bookmark: _Toc137719706]4.4.3 Regression 
Choosing the “best” line to fit a set of observations is the goal of regression analysis, which aims to reduce the total squared variances between the observations and the line (Sarstedt et al., 2019). 
Regression model
	ROE=Return on equity
EPS=Earnings per share
P=Profits
EWA=Employee welfare activities
TA= Training activities
RA=Recruitment activities
MMA=Monetary motivational activities
NMMA= Non-monetary motivational activities
Cs=Compensations
Bs=Benefits
S=Succession
C=Control variable (Return on asset)



ROE=β0+ β1EWA+ β2TA+ β3RA+ β4MMA+ β5NMMA+ β6Cs+ β7Bs+ β8S+C+µ
EPS=α0+ αβ0+ α1EWA+ α2TA+ α3RA+ α4MMA+ α5NMMA+ α6Cs+ α7Bs+α 8S+C+µ
P= γ0+ γβ0+ γ1EWA+ γ2TA+ γ3RA+ γ4MMA+ γ5NMMA+ γ6Cs+ γ7Bs+ γ8S+C+µ
4.4.3.1 Regression with ROE
a) Model Summary 
The correlation coefficient (R) value denotes as per the first model is 0.720 and R square constitutes 51.9 per cent total variation in the dependent variable. While introducing the control variable both the R-value and R Square value rise as their respective values are 0.411 and 65.7 per cent. The control variable is assumed to be responsible for an additional 13.8% of the total variation in the dependent variable based on the rise in R-square from 51.9% to 65.7%. The second model’s higher adjusted R-squared value (0.657) when compared to the first model’s lower adjusted R-squared value (0.411) indicates that the model is better equipped to explain the variance in the dependent variable. An expanded proportion of explained variation following the addition of the control variable (ROA) suggests a better fit.
Table 4: Model summary table
	Model
	R
	R Square
	Adjusted R Square

	1
	.720a
	.519
	.411

	2
	.853b
	.727
	.657


Source: Self-developed (SPSS)
b) ANOVA 
In the ANOVA table, the initial model’s F value is 4.975, showing significance because its significance value (.001) is below the accepted cutoff of 0.05. However, when the control variable ROA is included, the F value increases to 10.386, although the degree of significance stays the same. By raising the F value, it is implied that the model including the control variable offers more convincing evidence in support of the alternative hypothesis than the model excluding the control variable.
Table 5: ANOVA table
	Model
	F
	Sig.

	1
	Regression
	2.456
	.025b

	2
	Regression
	8.234
	<.001c


Source: Self-developed (SPSS)
c) Coefficient 
The t-value for the predictor factor “Compensations” in the first model is 3.850 in the specified coefficient table. In the circumstance of the absence of the control variable “ROA”, this shows that the association between “Compensations” and the dependent variable ROE is statistically significant and a greater t-value denotes the statistical significance at a greater degree. However, the t-value for “Compensations” rises to 4.588 when the control variable ROA is incorporated into the subsequent model. When ROA is taken into consideration, the connection between “Compensations” and ROE is shown to have an even more extensive level of statistical significance. The “standardized coefficient”, represented by the beta value, might have fallen in the second model for “Compensations” while the t-value rose. This shows that even while the impact of this predictor on ROE may have diminished when the control variable was taken into account, it is still statistically significant.
4.4.3.2 Regression with EPS 
a) Model summary 
The model summary table demonstrates that both R-square and adjusted R-square values rise following the addition of the control variable ROA. In particular, the adjusted R-square went from 0.211 to 0.596, while the R-square value increased from 0.356 to 0.679. It implies that model fit significantly improved with the inclusion of the control variable ROA, proving that ROA offers important information that predicts further variation in the dependent variable beyond what the initial predictors could have explained.
Table 6: Model summary table
	Model
	R
	R Square
	Adjusted R Square

	1
	.597a
	.356
	.211

	2
	.824b
	.679
	.596


Source: Self-developed (SPSS)
b) ANOVA
When the control variable was added, the F value, which was 2.45 in the initial model, rose to 8.234 instead. It should be observed that while the model is initially significant, adding the control variable causes the significant value to drop from.025 to.001.  This suggests that the evidence proving the existence of a relationship between the independent factors and the dependent variable has been reinforced by the addition of the control variable.
Table 7: ANOVA table
	Model
	F
	Sig.

	1
	Regression
	2.456
	.025b

	2
	Regression
	8.234
	<.001c


Source: Self-developed (SPSS)
c) Coefficient table 
Initially, the recruitment activities (t = -2.167, p = .036) and compensation (t = -2.524, p = .016) show a substantial connection with EPS. However right after the control variable has been introduced in the subsequently constructed model, the importance of recruitment activities (t = .899, p = .374) decreases, confirming that the association between recruitment activities and EPS is no longer valid or significant in the presence of the control parameter. In the case of the predictor “compensation”, its significant level decreases to (< .001), and the t value also decreases. Although the t-value has diminished, it is still high enough to rule out the null hypothesis and it portrays that there is a substantial connection between compensation and EPS. It also suggests that “Compensation” has a considerable and independent impact on EPS, even after controlling for the effect of ROA. 
4.4.3.3 Regression with Profit
a) Model Summary
This data set provides the model summary for the two different models, in this data set, the R-value of (0.720) indicates a moderately strong positive correlation between the predictors and the dependent variable. The R square value for this model- 1 indicated a value (0.519) in this data set, 51.9% of the variance in the dependent variable can be explained by the predictors.  The Adjusted R Square value for Model 1 is (0.411), by analysing the data set the Adjusted R Square is slightly lower than the R Square, indicating that there might be some predictors in the model that do not contribute significantly to explaining the dependent variable. Model 2's R-value of (0.720) suggests a fairly significant positive correlation between the predictors and the dependent variable, according to the model's interpretation. The R square value of this model - 2 reveals a value of (0.519), and this suggests that the predictors in this model can account for 51.9% of the variation in the dependent variable (Table 8).



Table - 8 Model summary
[image: ]
Source: Self Developed
b) ANOVA
This data set provides the ANOVA analysis of the two various models, by analysing models. The F-statistic is statistically significant in both models, as shown by the p-value of ".001." This shows that the regression models are significant and adequately account for the dependent variable's variability. The predictors included in both models are the same, with the addition of the controlled variable "Return on asset" in Model 2. These predictors are being utilised to account for the variation in the dependent variable, "Profit." Overall, both models exhibit strong regression and reflect a large amount of variability in the dependent variable, according to the ANOVA findings. 
Table-(9) ANOVA
[image: ]
Source: Self-developed
c) Co-efficient 
The standardised coefficients, T-values, and p-values for the two models are provided in this data set. Recruitment Activities has the highest standardised coefficient (Beta = 0.426), which indicates that it has the greatest influence on Profit of all the variables in this model. Monetary motivational activities (Beta = 311), employee welfare activities (Beta = .183), and succession (Beta = .178) are other factors with comparatively greater standardised coefficients. Similar to Model 1, Recruitment Activities had the greatest standardised coefficient (Beta = .417), showing that it has a significant influence on Profit in this model as well. Employee welfare activities (Beta = .178), succession (Beta = .184), and monetary motivational activities (Beta = .305) are some other factors with substantially greater standardised coefficients. The statistical significance of the coefficients is assessed by the t-values. The significance (Sig.) values represent the likelihood that the observed t-value resulted from pure chance. A larger Sig. value often denotes a more statistically significant outcome. Recruitment Activities are a statistically significant predictor of Profit in both models (Sig. = 0.002 in Model 1 and Sig. = 0.009 in Model 2). Additionally, statistically significant, monetary motivational behaviours have Sig. values of 0.014 in Model 1 and 0.028 in Model 2. Other variables in both models do not exhibit statistical significance (Sig. > 0.05), including Employee Welfare activities, Compensations, and Benefits.
[bookmark: _Toc137719707]4.5 Hypothesis testing 
The study proposes two hypotheses which are stated below, 
H1: Employee perks are important for expanding a company's market share internationally.
H0: employee benefits do not portray any substantial effect on the growth of multinational markets
The vast majority of the predictors, discovered a substantial connection with the dependent variables, indicating that they have an important bearing on the outcomes under study. Nevertheless, it’s important to note that among all the predictors, “compensation” was distinguished apart since it showed importance with each of the response variables. In order to reduce the potential impact of distracting factors and to improve the preciseness of outcomes, control variables are supplementary variables that are taken into consideration. This suggests that the control variables contribute to the strengthening of the association between the parameters. 
These associations are significant, which implies that the explanatory variables have a significant influence on the explained variables. In other words, the study demonstrates that employee perks significantly contributed to the growth of international markets. Therefore, the investigation denies the “null hypothesis”, and the findings are compatible with the alternative.
[bookmark: _Toc137719708]4.6 Conclusion 
In order to evaluate the effects of various variables on the expansion of multinational corporations, the findings chapter of the study has evolved through three statistical methodologies. The results of the investigation show that these organizations' growth is facilitated by their involvement in employee benefits activities. This discovery demonstrates the importance of compensation practices in obtaining economic success. One of the primary takeaways drawn from this chapter is that compensation has a more substantial effect on firm growth than other factors. This suggests that firms’ total performance and success can be significantly impacted by the strategic design and execution of compensation systems. The results also showed that the bias caused by the “omitted variable” was significantly reduced by the addition of the control variable, Return on Assets (ROA). The study strengthened the validity of the findings by accounting for ROA’s potential impact on the association between worker perks and firm growth by using it as a control.
      4.7 Discussion
This study is conducted to know how employee benefits management is essential for achieving business growth in the international market. The annual reports of 10 selected companies are used to conduct the study using mixed methods. The discussion of the results is coming as follows;
The results of the quantitative descriptive statistics show that organisations are spending more of their financial backing on recruitment activities, and succession planning is the lower on the list which is represented by higher mean value of recruitment activities (174239.36) and least mean value of succession planning (0.90). Further the variable “recruitment activities” exhibit the largest standard deviation with the value of (238384.370), shows the more variations in the results, on the other hand variable reward system has low standard deviation value (0.198). This indicates that organisations are giving more importance to external recruiting than building strong managerial positions. Further, this indicates that the business strategies are unbalanced and recruitment activities among the companies varied widely. The correlations analysis of the results shows that factors including monetary, recruitment, and training activities have a negligence relation with ROE with the coefficient values of -.061, -.075, and 0.096 respectively., further revealing that the factors including “reward system” and “non-monetary motivational activities” also have low correlation value of -0.240 and 0.239 respectively with ROE. 
The significance output in the correlation analysis indicates that the factor compensations have a significant relationship with all response variables including ROE, profit, and EPS with significant value of <0.001, 0.01 and 0.035, which are less than significance level 0.05. Then, factors such as benefits and succession were found statistically significant only with ROE at significant value of 0.009 and 0.017. In addition, the variable employee welfare activities are statistically significant with return on equity (0.023) and earnings per share (0.046). These findings related to the significance of predictor variables are consistent with the findings of Yousaf et al., (2014), the presence of fringe benefits encourage motivation and create a positive atmosphere and thereby resulting in increased outputs, sales and profit of the organisation. 
Further, this study output, a positive relationship between an employee benefits and organisation financial performance is consistent with the findings of Ghaly et al., (2015), companies that perform well financially may spend on employee benefits and maintain good employee relations while building up large cash reserves. The positive relation between the employee welfare activities with outcomes variables ROE and EPS are in-line with the results of Zhang, (2016), that businesses should endeavour to improve overall efficiency as well as the personal benefits that employees receive and the environments in which they work and live in order to increase employee productivity at work. In addition, these findings are similar to the findings of Lin et al., (2015), employee benefit programmes have a significant impact on overall business performance. The strength of the association is mediated by the attitudinal and behavioural outcomes that are brought about as a result of employees’ psychological well-being. Further, the flexible working schedule increases the bonding and communication between the employer and employees which is one of the most important benefits of flexible scheduling (Galea et al., 2014). Končar, et al., (2020), also claims that enhanced productivity and higher profitability of organisation is attained by the strong correlation between employee well-being at work. However, the employees’ expectations are not met in terms of pay and perks, as well as career advancement and job security are not satisfied, employees become less motivated and lose interest in the job, and as a result search for alternate jobs.
The coefficients output of regression analysis shows the compensation is statistically significant to ROE at t-value of 3.580 and sig. value of <0.001 and significant with EPS at a t-value of -2.524 and sig. value of 0.016 and monetary motivational activities have a significant relationship with the profit of the organisation at sig. value of 0.014 and t-value of 2.561. This shows that compensation plays a crucial role in enhancing the financial performance of the organisation. To favour this statement, according to Nguyen, et al., (2020), compensation is described as monetary gains, rendered services, and benefits obtained by employees for the job they employee has performed. Compensation is evaluated in two ways such as direct compensation (salary, bonuses, and overtime pay) and indirect compensation (bonuses and facilities). The non-financial rewards are given in the form of compliments, gratitude, time off from work and acknowledgement. Further, According to Girimurugan et al., (2016), an organisation should know the difficulties faced by the employees in order to solve the problem and to attain the firm success. The welfare programmes offered by the organisation can alter the employee’s well-being, physical and mental health, morale, attentiveness, and general effectiveness to increase output. The importance of compensation and its relationship with employee engagement is discussed in the study of Dajani and Zaki, (2015), that benefits and compensations are necessary prerequisites for fostering employee engagement. Compensation consists of monetary payments as well as non-financial incentives including praise and additional advantages like subsidised cafeterias, on-site childcare, employee assistance programmes, and extra holidays. Further, it is consistent with the statement of Ali and Anwar, (2021), a favourable working environment and competitive compensation plans enhance employee satisfaction, motivation, and dedication toward achieving organisational performance. Furthermore, bonuses, help, promotions and extra money above the wage are the positive tangible advantages, in contrast withholding bonuses and promotions or even cutting the employee pay are the negative benefits.
The overall results from the ANOVA test show that predictors variables are significant to response variables ROE, EPS and profit at sig. values of <0.001, 0.025, and <0.001 respectively, confirm that employee benefits are important for expanding a company’s market share internationally. In a compensation plan, numerous sorts of rewards and benefits can be included such as salaries, incentive payments, and other benefits. According to Gupta and Shaw, (2014), commission, alluring health insurance coverage, pay, loyalty bonuses, paid vacation days, and paid holidays are the rewards given to employees in organisations. Additionally, employers ought to provide competitive pay scales, opportunities for wage rises, benefits that are tailored to the requirements of each employee, and flexible work hours. From the study’s overall results, it is confirmed that employee benefits produce a significant impact on the overall performance of an organisation. In contrast, the negative relationship between the benefits and companies revenue is explained by Ongalo and Tari, (2015), the ROA of the company may affect badly if the employees are provided with unwanted benefits, while the revenue and expenses are negatively impacted, which is opposed to findings of this study. The results of the study are confirming the output of the previous research works that employee benefits have a significant relationship with employer financial performance (Pattnaik and Jena, 2020). Further, studies found a significant relationship between employee satisfaction and business success while improving the well-being and performance of the employees. This result shows that an organisation should give importance to employee benefits, in order to improve employee performance and organisational performance while enhancing employee satisfaction.


[bookmark: _Toc137719710]CHAPTER 5: CONCLUSION
The study aimed to identify whether there is any importance in managing employee benefits for achieving business growth in the international market. It also intended to evaluate the role of employee benefits management in facilitating the growth of the business. With the growing globalization, MNCs give importance to human resource management and implement employee benefits to motivate the employees to increase their productivity and thereby the firms can inflate their performance and profit (Wilton, 2019). Employee benefits is a complex personnel management tool for the betterment of human resource management, there is no guaranteed better employee benefits model that can be used by the companies to get the same result with each company (Guest, 2017). From the findings, it has been concluded that various employee benefits such as employee welfare activities, training activities, recruitment activities, reward system, monetary motivational activities, non-monetary motivational activities, compensations, benefits, and succession plays an evident role in generating growth of the business in the international market. By collecting data on all these variables, it has been able to understand the employee benefits and compensation policies of the ten MNCs in the UK thus meeting another objective of the study.
To understand how employee benefits facilitate the growth of the business, the collected data has been analysed using SPSS to conclude. The findings were that employee welfare activities have a negative correlation with succession, ROE, EPS, ROA, and profit which is statistically significant whereas employee welfare activities have a statistically significant positive correlation with the reward system. This can be meant that spending on employee welfare activities will cost the company’s profit, return on equity and return on assets therefore companies can adopt a reward system that is not in terms of money such as time relaxation or leisure activities to boost the employee welfare activities (Arora and Wagh, 2017). The findings show a positive correlation between benefits and compensation and the same is statistically significant, thus the research question of how benefits and compensation are associated is answered therefore. This conclusion is backed by existing literature, according to Sitopu et al (2021), from the perspective of an employee they would prefer to stay with firms that will benefit their career therefore they will be loyal to firms if better employee benefits will be provided this will be influenced by the compensation policies of the firm in terms of employee life in the firm. However, benefit is also related to succession positively whereas it has a negative correlation with the reward system, it is because employees prefer wage increments or financial rewards to that of a non-financial reward system says Spisakova (2019).
The dependent variable ROE has a positive correlation which is statistically significant with compensation, benefits, and succession. Whereas the dependent variable EPS is positively correlated to monetary motivational activities but negatively correlated to compensation. This might happen if the compensation policies of the company are done on the profit share of the firms, this will affect the EPS of the firms (Bennett et al, 2017). The variable profit has a positive correlation with recruitment activities, benefits, succession, and compensation. This means that with productive recruitment activities, better employees can be recruited for the firm, and that in turn will increase the firm performance so that the profit and increased profit can result in better benefits and compensation (Ahammad, 2017). ROA shows a significant positive correlation with dependent variables, ROE and EPS, and also with other independent variables such as training activities, compensation, benefits, and succession whereas shows a negative correlation with the reward system and employee welfare activities. However, numerous literature studies use ROA as an independent variable to show the importance of employee benefits in achieving the company's growth, which is why ROA is taken as a control variable in this study. The model summary table for the dependent variable Return on Equity, shows that the model with the control variable is more fit to the line of regression with a value of adjusted R square .657. The Analysis of Variance shows a statistically significant f value of 10.386 thus the alternative hypothesis employee benefits do affect the ROE of the company is accepted. Similarly, the alternative hypothesis that employee benefits affect the EPS of the firm is accepted with a goodness of fit of .596 and an f value of 8.234. For both response variables ROE and EPS compensation is the only variable which is statistically significant for the model. This does not mean the other variables are irrelevant, this simply means that the other variables are related to the response variable but they are also related to the variable compensation, that their effect is already shown in the compensation variable (Pearl, 2022). 
In practice, it is understood that employees prefer monetary motivational activities to non-monetary motivational activities, this might affect the profit policy of the firm as well as the shareholder interests. According to the results, none of the variables show a statistically significant impact on profit even though they are correlated. In the past employee benefit were narrowed down to better working conditions and safety with reasonable salaries, however with the notion of human rights and the growing importance of human resource management, the employee perspective of benefits changed and the firms need to adapt themselves to the changing scenario (Balkin and Werner, 2019). Therefore, this study enables a better understanding of employee benefits and their relation to various indicators of business growth, the same has been connected to the Harvard model of HRM to extend it to the international market. Even though there are numerous employee benefits in prevalence, employees will prefer benefits that aid in their career, and often employees like to associate with firms that have greater brand value. The employee benefit and compensation policies of the top 10 MNCs in the UK are examined in the study to get conclusions. Despite the common difference in the nature of work, the model fitness is good regarding the variable RoE and EPS, this study can be extended to understand the larger population but in the case of profit variable, it will be better to elaborate more on independent variables. This study has been able to reduce the omitted variable biases by incorporating a ‘control variable’ in the study, however, the limitation of time and lack of experience in the field has to be noted in generalizing the study results.
[bookmark: _Toc137719711]5.1 Recommendations
· For companies
The primary objective of the study was to find out the importance of employee benefits in achieving growth for a business in the international market. Throughout the study findings, it has been concluded that several employee benefits such as employee welfare activities, compensation, succession, recruitment activities, and monetary motivational activities highly affect the growth indicators RoE, EPS, and Profit of the business thus facilitating the economic growth in the international market. The findings are significant for managers, organizations, and supervisors in developing effective human resource management within the organizations. The study has been able to develop the concept of employee benefit management in facilitating the growth of the business, this can be further utilized for developing employee benefit policies in a business. However, it should be noted that employee characteristics are sensitive to the nature of the business, the working environment, the delegation of authority, and the channel of communication in management (Riyadi, 2019). Since the compensation variable shows a huge effect in determining the RoE and EPS of a business, companies can consider effective compensation development programs that will improve employee satisfaction and thereby productivity. 
From the existing human resource practices, the study recommends MNCs adopt employee participation in decision-making and give share participation for employees so that they remain motivated and accustom themselves to the cultural and social changes. A sense of authority can urge the employees to work for the business without being reluctant and taking leisure (Jones, 2018). Another important thing to be noted by the management of any business that is considering globalization is the incorporation of ‘green HRM’ practices in the human resource management policy-making of the company. Since the approach is vastly recognized in the modern era, according to Mehrajunnisa et al (2022), employees consider themselves to work with companies whose policies adhere to the growing importance of protecting the environment and the objectives of the organization should be ethical towards the society. The firms can also conduct regular employee surveys to determine how employees feel about the benefit and compensation policies of the companies. According to Smith (2018), companies can establish effective communication channels or virtual teams and thereby collect information on employee wellness, benefits, and health, this will improve employee participation in the organization. Employee participation is an inevitable factor in the growth of the business specifically in international business where conflict of culture is possible (Jurburg et al, 2017). While collecting data from the top 10 MNCs several articles were recognized where awareness among employees is mentioned, from the perspective of the researcher, it will also aid the companies if they track employee awareness regarding the employee benefit policies of the company and should also educate employees to utilize the benefit policies; this will generate transparency in the working of the companies. 
5.2 [bookmark: _Toc137719712]Recommendations for future study
For the scope of future research, this study critically analyzed the Harvard model of human resource management in relation to the international growth of a business, however, the Harvard model is a soft HRM practice giving importance to people more than outcomes therefore, in future researchers can employ HRM models such as Fombrun, Guest, and Warwick. These models give a cogent framework for studying HRM incorporating situational factors, also they validate and establish variables and relations to be studied (Thierry, 2018). This study considered ‘Return on Assets’ as a control variable to avoid the bias of omitting variables, while conducting on the topic in the future, one can keep variables such as social contract, culture, and trade unions under control. Even though the employee benefits included in the study shows significant relation in affecting business growth for future scope future studies can incorporate benefits like share partnership and decision-making and their relation to the profit can be studied specifically. 
According to the statistical result of the study, the findings from the sample firms can be generalized, however, the sample firms in the study can afford increased expense in implementing innovative and effective employee benefits, in contrast, while extending the topic in the future, one can consider small and medium firms who cannot contribute extra budget for employee benefits. Also, as a result of the explanatory design of research, there is a sphere for understanding factors that impact the employees’ work commitment in a larger sample. There is a potential that the responses of employees may vary in a larger sample particularly if we consider business of different nature. For future reference, researchers can consider employee education, paid vacation days, and retirement savings plans as employee benefit and their importance in the growth of international business. Even though the quantitative study gives a concrete understanding of the importance of employee benefits in the growth of an international business, a qualitative study can widen the frontier in understanding the attitudes and behaviours of the respondents in terms of what they value the most and can also consider cultural and historical contexts. The study can be done as a case study for companies such as Mcdonalds’, Unilever, HSBC, and likewise Toyota. To conclude the study has been able to relate employee benefits and compensation policies and has found out the importance of managing employee benefits for achieving business growth in the international market. Thus, the study succeeded in developing awareness among firms that neglected the need for employee benefits, and firms that employed employee benefits can upgrade their policies and strategies based on the recommendations. Future researchers can take the study as an empirical foundation and can extend the same into other branches of business. Employees, moreover human resource is the backbone of any business’s success therefore it is essential for firms irrespective of the size need to develop competent and practical employee benefit customs (Bratton et al, 2021). 
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activities , Benefits, Recruitment Activities, Compensations,
Reward system, Employee Welfare activities RoA
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ANOVA?

Sum of
Model Squares df Mean Square F Sig.
1 Regression 70080183162. 9 7786687018.0  4.794 <.001®
785 87
Residual 64974387865 40 1624359696.6
196 30
Total 135054571027 49
.981
2 Regression 70099806543. 10 7009980654.3  4.209 <.001¢
028 03
Residual  64954764484. 39 1665506781.6
953 65
Total 135054571027 49
.981

a. Dependent Variable: Profit
b. Predictors: (Constant), Succession, Training Activities, Non-Monetary Motivational
activities , Monetary Motivatonal activities , Benefits, Recruitment Activities,
Compensations, Reward system, Employee Welfare activities
c. Predictors: (Constant), Succession, Training Activities , Non-Monetary Motivational
activities , Monetary Motivatonal activities , Benefits, Recruitment Activities,
Compensations, Reward system, Employee Welfare activities, RoA
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Coefficients?

Unstandardized Standardized
Coefficients Coefficients
Model B Std. Error Beta t Sig.
(Constant) -32379.678 177541.802 -.182 .856
Employee Welfare 77.864 546.316 183 143 .887
activities
Training Activities -9496.339  25160.024 -.043 -377 .708
Recruitment Activities .094 .028 426 3.403 .002
Reward system -17105.415  53966.044 -.064 -317 753
Monetary Motivatonal 1.305 510 311 2.561 014
activities
Non Monetary 11824.003 8762.835 159 1.349 185
Motivational activities
Compensations 5.508 3.745 .201 1.471 149
Benefits 121 .064 .259 1.877 .068
Succession 30801.728  206957.963 178 149 .882
(Constant) -31427.355  179990.371 -175 .862
Employee Welfare 76.099 553.431 178 138 .891
activities
Training Activities -8553.668  26916.228 -.039 -318 752
Recruitment Activities .092 .033 417 2.751 .009
Reward system -17159.903  54647.589 -.065 -314 .755
Monetary Motivatonal 1.281 .562 .305 2.280 .028
activities
Non Monetary 11383.227 9758.171 153 1.167 250
Motivational activities
Compensations 5.541 3.805 .202 1.456 153
Benefits 124 .072 .267 1.725 .092
Succession 31815.594  209770.876 184 152 .880
RoA -101.614 936.138 -.019 -.109 914

a. Dependent Variable: Profit
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Variables

Calculations

Return on Equity

Net Income / Shareholders' Equity

Return on Assets

Net Income / Total Assets

Earnings per Share

Net Income / Total Number of Shares
Outstanding

Profit

Total Revenue - Total Expenses
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Adjusted R

Model R R Square Square
1 720 519 411
2 7200 519 396

a. Predictors: (Constant), Succession, Training Activities, Non-
Monetary Motivational activities, Monetary Motivational activities,
Benefits, Recruitment Activities, Compensations, Reward system,
Employee Welfare activities

b. Predictors: (Constant), Succession, Training Activities, Non-
Monetary Motivational activities, Monetary Motivational activities,
Benefits, Recruitment Activities, Compensations, Reward system,
Employee Welfare activities, Retum on asset-(controlled variable)




