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Abstract 
Cost-cutting measures have significant impacts on employee performance, especially in small-scale businesses in the UK that have been identified in the research. It has utilized primary quantitative data collection methods to gain insights into the impacts of adopting cost-cutting measures on employee productivity and retention as well. The correlation and regression test has assisted in gaining insights into the negative relationship between cost-cutting measures and employee retention. It has been recommended to adopt non-financial measures that can assist Employees in remaining motivated for works that does not impact on overall performance in organisation. 
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[bookmark: _Toc178882112]Chapter 1: Introduction 
[bookmark: _Toc178882113]1.1 Research Background 
Cost-controlling practice on human resources is considered to be a strategic process that is implemented to decrease and manage expenses associated with the workforce. This practice assists organizations optimize human resource costs without compromising employee performance satisfaction, and engagement. Some common cost control practices in HR are workforce planning and optimization. Ensuring the right number of employees with appropriate skills are employed at the right time to avoid understaffing and overstaffing that lead to recovery labor costs (Lucia et al. 2024). Adopting flexible work arrangements like remote work, part-time work, and temporary staffing can assist in decreasing labor costs. The venture reviews adjust the salary structure to ensure competitiveness in payments while avoiding overpayment in comparison to the market. A small-scale business faces resource constraints that create situations of cost control practices on human resources that are vital in maintaining financial stability (Naradda et al. 2022). This business needs to strike a balance between controlling costs and ensuring employee productivity and motivation. Generally small business operates with lean staff that hire only essential numbers of employees that are needed to run operations. Employees in small businesses are requires to take multiples role like marketing managers who can handle customer services or office managers who takes care of HR duties. Cost-controlling measures like low compensations, overburdening employees with many responsibilities, and limited benefits can lead to higher turnover rates that ultimately increase the cost of training and recruitment (Gamage et al. 2022). Consistent cost-cutting in HR can negatively affect employee motivation and morale. If an employee feels overworked or undervalued, it can lead to decreased productivity and disengagement that significantly impacts on performance of a small-scale business. The research involves evaluating the impact of cost-controlling measures that can significantly impact employees and small-scale businesses in the UK. 
[bookmark: _Toc178882114]1.2 Research Rationale 
Small-scale business plays a pivotal role in the UK economy that contributes to creating jobs, innovation, and local community development. Evaluating HR practices can assist in providing insights into how these businesses can better manage their human resources to remain sustainable and competitive in an evolving business environment. Small-scale businesses face financial challenges including limited access to capital, market competition, and operational costs. Cost-controlling practices are vital responses to these challenges but they tend to impact employee well-being and retention and must be carefully examined via proposed research (Abeysekara and Bilal, 2022). Human resources are considered as the backbone of any business, particularly for small businesses. Gaining insights into how cost-controlling measures can affect employees' engagement, morale and productivity can assist businesses in developing more sustainable HR strategies that align with the long-term goal of business. 
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[bookmark: _Toc178809113]Figure 1: “Number of small and medium-sized enterprises (SMEs) in the United Kingdom from 2010 to 2023, by size”
(Source: Statista, 2023)
The figure 1 demonstrates the number of small and medium-sized enterprises in the UK from the year 2010 to 2023. In the year 2023, approx 5.55 million SMEs were operating in the UK. Micro-sized enterprises have employed up to nine people has make up the majority of S, Es in the UK at over 5.28 million while enterprises that have 10 to 49 employees are around 222800 in the UK (Statista, 2023). This indicates an increasing number of SMEs in the UK that are employing an increasing number of hirings. Small business needs to comply with labor laws and regulations in the UK including employee benefits, minimum wage requirements, and health or safety standards. Evaluating cost-controlling practices in HR can assist in shedding light on how SMEs that are increasingly hiring employees can navigate legal obligations while managing costs. 
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[bookmark: _Toc178809114]Figure 2: “The cost/benefits of workplace well-being”
(Source: Deloitte, 2023)
The figure 2 indicates the cost/benefits of workplaces' well-being and 80% of executives said well-being was a top priority in Deloitte in year 2022 human capital trends. 90% of individuals in the workplace have felt their work life is getting worse (Deloitte, 2023). In the year 2022, a C-suite study by Deloitte found that 57% of employees are considering quitting jobs for one that better supports their well-being. It has been identified that happy employees can assist in improving productivity by 20% which is vital for SMEs in fostering a collaborative environment and obtaining a competitive edge (Deloitte, 2023). The research involves an analysis of the cost control practices employed by a business in the UK including compensation strategies, workforce planning, and benefits management. The research involves assessing how cost control measures can assist in influencing employee productivity, overall morale, and job satisfaction. This includes determining the effects of flexible work arrangements and performance-based compensations as well. 
[bookmark: _Toc178882115]1.3 Problem Statement 
Small-scale businesses are integrated into the economy of the UK which accounts for significant portions of employment and economic growth as well. The business operates under tight financial constraints that necessitate adopting cost-control measures to maintain sustainability and profitability. The challenges for Small-scale businesses lie in balancing the demands of maintaining motivation and a productive workforce along with financial controls (Vinberg and Danielsson, 2021). Overly stringent cost control measures might lead to decreased job satisfaction, employee burnout, and higher turnovers that can undermine the long-term success of a business. Insufficient cost management can threaten the financial stability of a business. This problem statement has set the stages for analyzing cost-controlling practices in small-scale business that focuses on impacts on human resources. Therefore, this research aims in evaluating hoe cost controlling measures has impacts on employees within small scale businesses that assist in improving this phenomenon along with maintaining financial constraints. This research can gain insights into key measures that needs to be explored with help of correlational test among employee retention and cost controlling measures. 
[bookmark: _Toc178882116]1.4 Research Aim 
The research aims to evaluate the impacts of cost control practices on human resources in small-scale businesses in the UK. 
[bookmark: _Toc178882117]1.5 Research objectives 
· To assess the influence of cost-cutting measures on employee morale and productivity in the UK
· To investigate the relationship between cost-cutting methods and their effect on worker retention in small-scale businesses in the UK
· To recommend the SMEs in UK for navigating negative impacts on cost-cutting measures on employees. 
[bookmark: _Toc178882118]1.6 Research Questions 
· How do cost-cutting measures influence employee morale and productivity in the UK? 
· What is the relationship between cost-cutting methods and their effect on worker retention in small-scale businesses in the UK?  
· What are the recommendations for SMEs in UK for navigating the negative impacts on cost-cutting measures on employees?
1.7 Significance of Research 
The significance of researching and evaluating the impacts of cost control practices on human resources in small-scale businesses in the UK is multifaceted. The research is vital not only for the academic community but also for scale businesses, HR professionals, and employees, The outcome of the research has the potential to influence business strategies, and workforce management in effective ways that assist businesses in improving employee productivity while managing cost controlling measures. Small-scale businesses are the backbone of the UK economy and contribute to growth from substantial measures (Ussif and Salifu, 2020). Understanding how business tends to manage their human resources, particularly in terms of cost control is vital to ensure long-term contribution and business sustainability. The proposed research offers insights into how small businesses can balance financial constraints with the need to maintain predictive and motivated workforces. 
Small Scale business operates with limited financial and human resources which makes it challenging to adopt comprehensive HR practices, Cost controlling measures are vital for survival as they have unintended consequences on employee morale, retention, and productivity (Mabindisa and Legoabe, 2021). This proposed research can assist in identifying best practices for cost control that do not compromise the well-being of employees. The evaluation of the impacts of these practices can assist in guiding small-scale businesses in adopting HR strategies that are both conducive to employee satisfaction and cost-efficient. Human capital is one of the most valuable assets of any business and small-scale businesses have limited resources are limited (Mashenene and Kumburu, 2023). This indicates the vitalness of cost-controlling measures that negatively impact employee well-being and lead to higher turnover rates as well. The research provides valuable insight into how cost-controlling practices impact employee satisfaction, retention, and well-being to adopt practices that balance cost-effectiveness. 
[bookmark: _Toc178882119]1.8 Structure of Dissertation 
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[bookmark: _Toc178809115]Figure 3: “Structure of Dissertation”
(Source: Self-created)
Chapter 1 Introduction: The chapter involves defining cost-controlling measures and their impacts on employees within SMEs in the UK. It has highlighted aims, objectives, and research questions that need to be evaluated and identified. The chapter has articulated the significance of the research and, the problem statement that beads to be evaluated within the proposed research effectively. 
Chapter 2 Literature Review: The chapter involves gaining insight into the basic approach like accessing the influence of cost-cutting measures on employee productivity and morale within SMEs through the help of key existing pieces of literature. 
Chapter 3 Methodology: The chapter involves evaluating relevant methods that are appropriate for effectively conducting proposed research while obtaining research objectives. It involves gaining insights into primary quantitative data collection methods to gain perspectives of SME employees through the help of a Survey. 
Chapter 4 Analysis: The chapter involves gaining insights into quantitative data collection techniques by surveying 50 participants of SME employees in the UK to evaluate the role of cost-cutting measures on human resources. 
Chapter 5 Discussion on Analysis: The chapter tends to align the discussed data with the outlined objectives of the research. It aims to highlight how cost-cutting measures adopted by SMEs can influence employee productivity and other aspects. 
Chapter 6 Conclusion and Recommendation: The chapter demonstrates a summary of key findings for the overall research process. It tends to provide recommendations on how SMEs in the UK can improve employee productivity while managing its cost-controlling measures.


[bookmark: _Toc178882120]Chapter 2: Literature Review 
[bookmark: _Toc178882121]2.1 Introduction 
The chapter involves defining the term cost-cutting measures and its impacts on human resource management along with employee productivity in SMEs. This can assist in gaining insights into how cost-cutting measures can impact business and its performance for both financial and non-financial matters. It involves articulating research gaps that the proposed research has aimed to evaluate and conclude. 
[bookmark: _Toc178882122]2.2 Overview of Cost-cutting measures and its impacts on the financial and non-financial performance of SMEs
Cost-cutting measures are considered a strategy that is used by small and medium-sized enterprises to improve profitability decrease expenses and ensure business sustainability (Panayiotou et al. 2022).  These measures can assist in impacting both the financial and non-financial performance of SMEs depending on how they are adopted. Figure 4 has demonstrated that Cost cutting are adopted due to decrease profit in business and tends to ensuring that unnecessary expenses are decreasing that assist in ensuring survival for business in downturn. Cost-cutting measures in SMEs are typically focusing on numerous operational areas to decrease overhead expenses.  numerous kinds of cost-cutting measures are adopted by SMEs for a common strategy. 
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[bookmark: _Toc178809116]Figure 4: “Cost-cutting”
(Source: Panayiotou et al. 2022)
Under workforce optimization,  reducing or downsizing the headcount is a common cost-cutting measure that is adopted by SMEs but it can lead to increased workloads for remaining employees and reduce morale. Apart from this, SMEs are involved in adjusting compensation by freezing wages altering benefits packages, and decreasing bonuses of individuals (Vértesy, 2021). Under operational efficiency, SMEs are involved in streamlining processes, Using technologies to automate repetitive tasks, and adopting lean practices. Under cost contaminants in marketing, cutting back traditional marketing efforts in favor of more cost-effective digital marketing strategies is pivotal. Cost-cutting measures are adopted with the primary goal of improving the financial health of businesses. These impacts can be both negative and positive, depending on long-term strategy and execution. Decreasing operational expenses can improve profit margins at SMEs which are important during economic downturns during facing increased competition (Weaven et al. 2021). Excessive cost-cutting measures in areas like product development and marketing can lead to short-term financial gains at the expense of long-term growth. Cost-cutting measures can enhance financial performance in the short term that have significant non-financial implications along with affecting the long-term business success of SMEs. Wage freezes, workforce reduction, and benefits can lead to decreased employee morale and satisfaction. This might increase turnover rates and absenteeism which tend to decrease productivity. 
[bookmark: _Toc178882123]2.3 Assess the influence of cost-cutting measures on employee morale and productivity on SMES
Cost-cutting measures within SMEs to remain in financial viability and competitiveness are leading to times of economic uncertainty. These measures can have repercussions on employee productivity and morale. Gaining insights into the impacts is vital for SMEs to strike the balance between financial savings and maintaining a productive workforce. Employee morale is considered to be the overall satisfaction, attitude, and outlook that employees have for their workplace and work (Hariharan et al. 2024). Cost-cutting measures can have both indirect and direct impacts on employee morale that lead to negative outcomes if not effectively managed.  cost-cutting involves decreasing the staff remaining employees might experience increased job security and fear of losing their jobs.  This kind of uncertainty can cause stress anxiety and lower morale of the employees within businesses. 
The remaining workforce faces an increased workforce that leads to frustration and burnout among existing employees. Employees might feel undervalued and overburdened while income remains stable decreasing the morale of employees to work extra with no compensation. Cutting salaries or freezing wages can impact employee morale within a business. Employees generally perceive compensation and cutting salaries that do not match with efforts of employees can decrease levels of motivation (Priatna et al. 2020). Reducing benefits like pensions, health insurance, and bonuses can lead to decreased loyalty and dissatisfaction. Employees might feel that ventures are not investing in well-being which might result in disengagement.   Cost-cutting measures often involve in decreasing spending on employee training and development programs that lack the opportunities for employees towards their career growth and advancement.  
This leads to a lower commitment to the organization and disengagement among the employees.  It has been identified that when promotions and career advancement are put on hold due to financial constraints then employees might feel stagnated degrees of enthusiasm and dedication towards their job.  Cost-cutting measures can erode team spirit and create a tense work environment among the workforce especially if employees feel that they are competing for limited opportunities (Eeckhout, 2022).  A culture of competition and fear can replace the collaboration and indulge in negatively impacting morale.  In response to cost-cutting, the recognition program and other forms of employee appreciation might be decreased or eliminated.  This tends to make employees feel unappreciated towards their over productivity and further lowers their modal or motivation to do something different for the organization. 
[bookmark: _Toc178882124]2.4 Relationship between cost-cutting methods and their effect on worker retention in small-scale businesses
Cost-cutting methods in small businesses are employed to improve profitability maintain financial stability and navigate economic challenges.  These kinds of measures can significantly impact worker retention which is vital for the long-term sustainability and success of the business.  Understanding the relationship between employee retention and cost-cutting strategies can assist small-scale businesses in balancing financial considerations with maintaining a motivated workforce (Shridhar, 2023).   Cost-cutting measures generally change in nature and scope but their impact on worker retention depends largely on how strategies are communicated or adopted.  Downsizing or layout directly decreases in number of employees but they also create a spear of uncertainty among the remaining workforce.  
The employees who survive the cut might fear future layoffs that lead to declining job security and increased anxiety. This lack of security can cause employees to seek more stable employment in other businesses.  Layoffs tend to hire turnover as employees leave voluntarily to avoid being a part of downsizing efforts.  Employees that remain might experience burnout due to increasing workload among existing employees and drive further turnover.  Cutting out benefits like retirement plans,  healthcare, and paid time off can significantly impact employee satisfaction (Werner and Balkin, 2021).  Benefits are often viewed as a vital component of total compensation an its decrease in this area can lead to dissatisfaction among the employees to gain basic benefits.  
Employees might look for opportunities at other companies that can offer better compensation packages leading to an impact on employee retention that heavily relies on those benefits.  Cutting back on training programs and career development opportunities can tend to signal to employees that the company is not invested in long-term growth.  This involves decreasing motivation and leads to an increase in employees questioning their future within the organization.  The lack of career development opportunities tends to decrease the significant factor in employee turnover particularly among ambitious employees who are looking to grow their skills. 
[bookmark: _Toc178882125]2.5 Reason for Adopting Cost cutting measures 
Cost-cutting measures are vital for small businesses to maintain profitability, especially in a challenging economy. Cost-cutting measures have significant impacts on employee retention decreased employee morale, increased workload, impacts on employee benefits, and decreased opportunities for professional development. 
Decreased opportunities for professional development: Cost-cutting measures lead to decreased professional development opportunities. Small businesses might cut on training programs, career advancement initiatives, and mentorships. A study on entrepreneurship has discussed how cost-cutting measures make the workforce stagnant leading to demotivating and increasing the likelihood of talented employees that seek opportunities (Magidi, 2024). 
Decreased employee morale: One of the most notable impacts of cost-cutting on employees are decline morale of employees. According to Myburgh, (2021), small businesses decreased budgets through decreased benefits of employees, freezing salaries, and creating layoffs that lead employees to feel insecure and undervalued. It has been analyzed that these conditions lead to decreasing job satisfaction, a negative work atmosphere, and higher levels of stress that affect the overall performance and outcomes of the business. 
Increased Workload: Cost-cutting measures lead to deafness headcounts and increase turnovers at businesses that significantly yield workloads on existing employees. According to the view of Salama et al. (2022), an increased workload can result in employee burnout and decreased productivity over the period. Employees within small businesses are required to embrace many responsibilities under different circumstances that lead to decreased innovation. 
Impact on Employee well-being and benefits: Small businesses target employee benefits like retirement plans, health insurance, and wellness programs while adopting cost-cutting strategies. According to the view of Ho and Kuvaas, (2020), decreasing these perks leads to decreased well-being and increased dissatisfaction among employees. The loss of benefits that involve contributing to balancing work-life can increase burnout among employees which directly affects employee loyalty and productivity in the organization. 
Fear of Job Loss: Cost-cutting measures, especially layoffs can create fear among employees that leads to impacts on the outcome of business. As per the view of Basyouni, and El Keshky, (2021), the uncertainty that surrounds job security can lead to anxiety and decreased engagement. Small businesses that are involved in boosting personal relationships between management and employees might find it difficult to regain trust. 
Erosion in company culture: Cost-cutting measures can lead to eroding the culture of small businesses. According to Chadha, (2021), eliminating perks, decreasing the workforce, and freezing the salaries of employees can erode the culture of the company in terms of a sense of community. Small businesses that generally rely on collaborative and close-knit terms can break down the culture and cohesion of overall success within the organization.
Businesses adopt cost-cutting practices for numerous strategic, operational, and financial reasons. Cost-cutting initiatives are adopted to preserve the financial health of businesses, remain competitive, and optimize operational efficiency. 
Preserving Profit Margin: One of the primary reasons businesses adopt cost-cutting measures is relative to increasing or preserving profit margins during market volatility or economic downturns. As per the view of Almagtome et al. (2020), companies face pressures from investors or stakeholders to maintain profitability even with declining revenue. Decreasing operational expenses involves allowing businesses to protect the bottom line by aligning costs with revenue streams. This is vital for industries that face seasonal or cyclical demand fluctuations. 
Improving operational efficiency: Cost cutting is not only driven by financial stress always but also by the desire to improve operational efficiency. According to Čečević  and Đorđević, (2020), businesses frequently streamline their processes, optimize resource allocation, and eliminate redundancies towards operating more effectively. Adopting cost-cutting measures within non-value-added areas can assist businesses in focusing on resources on improving productivity. This approach is referred to as leadership management where business is involved in optimizing workflows and eliminating waste. 
Survival during economic recession: Economic recessions or financial crises impact many businesses and influence them to adopt cost-cutting measures for survival. According to the view of Nayal et al. (2022), businesses face decreased customer spending and decreased demands for services and products that influence action reading cost-cutting measures. As such, decreasing non-essential spending can assist businesses in freeing up capital to avoid financial collapse. This is effective in SMEs or small businesses that have limited cash reserves. 
Maintaining competitiveness: Cost leadership is a strategy that is employed by businesses to maintain or gain a competitive edge. According to the view of Njuguna and Waithaka, (2020), a business that pursues cost leadership aims to decrease the operational cost to offer services or products at the lowest prices than its competitors. Cost-cutting initiatives like negotiating lower suppliers or outsourcing non-core functions can enable businesses to compete on prices without sacrificing profit margins. This is common in businesses where prices are considered key differentiators for their customers. 
Responding to declining revenue or market share: Businesses that experience declining revenue or market share resort to cost-cutting measures towards stabilizing finances. According to Li, et al. (2022), businesses that face increased competition or face decreased demand for their products lead to adopting cost-reduction measures to prevent businesses from losses. Cost cutting in areas like non-essential staff or marketing can assist businesses in stabilizing operations until they realign strategies through revenue streams. 
Restructuring and strategic realignments: Business that undergoes restructuring or strategic realignments adopts cost-cutting measures towards enhancing efficiencies and focusing on resources on newer priorities. According to the view of Feix and Feix, (2020), companies divest non-core assets that decrease workforce size and streamline operations towards aligning with newer business models. This form of cost-cutting is part of broader strategies for businesses within markets to focus more on profitable business segments. 
Debt Reduction and Improved Cash Flow: Businesses that have debt obligations lead to adopting cost-cutting in ways that decrease debts our free up cash flow. According to the view of Demmou et al. (2021), companies that have burdens with higher interest payments or debts lead to increased operational expenses towards prioritizing debt repayments. This assists organisations in allocating more funds to debts which improves financial stability and credit ratings. This strategy is important for businesses that have higher debt obligations and facing liquidity problems. 
Adapting to Technological Disruption: Technological advancement is vital for businesses within fast-paced business environments to remain in competition. An industry that adopts new technologies like AI, automation, and cloud computing can assist in describing operational and labor costs. This technological adoption assists in lowering operational costs and improves efficiency within business. 

[bookmark: _Toc178882126]2.6 Theoretical Underpinning 
Maslow’s Hierarchy of Needs involves providing a psychological framework to gain insights into how cost control measures affect employee satisfaction, retention, and motivation (Ahmad, 2021). The theory suggests that human needs are organized in a hierarchy from basic needs to a higher level of needs. The Hierarchy of needs is structured into five levels that include physiological needs, safety needs, love & Belongingness, Esteem Needs, and self-actualisation. 
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[bookmark: _Toc178809117]Figure 5: Maslow’s Hierarchy of Need 
(Source: Ahmad, 2021)
In Physiological need,  Cost controlling practices involve cutting wages, delays in salary, and decreasing hours that threaten employees to meet basic physiological needs. Employees might struggle to cover vital things like rent, food, and utilities due to decreased income. Under Safety needs, cost-cutting practices like outsourcing, layoffs, and decreased benefits can create a sense of insecurity among employees. Under love and belongingness, cost-cutting leads to a decrease in team sizes that creates a loss of supporting work cultures and undermines the sense of belongingness. Under Esteem Needs, cost-cutting practices can decrease promotion opportunities, recognition programs, and professional development that hinder the ability of employees to obtain self-worth. Under self-actualization, cost-cutting practices tend to limit opportunities for personal growth, career development, and creativity which can prevent employees from reaching self-actualization. Employees might feel stuck in roles without obtaining opportunities for growth. 
Hertzberg's two-factor Theory 
Herzberg’s Two-factor theory also known as the motivation-hygiene theory was proposed by Psychologist Frederick Herzberg in the year 1959. It involves suggesting that job dissatisfaction and satisfaction arise from two different kinds of factors. This theory assists in explaining how different elements in workplaces can lead to driving demotivation or motivation (Bhatt et al. 2022). Motivation factors are intrinsic and lead to high satisfaction that is related to the contents of the job itself like achievements, opportunities responsibilities, and recognitions. Personal growth is relative to learning and development opportunities, advancement is relative to opportunities for promotion and career growth, responsibility is having control of tasks, and achievements are reaching personal goals. Hygiene factors are extrinsic and are linked to job dissatisfaction during its absence (Mehrad, 2020). It is related to the environment or context of jobs. This includes salaries like financial compensation or adequate pay by the company, company policies like clear and fair organizational rules, safe and comfortable working environments, and assurance for stable employment. Motivation generally leads to creating positive satisfaction and increased performance within the organization while hygiene factors prevent dissatisfactions that lead to higher levels of motivation on their own. 
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[bookmark: _Toc178809118]Figure 6: “Hertzberg's two-factor Theory”
(Source: Influenced by Bhatt et al. 2022)
Cost-cutting measures in small businesses have impacts on employees that can be identified with the help of Herzberg’s Two-factor theory motivation factors and hygiene factors. 
Effect on Hygiene factors: Cost cutting involves targeting yi hygiene factors that are essential in preventing dissatisfaction and do not contribute to job satisfaction or increased motivation. Pay is considered a key hygiene factor and decreasing salaries can lead to employee dissatisfaction as it directly impacts financial security. Cost cutting leads to decreased employee benefits like retirement plans and health insurance which generates anxiety and frustration among employees (Ifeoma and Patience, 2020). The poor working environment due to increased burdens can create pressure on employees and employees feel undervalued to work every day without getting recognition. 
Effect on Motivator factors: Cost cutting is involved in impacting hygiene factors and indirectly revolves around motivational factors. In times of cost-cutting, small businesses Decrease opportunities for personal and professional development and freeze salaries. Lack of advanced opportunities might involve demotivating employees who are seeking career growth and lead to distorted work performance.  Cost cutting might force managers to shift focus from recognizing the achievement of employees and operational efficiency through decreased motivation. Employers are involved in feeling that efforts are not recognized well which leads to decreased job satisfaction and intrinsic motivation. 
Therefore, it has been identified that if hygiene factors are compromised then dissatisfaction increases and employees might not feel comfortable or secure under such circumstances. It leads to higher employee turnover, lower productivity, and increased absenteeism. Motivational factors like responsibility recognition and advancements are diminishing or neglected. Employees are less likely to be engaged which leads to decreased intrinsic motivation among employees. This leads to hurt innovation, creativity, and overall performance within businesses taht can impact small-scale businesses. 

[bookmark: _Toc178882127]2.7 Conceptual Framework 
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[bookmark: _Toc178809119]Figure 7: Conceptual Framework 
(Self-created)
[bookmark: _Toc178882128]2.8 Literature Gap 
A study conducted by Ponduri et al. (2023), focuses on cost-controlling practices in larger organizations or specified industries rather than small-scale businesses. The unique challenges and impacts on SMEs are overlooked and are involved in evaluating in proposed research. There is limited empirical evidence on how cost-controlling practices can affect on small-scale businesses in the UK. This lack can be mitigated through proposed research to present quantitative data  and capture broader range of cost-controlling impact. 
[bookmark: _Toc178882129]2.9 Summary 
In summary, Cost controlling measures have impacts on employee morale and productivity in SMEs. These measures might be important for the financial survival of a business but can lead to a decrease motivation of existing employees, SMEs need to balance it by adopting cost-cutting stategues that can consider employee well-being and long-term productivity. Cost-cutting measures in SMEs can have significant impacts on worker retention that need to be carefully managed. Financial constraints might necessitate cost-cutting and a way to decrease employee morale. Transparent communication, focusing on non-monetary rewards and employee involvement needs to be identified. 


[bookmark: _Toc178882130]Chapter 3: Methodology
[bookmark: _Toc178882131]3.1 Introduction 
The chapter aims to highlight appropriate methods that are viable in evaluating impact of cost-controlling practices on human resources in small-scale businesses in UK. It tends to highlight viable philosophies, approaches, strategies, choices, and time horizons that are viable in articulating research findings. It has leveraged Saunder’s research onion to promote a structured method format.  Figure 7 demonstrates that Saunder’s research onion is a model that is designed to assist individuals in planning and executing research systematically (Saunders et al. 2019). It consists of layers that represent a step in the research process and conducting research needs to peel each layer in sequence.  Hence, Research Onion can assist in providing a systematic way to research evaluating the impacts of cost-controlling measures on resources in the UK’s small businesses.  
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[bookmark: _Toc178809120]Figure 8: “Saunder’s Research Onion” 
(Source: Saunders et al. 2019)
[bookmark: _Toc178882132]3.2 Philosophies
Research philosophy is considered to be a set of beliefs about the nature of knowledge that assist in underpinning research. The main philosophies include positivism, realism, interpretivism, and pragmatism (Turyahikayo, 2021). The proposed research has leveraged the “positivist research philosophy” that is appropriate for evaluating the impact of cost-controlling practice on human resources for small businesses in the UK. Positivism generally emphasizes using quantitative methods and measures. This research aims to evaluate the impacts of cost-controlling practice on human resources that assist in allowing quantitative assessment of its impact. For instance, variables like job satisfaction, employee turnover, and productivity can be measured through the help of surveys and then statistical analysis to articulate empirical data. Positivism research is connected with analyzing cause and effect relationships (Park et al. 2020). This research assists in exploring how cost-controlling practices can affect numerous aspects of human resources like retention, morale, and performance. This assists in allowing for the development of a hypothesis through data collection methods to support evidence. It seeks to create generalizable findings and leveraging structured methods like surveys can assist in producing results that apply to small businesses in the UK. Therefore, the Positivist research philosophy is useful for gaining insights beyond case studies and analyzing different perspectives of individuals to support evidence. 
[bookmark: _Toc178882133]3.3 Approaches 
The research approach involves outlining how theories will be developed or generated. Two kinds of research approaches include deductive and inductive approach and the proposed research has been using the “Deductive approach” as it begins with hypotheses through empirical research (Casula et al. 2021). The deductive approach generally starts with an existing theory or hypothesis and in this, preparing a hypothesis to articulate cost-controlling practices and its impacts on human resources can assist in well-establishing data. This tends to format hypotheses that are based on existing theories like cost-controlling practices that negatively impact employee retention and morale in small businesses. Deductive research is generally associated with quantitative methods that are appropriate for measuring the relationship between cost-controlling practices and human resources outcomes through the help of survey data. It emphasizes objectivity through testing hypotheses that decreases subjectivity in research that are vital for businesses to articulate actionable insights (Oberholzer and Buys, 2023). Analyzing and collecting data from multiple small businesses and research findings can assist in generalizing broader populations within small businesses in the UK. This kind of generalisability can assist in providing small businesses with appropriate recommendations to manage costs without harming human resources or relying on cutting down salaries. 
[bookmark: _Toc178882134]3.4 Strategies 
The layer involves addressing kinds of research strategies that assist in effectively answering research questions along with obtaining restricted objectives. Common strategies are an experiment, survey, case study, grounded theory, ethnography, and actional research (Hancock et al. 2021). The proposed research has been leveraged to use Survey as a research strategy to gain insights into different perspectives of individuals about the impacts of cost-controlling practices on human resources. The survey can assist in reaching an appropriate number of participants across small businesses that can provide a broader understanding of the impacts of cost-controlling practices on human resources. The survey is considered to cost-effective way in reaching to collect data from participants in a limited timeframe and is ideal for articulating statistical measures (Gaur et al. 2020). This is useful in measuring specific impacts like how cost-controlling practices can impact employee retention, morale, and productivity. It is designed to collect quantitative data that can be statistically viable in analyzing correlations, patterns, and trends in human resource impacts through cost-controlling practice. For instance, the survey can be effective in measuring the extent of impacts due to cost-controlling practices on numerous aspects of human resources like turnover rates, job satisfaction, and recruitment challenges. This use of survey can assist in comparing different kinds of approaches that are utilized by small businesses to cost control and its impacts on HR metrics. Statistical analysis can assist in determining differences in HR outcomes between different kinds of cost-controlling strategies and businesses. 
[bookmark: _Toc178882135]3.5 Choices
Research choices refer to a choice of data collection methods like quantitative, qualitative, and mixed methods that can assist in gaining insights into research objectives (Mulisa, 2022). The proposed research involves complying with “Quantitative data collection” that can be gained through survey and statistical analysis. Quantitative research can assist in allowing for objective measurement of variables like cost-controlling practices and their role in HR outcomes like productivity among employees, employee turnovers, and job satisfaction. This ability to quantify relationships is vital to evaluating its impacts on small businesses in the UK. Survey and statistical data have been used to ensure that results are reflected in industrial trends rather than just using conceptual data. Quantitative research assists in enabling to leverage of statistical analysis to analyze trends, test hypotheses, and make predictions according to cost-controlling practices for HR outcomes. For instance, regression analysis can assist in evaluating the extent to specified cost-controlling measures that have impacted employee retention rate and performance. Quantitative methods are effective in data collection, especially in conducting surveys (Mohajan, 2020). It can easily be leveraged to the perspective of different employees that have been impacted through cost-controlling practices in business. It is more suitable to determine the relationship between variables. For example, it can measure the impacts of cost-controlling measures on variables like employee absenteeism, employee turnovers, and productivity. This focus is vital in articulating direct consequences of cost-controlling measures that can impact HR in the UK’s small businesses. 
[bookmark: _Toc178882136]3.6 Time Horizon 
Time horizon is considered to be the timeframe within which the research has been conducted. Two kinds of time horizons include cross-sectional and longitudinal time horizons (Katana et al. 2020). The proposed research has been using “Cross-sectional time horizons” that capture particular phenomena at specific point for specific period. It involves providing a snapshot of the current impact of cost-controlling practices in human resources within small businesses. It is effective and faster than longitudinal studies as small businesses in the UK might not have time to take part in long-term studies. This can be quicker in data collection making it more feasible for both participants in the survey and the researcher. Small business generally needs time to make decisions that can be regarding cost controlling and human resource measures. A cross-sectional study involves providing immediate insights to make viable decisions (Savioni et al. 2023). Leveraging an understanding of the current impacts of cost control can assist small businesses in adjusting strategies in quick ways. In an evolving business environment, external factors like regulations economic conditions, and market trends are shifting and put pressure on businesses to adopt cost-controlling measures. A cross-sectional time horizon can assist in evaluating understanding on how HR practices in present contents can be adopted strategies. 
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[bookmark: _Toc178882137]3.7 Techniques and Procedures 
Techniques and procedures of data with specific data collecting and analyzing techniques like data collection methods or data analysis techniques (Taherdoost, 2021). The research study has been involves using “Primary data collection” methods and “surveys along with statistical analysis” to gain insights into the role of cost-controlling within small businesses in the UK that impacts human resources. Primary data collection methods that assist in gathering firsthand information directly from sources that ensures that is current, specific, and are tailored to research objectives (Leko et al. 2021). Evaluating the impacts of cost-controlling practices on human resources is the idea that collects data focusing on key variables like employee turnover, job satisfaction, and productivity that has been impacted through cost-controlling measures. Cost-controlling practices and their impacts change from one small business to another. Primary data collections can assist in capturing the perception and experiences of small business and employees that have been impacted through cost-controlling strategies. The survey is an effective tool that can assist in gaining insights into the perspectives of employees on employee engagement, job satisfaction, and other measures as well. Leveraging statistical analysis can assist in allowing to determine trends, patterns, and correlations within data. This can assist in performing t-tests and correlations to articulate impacts on cost-controlling measures as neutral, positive, or negative for small businesses in UK. 
[bookmark: _Toc178882138]3.8 Ethical Consideration 
Researching and identifying the impact of cost-cutting measures on employees requires to adhere with ethical considerations that have been addressed to ensure the reliability of research. These ethical concerns include confidentiality, particle consent, data protection, and other relevant factors. It has been vital to obtain informed consent from participants like employees who have been given their responses. This means that participants are aware of the purpose of the survey and how data will be collected and presented in the research. This research has been obtained through clearly communicating the objectives of the research, benefits, and risks of the study to participants. It has been vital towards ensuring the anonymity and confidentiality of survey responses which is critical to ensuring that employees feel safe in providing honest feedbacks (Karunarathna et al. 2024). The research has been done by recording survey responses and removing identifiable information like job titles, names, emails, and others. The survey has been designed in a way that has decreased emotional or psychological harm to participants. The Data Protection Act 2018 involves governing how personal data needs to be processed, collected, or stored in a manner that does not harm the sentiments of others (Andrew and Baker, 2021). The research has been done by complying with the Data Protection Act 2018 that are vital in protecting the privacy of participants. Apart from this, the Copyright, design, and Patents Acts 1988 involved protecting intellectual property including contents that have been created during the research process. The research has ensured that any materials used in research or surveys do not infringe on copyright matters. 
[bookmark: _Toc178882139]3.9 Summary 
In summary, the research has been using Saunder’s research onion to provide systematic way to conduct research. Positivist research philosophy has been used to gain insight into quantitative measures. A deductive approach has been used to perform research hypotheses and generalize theories on cost-controlling measures that impact HR in small businesses. Quantitative data analysis has been leveraged to conduct research along with surveys as a research strategy. A cross-sectional time horizon has been appropriate to gain data at a single point in time.


[bookmark: _Toc178882140]Chapter 4: Findings and Analysis
[bookmark: _Toc178882141]4.1 Introduction
The chapter involves presenting findings that assist in gaining insights into the impact of cost-controlling measures on human resources in small-scale businesses. This analysis has been done by utilizing statistical analysis after conducting the survey. This has initiated to presentation of findings on survey and correlation between each variable to gain business objectives. The chapter has highlighted key objectives of research that have been gained through statistical analysis. Therefore, the chapter aims to investigate the relationship between cost-cutting methods and their effect on worker retention. It involves shedding light on key findings to demonstrate discussion with each that aligns with research questions. 
[bookmark: _Toc178882142]4.2 Findings and Analysis
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[bookmark: _Toc178809121]Figure  9: Descriptive Statistics
(Source: SPSS)
Findings
It has been find out that the majority of respondents perceived cost-controlling practices as moderately effective in managing cost or expenses. The mean score of 3.08 and standard deviation of 0.659 indicate consistency across participants. The impact of cost-controlling measures on salaries is low as mean score is valued at 2.16 which suggests businesses might not have decreased salaries as a result of cost-cutting measures. Cost control measures is moderately affecting employee motivations as the mean is valued at 2,31 and retention is valued at 2.20. These areas are vital for human resources and indicate that cost control impacts on retention and motivations that effects are not that effective. There are increased concerns about a decrease in benefits like health pensions with a mean score value of 2.24 which can be due to cost-controlling measures. A decrease of minimal benefits like health provisions and other factors within small businesses to cut on costs can impact employee performance and productivity as well. The impact of work-life balance of employees through mean value of 2.41 and workload that mean value is 1.80 is moderates through employees and seems relatively low impacts on overall workload. Satisfaction and communication mean values are valued at 2.75 and 2.76. This suggests that there might be areas for further improvement in how businesses adopt cost-control measures relative to communication practices. Employees reports communications regarding cost-controlling decisions as the mean score is high and indicated as 4.02 which indicates cost control is a discussed topic within the organization. Cost control has moderate effects on retention and motivation `as small business needs to focus on non-financial incentives and workplace culture enhancement along with maintaining morale. This indicates vitalness of promoting retention and motivation among employees that assist in mitigating employee turnovers in workplaces. The work-life balance has indicated moderate impacts and companies need to monitored areas to prevent long-term dissatisfaction. 
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[bookmark: _Toc178809122]Figure 10: T-Test 1
(Source: SPSS)
Findings
The above figure involves in demonstrating one simple t-test for articulating impacts of cost control practices on numerous human resources factors within small businesses. The mean differences of the effectiveness of cost-controlling practices are valued at 3.078 and the test indicates that respondents are overwhelmingly trusting that cost-controlling practices are effective in managing overall expenses. There have been 95% confidence intervals that show this result is significant with a lower margin of errors. They can different is valued at 3.00 shows that cost-controlling practices are reviewed by businesses. This suggests that businesses frequently evaluate cost-controlling systems as interval is valued at 3.34 and 2.66 confirms consistent practices. The mean difference of 2.157 indicates that cost-controlling practices have moderate impacts on employee salaries. The upper and lower bounds of confidence intervals that are valued at 1.78 and 2.53 indicates importance of impacts has not extreme. A mean difference of 2.608 indicates that development and training costs are affected through cost-controlling measures as confirmed by confidence interval values that are measured as 2.31 and 2.91.  Cost control has moderately affected employee motivations with a means difference of 2.314 and an interval that is measured as 1.94. This indicates that cost-saving measures have impacts on motivation. The impacts on cost-controlling practises towards recruitment is valued at mean difference of 2.431 which suggests recruitment strategies need to adjust in response to cost-saving measures with business. It has been identified that cost control has moderate impacts over employee motivations as it has been identified that the mean difference is valued at 2.196. This suggests that cost-saving measures are influenced by whether employees remain within business or not. The impact of cost controls on decreased health benefits is moderate as mean difference is valued at 2.235. This suggests that cost-cutting measures are impacting on employee health benefits that decreases employee morale. Since cost control is impacting retention and motivation, small-scale businesses need to focus on adopting non-monetary incentives like career development opportunities or flexible work schedules that can balance out the effects of cost-saving measures.  Mitigation of moderate impacts of cost control on benefits and salaries recruitment practices is vital in maintaining competitiveness. Adopting effective hiring practices or leveraging technology can assist in decreasing recruitment cost. The impacts of training costs have highlighted the need for businesses to find cost-effective training solutions like in-house skill development programs and e-learning platforms to ensure that cost controls do not hinder employee growth. 
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[bookmark: _Toc178809123]Figure 11: T-Test 2
(Source: SPSS)
Findings
Mean differences for cost-controlling effects on workloads of employees are valued at 1.804 and confidence interval is valued at 1.62, 1.99. This indicates cost controlling involves increasing workloads among employees due to higher employee turnovers. Mean differences for impacts of controlling measures on work-life balance is valued at 2.412 and confidence interval is valued as 2.09, 2.73. This indicates cost cost-controlling measures have impacts on work-life balance due to increased workloads on employees within the organisation. Satisfaction with cost control approaches' mean difference is measured at 2.745 and the confidences interval is valued at 2.57, 2.92. It indicates that cost-controlling approach impacts in satisfaction of employees due to decreased salaries and motivation. Mean differences for frequency of employee consultations on cost control practice is valued at 4.020 and confidence interval is valued at 3.67, 4.37. This indicates cost control decisions have impacts on employee consultations along with higher confidence interval values. All test indicates stringent differences from the null hypothesis that seem no effects or have zero differences. The highest differences are for how an organization consults employees about cost control like implying this can be a major area of concern. The impact on employee workload and morale along with mean differences suggests that cost control practices influence these factors. 
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[bookmark: _Toc178809124]Figure 12: Correlation 1
(Source: SPSS)
Findings
The correlation table has assisted in evaluating the relationship between cost-controlling practices and their impacts on numerous human resource factors within SMEs in the UK. The significant positive correlation between the effectiveness of cost controlling and employee motivation (r= .409, p=.003) indicates effective cost-controlling practices that improves employee motivation. Employee needs to appreciate transparency and efficiency within financial management that can result in enhance morale of employees. Cost-controlling practices over recruitment are slightly valued at r=.283 and p=.044 which indicates effective cost-controlling practices might impact recruitment strategies. Business that manages costs can create an attractive working environment for attracting new talents. Cost controlling measures and employee motivation correlation are valued at r=-.748 and p is more than .001 that indicates cost controlling negatively impacts on employee motivations. This highlights how controlling practices affect benefits and salaries along with decreasing employee morale. Cost-controlling measures are affecting recruitment negatively and cost-savings measures might restrict hiring budget within businesses. The negative correlation between cost control and recruitment indicates restricted hiring budget that can impacts on attractiveness of a firm in capture employees' interest. The correlation between employee retention and cost control measures is valued at p=.32 and r=.301 which indicates employees might leave if cost-cutting measures impact compensation and lead to resulting decreased job satisfaction. Correlation between employee retention and motivation is valued at r=.526 and p is more than .001 that indicates higher motivation is strongly correlated with employee retention. This has been identified that employees who are highly motivated with business are retained within business. Motivated employees are likely to stay within the business that shows importance of maintaining significant balance between employee satisfaction and cost control. Businesses that manage costs are involves in decreasing health benefits like pension of employees. The correlation between health benefits and cost control is valued at r=.437 and p=.001 that implies to cost control directly impacts benefit packages that can be factored in employee dissatisfaction.  This indicates that cost controls directly impact on benefit packages of employees and lead to create employee dissatisfaction. The correlation between cost control and training development is valued at r=.176 and p=.218. This indicates that training programs might not be affected through cost-controlling measures within the organization. The data shows that cost control measures are vital in both negative and positive effects on HR factors. Effective cost controls can enhance recruitments but stringent measures harm retention, motivation, and recruitment. 

[image: ]
[bookmark: _Toc178809125]Figure 13: Correlation 2
(Source: SPSS)
Findings
The above figures indicate correlation analysis by evaluating the relationship between numerous aspects of cost-controlling practices and its impacts on human resources. The table displays the Pearson correlation coefficient and its significant levels that indicate strengths and direction between pairs. Correlations between Cost control and workload is valued at r=.197 and p=.165 which indicates positive correlations with transparency in communication. Negative correlations that are relative to balancing cost control and workplace culture is indicating cost controls have impacts on workplace culture workloads as well. Transparency in communication is vital for businesses to demonstrate to employees about the reason of cost-cutting measures and how they has be resolved. There is no correlation between work-life balance and cost controls as p values are more than .05. Negative correlation has been examined with consulting employees as r is valued at -.302 and p is valued at .031. Weaker correlations with morals suggest an opposite relationship with moral value. Consulting employees on cost control is indicated positive correlations that indicate employee consultations are effective in increasing morale and answering the question of employees. The correlation between healthy workplace culture and maintaining cost control is valued at .145 as r and .311 as p. This indicates weaker correlation with workloads and suggesting to increased variability. 
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[bookmark: _Toc178809126]Figure 14: Regression model summary
(Source: SPSS)
Findings
The correlation coefficient is valued at 0.513 which indicates a moderate positive correlation between predictors like cost control measures and dependent values like workload on employees. This values suggest that about 51.3% of variations in employee workloads can be explained through cost-controlling practices. R square is valued a 0.263 that indicates variation in employee workloads that can be explained through cost-controlling factors including models. The model has explanatory powers and substantial portions have been remained unexplained. The value of adjusted R square is valued at 0.143 which indicates around 14.3% of variances have been seen its employee workloads by model.  The moderate R-value and F changes suggest that cost-controlling practice moderately impacts workloads on employees and other unmeasured factors likely contribute to relationship. R square value is a relatively low model relative to work culture, job designs, and management practices that can lead to influencing workloads and needs to be considered in analysis. Cost control practices involves in appearing to moderately influence employee workload in small-scale businesses. Improving predicting power of model and future studies can include variables looking to qualitative aspects like communication, work environment, and job satisfaction.  This involves indicating that cost-controlling measures have impacts on employee performance and morale that needs to be considered. 
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[bookmark: _Toc178809127]Figure 15: ANOVA
(Source: SPSS)
Findings
The F value is valued at 2.195 with p-value of 0.054 is slightly above standard significance levels of 0.05. This means that predictors explain variance in employee workloads that resulted in statistically significant with 0.05 level. It is very close to significance that suggests that these factors might have meaningful impacts on employee's workload but more data factors can clarify these effects. The sum of squares for regression is valued at 5.802 in comparison to residuals which indicates models have explained predictors in effective manners but have remained few unexplained predictors for analysis. 
Analysis
Influence of cost-cutting Measures on employee productivity and morale 
The correlation shows that cost control measures involved in impacting employee motivations have shown a negative correlation of -0.748 that cost control measures decrease employee motivation. The adjusted R values of 0.143 indicate that 14.3% of variations in employee workloads are linked with productivity. This indicates moderate effects and factors beyond cost-cutting play a vital role in determining employee productivity. The analysis has indicated that cost-cutting measures have decreases employee morale. Given the negative correlation and findings, it can be concluded that cost control practices are detrimental to employee motivation that directly decrease the productivity or morale of employees. 
Impact on employee morale: Employee morale is considered an overall satisfaction, attitude, and outlook that have towards their organization or work. Cost-cutting measures can affect the morale of employees and lead to numerous consequences. One of the most direct impacts is jon loss of fear of getting out. Employees feel uncertain about the future and especially regarding layoffs, benefits, cutting out wages (Van Egdom et al. 2022). This can lead to decreased employee morale and increased stress and anxiety. Reduction in benefits or pay can cause employees to feel undervalued. This might begin to questions about the commitment of the organization to the well-being of employees which leads to decreased engagement and roles. 
Impact on employee productivity: Employee productivity refers to the efficiency or outputs of workers and cost-cutting measures can indirectly or directly impact in outcomes. A decreased moralized workforce leads to lower productivity and employees might feel insecure about efforts leading to decreased quality of work. Increased workload due to staff cuts can become issues and employees that are overworked might experience a decline in performance, creativity, and overall work. 
Organizational factors that affect on impacts of cost-cutting measures: The impact of cost-cutting on productivity and morale has been identified as uniform. Several organizational factors play vital roles in determining outcomes like leadership approach, communication, organizational culture, and nature of cost-cutting measures. Empathetic leadership during cist cutting phases can navigate impacts and if leaders communicate with employees about cost cutting can assist in maintaining productivity. Business needs to have stringent culture of support, trust, and collaboration that assists in navigating the challenges of cost-cutting without affecting employee morale. Employees who feel company cares about their well-being are more likely to stay motivated in times of tough times. Apart from this, poor communication during cost-cutting measures can lead to fear, rumors, and confusion that assist in decreasing uncertainty. 
Recommended to mitigate negative impacts: Consistency in communication for cost-cutting measures and plans if company can assist in decreasing uncertainty. Involving employees in finding a cost-saving solution that increases engagement and assists in feeling parts of the solution are effective. Providing mental health supports and offering flexibilities in working conditions can assist employees in managing stress during situations. Senior leaders who demonstrate to employees about significance of deferring bonuses can assist in mitigating negative impacts and ensuring that employees are well known about incidents.
Investigating the relationship between cost-cutting methods and its impacts on worker retention in Small scale businesses 
The impact of cost control measures on employee retention has indicated a mean difference of 2.196 which indicates noticeable impacts. The negative correlation between employee retention and cost control is valued at 0.032. This suggests that cost control measures are increasing and employee retention has been decreasing. This effect is small in comparison to its impact on motivation. The data has supported the objectives of cost-cutting measures that have negatively impacted worker retention within small-scale businesses. Employees are more likely to leave the organization where cost control measures are more strong. This negative correlation is involved in highlighting businesses' need to adopt excessive cost-cutting that might face challenges in retaining skilled workers. 
Recommending ways for SMEs in the UK to mitigate the negative impacts of cost-cutting measures on Employees 
Cost-controlling practices involve affecting the retention and motivation of employees with other variables like health benefits and work-life balance due to increased burdens of work. This suggests that there is a lack of non-monetary benefits like health benefits or pensions that can aggravate situations and lead to increased employee turnover. The adjusted R square value indicates that there are moderate portions of 14.3% of imports on employees that can be explained through cost-controlling measures. This means that SMEs need to focus on financial aspects but also adopt non-monetary measures like job security, communication, and employee engagement initiatives that can assist in mitigating the negative effects of cost-cutting. The data has provided clear evidence of cost-cutting measures that negatively influence productivity, employee morale, and retention in small-scale businesses in the UK. A stringent negative correlation between employee motivation and cost control practices indicates that this kind of practice decreases employee morale. The moderate negative correlations between cost-cutting and retention have indicated that excessive focus on cost control can harns on employee retention, especially in decreased salaries or benefits. The R square value of employee workload is modest and it has not suggested that employee productivity might decline as motivation or morales due to cost-cutting. In summary, cost-cutting measures affect the benefits or salaries of employees and have negative impacts on employee morale, productivity, and retention. SMEs in the UK need to consider non-monetary ways to foster employee engagement and providing value for workforces towards decreased effects if cost controlling measures within businesses. It has been recommended to leverage non-financial measures like recognition or others that can assist Employees in staying motivated within the business and promote employee well-being as well. 
Communicating regularly and transparently: Clear communication assists in decreasing uncertainty and improves trust among employees, especially during cost-cutting measures within the organization. Being transparent about the reason behind cost-cutting measures and financial challenges can assist businesses in improving the understanding of their employees. Sharing a clear recovery plan is also effective and includes a timeline for when the condition might be improved and cost-cutting measures can be navigated. Apart from this, providing regular updates can assist employees in feeling informed and involved in decision-making that are crucial in mitigating issues regarding fear of job loss. 
Prioritizing employee wellbeing: Cost-cutting measures lead to improved anxiety, stress, and decreased motivation. Supporting employee well-being can assist in maintaining productivity and decreasing turnovers as well (Ajayi and Udeh, 2024). Offering mental health support like access to counseling services or employee assistance programs. Apart from this, encourage work-life balance through flexible working hours or remote work options. Promoting wellness initiatives like wellness days, mindfulness sessions, and team-building activities to assist employees in feeling valued during difficult periods. 
Engaging employees in problem-solving: Engaging employees in discussions that are about cost-saving ideas can make them feel empowered or valued. It also generates innovative solutions from workforces and creates employee task forces. Creating employee task forces can assist in determining areas where savings can be obtained without reduced benefits or layoffs.
Focusing on non-monetary rewards: Financial rewards like bonuses or raises are limiting and non-monetary incentives can assist in maintaining motivation and job satisfaction. Adopting recognition programs that involve highlighting the contribution of employees or achievements as well. Providing professional development opportunities like mentorship, training, or skill-building workshops can assist in focusing on non-monetary rewards. Offering career growth paths leads to promoting employees engaged and motivated and are effective despite financial constraints.
Engaging employees in problem-solving: Engaging employees in discussing problems that are faced by companies or about cost-saving ideas can make them feel valued and empowered. It involves generating innovative solutions from workforces that can eliminate collaboration regardless of seniority or role. Feedback sessions or town hall meetings where employees can suggest improvements, voice concerns, or share their ideas on how to navigate the situation. 
Exploring alternative cost-saving strategies: Cost-saving strategies involve cutting off benefits and salaries that can assist in preserving employee morale while maintaining financial stability.  It is recommended to decrease operating costs through renegotiating contracts with suppliers switching to energy-effective practices, and adopting a lean management process as well. Apart from this, outsourcing non-core tasks or exploring a partnership with the help of other SMEs towards sharing expertise or resource. It is recommended to decrease discretionary spending on items like marketing, travel, or non-essential capital expenditures before considering employees are getting impacted. 
Offering flexible work arrangements: Allowing employees more control over work arrangements can assist in better managing personal or professional challenges during cost cutting can lead to decreased compensation. Providing remote working options can also assist in decreasing commuting costs for employees in terms of offering flexible work arrangements (Roberto et al. 2023). It is recommended to explore options like decreased hours rather than creating layoffs can assist in navigating certain layoffs for employees. 
Exploring cost-saving strategies: Cost-saving strategies involve cutting salaries or benefits that can assist in preserving employee morale towards maintaining financial stability. It is recommended to decrease operating costs through negotiating contracts with suppliers. Adopting a lean management process, or switching to energy-effective practices can assist in adopting feasible cost-saving strategies. Decreasing discretionary spending on items like marketing, travel, or non-essential items before cutting out salaries can impact employees’ job satisfaction. 
[bookmark: _Toc178882143]4.3 Discussion
Cost-cutting measures have direct impacts on employee morale and productivity in businesses that require analysis of several key areas including the nature of cost-cutting initiatives. One of most effects of cost-cutting is hob insecurity as employees fear pay cuts, layoffs, or decreased benefits. This leads to decreased motivation, anxiety, and lower engagement. Cutting or freezing wages involves increasing concerns among employees that demoralize concerns and make them feel undervalued (Ogbonnaya et al. 2022). Cost-cutting measures involve downsizing which leads to employees covering more responsibilities within the business leading to increased burdens, frustrations, and decreased work quality. Some companies might see increased productivity within the business as remaining employees try to work hard to prove their values which decreases the workforce. Over the period, it can be seen that pressure has been increasing and employers are not getting salaries as per hard work. This leads to decreased productivity and fatigue, as per the view of Ibarra, (2023), employees who feel disconnected from the vision of the company can feel disconnected or even supported leading to dropping out of business. 
Cost cutting includes decreased funds for R&D, innovation-promoting activities, and training that lead to lower productivity within the business. Cost-cutting measures can be communicated to influence the morale of employees. An empathetic and transparent communication from leadership can assist in navigating uncertainty and feat that shows employees that decisions are made with long-term goals within minds. Employees need to include decision-making processes that are related to cost reduction and they can feel a sense of responsibility (Kozioł-Nadolna and Beyer, 2021). This can foster morale during difficult periods and not have that much impact on employees within the organization. Companies that have strong, supportive cultures might be able to mitigate cost-cutting measures effectively. A culture that involves prioritizing employee well-being, recognition, and open communication has soft negative impacts. Effective leadership that prioritizes empathy, supportive employees, and clear communication during transitions can alleviate the negative impacts of cost-cutting measures within organizations (Aoun and Thakur, 2024). Many UK-based retail businesses have adopted cost-cutting measures in response to economic downturns and competitive pressures. 
This retail sector focuses on operational efficiencies that lead to a reduction in workforce that lowers the morale of employees along with customer service quality. Therefore, it has been identified that cost-cutting measures have significant impacts on employees well beings and the overall outcome of the organization. Consistency in cost-cutting measures can improper employee turnovers, especially among top talents who might leave for supportive and stable environments (Mesha, 2023). Replacing skilled workers can hamper productivity and can be costly for small businesses in the UK. Companies need to be seen as prioritizing profits over people who might struggle with attracting new talents that can increase productivity. This harms the employer brand within the organization and impacts long-term growth. Hence, cost-cutting measures are vital and have profound negative impacts on productivity and employee morale. 
Investigate the relationship between cost-cutting methods and their effect on worker retention in small-scale businesses in the UK.
Cost cutting is considered a common strategy for small-scale businesses that are facing financial challenges competition or economic uncertainty. It can improve short-term financial health and can impact employee retention as well. Employees are vital assets for any business and retaining them is also important for maintaining long-term success and operational efficiency (Kurdi and Alshurideh, 2020). Small-scale businesses face challenges like changing consumer demands, market competition, and regulatory costs. Survival is vital for business in maintaining profitability and proving from liquidation. Cost-cutting measures are leveraged by businesses through workforce reduction, decreasing employee benefits paying cutting wages for survivors. Employees are less likely to remain in business if they perceive instability and a reduction in the workforce can create uncertainty that leads to decreased trust or morale of employees (Mabindisa and Legoabe, 2021). Small-scale businesses operate in environments where sudden layoffs can affect employee loyalty and team cohesion. 
Paying cutting, benefit reduction, and wage freezing can impact on financial security of the business. If employees feel that financial needs are not effectively meeting financial needs then they might seek employment somewhere else where they are offered better financial prospects. Cost-cutting measures lead to decreased investment in R&D and training. Employees who feel professional and personal growth has shifted can decrease their sense of purpose and opportunities for advancement (Sullivan and Al Ariss, 2021). This can discourage small businesses where career progress is limited. Small-scale businesses cut costs through decreasing workforce size that expects remaining employees to take on additional responsibilities. This leads to increased workloads, and burnout and makes employees more likely to leave in search of effective work-life balance. The theory of Maslow's Hierarchy of Needs has demonstrated human needs in a pyramid structure (Ștefan et al. 2020). These needs are "Physiological, safety, Social, esteem, and self-actualization". Each level of hierarchy involves influencing the motivation of individuals. Cost-cutting measures create disruption in needs that are met. 
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[bookmark: _Toc178809128]Figure 16: “Maslow's Hierarchy of Needs for Employee”
(Source: Influenced by Ștefan et al. 2020)
Physiological needs and cost cutting: The basic needs of individuals are physiological needs that include the most fundamental requirements of individuals to survive. Pay cuts, overtimes works, and freezing wages can have impacts on the ability of employees to meet physiological needs, This can create financial stress, and employees who are seeking high-paying jobs toward ensuring basic services can get impacted. In small businesses, wages are already lower than in larger organizations which can push employees to financial breaking points and make retention even more difficult. 
Safety Needs and Job Security: The second tier in the pyramid of Maslow is safety and security which is directly influenced by financial stability and job security. An employee generally desires a stable in confidence and roles to support families. Businesses engage in workforce decrease, cutting employee benefits, and outsourcing can create uncertainty. Employees state to worry about layoffs, income reduction, and the overall financial health of the company. Since insecurity involves decreasing the stress and loyalty of employees along with creating disengagement. 
Social needs and workforce culture: The third tier of Mashlow's pyramid is social needs like positive interpersonalisation relationships and a sense of belongingness. Cost cutting leads to layoffs or improves workloads towards disrupting team dynamics along with decreased collaboration. Employees might lose sense if colleagues are let go or management starts to treat staff poorly. Decreased spending on team bustling activities like employee recognition or social events can involve hindering sense of belongingness. 
Esteem Needs and Recognition: Esteem needs are considered as desires for self-respect recognition and achievements. Employees are motivated when their contributions to work are acknowledged and feel valued for work as well. Cost-saving measures that involve eliminating performance incentives, bonuses, and recognition programs can involve in undermining the sense of accomplishment for employees. Apart from this, decreased investment in training and development programs might make employees feel stagnant in roles that lead to limiting the potential for achievements. Employees who feel unrecognized lead to decreased morale and diminished commitment. Talented workers who feel their skills are not appreciated are likely to explore relevant career options where efforts are more recognized or visible. 
Self-actualization and career development: The top tier in Maslow's hierarchy theory is self-actualization. Employees who can develop skills, see impacts on the organization, and take on challenging tasks are more likely to contribute to the business. Cost-cutting involves decreasing opportunities for career development like mentorship, training, and promotions. Employees who feel that their ability to grow in businesses is limited through limited availability of skill development are more comparatively left. The ability to achieve self-actualization through professional and personal development is vital for employees as they seek employment at a business that offers career growth. This is important in small businesses where career ladders are not defined in comparison to larger organizations.  
Recommend the SMEs in the UK to navigate the negative impacts of cost-cutting measures on employees.
Cost cutting might be effective for the survival of businesses and small businesses adopt strategies towards decreasing their negative impacts on retention. Employers must be honest and open about reasons for cost-cutting measures. If employees understand the long-term goals and contents of cost-cutting measures then they are more likely to stay and be supportive of the company’s difficult times. Involvement of employees in decision-making that is related to cost reduction can boost the sense of loyalty and ownership. Collaborative solutions can assist in decreasing negative impacts on the workforce leading to improve the morale of employees (Whiteoak, 2021). Financial incentives are not feasible during cost-cutting measures but businesses can focus on non-monetary rewards like flexible work timing, recognitions, and professional development opportunities. Small business generally aims to preserve employee benefits, especially in health and well-being as it can assist in meeting the safety and security needs of employees (Tuzovic and Kabadayi, 2021). During times of cost-cutting measures, businesses need to invest in low-cost training and development programs. This can assist in helping employees in enhancing long-term commitment and loyalty to improving quality services. Therefore, cost-cutting measures are vital for businesses that are looking into employee performance improvement and cooperating with its survivors. There are distinct strategies that have been discussed to incorporate with sustainable seamless cost-cutting strategies for business. 
[bookmark: _Toc178882144]4.4 Summary
In summary, it has been found that cost-cutting measures have negative impacts on employees relative to increased fear of job loss, lack of security, increased workloads, distorted work-life balance, and others. This needs to be evaluated by businesses and cost control practices can impact on employee motivation or retention as well. This suggests that a lack of non-monetary benefits like health benefits or pensions can lead to lower morale of employees and increased employee turnovers. The adjusted R square value has indicated that SME needs to improve job security communication and employee engagement initiatives towards mitigating the negative effects of cost-cutting measures rather than emphasizing employee motivation. 

[bookmark: _Toc178882145]Chapter 5: Conclusion 
[bookmark: _Toc178882146]5.1 Conclusion 
The evaluation of cost control practices within scale businesses in the United Kingdom revealed insight into the impact of human resources specifically concerning productivity employee morale and retention. The findings have indicated that cost-controlling measures are necessary for financial stability within businesses, especially for small-scale businesses. Data from the sample test has suggested that cost-controlling practices can significantly decrease employee motivation With higher significance with a mean difference of 2.314 Businesses adopt strong cost-controlling measures that lead to reduced morale of employees. The co-relationship test indicates a negative relationship between employee motivation and cost-controlling measures. In terms of productivity, it has been identified that findings are more nuanced as the R square of 0,143 value indicates only 14.3% of variations in employee workloads that serve as a proxy for productivity. It suggest that other factors are going beyond cost-cutting measures to maintain employee engagement and productivity levels within businesses. 
The data has revealed that there is negative relationship between cost-controlling practices and worker retention as adopting cost-control practices has led to impacts on employees' motivation that becomes the reason for job layoffs. Employees in an environment where cost-control is prioritized over employee wellbeing involve leaving impacts and non-monetary benefits like health pensions and development opportunities are effective as well. Mitigating these effects is vital for small businesses to explore alternative strategies that can assist in retaining employees. Cost-cutting measures are Non-avoidable for businesses and it needs to invest in north auditory benefits like employee communication and flexible working conditions that is why it is important. Initiatives can assist in a stronger sense of belonging and great job security some of the adventures on effects of decreasing monetary compensation.  Therefore, cost-controlling practitioners are vital for maintaining the financial health and survival of small-scale businesses. It also impacts in employee morale, retention, and productivity that can not be ignored. Navigating these challenges is vital and business needs to focus on balancing cost management with strategies that assist in maintaining employee satisfaction and engagement. This can assist in maintaining employee engagement and promote more motivated and stable workforce. 
[bookmark: _Toc178882147]5.2 Linking with Objective: 
Objective 1 is to "assess the influence of cost-cutting measures on employee morale and productivity in the UK" which has been met in the analysis and discussion chapters. It has been identified through statistical analysis that the majority of respondents perceived cost-controlling practices as moderately effective in managing costs or expenses. The mean score is valued at 3.08 with a standard deviation value of 0.659 that indicates cost controlling measures have impacts on employee motivation and morale leading to decreased effectiveness within business. The impacts of work-life balance have a moderate value of mean that indicates cost-cutting measures have moderate impacts on the work-life balance of employees due to increased workloads among existing employees. In discussion, it has been identified that cost-cutting measures have negative impacts on employee productivity and morale due to fear of job loss, increased workloads, and turnovers within an organization that needs to be evaluated. 
Objective 2 is to "investigate the relationship between cost-cutting methods and their effect on worker retention in small-scale businesses in the UK" which has been met in analysis and discussion chapters with help of correlation analysis. The correlation between cost control and workloads is valued at p=.165 and r=.197. This positive correlation indicates cost control practices involve in increasing workloads for employees and a weak correlation with morale indicates cost cost-cutting measures positively impact on morale of employees. This correlation analysis has assisted in gaining insights into the relationship among cost-cutting measures and morale, workloads, healthy workplace culture, and others as well. Apart from the analysis, the discussion chapter has elaborated on different relationships between cost-cutting measures and their impacts on worker retention that has been examined. 
Objective 3 is to "recommend the SMEs in the UK for navigating negative impacts on cost-cutting measures on employees" which has been mentioned in the analysis and discussion sections of the research. It has been recommended to ensure transparent communication, offering non-monetary benefits to employees and investing in employee engagement. This recommendation can assist small-scale businesses in the UK to navigate unforeseen circumstances and maintain the morale of their employees. Workers are vital parts for business success and maintaining productivity and innovation is vital for businesses to navigate operational constraints and maintain less waste generation.
[bookmark: _Toc178882148]5.3 Recommendation 
· Transparent communication: One of the most effective ways to navigate the effect of cost-controlling measures is transparent and clear communication. SMEs need to ensure that employees understand on reason behind cost-cutting and how it can be implemented. Open dialogue assists in boosting trust and decreases anxiety often assisting in maintaining declined productivity. 
· Offering non-monetary benefits: It is recommended to Small businesses in the UK that decrease benefits and salaries and hurt employee satisfaction. Small businesses need to focus on providing non-monetary Benefits to its employees like additional leaves flexible working hours and Wellness programs. This initiative can assist employees to feel more valued and they can gain non-financial benefits, leading to improved loyalty and job satisfaction. 
· Investing in employee engagement:  Despite the financial constraints, Small business can boost a higher level of engagement through nonmonetary initiatives. Providing opportunities for professional growth for its employees, promoting a positive work culture, and encouraging innovations can assist in helping employees to feel more valued. Identifying the contribution of the best performers and offering flexibility can assist in fostering the morale of individuals. 
· Maintaining work-life balance: Cutting costs might lead to increased work burdens on employees due to increased turnovers. Avoiding burnout and dissatisfaction is vital and small businesses need to be mindful of maintaining a healthy work-life balance. Adopting flexible working arrangements or supporting ti mental health and well-being of its employees can assist in managing increased responsibility while staying ahead of competitors. 
[bookmark: _Toc178882149]5.4 Research Gap 
The research has presented a significant gap in terms of conceptual conditions as it depends on empirical data that has been derived from statistical analysis and surveys without deeply engaging with frameworks or models. The use of empirical data has provided valuable insights into the practical implications of cost-controlling practices on human resources in small-scale businesses. It lacks in building solid conceptual backings from research articles that has limited findings on descriptive and operational concepts. It has focused on numerical results rather than following a deep understanding of the underlying relationship between employee outcomes and cost control measures. Theoretical models like cost management strategies or motivational theories can assist in providing richer content for data interpretations. However, it has limited concepts obtained relative to the vitalness of intrinsic and extrinsic rewards that needs to be identified or outlined. 
[bookmark: _Toc178882150]5.5 Future research implication 
Future research can be on using secondary qualitative data rather than relying on primary quantitative data on employee engagement and cost-controlling practices in small-scale business within the UK. This can assist in bridging the gap between empirical findings and existing articles to contributed articles. It is vital in raising information for future research to integrate concepts of phenomena that has led to impacts on the key motivation of employees relative to cost-controlling practices.  
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Survey Questions 
1. How effective are cost-controlling practices in your company to manage overall expenses?
· Very effective 
· Somewhat effective
· Not very effective
· Not at all
2. How often have controlling practices been reviewed in the organization? 
· Monthly 
· Quarterly 
· Annually 
· Never 
3. To What extend do cost-controlling measures impact employee salaries in your business? 
· Significantly 
· Moderately 
· Slightly 
· No impacts 
4. How does company manage training and development costs due to comply with cost-controlling measures? 
· Decrease training opportunities 
· Focuses on in-house training 
· Outsourcing cost-effective training 
· No charges in training & development 
5. How do cost control measures affect employee motivation in your company? 
· Positively 
· No impact 
· Negatively 
· Neutral 
6. What is the impact of cost control practices on recruitment in your company? 
· Reduced hiring 
· Focus on cost-effective recruitment methods 
· No changes in recruitment 
· Difficulty in attracting talent 
7. How do cost-controlling practices influence employee retention? 
· Positively 
· No noticeable effect 
· Negativity 
· Uncertain 
8. To what extent does your company decrease benefits like health pensions other than due to cost control measures?
· Significantly 
· Moderately 
· Slightly 
· No reduction in benefits 
9. How does cost control involve ion affecting the workload on employee? 
· Increased slightly 
· Increased significantly \
· No Change 
· Decreased workload
10. How do controlling measures impact the work-life balance of employee in your company? 
· Significantly improved 
· Slightly improved
· No impact 
· Worsened 
11. How satisfied are employees with approach to cost-controlling measures by the company? 
· Very satisfied 
· Satisfied 
· Not satisfied 
· Dissatisfied 
12. How often does your organization consult employees about cost control decision? 
· Always
· Often 
· Rarely 
· Never 
13. To What degree do cost control practices impact on employee morale? 
· Highly positive 
· Slightly positive 
· Slightly negative 
· Highly negative
14. How transparent is your company in communicating the reason for cost control measures to employees? 
· Very 
· Somewhat
· Not very 
· Not transparent 
15. How does your organization balance cost control practice with maintaining a healthy workplace culture? 
· Strong balance 
· Moderate 
· Weak 
· No balance  
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with cost-controling measures? , Whatis the impact of cost control practicss on rectuitmentin your company? , How transparent is
your company in communicating the reason for cost control measures to employees? , To What extend do cost-controlling
measures impact employee salaries in your business? , . To what extent does your company decrease benefis like health
pensions otherthan dus to cost control measures?
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