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Abstract
Background
The satisfaction level of a worker as well as the productivity at the workplace, are in direct relation with the employees’ performance level. The fringe benefits that are provided besides salaries are a prime reason for the satisfaction of employees with their jobs.  
Objectives
The objectives of the present research were To explore the way by which fringe benefits could affect the workers of Pizza Hut, the challenge that Pizza Hut came across in the incorporation of fringe benefits and the strategic measures related to the application of fringe benefits to the employees to boost productivity
Methodology
The research involves the use of a mixed method approach which involves an interview that was conducted with 3 managers of pizza hut and a survey which consisted of 100 employees. The data analysis process used was thematic analysis and SPSS, respectively.
Findings
The survey and interview results provided that fringe benefits have a significant impact on the factor of motivation in the employees and satisfaction levels which has been a massive cause for the increase in productivity of employees. The challenge related to fringe benefit allocation was the high cost of the benefits. Pizza Hut provides benefits to employees, such as maternity leaves.
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[bookmark: _Toc137285363]Chapter 1: Introduction
[bookmark: _Toc137285364]1.1 Chapter Overview
The preliminary section of this research leads to the introductory section of the study. This section is segmented in order to develop some of the most crucial aspects as well as reflect light on the dominion of the facets that are inclusive to the research arenas. Therefore a thorough study on the analysis of the necessity of the fringe benefits within the organisation of the fast food sector as well as the necessity of these elemental facets within the section of the chosen industry, with emphasis on the organisation of Pizza Hut, will be assessed. Moreover, the realisation of the justification regarding the chosen industry is also one of the major factors. Moreover, in this section, they are also various other elements that will be presented, such as the systemic structure that will be followed along with the domain of locating the importance of this research. Moreover, the motive of the research will also be mentioned in this section, along with the significant question that will be later taken to justification in the process of investigation. 
[bookmark: _Toc137285365]1.2 Contextual Analysis 
The direct salaries that are given to the employees on a monthly as well as a weekly basis are one of the facets is considered to the most significant facet that is celebratory to the employees. The importance of salary is that is monetises the work that the employees are doing towards the organisation. However, along with the financial and momentary needs of an employee, there are several other aspects that the employees are required to be covered in order to gain a satisfactory facet in their jobs (Teoh et al., 2021). It has been realised through the research that the satisfaction level of an employee as well as the productivity rise at the workplace, is in direct proportion with the domain of making the employees rise and elevate their performance level (Arokiasamy, 2019). Moreover, the bonuses they receive from the organisation also boost their level of engagement with the other employees in the company. It is being identified that these are the benefits that tend to make the workers more focused and also make an effective contribution in the domain of advantageous returns in terms of the financial and portability of the organisation as a whole. The customer service that is provided by an organisation to the customers tends to be gained to an elevated level with the benefits that are provided to the employees. As the employees are satisfied with their organisational culture and their needs are being sufficed, it can be noticed that the employees provide better an efficient services to the customers (Runtuwene and Lapian 2019). This leads to a rise in their profitability along with the scalability of the company to a great extent. Some of the preliminary benefits are subsidised meals during their work hours as well as a pension after the tenure of their work, along with facets like paid holidays (Teoh et al., 2021). Moreover, it can be seen that the domain of establishing health insurance is one of the greatest relief to employees. With the rise of the cost of healthcare in several parts of the globe, the monetary benefits in the domain of healthcare as well as medical insurance, have resulted in becoming the primary requirements of employees (Awang and Yusuf 2020). Thus this realm is one of the factors that cause job satisfaction engagement among the workforce. The fast food sector is customer-centric, and therefore to provide advantageous services to the customers and in order to gain the loyalty of the customers, it is the sole responsibility of the company to provide fringe benefits to the employees. Thus the services that will be given to the employees also upgrade their level, and customer satisfaction is received. Therefore the retention of customers is being strategized with employee satisfaction in an organisation. PTO (Paid Time Off) is one of the major facets that is considered as a fringe benefit, along with the fact that the coverage for health and the gym membership is also one of the most comply given benefits to the employees. Free meals are seen to be a basic requirement (Runtuwene and Lapian 2019). There are organisations that provide free allowances in the organisation, and it can be seen that free houses as well as free cars as an allowance is one of the facets that will be considered for the benefit of the employees (Teoh et al., 2021). These provided fringe benefits are also regarded to be voluntary benefits in the organisation and are also identified as a supplement to the regular salary structure of the employees in the organisation. The aspects that are being provided to them are generally non-taxable in nature. Moreover, as these benefits do not suffice the monetary valuation, therefore, it is realised that the taxation policy is not workable under this realm. Moreover, the companies that provide these advantages to their employees also tend to suffice the expectations of the employees, and therefore the boost in the motivation level of the workforce as a whole is gained through this process. It can also be seen that there are several organisations in the section of the fast food industry, and organisation that these essential remunerations are considered compulsory (Teoh et al., 2021). As a part of the employee retention strategy and policy, the companies are inclining towards making these facets mandatory in nature. Moreover, it also takes into account the fact that it helps and provides assistance to an organisation in providing a competitive advantage in the market. The industry of fast food is comprehensive of several global and large-scale organisation, and thus, the assimilation of the various benefits that boost productivity and has employees who are satisfied with their jobs gives the conn ay gain an advantage in the competition with the rival organisation in the international market (Awang and Yusuf 2020). The company of Pizza Hut is seen to provide a variety range of fringe benefits to the employees of the company. Some of the most crucial benefits that these companies provide are health insurance and medical coverage that benefits the employees and provides all-around protection considering the rising expenses in the domain of healthcare (Awang and Yusuf 2020). Moreover, vision insurance is also one of the factors that area counted for in this segment, along with the fact facets like separate dental insurance, accidental death coverage, savings account in financial institutions or banks, as well as benefits like life insurance. Leave as per the need of the family and also monetary relief in terms of compensation along with the fact that paid vacations, as well as retirement plans, are some of the major and the most prominent domains that are to be covered in this section (Arokiasamy, 2019). The competitive edge that a form attains through these facets is that they are able to attract the top talents in the company. It can be seen that the employees who are willing to get themselves hired in the organisation tend to make compare the benefits that they are likely to receive, and comparison with the other companies is being initiated. Therefore organisations like Pizza Hut that set a higher standard for their benefits also make it most likely to gain an advantage and make themselves capable of hiring suitable and talented workers in the company. 
[bookmark: _Toc137285366]1.3 Rationale 
There are several skills that are inclusive in the realm of the fast food industry. Therefore, the inclusion of talented workers, along with the boost in the morale of the employees in these companies that are associative with the concerning sector, is one of the most concerning arenas in the market. As the fast food sector and its work require multi tasking, therefore, it is one of the primary elements that is needed to be accounted for (Souiden, Chaouali and Baccouche 2019). Thus providing fringe benefits to make the implication of the skills of the employees relevant at the workplace and also sustain the organisational culture is one of the essential segment s that is being taken under scrutiny as well as practise in the organisation. As the work that is required to be facilitated within these companies are also needed for an exponential amount of commitment as well as handwork, therefore the need to cater to the motivation of the employees and invest in the necessary requirements of the employees is in direct relationship with the rise in the level of performance as well as the motivation (Uddin 2019). Thus, gaining the commitment and dedication of the employees is a factor that makes distinguishable changes in the organisation. Therefore to gain benefits tin, the results in terms of profit margin expansion are one of the elements that are being focused on in this segment (Rhou and Singal 2020). There are also several viable approaches that are enunciated in the companies in order to incorporate these aspects. It is realised that each employee has a different need as well as expectation from the organisation, and thus to suffice these needs, there are organisations that tend to gain feedback from the employees. Therefore as a following step, the fringe benefits are being granted. This also resorts to employee recognition. 
[bookmark: _Toc137285367]1.4 Aim 
The motive of this specific investigation is to assess the impact of the fringe benefits on the employees and their productivity within the industry of fast food. To assess the facets in an intricate manner, the organisation of Pizza Hut will be considered. 
[bookmark: _Toc137285368]1.5 Objectives 
The objectives that will cater to the regulation of the investigation are- 
· To determine the effect of fringe benefits on the workers of Pizza Hut 
· To assess the challenges that are faced by Pizza Hut in the incorporation of fringe benefits for the employees
· To analyse the strategic measures implemented by Pizza Hut regarding the fringe benefits to the employees to boost productivity 
· To recommend feasible approaches to Pizza Hut pertaining to the enhancement of their employee engagement and productivity through fringe benefits 
[bookmark: _Toc137285369]1.6 Research Questions 
· What is the effect of fringe benefits on the workers of Pizza Hut?
· What are the challenges that are faced by Pizza Hut in the incorporation of fringe benefits for employees? 
· What are the strategic measures implemented by Pizza Hut regarding the fringe benefits to the employees to boost productivity?
[bookmark: _Toc137285370]1.7 Research Significance
As the research contributes to the assimilation of analysing the benefits of the employees that makes an impression of the rising as well as the declining productivity of the employees is seen to be considered in this section. Moreover, this investigation is not only reflective of the benefits that are to be given or are beneficial in their traits bit also located the issues that are prevalent in the domain of lack of these advantages. Moreover, the strategies that Pizza Hut, as well s the rival organisation, provide are also stated in this segment, along with the fact that these strategies also cater to the rise of the organisation. Thus this paper will contribute to the firms in the concerning and associated sectors to evaluate employee management. A suitable contribution will also be made in the field of academics. 
[bookmark: _Toc137285371]1.8 Structure of the Dissertation
[image: ]
Figure 1: Structure of the Research 
(Source: Created By Author)
The above-given representation is that of the systemic pattern that will be followed till the completion of the study. The primary chapter will include the introductory elements along with the main motive of the research. This section will be followed by a review of the previous studies and the location of the breach in the data. Moreover, the third segment will present the chosen methodologies, and the forth chapter will be comprehensive of the data analysis and the obtained results. In the ultimate section, the concluding statement, along with the establishment of the objects, will be stated. 
[bookmark: _Toc137285372]1.9 Summarisation of the Chapter 
This chapter has been representative of the basic and contextual elements. Thus the background study on the chosen arena has been presented along with the fact that justification for the choice of the sector and the organisation is also presented. Moreover, the purpose that carries this project is also stated, and the facilitation of the pattern that will be followed is also stated. 


[bookmark: _Toc137285373]Chapter 2. Literature Review
[bookmark: _Toc137285374]2.1 Chapter Overview
Kulikowski and Sedlak (2020) have critically assessed in their research that fringe benefits refer to the rewards and compensations that are provided to employees alongside their salaries. These added benefits are provided to the employees on the performance of specific services. Moreover, while some fringe benefits are mandatory to be provided to the employees as per law, such as social security and health insurance, others are voluntary options provided by the companies. 
Through this chapter of this research, the researcher has attempted to provide a clear understanding of the research area. The chapter will include data on the impact caused by fringe benefits on employee productivity, the challenges of lack of fringe benefits and the strategies used for the application of fringe benefits. The literature gap that will be discovered will also be mentioned in this segment.
[bookmark: _Toc137285375]2.2 Impact Of Fringe Benefits On The Productivity Of The Employee In The Fast Food Sector
Okpara (2021) was of the view that employees are a vital resource of the organisation, and their productivity determines the business performance that is achieved by the organisation. Due to this reason, the application of fringe benefits becomes imperative for organisations as they are highly effective towards maintaining the productivity of employees in the fast-food organisation. These fringe benefits act as facilitators of the enhancement of employee well-being in organisations. In fast food firms, employees are needed to work long shifts under highly stressful conditions that impact their health and resultantly reduce their productivity. The employees needed to take more sick leave and time off while they could have been able to contribute their time and skill towards the organisation to meet their goals. Due to this, absenteeism is increased in the organisations, because of which they have to face major losses in revenues. The application of fringe benefits increases the well-being of employees, because of which absenteeism is reduced, and consequently, the productivity of the workers of the fast food firms grows substantially. Agbonna, Oluyod. and Yakubu (2023) have added that the companies that recognise the employees that are more satisfied with work are more likely to be more efficient as well as more committed towards the job. It also ensures their wellness. As a reason, the employees are no longer needed to spend time away from work seeking treatment. Organisations have to lose large sums of money when they are unable to come to work.
Adjeikwame (2019) was of the view that Fringe benefits can be an effective measure towards providing workers with incentives in addition to the standard pay that they deserve. Such benefits are usually non-wage compensations or additional incentives that are given to employees beyond their usual salaries. Companies tend to indulge in Fringe benefits so that the employers can make work more rewarding for the employees while also maintaining that they are provided with the essential resources to improve the quality of life for the employees. This way, the organisations ensure that the organisation can maintain a healthy workforce. 
	Author 
	Title of the Paper 
	Main Findings 

	Singh et al. (2019) 
	Job satisfaction among health care providers: A cross-sectional study in public health facilities of Punjab, India
	Fringe benefits do not have a positive impact on the motivation levels of the employees. 

	Reza and Dzarrand Khazani (2021)
	Fringe Benefit and Job Satisfaction in SME: An Empirical Experience among SMES in Selangor.
	Fringe benefits give employees a greater sense of achievement and recognition, improving their productivity.   


Table 2.1: Main Findings 
(Source: Author) 
Fringe benefits are regarded as one of the key drivers of competitive advantage of the organisations, which supports the expansion of business. Reza and Dzarrand Khazani (2021) have provided in their research papers that fringe benefits increase the motivation of employees as they are it gives them a greater sense of achievement and recognition. Workers’ productivity is dependent to a large extent on their motivation towards work. It is also seen that employers demand that they are treated in a fair manner. By providing them with fringe benefits, the necessary motivation that is needed to continue working at their peak potential can be generated. Employees that are self-motivated are seen to be more efficient and better capable of contributing towards the accomplishment of organisational goals. This is the main cause for the prominence of the application of the fringe benefits that are provided to the employees. Because of this, the capability of the employees to earn higher revenues is increased. Singh et al. (2019) have argued that fringe benefits are seen to have no apparent effect on the motivation levels of the employee’s motivation towards their work as it is dependent on a number of different factors, such as the needs of the workers.  
Fringe benefits are considered to be a key driver of employee efficiency. The organisations that applied fringe benefits were witnessed to be able to achieve more revenues. Plachá (2020) explained in their work that fringe benefits increase the urge in employees to develop their skills, which increases their productivity. In the organisations wherein the employees were given added benefits, the other employee was inspired to use the technical support so that the skills of the workers were enhanced. This is seen to be beneficial towards the attainment of better higher productivity. 
Adjeikwame (2019) has mentioned in his work that fringe benefits also have a significant impact on the aspect of employee engagement. They lead to improvement of the perception of the employees towards the organisation. The employees are seen to appreciate when the organisational recognises their efforts. This enhances the overall performance of the workers and satisfaction as well as their engagement towards their work. Employee engagement is crucial to the success of organisations because of the reason it affects organisational performance. They prevent employee burnout and make sure that they are able to focus on their work. The fringe benefits are presented in the form of employee education and knowledge management.  
It is seen that there lies a strong relationship between employee satisfaction and fringe benefits that are provided. Zirra, Mambulaand Anyatonwu (2019) have added that employee productivity is contingent on employee satisfaction is enhanced through the application of fringe benefits and other related awards and added benefits because recognition is considered an intrinsic need of humans. 
	Author 
	Title of the Paper 
	Main Findings 

	Zirra, Mambulaand Anyatonwu (2019)
	Impact of fringe benefits on employee performance: A study of Nasco Group, Jos Plateau State
	Fringe benefits provide employees with a sense of recognition leading to an increment in their productivity by inspiring them to be more engaged.  

	Adjeikwame (2019)
	The Impact that Fringe Benefits have on Job Satisfaction and Employee Engagement at Sinapi Aba Savings and Loans Limited (SASL) 
	Fringe benefits lead to an improvement in the perception of the employees towards the organisation. This enhances the overall performance of the workers and satisfaction as well as their engagement towards their work.  


Table 2.2: Main Findings 
(Source: Author) 
[bookmark: _Toc137285376]2.3 Herzberg’s Motivation Theory 

                    [image: ]
Figure 2: Herzberg’s motivation theory
(Source: Mitsakisand Galanakis, 2022).
Mitsakisand Galanakis (2022) critically explained in their work that Herzberg’s motivation theory provides the determinants of motivation in individuals by the identification and satisfaction of their individual needs. It refers to 2 main determinants of employee motivation. These are divided into 2 main categories that are referred to as collectively as the hygiene factors and the motivation factors. This is referred to as the two-factor content theory. 
Mehrad (2020) has seen to be consisting 2 different categories of needs that are posited in the model, which include needs to avoid unpleasantness, which are placed at one end of the motivational scale, while the needs that are presented at the other end refer to needs for personal development. The model postulates that a shortage in the factors that cause a positive encouragement in the employees is most likely to compel the employees to pay more attention towards work that is not job-related. The most important factor in the model was that the research had focused more on the intrinsic rather than the extrinsic factors that are related to the motivation of the employees in organisations. This posits that motivation and satisfaction were derived from the job itself. Due to this, in order to achieve employee satisfaction, the Jon that is provided to them also had to be challenging so that satisfaction could be derived from them. The model helps in the comprehension of the employees’ attitudes and drive towards their work. Peramatzisand Galanakis (2022), the motivating factors that are provided by the model include achievement, recognition, work, job advancement opportunities and the growth opportunities that are available to the employees. Employees that are self-motivated to achieve the goals that are set for them and excel at work are seen to be more willing to take a risk and show more involvement to that they can achieve success. Recognition is considered important as they ensure that the employees feel recognised and provides a feeling of accomplishment. It reinforces good practices in the employees so that they are encouraged to repeat good behaviour that increases their productivity. Job advancement opportunities ensure that all employees have a clear understanding of the processes that are involved in the workplace. Chiatand Panatik (2019) has again added that the hygiene factors that are seen in the model are relationships with peers, company policies, physical workspace, working conditions, salary, status, job security and supervision. These factors refer to the policies of the companies that can cause dissatisfaction among the employees. Encouraging the maintenance of proper relations between the employees is necessary for proper collaboration between the employees so that they can work with satisfaction. 
The salary of the employees, including the other benefits that are offered to them, is another major factor in employee satisfaction. However, Peramatzisand Galanakis (2022) mentioned that Herzberg's theory is criticised for being limited to focusing only on the internal factors and disregards that the environmental and external factors also have a significant effect on the satisfaction of the employees. However, the model is used widely in fast-food companies for the regulation of employee satisfaction. It also posits that the fringe benefits make for both motivating and hygiene factors. As a hygiene factor, insufficient fringe benefits can lead to dissatisfaction in the employees as they might feel that they are neglected.
[bookmark: _Toc137285377]2.4 Obstacles Faced By Companies Of The Fast Food Industry Due To The Lack Of Fringe Benefits In Relation To Employee Productivity
Good benefits are crucial to attracting as well as retaining good workers. Okpara (2021) has provided in their work that human capital is a vital resource for any company. For this reason, it is imperative that the companies make full utilisation of the resources that are available to them. Fast food companies lose a substantial part of their profits every year because of the lack low productivity of their workers. This indicates negligence on the part of the management, because of which the skills of the employees are not utilised in a proper manner for the achievement of the organisational goals. The low productivity in an organisation leads to the wastage of the resources of the fast food firms, which in turn also increases the resources cost of the organisations. In turn, it lowers the profitability of the organisation as then the organisations require more people to get all the tasks done. Kulikowski and Sedlak (2020) have added that excessive work pressure hampers the mental health of the workers, which can become a major cause for the depreciation of the productivity of the employees while at work. As a result, the employee’s ability to focus on work is lowered. Moreover, this has been noticed to be a major facilitator of the depreciation of accidents are the workplace.  
According to the data that has been incurred from the research papers of Zirra, Mambula and Anyatonwu (2019), the lack of productivity in workers poses a major challenge to the growth of the business of the companies. Poor performance of the staff impacts the quality of the deliverables that are acquired by an organisation in a negative manner. This impacts customer satisfaction as the products that are provided to them will not be of the expected quality. This occurs when the management is inadequate to develop any new employee management systems that can help to monitor the performance of the staff and regulate them in a proper manner. Owing to this, the organisations faced difficulty in attaining enhanced employee productivity. Because of the competitive nature of the international market, it is vital for companies to provide the best quality products to the customers to maintain high customer loyalty. However, because of the lack of support of the employees because of a drop in employee performance, the organisations were not able to deliver quality goods to the people leading to the loss of loyal employees. It caused impediments in maintaining customer relations, because of which the sales of the organisation are affected in a negative manner, and consequently, the profitability of the organisation is diminished. Retaining employees solely because of salary is a difficult task. It has been perceived from the information that has been put forth by Agbonna, Oluyode and Yakubu (2023) in their work that fringe benefits are closely related to the brand perception of the organisations. Fast-food companies face heavy competition in the market and are required to maintain a good brand perception in order to attract new talent. It is witnessed that organisations that have failed to provide fringe benefits to their workforce have struggled to attract new employees. This was because they preferred to rather work with companies that provided better benefits to the employees. 
	Author 
	Title of the Paper 
	Main Findings 

	Plachá (2020)
	Do fringe benefits affect job satisfaction?.
	The lack of skills of the employees hinders the performance of the fast food companies.       

	Agbonna, Oluyode and Yakubu (2023) 
	Assessment of the Relationship Between Fringe Benefits and Staff Job Satisfaction in Public Universities in Ogun State. 
	Fringe benefits are closely related to the brand perception of fast-food companies. 


Table 2.3: Main Findings 
(Source: Author) 
It was comprehended from the work of Singh et al. (2019) that the lack of leadership and the availability of funds in organisations gives rise to issues in providing compensation to the employees. It affects employee engagement and employee morale. This causes a problem in meeting project goals due to the delays that are caused by low employee engagement. This is seen to eventually affect entire teams with a reduction in the performance of the entire teams. Plachá (2020) have added that the lowering in employee performance affects an aspect of creativity and innovation in firms. It is witnessed that the organisation that due to the lack of proper management and the necessary technological infrastructure, the performance management of fast food organisations is hampered severely. As a result, the creativity and innovation of organisations are massively decreased. Moreover, the lack of motivation also diminishes the ability of the workers of the organisation to come up with creative ideas. Creativity and innovation are major drivers of the growth of organisations. It is needed to respond needs of the customers and also to be able to adjust to the changing trends in the market so that the sustenance of the organisations is confirmed. The reduction in the creativity of the employees because of poor productivity leads to delays in the completion of tasks as well as degradation in the quality of the projects. Consequently, the profitability of the organisations is affected. It was stated by Kulikowski and Sedlak (2020) in their work non-productive or low productivity in organisations impacts the organisational cultures in a negative manner when the management itself possesses a negative attitude towards employee management. Negative organisational culture is linked with high employee turnover rates in fast food firms. It causes the organisation to deal with an increased financial burden when they have to hire employees. 
	Author 
	Title of the Paper 
	Main Findings 

	Kulikowski and Sedlak (2020)
	Can you buy work engagement? The relationship between pay, fringe benefits, financial bonuses and work engagement. 
	The mental health of the workers can become a major cause for the depreciation of the productivity of the employees, which cannot be changed through additional benefits.    

	Okpara (2021)
	Fringe Benefits and Employees’ Performance in the Bank of Industry Limited, Lagos 
	Enabling fringe benefits can become an expensive affair for fast-food companies.     


Table 2.4: Main Findings 
(Source: Author) 
[bookmark: _Toc137285378]2.5 Strategies That Are Applied By the Fast Food Companies for Application Of Fringe Benefits To Improve Employee Productivity
Fringe benefits are widely used in organisations as a key management tool as they affect the effectiveness of the firms by influencing individual behaviour and also enhance the motivation of the employees at work. Mabaso and Dlamini (2021) have mentioned in their work that health and wellness funds are an effective way to increase employee productivity. These include benefits such as gym memberships, subscriptions to mental health apps, and compensation for expenses on health and wellness activities. Such benefits promote the health of the employees by encouraging and supporting them to prioritise their mental health as well as physical health. This acts as an enables to maintain the health and wellness of the workers, also in terms of the mental health of the employees. This directly affects the overall performance of the workers. Health and wellness benefits employees in maintaining an optimum health condition, which in return causes a massive diminishing of the absenteeism rates of the organisations, which increases their productivity. As a result, the ability of the organisation to achieve its goals and growth in business is reduced. 

	Author 
	Title of the Paper 
	Main Findings 

	Mabaso and Dlamini (2021)
	Recent study on the impact of compensation and benefits on job satisfaction. Insights into Economics and Management. 
	Focusing on the health and wellness of the employees through fringe benefits is a viable tactic.        

	Kulikowski and Sedlak (2020)
	Can you buy work engagement? The relationship between pay, fringe benefits, financial bonuses and work engagement.  
	Providing housing allowance for employees is also a viable strategy in terms of fringe benefits.      


Table 2.5: Main Findings 
(Source: Author) 
Kulikowski and Sedlak (2020) have added that many organisations have adopted the strategies like providing housing allowance for employees. This supports the employees in managing finances in a better manner. This increases the satisfaction of the employees, which leads to an increase in their productivity. Abbas (2020) has mentioned the information in their papers through the study of which it is seen that all fast food companies take a keen interest in employee productivity since they define the performance of the organisations. With consideration of this, many organisations have embraced the strategy of providing educational reimbursement to employees who are willing to pursue further studies after taking a job. This helps the employees to improve their skills and gain experience so they can be better equipped to handle difficult situations that arise. It increased the productivity of the employees because they were provided with the necessary knowledge to fulfil their roles in a better manner. As a result of that, organisations are enabled to meet their business goals as they gain a more productive workforce. 
The fringe benefits are a beneficial way to make it known to the employees so that their contributions to the organisations are appreciated. Plachá (2020) stated in their research papers that companies provide financial bonuses to employees as rewards for their service to the company. Non-financial benefits are also provided, such as paid vacations. However, these benefits are bestowed upon the employees based on their performance. The employee benefits motivate the employees to perform better and develop their skills so that they can increase their productivity.  Mtatiro (2021) added that another kind of benefit that is provided to employees consists of maternity leaves. Maternity leaves are bestowed upon a female for a period of time before giving birth and after that for some time during the time when she is the main caregiver of the newborn. 
	Author 
	Title of the Paper 
	Main Findings 

	Abbas (2020)
	Service quality in higher education institutions: qualitative evidence from the students’ perspectives using Maslow hierarchy of needs. 
	A key tactic regarding the use of fringe benefits is related to developing effective training programs for the workers.           

	Mtatiro (2021)
	The Significant of Fringe Benefits in Employee Retention in Public Sector in Tanzania: Case Study of Ministry of Water  
	Maternity and paternity leave acts as an effective strategy regarding fringe benefits.          


Table 2.6: Main Findings 
(Source: Author) 
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Figure 3: Conceptual Framework
(Source: Author)
The figure that is presented above head showcases the conceptual framework that was created for this research so that the concepts and key findings related to the different parts of the literature are explained to the observer so that a better understanding of the research topic is generated. The conceptual framework provides that the main impact of fringe benefits for employee productivity in fast food companies was that it helped to increase employee motivation and well-being. Motivated employees are seen to be more committed towards the organisation, so the organisation’s ability to achieve goals was attained. The main issue that is faced in managing organisations because of a deficiency of employee benefits is that it leads to the wastage of valuable resources, such leads to lowered profitability. 
[bookmark: _Toc137285380]2.7 Literature gap
A thorough exploration was undertaken involving different aspects related to the importance of fringe benefits for the enhancement of employees’ productivity using pre-existing data. It has led to the realisation that there was only limited information that could be attained regarding the main strategies that were used by the fast food companies that have helped in the augmentation of employee productivity. This was considered as the gap in the research. This gap will be analysed in the later stages of data collection in the research so that the gap is fulfilled.  
[bookmark: _Toc137285381]2.8 Chapter Summary 
It was summarised from this chapter that the maintenance of employee productivity could be effectively managed through fringe benefits as they cause employee motivation is increased, which consequently improves the profitability of the firms. It is seen that fringe benefits are an effective measure to increase the well-being of the workers that have to work in highly stressful conditions in fast food companies. Consequently, it improves the satisfaction of the employees with their firms. Moreover, the lack of employee productivity results in organisations losing their creative and innovative qualities. Employee productivity also aids fast food companies in the attainment of competitive advantage. 


[bookmark: _Toc137285382]Chapter 3: Research Methodology
[bookmark: _Toc137285383]3.1 Introduction
This chapter, which is recognised as “research methodology”, is significantly concerned with selecting the most applicable research methods that are useful in order to bring about the results that are essential for accomplishing the research aim and its associated research objectives. Furthermore, this section will showcase the “research onion” framework that is viable for the researcher to effectively conduct the research processes by choosing accurate research methods as per the requirements of this investigation. In addition, there will also be a presentation of the philosophy that will be used along with the approach that would be preferred for carrying forth the research. The most suitable strategy that is elected for undertaking this specific research exploration will be highlighted here in this portion, which is followed by choosing the best method for enabling the processes regarding data collection as well as data analysis. The limitation that would be faced while executing this very research will be provided alongside the ethical considerations that were made during this research exploration. 
[bookmark: _Toc137285384]3.2 Research Onion
[image: ]
Figure 4: “Research Onion”
(Source: Al-Ababneh, 2020)
From the diagram that could be identified in Figure 3, it was known that the “research onion” functions like a model or framework that assists the researcher in undertaking effective decision-making for carrying out the research in an appropriate manner (Al-Ababneh, 2020). Furthermore, it could be noticed from the respective figure that the research methods are segregated into various layers, which have been represented in a chronological manner. This ensures conducting the research investigation in a very systematic fashion and facilitates gaining pertinent research results. The consideration of the “research onion” was vital for this study in order to select the most practical research methods for enabling the completion of the research without any complications. 
[bookmark: _Toc137285385]3.3 Research Philosophy
The philosophy in research acts as the foundation for the entire research, as choosing the right philosophy sets the stage for choosing appropriate research methods for reaching desired outcomes (Säfsten and Gustavsson, 2020). This research investigation was executed using the pragmatism philosophy, as the utilisation of this very philosophical paradigm facilitated answering the research questions in a proper way leading to the accomplishment of the research. Furthermore, the implementation of this specific philosophical stance was useful for conducting the research in an innovative manner and further facilitated gathering both types of research data that is qualitative and quantitative. The other philosophies were rejected from this study as they would not yield appropriate results from the research. 
[bookmark: _Toc137285386]3.4 Research Approach
The most suitable approach that was elected for undertaking the research was the deductive approach, as the application of this approach enabled the researcher to effectively collect as well as interpret the data. Moreover, the incorporation of this approach assisted in obtaining the right information regarding the challenges that are faced by the business of Pizza Hut with respect to employee productivity due to inadequate fringe benefits. In addition, this precise approach was viable for efficiently answering the questions that were proposed in the research, which is pivotal for coming across conclusions that were initially anticipated from the research. Furthermore, the research approach, except deductive, was not preferred, for it would not benefit the researcher in gaining the right results from this investigation. 
[bookmark: _Toc137285387]3.5 Research Design
The design of a research study is understood to be the blueprint of the research, which helps in the execution of the investigation in an appropriate way, which is useful for enabling the answering of the research problems that are recognised during the research. There has been selection of the descriptive research design, as this particular design has enabled ensuring that accurate and right data is collected in a consistent and systematic manner. Furthermore, it is also assisting the researcher with respect to the processes that are entailed within the collection and data analysis for providing meaningful conclusions and insights regarding fringe benefits for the employees in Pizza Hut. 
[bookmark: _Toc137285388]3.6 Research Strategy
3.6.1 Type of Investigation 
This particular research is carried out based on both qualitative and quantitative types of investigation, as a result of which the choice of mixed research strategy had been essential for facilitating the procurement of both kinds of research data that are in relation to fulfilling the research. 
3.6.2 Choices
The mixed method research choice was undertaken by the researcher while carrying out this research, as this particular investigation deals with qualitative and quantitative data, which enabled in obtaining information and insights pertaining to the topic as per the expectations of the researcher (Timans, Wouters and Heilbron, 2019). 
3.6.3 Time Horizon
The time horizon that was utilised for carrying on with this exploration was the cross-sectional time horizon (Spector, 2019). This very time horizon was duly preferred for this research, as it allows obtaining the research data within a pre-specified period of time, which is mostly used in surveys; as a result, choosing this time horizon was essential for the completion of the research. 
[bookmark: _Toc137285389]3.7 Sampling Technique
3.7.1 Sample Type 
The samples that were considered for taking part in the research were the employees who are working in the business of Pizza Hut. Moreover, the researcher also considered the managers of the respective company in order to facilitate the process of data collection through an interview and survey. 
3.7.2 Sample Size 
The sample size pertaining to this very research investigation was 100 employees who had been elected for the facilitation of the entire survey process. In addition to that, the researcher for carrying out the interview process in this exploration was the 3 managers who are working for the company of Pizza Hut. The preference of the respective samples has allowed for the attainment of the results that were anticipated from this investigation. 
3.7.3 Sampling Method 
The sampling method that has been applied for undertaking this specific research investigation was the simple random sampling technique (Hennink and Kaiser, 2022). Furthermore, the researcher utilised Linkert Scale to facilitate the formulation of survey questions, which has been beneficial for the accomplishment of the research. 
[bookmark: _Toc137285390]3.8 Data Collection Process
The process that is concerned with data collection is known to be the collection of the right information regarding the variables that are important to the researcher for meeting the research requirements (Sileyew, 2019). In this specific investigation, the researcher chose the “primary data collection” technique, which enabled the gathering of both qualitative as well as quantitative data pertaining to the research subject area. The researcher had implemented an interview method between the 3 managers of Pizza Hut, which was essential for obtaining extensive insights into this very research exploration. This has enabled the researcher to gather qualitative information, which has been relevant for fulfilling research requirements. In addition to that, the researcher also used a survey session that was executed among 100 employees who are associated with Pizza Hut to obtain their first-hand perception of the influence of fringe benefits on their productivity (Mishra and Alok, 2022). The extensive amount of information that was delivered by the employees benefitted in properly meeting the research objectives that have been essential for achieving this entire research study. Apart from that, the researcher formulated 4 open-ended questions for undertaking the interview session, which was distributed among the chosen participants to gain their responses from their overall experience while working in the respective company about the research subject (Archibald et al., 2019). Furthermore, to facilitate the survey process, there has been the determination of 20 close-ended questions were dispersed among the selected employees to accomplish the survey process and gather viable responses for undertaking the research investigation in a proper manner. The selection of these two methods for collecting data was viable in this research due to the fact that it enabled obtaining both quantitative and qualitative data, which are highly essential for appropriately meeting the research obligations (Pandey and Pandey, 2021). In addition, the researcher did not utilise other processes for enabling data collection, as those methods would not be useful in terms of fulfilling the research.
[bookmark: _Toc137285391]3.9 Data Analysis
The extraction of useful and viable insights or information from the raw data that is obtained from the research investigation is concerned with data analysis. In order to acquire anticipated results from this dissertation paper, there has been a preference for the thematic analysis method along with the SPSS analysis tool for evaluating both kinds of research data that are qualitative and quantitative, that were procured from the research study. Through proper evaluation of the research data, the researcher is able to procure detailed and topic-specific insights, which are essential for achieving the requirements of this very research exploration for the effects that are brought about by fringe benefits towards the productivity of employees in Pizza Hut. The consideration regarding the respective data analysis processes that have been made in this study supported gaining substantial information pertaining to the concepts that are being explored through the research. In addition, the usage of the thematic analysis enabled the creation of themes that are relevant to the research topic, which is useful for obtaining desired results and outcomes, while the SPSS analysis tool assisted in quantitatively analysing the data for bringing out meaningful information from the complex survey data. However, the researcher did not prefer other analysis techniques, as they would not be supporting the accumulation of viable conclusions from this very investigation. 
[bookmark: _Toc137285392]3.10 Ethical Considerations
Research ethics are comprehended to be those principles that enable the research processes to be conducted in a responsible manner while accounting for all the ethical standards that are maintained in the research (Hasan et al., 2021). The University guidelines concerning research ethics have been sufficiently maintained throughout the entire course of this research investigation, which has assisted in retaining high ethical standards while dealing with this research. Additionally, the guidelines that were present in the GDPR of 2018 were followed during this research exploration, which supported ensuring confidentiality and anonymity for the research participants by using pseudonyms. Apart from that, the data that was amassed in this research investigation was safely stored in an electronic USB device, which was protected with a password. 
[bookmark: _Toc137285393]3.11 Research Limitations and Accessibility Issues
Limitations that are seen in a research investigation are referred to as flaws that might be present in the design or methodology that is chosen for the research, which could influence the overall findings of the research in a negative manner (Cooper, Hedges and Valentine, 2019). During this research, the investigator encountered some limitations regarding the lack of adequate time for finishing the research, as the entire research study needed to be accomplished within the scheduled time frame. In addition, this research is conducted using both survey and interview methods for gathering the data, which requires significant time for collecting desired responses for fulfilling the purpose of this research. Apart from that, insufficient resources were another limitation that was witnessed by the researcher, as those literature sources that could have delivered further insights into the respective topic were not accessible for insufficient financial resources.  
[bookmark: _Toc137285394]3.12 Conclusion
The conclusion that was obtained from this precise chapter duly states that the chosen philosophy was positivism, as it is useful for obtaining quantitative data based on research requirements for the aspect of fringe benefits and its influence towards the productivity of employees for the fast food business of Pizza Hut. In addition, the preferred approach and strategy were deductive approach and mixed strategy, respectively, which had duly supported procuring pertinent outcomes. The design that was elected for this research is descriptive design, which was crucial for facilitating the researcher to effectively answer the research questions that were formulated. After the selection of the above research methods, the researcher could carry out the primary data collection process through survey and interview sessions while the collected data were analysed by considering the SPSS analysis method as well as the thematic analysis process for deriving accurate information from the raw data that was collected during the investigation. In addition, it could be understood that the researcher had utilised the necessary steps and properly followed the ethical guidelines for ensuring that the research was conducted in an ethical way while accounting for all the limitations that were witnessed during the exploration process for the research. 


[bookmark: _Toc137285395]Chapter 4: Data Analysis and Findings
[bookmark: _Toc135403989][bookmark: _Toc137285396]4.1 Chapter Overview
This segment of the investigation will entail an elaborate discussion of the distinct data assessments based on both qualitative and quantitative data assimilated by means of a survey and an interview, respectively. The key findings of each of the assessments will be highlighted by ensuing a comparative analysis of the key elements observed in the qualitative as well as the quantitative assessments with the literature reviewed to determine the co-dependency of the factor of employee productivity and the other pivotal factor of fringe benefits which are provided by Pizza Hut.      
[bookmark: _Toc137285397]4.2 Thematic Data Analysis
4.2.1 Theme 1: Impact
The main motive for the creation of this theme is to understand the viewpoint of three managers of Pizza Hut regarding the effect of fringe benefits on the productivity of workers in the organisation. 
“Workers have turned to put in efforts and do their utmost best at the time they have felt that their hard work has been noticed as well as is rewarded by the employer. Hence, to motivate employees to work hard, we, managers, have been trying to provide a significant amount of fringe benefits to our workers”- Manager 1
The evaluation of the reaction of manager 1 disclosed that, with the application of significant fringe benefits and rewards, the employer has been attempting to motivate their workers and with such rewards, employees have felt recognised and therefore, their productivity has improved, and with that, the performance of the firm is also enhanced.
“With the utilisation of fringe benefits, we have been able to retain our employees more effectively as their demands and requirements have been fulfilled by the authority and as a result of that, they have become loyal to the firm. In addition to that, such loyal workers have the capability to collaborate with other workers and motivate them to work hard towards the organisational goals”- Manager 3
The assessment of the reaction of the manager has led to the understanding that, with the implementation of proper fringe benefits, the managers and the employer of Pizza Hut are able to retain their workers as, with such rewards, their requirements have been fulfilled by the company, and thus, they are more engaged with the company. Furthermore, with such benefits, they have been able to motivate other workers as well, and it has boosted the productivity of each of the workers in the organisation.
“The benefits are for the advantage of the workers and therefore through providing those benefits, workers are engaged with the organisation for longer period of time, and it is helpful for the company to retain such capable workers in an effective way”- Manager 2
The analysis of the reaction of manager 2 disclosed that benefits are advantageous for workers, and as a result of that, the workers have remained associated with the company for a longer period of time, and it has enhanced the productivity of the organisation. 
4.2.2 Theme 2: Challenges
The key purpose of this theme is to evaluate the reaction of the managers of Pizza Hut concerning the barriers encountered by the firm with respect to productivity due to the shortage of fringe benefits.
“We generally provide medical insurance to our employees as fringe benefits. However, increasing healthcare costs like medical processes are more expensive as compared to previous times, and it has been hard to imagine in the upcoming future” – Manager 2
The assessment of the viewpoint of managers has stated that the employer of Pizza Hut has desired to support their workers as well as their families in times of medical and personal requirements, but the incredible prices connected with certain long-time courses of treatment have been resulting the company to feel anxious regarding the monetary effect of providing understandable coverage. 
“In modern times, shared cultural understanding of wellbeing has changed a great deal, and due to that reason, simply taking care of workers has not been longer adequate. Mental health has just been as significant to effectiveness at work as well as away from the workplace as our conventional comprehension of physical health, and sometimes we are unaware of the gap of therapy and medication related to the mental health of employees”- Manager 1 
The assessment of the opinion of the manager has led to the understanding that there has been a gap in the context of mental wellness therapy in the organisation. The organisation is mainly focused on the physical health of the employees as compared to mental health, and it is a huge challenge for the company to retain mentally exhausted workers in an effective way.
“One of the significant spaces of needless expenditure for the organisation is unused benefits, and the main reason for this abandonment is frequently a shortage of awareness, either as workers do not know the advantages exist as well as they do not acknowledge the way they would profit from them”- Manager 3
The examination of the opinion of managers has led to the comprehension that the managers are unable to provide significant education to their workers related to their benefits, and due to that reason, certain employees have no understanding related to benefits that have been provided by them, and it has affected negatively on the resources of the firm.
4.2.3 Theme 3: Strategies
The fundamental cause for developing this theme is to understand the standpoint of the managers of Pizza Hut concerning the strategies that have been integrated by them to improve employee productivity through fringe benefits. 
“We have our maternity leave program, which is for eighteen weeks, and it is an entirely paid leave program for women, and it has provided the employees the peace and freedom of mind to enjoy such valuable initial months with their babies”- Manager 3
The evaluation of the response of the manager has led to the realisation that one of the significant strategies that have been included by the organisation is the maternity leave program, which has helped the female employees to spend their time with their new-born babies in an effective manner and it has affected positively on the mental health of the workers, and it has boosted their productivity. 
“The authority of Pizza Hut trusted that each of the employees deserves the scope for a superior education as well as due to that reason, we offer an assortment of educational resources like scholarships, tuition reimbursement” – Manager 1
Assessing the reaction of the manager led to the realisation that the leadership of the firm understood the importance of employee training and development, and due to that reason, they have been providing sufficient scope for the employees to educate themselves and work towards the organisational goals. 
“We have been providing year-round half day Friday as well as four weeks of vacation for our employees”- Manager 2
The assessment of the response of managers has led to the comprehension that to motivate employees, the ownership of Pizza Hut is providing half days as well as vacation programs.
[bookmark: _Toc135403991][bookmark: _Toc137229105][bookmark: _Toc137285398]4.3 Survey Data Analysis
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Table 1: Age (18-25)
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Figure 5: Age (18-25)
While considering the employee demographics, 35 employees affirmed to be within this age group, with additional employees affirming that they are within the age of 18-25 years, and the rest of the employees who did not belong to this category which comprise more than 60 of the total employees do not belong to this age group.   
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Table 2: Age (26 to 31)
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Figure 6: Age (26 to 31)
While considering this age group, out of the total sample, 20 employees have agreed to be of this categorisation, and the others have rejected to be identified in this age category.
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Table 3: Age (32 to 37)
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Figure 7: Age (32 to 37)
Assessment of the survey data has showcased that 30 employees have identified within the age group, and the rest have identified with the other age categories mentioned in the questionnaire. 
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Table 4: Age (38 to 45)
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Figure 8: Age (38 to 45)
Specifying the question, 15 employees have identified to be within this group of 38-45, and the rest have selected the option specifying not belonging to this age group.
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Table 5: Age (Above 45)
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Figure 9: Age (Above 45)
In this category the evidence has showcased that none of the employees who participated in the survey fit into this category. 
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Table 6: Period serve of 0-1 years
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Figure 10: Period serve of 0-1 years
In this category, more than half of the total participants have identified being associated with the company for a period of less than 1 year. 
[image: ]
Table 7: 1-2 years’ service
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Figure 11: 1-2 years’ service
The survey data has shown that most of the employees have been serving Pizza Hut for the period of 1-2 years, and this depicts good recruitment as well as retention capabilities.
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Table 8: 3 – 4 years’ service
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Figure 12: 3 – 4 years’ service
With reference to this question, there has been a record of a strong response in employee counts who have been associated with Pizza Hut for 3-4 years, which discloses employee retention via fringe benefits. 
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Table 9: Association for 5-6 years
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Figure 13: Association for 5-6 years
In this context, a fair response in terms of employee count in this category has surfaced in the survey, which depicts the high employee retention capabilities of Pizza Hut. 
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Table 10: More than 6 years of service
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Figure 14: More than 6 years of service
With reference to responses recorded shows that Pizza Hut has considerable employees who have been associated for more than 6 years, which showcases high employee retention at Pizza Hut. 
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Table 11: Fringe benefits foster productivity
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Figure 15: Fringe benefits foster productivity
In this context, the majority of the employees, comprising a total of 76 percent of responses, have affirmed that benefits generate higher employee productivity and have been contradicted by limited responses, which constitute 9 percent of the sample. 
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Table 12: fringe benefits enhancing motivation
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Figure 16: fringe benefits enhancing motivation
In response, a strong majority of. 80% of the total sample has resonated with this statement and therefore highlighted their agreement. 9% of the employees shared their disagreements. This observation highlighted some noticeable differences in opinion
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Table 13: fringe benefits activating productivity
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Figure 17: fringe benefits activating productivity
In this context, most of the employees have opined that appropriating the right fringe benefits aids in enhancing productivity, with a strong count of 77 percentage of agreements and only 11 percentage of noted disagreements. The study conducted by Agbonna, Oluyode and Yakubu (2023) has also suggested the fact that fringe benefits and employee productivity in an organisation are correlated.       
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Table 14: boosting employee engagement
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Figure 18: boosting employee engagement
The responses recorded that more than 80 percent of the population significant population of the cindered sample have approved that fringe benefits work in enhancing employee engagement levels with the minimum negation of the statement while the rest 20 percent disagreed. The study carried out by Plachá (2020) has also discovered that fringe benefits usually boost the level of employee engagement.      
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Table 15: Boosting job satisfaction
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Figure 19: Boosting job satisfaction
For this question, a strong agreement from. 86 percentage of the employees has highlighted that the employees consider fringe benefits as motivators for job satisfaction, and the low disagreement of 6 percent further has proved this statement
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Table 16: factors influence fringe benefits
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Figure 20: factors influence fringe benefits
In this context, again, a strong agreement from 78% of employees has projected that a number of factors play a role in structuring the design of fringe benefits at Pizza Hut, and the minor contradictory statements highlighted by 7% of the sample signify that there is room for improvement for Pizza Hut. 
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Table 17: Acquisition of competitive advantage
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Figure 21: Acquisition of competitive advantage
With reference to the survey responses and the approval attained from more than 80% of the employees, they have highlighted that fringe benefits have provided Pizza Hut with a competitive advantage as the motivation of the employees aided in boosting the organisational productivity, while 9% shared contradictory responses. The survey conducted by Reza, Dzarr and Khazani (2021) has provided similar insight that fringe benefits do lead to the formation of a competitive edge.          
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Table 18: employee well-being
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Figure 22: employee well-being
It has been gathered from the responses that the factor of employee well-being is one of the considered factors for the implementation of the fringe benefits, and the agreement of more than 80% of the employees in this respect has proved this assumption. Only 8% of the employees disagreed. 
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Table 19: competitive advantage
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Figure 23:  competitive advantage
As per the strong employee responses and the high level of agreement with the question, which results in 80%, it has been highlighted that Pizza Hut has leveraged fringe benefits to attain competitive advantage, as only 8 percent have not confirmed this statement. 
[image: ]
Table 20: medical insurance
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Figure 24: medical insurance
With reference to this question, the approval of a maximum number totalling more than 80 percent of the participants out of the total population has highlighted that the aspect of medical insurance is one of the major motivators for attaining higher employee satisfaction, while 9 percent of the population disagreed. The survey conducted by Adjeikwame (2019) has also led to a similar understanding, medical insurance does act as an effective fringe benefit.         
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Table 21: Prompting Fringe Benefits
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Figure 25: Prompting Fringe Benefits
Pizza Hut is a company that has imparted focus on its employees. They have taken a number of initiatives that have prompted the implementation of various forms of fringe benefits. 78% of employees in the company who have taken part in the research gave agreed that they have prompted various steps towards the betterment of the quality of life for the employees.
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Table 22: Talent Responsible for Fringe Benefits
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Figure 26: Talent Responsible for Fringe Benefits
The company has also taken the initiative to hire new talents within the company, which has increased the overall propensity of the company to provide new forms of benefits to the employees. This has been agreed by 80% of the participating employees, which has suggested that the company continues to strive for better forms of management of the fringe benefits.
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Table 23: Challenges of Inadequate Fringe Benefits
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Figure 27: Challenges of Inadequate Fringe Benefits
83% of the employees have stated that the companies believed that the company has often faced issues in terms of fringe benefits as they have often been inadequate and ineffective. This has had an effect on the productivity of the employees throughout the departments, and it has also affected the overall growth of the company in the competitive market.
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Table 24: Challenges of Reduced Productivity
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Figure 28: Challenges of Reduced Productivity
Through the means of the survey, it has come to the forefront that Pizza Hut has also struggled due to the reduced productivity of the employees in terms of the profitability and growth of the company. 81% of the employees have agreed to this, and 6 of them have disagreed. It has been evident that the effects of low productivity have been evident within the company.
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Table 25: Challenges of Decreased Competitive Edge
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Figure 29: Challenges of Decreased Competitive Edge
The survey has also revealed that the companies have also faced struggles due to a reduction in the competitive edge within the market. This has caused the company to fall back in terms of market share and has undergone challenges in maintaining the trust of the customers. 83% of the participating employees agreed with this, and 6 of them believed that the lack of competitive edge had not been a major factor. The study carried out by Runtuwene and Lapian (2019) mentioned that the absence of fringe benefits could lead to a decrease in competitive advantage.        
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Table 26: Challenges of Employee Dissatisfaction
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Figure 30: Challenges of Employee Dissatisfaction
84% of the employees within Pizza Hut believe that the dissatisfaction among the employees has had an impact on the company and its productivity in the long term. This has encouraged the company to take new initiatives towards the formation of new fringe benefits for its employees.
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Table 27: Challenges of Low Business Profitability
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Figure 31: Challenges of Low Business Profitability
73% of the total participating employees of Pizza Hut had opined that the company had struggled from a financial perspective when the profitability dropped. This can lead to a number of issues, such as the procurement of necessary food items and the transportation of food items to its customers.
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Table 28: Productivity Increase through Fringe Benefits
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Figure 32: Productivity Increase through Fringe Benefits
The fringe benefits within the company have been a major asset which has been used by Pizza Hut to increase the overall productivity of the workforce, as agreed by 82% of the employees. These assets have been inexpensive and have been profitably utilised by the company. The survey by Singh et al. (2019) has also presented the findings that fringe benefits improve workers’ productivity.       
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Table 29: Recognition through Fringe Benefits
[image: ]
Figure 33: Recognition through Fringe Benefits
81% of the employees believe that the recognition provided to them through the usage of fringe benefits has been valuable to them, and it has motivated them to work harder. However, 7 employees have also believed that the recognition through fringe benefits has not been effective in terms of motivating them. Teoh et al. (2021) have concluded that recognition acts as an effective fringe benefit, similar to this survey's findings.     
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Table 30: Incentives and Rewards through Fringe Benefits
[image: ]
Figure 34: Incentives and Rewards through Fringe Benefits
78% of the employees within Pizza Hut have believed that they have often been rewarded with benefits for their work in the company, and this has motivated them to put their best efforts within the company during working hours. 7% of the employees have, however, believed that the fringe benefits have not been valuable to the companies in terms of incentives and rewards. The main findings of Arokiasamy (2019) supported this survey results that employee rewards as fringe benefits motivate them to put in their best efforts.        
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Table 31: Flexible Working Hours as a Fringe Benefit
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Figure 35: Flexible Working Hours as a Fringe Benefit
82% of the employees within the survey believed that the flexible working hours within the company had been a potent fringe benefit, and it has helped them to take care of their family while being employed. 
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Table 32: Effectiveness of Training and Development as Fringe Benefits
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Figure 36: Effectiveness of Training and Development as Fringe Benefits
87% of the employees have appreciated the training and development through the means of fringe benefits since these have meant that the employees have got the opportunity to upskill themselves in a consistent manner. The survey conducted by Awang and Yusuf (2020) has led to similar information that training and development programs act as effective fringe benefits, encouraging workers to perform at their best level.               
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Table 33: Mandating Fringe Benefits
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Figure 37: Mandating Fringe Benefits
79% of the employees have valued the fringe benefits that have been provided by the company since these have helped them to increase their motivation.
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Table 34: Compensation as Fringe Benefits
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Figure 38: Compensation as Fringe Benefits
Through this question, it has been understood that 81% of the employees have valued the compensation that they have received from Pizza Hut because of better performance. The outcomes of Okpara (2021) have also suggested the fact that direct monetary compensation works as effective fringe benefits.     
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Table 35: Positive Workplace Culture through Fringe Benefits
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Figure 39: Positive Workplace Culture through Fringe Benefits
A positive workplace culture that has been formed as a result of fringe benefits within the company of Pizza Hut has been appreciated by 78% of the total employees who have taken part in the research. Kulikowski and Sedlak (2020) have also found that positive workplace culture usually improves the willingness of the employees to perform.       
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Table 36: Attraction of New Employees through Fringe Benefits
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Figure 40: Attraction of New Employees through Fringe Benefits
76% of the employees believed that fringe benefits had attracted new candidates towards the company. Similarly, the studies of Zirra, Mambula and Anyatonwu (2019) have identified the fact that fringe benefits assist in attracting new employees.   
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Table 37: Better Efficiency through Fringe Benefits
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Figure 41: Better Efficiency through Fringe Benefits
85% of the participating employees have opined that fringe benefits have increased the efficiency of the companies. The survey arranged by Uddin (2019) has provided information that fringe benefits improve the efficiency of fast food companies.         
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Table 38: Betterment of Relationship through Fringe Benefits
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Figure 42: Betterment of Relationship through Fringe Benefits
The relationships between the employees and the leadership have improved through fringe benefits. 79% of the employees agreed with this statement.
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Table 39: Improving Overall Productivity
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Figure 43: Improving Overall Productivity
84% of the employees have agreed that productivity has improved through fringe benefits, and this has helped the company to grow in the market.
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Table 40: Business Expansion through Fringe Benefits
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Figure 44: Business Expansion through Fringe Benefits
77% of the employees have agreed Pizza Hut has been able to expand its market in the global domain by providing fringe benefits to its employees and moderating their productivity. The survey conducted by Mabaso and Dlamini (2021) has also led to similar results; fridge benefits assist in business expansion.      
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Table 41: Emphasis on Health and Well-being through Fringe Benefits
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Figure 45: Emphasis on Health and Well-being through Fringe Benefits
84% of the employees have been satisfied with the fringe benefits of Pizza Hut as they have been provided with health and well-being coverage. The research of Mtatiro (2021) has supported the fact that emphasizing employee well-being does improve the motivation of the workers.        
[bookmark: _Toc137285399]4.4 Correlation and Descriptive Statistical Analysis
4.4.1 Correlation Analysis 
The depiction of the “correlation analysis” (refer to appendix) illustrates the relationship between the “dependent variable” (DV) and “independent variable” (IV). In this context, while classifying the variables which are integral in this study, the DV which has been recognised as “fringe benefits being important for boosting employee productivity within Pizza Hut”. The “correlation value” observed between the DV and all the other IVs are 0.749, 0.731, 0.731, 0.640, 0.773, 0.606, 0.580, 0.601, 0.559, 0.607, 0.540, 0.576, 0.515, 0.500, 0.408, 0.574, 0.581, 0.431, 0.546, 0.645, 0.507, 0.438, 0.633, 0.326, 0.536, 0.488, 0.459, 0.355, 0.519, 0.397, and 0.450. All the values are positive in magnitude, which depicts a relationship of “positive correlation”, which highlights that any modification made in any of the IVs will bring a change of the same magnitude in the DV as they exist in a linear relationship.   
4.4.2 Descriptive Statistical Analysis  
[image: ][image: ]
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This “descriptive statistics table” showcases the identified variables' values of the “mean” and the “standard deviation (SD)”. With respect to this survey assessment, the values determined have highlighted that all the values of the SD are lower than the “Mean”. This relationship suggests that all the variables are assembled around the “Mean”, which demonstrates that there exists no variance in variables, which implies that all the identified variables are reliable.            
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[bookmark: _Toc137285400]4.5 Critical Interpretation of Data
4.5.1 Effect of fringe benefits on the Performance of Workers in Pizza Hut
The percentage of employees who have agreed to the notion that the fringe benefits are beneficial for their productivity boost is 76 per cent. While the amount of employees who have disagreed with the notion is 9 per cent. The following question that enquired regarding the effect of fringe benefits on the employees regarding the rise and decrease in their motivation level has been placed. According to the statistics that have been derived through the process, it can be seen that 79 per cent of the chosen subjects are inclined towards an agreement on the notion provided to them. Moreover, 9 per cent of the employees disagree with the notion. The questionnaire that has been developed in the research has been significantly developed in a way that it emphasises two major facets, such as the motivation level of the employees as a result of the benefits that are provided by the organisation. Therefore, the question of enhancing productivity and its relation to productivity. 79.4 per cent of the respondents agreed with the fact, while at the same time, 11.4 per cent of the employees disagreed to the dominion that there is no or negligible impact on the aspect of fringe benefits impacting on the enhancement or the rise in the productivity levels of the employees. The impact of employee engagement has been the next aspect, and through the analysis of the data that has been derived from the analysis of the primary empirical information, it is realised that 81 per cent of the employees are agreeing to the notion that employee engagement has been rising as a result of the beneficial factors given to the employees. The disagreement with this notion ranges to about 9 per cent. The impact is also measured in the realm of managing the level of satisfaction that these subjects have towards their jobs, and it is identified that 84 per cent of the employees have agreed to the notion that their satisfaction towards their jobs has increased as a result of the benefits that they are receiving through their organisation. The researcher’s motive is inclined towards the derivation of the data regarding the association of the various facets that cater to the fluctuations and the vulnerabilities in the realm of their organisation. It is thus evident that the majority of the subjects, that is, 78 % of the employees, are in inclination toward the stance that they agree to the fact that the factors are responsible for the changes in the benefits they attain that caused the fluctuations in the dominion of their improvement regarding the productivity level. Providing some of the advantages as well as necessary benefits from the organisation is needed for the purpose of gaining a competitive advantage in the organisation. This has been asked of the subjects, and 80% of the responses that are accumulated result in this that the benefits help the organisation to gain a competitive edge in the market because of the rise of the productivity of the employees to a great extent. While 9 per cent has also disregarded this analogy and denied the relationship between the both. The question was further associated with the well-being of the employees and the implementation of these benefits. 79% of the respondents will be agreed to the fact that their well-being is one of the benefits that they receive from the company that caters to their advantage. While 8% have denied the stance. Medical insurance is a health-oriented benefit that is one of the prime requisites for the workforce of the organisation, and therefore the association with medical and healthcare insurance results in 81%, while 9% disagree with this facet. The fraction of employees that have prompted the need and facilitation of fringe benefits is 78%, and the number of employees that refrain from this particular instance is 7% disagreement. Moreover, there is an established relationship between the appropriate talent acquisition and the fringe benefits, and it ranges to about 80% of the statistics from the survey. In the domain of establishing the need for fringe benefits for attaining the rise in the level of performance of the workforce of Pizza Hut, these are the necessary statistical pieces of evidence that have been incurred. The assessment of previously published literature led to the comprehension that workers have been a significant resource of companies, and their performance has determined the productivity of the company, and as a result of that, companies have been providing fringe benefits to workers in fast-food companies. Through such benefits, companies have been able to focus on the well-being of the workers as in this sector of fast-food, employees have to work for longer shifts, and due to that reason, the leadership of fast-food companies have been focusing on offering fringe benefits in a proper way and with that the productivity and motivation of the workers have enhanced (Okpara, 2021). The evaluation of the interview data shows that the managers of Pizza Hut have stated that with the implementation of rewards and fringe benefits, the leadership of the fast-food giant has been trying to inspire the employees, and through providing such rewards, workers have understood that their hard work has been recognised by the organisation and with that the productivity of the employees has increased and with that, the profitability and revenue generation of the firm has improved. Furthermore, as per the reaction of the managers, with the integration of proper fringe benefits, employees have understood that their needs and demands have been taken care of by the organisation, and as a result of that, their overall productivity has improved. In addition to that, when employees are offered what they require, they generally stay within the firm for longer periods of time, and it has boosted their engagement with their customers and retention of employees also improved in the company.
4.5.2 Obstacles Faced by Pizza Hut in the Provision of Fringe Benefits to Employees
As per the enquiries that have been facilitated to the participants, it is realised that 83 % of the employees have agreed to the fact that they faced challenges in the declining competitive advantage. 83% of the Responses agree with the notion, while 6% disagree with the notion. Challenges regarding employee dissatisfaction are also analysed, and 84% agree with the notion, while 7% deny the stance. Fringe benefits of the workforce are also analysed with the loss made by the business, and it is analysed that 74% of the participants are inclined to agree on the fact that lack of benefits is an outcome of a lesser amount of business profitability.   The low productivity of the companies within the fast food industry has been a major issue since this has provided lower opportunities to the companies for providing fringe benefits to their employees. This has been the case since the companies have needed substantial capital to initiate such ideas (Okpara, 2021). The survey has revealed that Pizza Hut has also suffered from low profitability in the market, and this has hindered the activities and initiatives that are essential for the provision of fringe benefits.
4.5.3 Strategies Implemented by Pizza Hut for Providing Fringe Benefits to Employees
The employees were asked about the application of the efficient measures that are needed for the benefit of the organisation through their individual benefits. 82% of the employee agree to the instance, and 7% of the answers on the survey showcase that they deny the notion stated to them. In terms of employee recognition and elevation of productivity as a strategy for the employees gained through fringe benefits, 81% of the respondents agree and 7% refrain from accepting. The stance for incentives that are received is 78% of the participants, and 7% disagreed. Flexibility in their shifts is agreed by 82% of the employees, while 9% do not accept the fact. Training of the employees has also been one of the facets that have been focused on by the researcher, and it is seen that 87% accept the notion while 10% differ from it. Compensation, a positive work culture as well as recruiting appropriate talent that impacts the domain of fringe benefits that is being offered to the employees of Pizza Hut. The highest amount of response that has been gained is the domain of compensation, and it ranges to 77 per cent of agreement and 4% disagreement. In the employees’ responses regarding the implication of the monetary benefits as well as the benefits that are gained in the dominion of health and well-being, the majority of the responses that are attained are inclined towards the agreement, and it is seen that 79% of the workers are satisfied and agree to the stance that they are being provided with these benefits and thus the is an increase in the performativity. While 2 per cent disagree with the aspect. One of the strategies that the companies have implemented is the provision of a number of health and wellness programs for the employees, and these have become viable fringe benefits programs for employees (Mabaso and Dlamini, 2021). In Pizza Hut, flexible working hours have been a major motivator for the employees, and this has increased the overall satisfaction of the employees and the stature of the company in the market. This has also increased their overall competitive edge within the market of fast food products.
[bookmark: _Toc137285401]4.6 Chapter Summary
This segment has led to the comprehension of the major causal links which exist between the strategic implementation of the fringe benefits by Pizza Hut and the higher organisational productivity attained via the effective display of employee performance. Pizza Hut has been implementing fringe benefits like flexible working hours, medical insurance, commute allowances and so on have resulted in effective employee performance, which has elevated their overall revenue generation.     


[bookmark: _Toc137285402]Chapter 5. Conclusion and Recommendations
[bookmark: _Toc137285403]5.1 Overview
The study of the section introduction it was concluded that the main purpose of the research was to carry out an exploration to delve into the ways in which providing fringe benefits has impacted employee productivity in fast food companies. The research was especially focused on the case of fringe benefits that are provided by the company Pizza Hut. The objectives that had been established concerning the attainment of the research aim were the impact of fringe benefits on the products of the workers of Pizza Hut, the issues and challenges that were faced by Pizza Hut in regard to maintaining high productivity in their staff due to lack of sufficient fringe benefits, and the policies that are used for the adoption of fringe benefits to the enhancement of employee productivity in Pizza hut.
It was concluded from the literature review section that Herzberg’s motivation theory was studied in order to get a clear perception of the determinants of employee motivation that promoted the increase in employee productivity and the role of fringe benefits that are provided to the employees in their employee motivation and performance. It is a two-factor content model that includes the factors hygiene factors and the motivation factors that determine motivation n the staff. The hygiene factors are the ones that determine that unpleasantness in the employees is prevented, and motivation factors are required for positive encouragement. Fringe benefits encompass both hygiene and motivating factors. .as employees are known to be a vital resource in relation to organisational growth and competitive advantage, fringe benefits become important in terms of maintaining the performance of the workers. The employees in the fast-food sector have to constantly deal with working in highly stressful conditions, because of which they are provided with fringe benefits so as to reduce absenteeism in the organisations. This enabled the employees to contribute more time and skills towards the organisation so that organisational performance is improved. The fringe benefits also impact the productivity of the workers by providing them with a sense of recognition towards the respective companies, which motivates them towards meeting their peal capabilities. One of the biggest obstacles that are faced by fast food companies in terms of managing employee productivity because of the lack of the ability to manage employees’ productivity levels is that it affects the quality of the deliverables of the fast food firms in a negative manner. Because of this, the customer levels of the firms tend to decrease. The lack of fringe is seen to diminish the productivity levels of the workers, because of which there is seen to be a lowering in the aspects of employee engagement and employee morale. This is also seen to hamper the innovation capability and creativity in the firms while also causing delays in product delivery. Organisations that are unable to provide sufficient fringe benefits to the employees are witnesses to have suffered from high employee turnover rates as well. The Fringe benefits that were provided to the workers were wellness activities, subscriptions to mental health apps, gym memberships, and compensation for expenses on health. Some organisations were also seen to provide maternity leaves to workers so that they were able to spend time with their families.
It was concluded from the chapter on research methodology that the research methodology that was prepared specifically for this research had been developed through the use of the research onion framework. The research design consisted of the interpretivism philosophy, the inductive approach, the case study strategy, the mono-method research design and the longitudinal time horizon, respectively, for each of the different stages of the research. The researcher has also preferred the collection of the primary type of data for the execution of the research, and the data was then decided to be collected through a mixed method approach. The research includes an interview which has a sample set of 3 managers of Pizza Hut, and the survey has a sample set of 100 employees.  The interview data was analysed using a thematic analysis process, and the survey data was analysed using the SPSS tool. One of the most prominent limitations that have been seen to surface while conducting the research was related to time constraints.  
It was concluded from the chapter on data analysis that the interviews that were conducted among the managers of Pizza Hut have provided that when the employees feel that their work is well recognised and rewarded with fringe benefits provides them with a feeling of confidence and promotes the enhancement of employee motivation to do their best at their work. These benefits for the employees as well as the organisation as it ensures that the employees remain with the organisation for longer, thus increasing the rates of employee retention. The main barrier that Pizza Hut comes across in providing is that it needed the companies to have to spend a large sum of money, which would have been difficult to collect. The issues also included that maintaining the mental health of the workers has been an issue for the organisations and owing to which employees seemed to be unable to completely focus on work due to the lack of fringe benefits. The managers also provided that pizza hut provides maternity leave to their female workers for 18 weeks, which is entirely paid. This supported the women to spend much-needed time with their newborns, and because of this, their mental health was affected in a positive manner. Again it was assessed from the survey data that most employees agreed that fringe benefits were necessary for them in terms of maintaining motivation of the employees and also affected their job satisfaction levels. They are also seen to have a positive effect on the level of employee engagement. Fringe benefits were seen to have enhanced employee well-being and were a major reason behind its application in the research. That Pizza Hut was seen to have leveraged fringe benefits for the purpose of attaining competitive advantage. However, 83 % of the employees have mentioned that a major drawback of the absence of fringe benefits has been the lowering of the competitive advantage of the organisation. The strategies that were used by the organisations were to provide recognition to individual employees so as to motivate them to work so efficiently. 
[bookmark: _Toc137285404]5.2 Linking With Objectives
5.2.1 Effect of fringe benefits on the Performance of Workers in Pizza Hut
It was observed from the study of the information that was provided in the section of literature of the dissertation that employees are a valuable asset to fast food organisations because the management of their productivity levels is imperative for the organisations. Due to this reason, fast food organisations have adopted the strategy of providing fringe benefits to the employees as it affects their motivation levels in a positive manner it leads to a sense of achievement and recognition in them. Because of this, they are seen to show higher productivity (Reza, Dzarrand Khazani, 2021). From the survey data, it was observed that 76 per cent of all the participants of the survey agreed that the fringe benefits enhance their motivation level because of which their productivity increased. The interview data has also supported that the fringe benefits provided a sense of achievement, because of which there was a rise in their motivation level rises. Thus this information substantiated the research aim. 
5.2.2 Obstacles Faced by Pizza Hut in the Provision of Fringe Benefits to Employees
The literature review section led to the realisation that the lack of fringe benefits was seen to have a negative effect on the aspects of productivity of the workers which resulted in the depreciation of the performance of the organisations and their profitability as well. It reduces the satisfaction of workers and also causes leaders to decrease the overall quality of the deliverables of the organisations. As a result, there is a noticeable decrease in the competitive advantage of the organisations (Okpara, 2021). This data was also supported by the data that was presented in the survey data that was attained from the research. The survey data has provided that 83 per cent of the research participants agreed that the competitive advantage declined because of the challenges faced in the application of fringe benefits. The interviewees have provided that the productivity of the employees has suffered because of the lack of fringe benefits. Pizza Hut has struggled to provide fringe benefits because of increasing healthcare costs. Therefore, the research aim has been achieved through this data.  
5.2.3 Strategies Implemented by Pizza Hut for Providing Fringe Benefits to Employees
It was perceived from the data retrieved from the pre-existing data from the literature review that fast-food organisations have provided health and wellness funds to respective employees for the promotion of the health of the workers. This has benefitted the organisation in terms of the betterment of the productivity of the workers and also reduced their absenteeism. As a result, it was seen that there was a growth in the performance of the organisation (mabasoand dlamini, 2021). The survey data which had been acquired from the research has also put that 79 per cent of all the survey respondents have shown agreement towards the fact that benefits that are provided with regard to the health and well-being of the workers have a positive effect on the performance of the workers. It was attained from the interview that pizza hut also provides maternal leave to employees for 18 weeks. Thus, the research objective has been met. 
[bookmark: _Toc137285405]5.3 recommendations 
Understanding the needs and preferences of the employees
In order to the achievement of maximum benefits from the fringe benefits that are given to the workers in the organisation, it is necessary that the benefits are aligned with the needs and preferences. This is because of the reason that it ensures that maximum satisfaction is reached and enables ensuring that the benefits can actually affect the motivation levels of the employees. Because of this, it is recommended that organisations make attempts to understand the demographics of the employees in their organisation. Some employees may prefer fringe benefits such as paid time off or childcare so that they can attain more time to spend with family, some may like financial benefits, and elderly employees may prefer medical insurance. As the teams become more complex, they gave accordingly become diverse. Because of this, it is necessary to keep track of the different employee demographics and provide benefits that cater to the need of all employees (mtatiro, 2021). 
Ensuring that the fringe benefits are distributed equally
While providing fringe benefits, some employees may tend to develop the feeling that they are not being treated fairly and that their contributions are being neglected. Because of this, the employees can grow a sense of animosity and sadness, which has a profound effect on their productivity levels. It causes depreciation in satisfaction levels in the workers and also their commitment towards the organisation. Moreover, the idea that some employees are being discriminated against leads to the formation of tension between the employees themselves, which affects the collaboration between them and harms the productivity of the entire team. Therefore, it is recommended to the organisations that they should ensure that maximum transparency is maintained at the time of providing the benefits to the workers. This can be achieved by maintaining communication regarding the benefits and compensations of the employees (Zirra, Mambula and Anyatonwu, 2019). 
[bookmark: _Toc137285406]5.4 Future Research Scope 
In the present research, the researcher has opted to conduct mixed-method research consisting of the use of both an interview process and a survey process. However, for the purpose of betterment the advancement of the efficiency of the research that will be conducted by future researchers, it is recommended that the researcher opt to use a sample size of 100 employees for the survey and 3 managers for the interviews they use a larger sample size as it will add to the credibility of the research results. It is also recommended that in the future, the researcher can select a single process to work with as it will be more effective in terms of the time taken for the research. The researchers will also be benefitted by increasing the scope of the research. A consideration of global fast food companies can help to attain a deep understanding of the benefits of fringe benefits in terms of employee productivity. 
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Survey Questions
1. Please specify your age group
a. 18 to 25 years
b. 26 to 31 years
c. 32 to 37 years
d. 38 to 45 years
e. Above 45 years
2. For how long have you been associated with the company?  
a. 0 – 1 years  
b. 1 – 2 years 
c. 3 – 4 years 
d. 5 – 6 years 
e. More than 6 years
3. Do you agree that fringe benefits are important for boosting your productivity within the company?  
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
4. What are the advantages you have witnessed with respect to the usage of adequate fringe benefits provided by your company?
a. Increases motivation 
b. Enhances productivity 
c. Boosts employee engagement  
d. Job satisfaction
e. All of the above 
5. Do you agree that certain factors are associated with the incorporation of fringe benefits by your company for improving productivity of workforce?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
6. Which of the subsequent factors are held responsible for the implementation of fringe benefits for boosting workforce productivity?   
a. Employee wellbeing  
b. Competitive advantage
c. Medical insurances  
d. Acquiring talented workforce
e. All of the above 
7. Do you agree that your company is able to acquire competitive advantage in the marketplace by using fringe benefits to enhance your productivity?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
8. Do you agree that your company has come across challenges with respect to the improving employee productivity due to inadequate fringe benefits?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
9. Which of the consequent challenges your company had experienced while boosting employee productivity with respect to inadequate fringe benefits?
a. Reduced productivity  
b. Less business profits   
c. Decreased competitive edge  
d. Employee dissatisfaction
e. All of the above
10. Do you agree that your company had undertaken effective measures in order to facilitate productivity of employees through fringe benefits?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
11. Which of the following steps have been carried out by your company for boosting employee productivity with the utilisation of fringe benefits? 
a. Recognition in the organisation
b. Incentives and additional rewards 
c. Flexible working hours
d. Training and development practices
e. All of the above 
12. Do you agree that it is mandatory for your company to provide its employees with additional advantages such as fringe benefits? 
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
13. Do you agree that the compensations that you have acquired for your performance in the company is fulfilling your expectations?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
14. Do you agree that your business organisation have been able to create a positive workplace culture with the usage of fringe benefits?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
15. Do you agree that the company is able to recruit talented individuals with the help of additional fringe benefits in the organisation?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
16. Do you agree that the fringe benefits is motivating you to improve your organisational efficiency for better productivity?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
17. Do you agree that the leaders of the business organisation are able to foster good relationship with employees through fringe benefits?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
18. Do you agree that fringe benefits is having a significant impact on increasing overall productivity of the company?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
19. Do you agree that your company is able to facilitate its business expansion with the usage of fringe benefits for boosting employee productivity?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
20. Do you agree that your health and wellbeing is emphasised by the company with respect to the fringe benefits for boosting your performance?
a. Strongly Agree
b. Agree
c. Neutral
d. Disagree
e. Strongly Disagree
Interview questions
1. What are your perceptions regarding the impact of fringe benefits on employee productivity in your company?
2. What are your views towards the factors associated with incorporating fringe benefits for increasing employee productivity?
3. What are your opinions concerning the issues faced by your company in terms of productivity due to lack of fringe benefits?
4. What are your viewpoints about the approaches used by your company for boosting employee productivity?
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