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[bookmark: _Toc128409349]1. Introduction 
Fringe benefits refer to the benefits that are provided to the employees besides the compensations that are calculated on the basis of their performance on the organisations (Mabasoand Dlamini, 2021). As the profitability of the organisation is based on the extent to which all the resources are available, it is a vital responsibility of the organisation to ensure that all its resources are handled in an effective manner, including its human resources Okpara, 2021). It is seen that the employees are a valuable asset of the food and beverage organisations such that the smooth functioning of the operations of the organisations is reliant to a large degree on the employees because of which organisations have emphasised adopting various strategies and policies such as fringe benefits to improve employee productivity (Zirra, Mambula and Anyatonwu,  2019). There has been exhaustive research on the determinants of employee productivity that helps organisations to develop efficacious performance management of employees (Plachá, 2020). However, it was seen that inspired by their immense benefits in improving employee satisfaction and motivation make them more productive, there has been little concentration on the process for application and proper utilization of fringe benefits,  especially in the food and beverage sector (Mabaso and Dlamini, 2021). For this reason, the research explores the impact of fringe benefits on employee productivity in the fast-food sector 
[bookmark: _Toc128409350]2. Main body 
[bookmark: _Toc128409351]2.1 Methodology 
The research design that will be used in the investigation of the concerned research topic will comprise the positivism philosophy,  deductive approach and survey strategy.  The research will comprise of a collection of qualitative data through the survey (Sukamolson, 2007). These selections will be made based on the research topic and research requirements (Ahmad et al., 2019).  
The data collection stage of the research will comprise primary research. This will be helpful for the acquisition of more reliable and updated information as most of the information from the investigation will be amassed from the origin of the information (Khosla, 2021). Secondary data cannot be used here as it might contain biases because of being collected from second-hand sources. The survey research will contain 100 research samples from the managers of Pizza Hut. Their contacts have to be acquired from social media sites, and then they have to be convinced to participate in the research. If they agree, 200 participants will be selected using the random sampling method so as prevent any charges of error or biases in selection (Bhardwaj, (2019). The samples must be selected in such a way that they are able to provide reliable information. The sample size will be restricted to 100 so that sufficient information is amassed while also not making the research excessively complicated. The research instruments will comprise a research questionnaire that will contain the questions that will be used to collect responses from the research participants (Kohler, 2020). The total number of questions in the research will be 30.  The questions will be created while ensuring that they cover all the research objectives. This will ensure that the information that is collected is useful for meeting the research objectives. The questionnaire has to be made in a way that the questions are easily understandable by all the respondents so that a maximum number of responses are collected. The acquired data will then have to be evaluated in a proper manner. For this purpose, the application of statistical tools such as SPSS will be most fruitful in carrying out a regression analysis through the mean of the values obtained from responses received against each research question. However,  the researcher will be obligated to follow the ethical norms of the university during the execution of the research. 
[bookmark: _Toc128409352]2.2 Aims and Objectives
The research that has been proposed will be carried out the order to make a critical assessment of the impact that has been caused due to the application of fringe benefits in the workforce so that overall productivity of the employees in the organisations with respect to the food sector of the UK. Because of this, the researcher will focus on the company Pizza hit for data collection.  
The main research objective posed in the research is as follows:
· To evaluate the impact of fringe benefits on the productivity of the workers of Pizza hut 
· To critically assess the issues faced by Pizza hut in maintaining a constant level of high productivity in their employees due to lack of fringe benefits 
· To assess strategies that are used in Pizza hut for the adoption of fringe benefits to the enhancement of employee productivity 
The research question that was framed in relation to these research objectives is as follows: 
1. How does fringe benefits provide to the employee in Pizza hut affect their productivity?
2. What are the main obstacles that are faced by Pizza hut due to the lack of fringe benefits?
3. What are the main strategies that are used in Pizza hut for the application of fringe benefits to improve employee productivity?
[bookmark: _Toc128409353]2.3 Literature Review
It was understood from the work of Plachá (2020) that employee retention entails organisations maintaining a high level of employee motivation and employee satisfaction in order to maintain organisational profitability. With respect to this, it is seen that organisations that provide fringe benefits to the employee have a higher level of motivation in the workers that, allow them to maintain higher productivity in the employees. Uzonna (2013) mentioned that employees work hard to help achieve the company targets, and such rewards reinforce the value proposition of the work and instil a sense of pride in the employees when they are recognised for their contribution to the organisation by being paid accordingly. Resultantly, there was seen be an increase in the motivation of the employees, which in turn, boosted their productivity levels. Artz (2010) has challenged these views that sometimes, instead of sufficient motivational strategies like rewards, organisations are unable to increase productivity because of a lack of resources and conflicts. Kulikowski and Sedlak (2020) have supported this information and also proved that employee satisfaction is vital for maintaining optimal productivity in workers. In the fast-food industry, it is generally seen that fringe benefits act as a method for the enhancement of employee productivity with job satisfaction through job satisfaction. It is seen that motivated employees generally tend to be a lot more dedicated and committed toward work. They are more self-motivated, which makes them more productive there. Greater productivity in the workers ensures that the organisational goals are met more effectively, making it easier to achieve growth in business. Edirisooriya (2014) argued that it is not possible to motivate employees if there is complete self–motivation and striving in the workers. 
Maslow’s hierarchy of needs can be applied to the research for a more holistic understanding of the significance of reward systems such as fringe benefits in an organisational context. as per the data incurred from the studies of Abbas (2020), it was perceived that the Maslow’s hierarchy of needs provides that positive employee behaviour can be dictated by meeting certain primary requirements of the workers. These needs are provided in five different levels in the pyramidal model of Maslow.  They included the “physiological needs”, “safety needs”, “love and belonging needs”, “esteem needs”, and “self-actualization needs”. The “physiological needs” of employees coincide with the human need that ensures their survival on the Earth, including the need for safety, clothes, and safety. “safety needs” refers to the human need for safety and being protected from violence. “love and belonging needs” denotes the human need for belongingness and being loved. “esteem needs”,  refers to the needs of workers for respect and acknowledge. Hopper (2020) has added that the model is created in a building block fashion that puts forth in order to meet the higher needs that are placed at the upper parts of the model, the organisations must be able to first meet the lower needs of the. This model states that the main objective in the model is to achieve self-actualisation. As per the model, motivation and satisfaction of the employees are crucial for the attainment of employee productivity. Fringe benefits act in a way that enhances employee productivity in a significant manner. Reza, Dzarr and Khazani (2021) have mentioned in their work that one of the main issues in the adoption of reward systems such as fringe benefits has been the budgetary restrictions of the organisations. It is seen that many companies do not have sufficient funds at their disposal, although they want to apply fringe benefits policies in order to drive greater employee productivity. 
There are a number of different ways in which fringe benefits are allocated to respective employees that can develop issues in employees. It was stated in the research study of Plachá (2020) that in some cases, organisations that belong to the fast-food industry do not have proper rewards systems for recognising employees, such as fringe benefits. They are seen to struggle with high employee turnover rates. It is witnessed that when the hard work and dedication that is put in by the workers to help reach the organisational goals are not recognised in a proper manner, it makes them dissatisfied. As a reason, they were compelled to leave the organisation.  Singh et al. (2019) have also mentioned in their work that in order to derive desired benefits from the employees, it is necessary that the benefits are aligned with the needs of the employees. Otherwise, the benefits are rendered ineffective in improving employee productivity. Because of this, leaders are needed to keep track of the needs of the employees and consider them while forming fringe benefit policies. However, because of inexperienced managers, sometimes the benefits that are dedicated to being applied in the fast-food organisations were seen to be ineffective towards increasing the firms. Also, if the organisation provide benefits but they are not matched with the benefits of the standard in the labour market, it will fail to produce the desired results from the policies as they will be enough to meet the need of employees. 
According to the work of Kulikowski and Sedlak (2020), the effectiveness of fringe benefits is, to a certain degree, related to the proper evaluation of employee needs and performance tracking. Because of this, fast-food organisations have emphasised the development of proper technology that helps in better management and tracking of the performance of their workers so that there could be a proper distribution of rewards among all the staff. 
[bookmark: _Toc128409354]2.4 Limitations
The main limitations that the researcher might come across in the proposed investigation of the impact of fringe benefits on the productivity of the employees can be time constraints that create barriers to completing the research in a desired manner that can dissuade the researcher from conducting the research among a larger sample size. In addition to this, there also lies the possibility that the researcher may have to come across issues in the recruitment of the samples of the survey. In addition to this, the researcher has to come across problems in the recruitment of the samples for the research as the acquisition of a sufficient amount of responses depends on the temperament of the candidates of the research (Ross and Bibler Zaidi, 2019). 
[bookmark: _Toc128409355]2.5 Ethical considerations
The maintenance of certain ethical protocols will be essential for the research in order to ensure the preservation of the reliability and validity of the research. This will include the maintenance of the confidentiality of the research candidates through the utilisation of electronic storage devices so that the research data can be stored in a safe manner so that the chances of misuse of the data are eliminated (Barrow, Brannan and Khandhar, 2021). In addition to this, the researcher will also have to ensure that informed consent is taken from the research candidates before the initiation of the research. Its relation to this, it also has to be ensured that the stored data is destroyed after the completion and submission of the research. In addition to this, it will be necessary for the researcher to ascertain that the research candidates are prevented from any kind of physical harm through the adoption of proper measures.
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[bookmark: _Toc128409357]3. Mini-conclusion
I have proposed to investigate the implications of allocating fringe benefits to employees on their overall performance in fast-food firms through primary research so that the research purpose can be achieved effectively. There will be a survey to collect quantitative data on the concerned topic of the research. This research will help to know about the strategies that can be helpful in improving the productivity of the workers that can be used by other companies to improve their organisational performance. The results of the research will provide information on the significance of fringe benefits in employee productivity, the issues that arise in fast food organisations due to lack of benefits and the strategies used for better management of the productivity of workers.  
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