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[bookmark: _Toc233392696]1.Introduction
This research proposal will look at workplace wellbeing initiatives and the impact these have on employee motivation and retention in small businesses. Workplace wellbeing is the physical, mental and emotional support that is given to workers to enable them to continue working in a healthy and productive workplace.
[bookmark: _Toc233392697]1.1 Research Background
Employee wellbeing is an important issue in business management as organisations rely on their motivated and committed employees for good performance. The Job Demands-Resources model posits that employees will be more likely to stay in the job if the extent to which workplace resources – including support, recognition and autonomy can help them cope with the demands of the job (Bakker and Demerouti, 2007). Self-Determination Theory also proposes that the more employees feel valued, able and supported within the workplace, the better the motivation is (Ryan and Deci, 2000). As Guest (2017) postulates, employee wellbeing is not only instrumental to improving productivity, but another positive human resource management outcome.
[bookmark: _Toc233392698]1.2 Research Problem
Compared to larger organisations, small businesses may not possess the same amount of resources or finances. This may lead to a lack of wellbeing programmes in terms of structure. This can cause decreased motivation, higher stress and help to trigger staff turnover.
[bookmark: _Toc233392699]1.3 Research Aim
The purpose of this study is to examine the impact of workplace wellbeing programs on individual motivation and retention in small business.
[bookmark: _Toc233392700]1.4 Research Objectives

1. To identify the main workplace wellbeing initiatives used by the small business in London.
2. To explore the impact of wellbeing programs within the workplace on employee motivation.
3. To understand the impacts of employee wellbeing in small businesses on employee retention.

[bookmark: _Toc233392701]1.5 Research Questions
1. What strategies are implemented for wellbeing in the workplace in small businesses in London?
2. What is the impact of well-being programs at work on the motivation of employees?
3. What is the impact of wellbeing in the workplace on keeping people in small businesses?
[bookmark: _Toc233392702]1.6 Significance of the Study
The importance of this study is that small business stability, service quality and long term success depends on the retention of skilled employees. The findings could make the small business manager aware of the importance of simple wellbeing practices in enhancing employee motivation and decreasing employee turnover.
[bookmark: _Toc233392703]2. Literature Review
[bookmark: _Toc233392704]2.1 Concept of Workplace Wellbeing
Wellbeing in the workplace is the physical, psychological and social experience of employees. That encompasses mental health, job satisfaction, work-life balance, supportive leadership and the quality of relationships at work. Danna and Griffin (1999) state that employee wellbeing is important since working can have a significant impact on health and performance. Likewise, Warr (1990) elaborates that elements related to an individual's job like autonomy, security, social support and workload all contribute to the level of the individual's wellbeing. For small business, these ideas apply as there is close interaction between employees and managers and they may be subjected to both high support and high pressure. But much of the wellbeing research is conducted in larger organisations where formal wellbeing programmes and HR policies are more likely to be found.

[bookmark: _Toc233392705]2.2 Workplace Wellbeing and Employee Motivation
There is a strong connection between employee motivation and their perception of being supported and valued at work. Based on Ryan and Deci (2000) Self-Determination Theory, employees are more motivated when they have had their needs of autonomy, competence and relatedness satisfied. That is, wellbeing activities like flexible working, recognition, training and supportive management can increase wellbeing—making employees more motivated by making them feel more in control and more valued. This is also in line with Bakker and Demerouti's (2007) Job Demands-Resources model. According to the model, demands of the job can be a source of stress, while job resources like support, feedback and autonomy can enhance engagement and motivation. These theories, however, do not necessarily answer the question of how small businesses, which may not have as many managers, an HR department, or have a smaller budget, can support wellbeing.
[bookmark: _Toc233392706]2.3. Workplace Wellbeing and Employee Retention
Employee retention is a term that is used to describe an organization's retention of employees and its staff turnover. Meyer and Allen (1991) suggests that employee emotional attachment to the organisation is likely to increase employee retention. This can be enhanced by workplace wellbeing as employees may think, feeling that the organisation cares about them. Wright and Cropanzano (2000) also recommended that there is a correlation between psychological wellbeing and job satisfaction and performance which would indicate that employees who experience wellbeing in the workplace may be more positive about remaining. Harter, Schmidt and Hayes (2002) also discovered that employee engagement and employee satisfaction were related to business outcomes. Retention is not, however, solely depended on wellbeing. Other factors, such as pay, career advancement, work load, management style, and job prospects outside the company can also determine who gets retained.

[bookmark: _Toc233392707]2.4 Reviewing the Existing Research
Wellbeing is evidenced to be important to employees and organisations, however, there is some evidence that can be seen as a limitation in the literature. Guest (2017) believes that HRM needs to pay more attention to employee wellbeing, rather than only performance outcomes. This is helpful as it provides an indication that wellbeing must be seen as a real management responsibility. The study is however, largely theoretical and fails to specifically target small businesses. Although studies on wellbeing in the workplace have been conducted, many studies involve structured activities which may be easier to carry out in larger organisations, Kuoppala et al. (2008) identified that wellbeing and work ability can be enhanced through workplace health promotion and leadership. Small businesses may not have formal HR systems and have an informal management approach to dealing with employees, Cardon and Stevens (2004) explain. This indicates that the wellbeing in small enterprises might be linked more heavily to the management behaviours that take place on day-to-day basis than to formal wellbeing policies.
[bookmark: _Toc233392708]2.5 Research gap
The key missing area in the literature is many studies focus upon wellbeing, motivation and retention in general organisations or large companies. There is less focus on employees' experiences of wellbeing initiatives in small business and whether any of these have an impact on their motivation and intention to remain. Thus this research will aim at bridging this gap; with employee perceptions in the small business being the centre point.
The Job Demands-Resources model and Self-Determination Theory will be used as the theoretical foundation for this study. These theories are appropriate as they suggest the ways in which support at work, autonomy, recognition and positive relationships can enhance the levels of motivation and decrease the intention to leave.
[bookmark: _Toc233392709]3. Research Methodology
[bookmark: _Toc233392710]3.1 Research Philosophy
It is in this research there will be employed a research philosophy of positivist research. The positivism is appropriate as it may collect measurable data on the relationship of workplace wellbeing initiatives and employee motivation to employee retention. A positivist approach is one that concentrates on facts, patterns and relationships that can be evaluated by structured data collection (Saunders, Lewis and Thornhill, 2019). This is relevant to the current study because the research will be based on a questionnaire to record the employees' opinions and will be analysed by numerical data.
[bookmark: _Toc233392711]3.2 Research Approach and Methodology
The researcher will use deductive approach in the study. A deductive approach is where theories are already known and tested with research (Bryman, 2016). It's appropriate because the study is guided by theories like Self-Determination Theory and Job Demands-Resources model which indicate that support in the workplace can enhance the employee's motivation and decrease the probability of them leaving.
The research will be conducted using quantitative method. Quantitative research is suitable when the researcher wants to gather information of a few participants to determine the pattern or relationship between the variable (Creswell and Creswell, 2018). The variables in this study include workplace wellbeing initiatives, employee motivation and employee retention.
[bookmark: _Toc233392712]3.3 Data Collection Method
There is one main data collection tool to be used which is an online questionnaire survey. The questionnaire will be closed with a Likert scale, such as strongly disagree, disagree, agree or strongly agree. The use of this method is appropriate as this will enable data to be collected within a brief time from a number of employees. It also allows to better compare responses and trends. All employees will be asked in the questionnaire about the wellbeing support that exists in their workplace, whether this influences their feeling of wellbeing and whether this influences their intentions to stay at the business.
The use of a survey rather than interviews is more appropriate for this type of small-scale undergraduate research due to its speedliness, ease of distribution and simplicity of analysis. It also helps to ensure the reliability, as the questions asked are the same and in the same format for all participants (Bell, Bryman and Harley, 2019).

[bookmark: _Toc233392713]3.4 Target Population and Sampling Technique 
The target population will be the employees working in small business. This study is appropriate for small business as they may not have a formal HR system or wellbeing programme as large organisations do. The sample size will be approximately 30 staff.
Convenience sampling (non-probability sampling) will be employed. This will ensure that participants are chosen in accordance with access and willingness to participate. This technique is suitable due to the small scale, limited time, and limited resources of the research. It also indicates though that results may not necessarily be representative of all small business workers.
[bookmark: _Toc233392714]3.5 Data Analysis Techniques
Descriptive statistics (percentages, averages and frequency tables) will be used in the analysis of the questionnaire data. This will enable companies to demonstrate the extent of staff buy-in or disbuy-in with regard to staff wellbeing initiatives. Simple correlation analysis (if feasible) could be employed to investigate the relationship between employees' reported wellbeing support and their levels of both wellbeing and intention to leave. The data can be analysed in SPSS or MS Excel.
[bookmark: _Toc233392715]3.6 Ethical Considerations
The research will comply with the ethical guidelines of the university. Before answering the questionnaire, participants will be given clear instructions regarding the purpose of the study. They will be required to provide informed consent and informed that they may choose not to participate. They will also be able to retract before giving their responses. Anonymity and confidentiality will be maintained by not collecting names, any personal contact information or business names. Data will be kept DPIPWE for academic purposes only and stored securely. The questionnaire will not ask questions that may be sensitive or harmful to the participants in any way, nor will there be pressure on the participants to participate.

[bookmark: _Toc233392716]3.7 Limitations
A limitation is the small size of the sample collected, which may affect the findings in terms of generalisability. Another constraint is the convenience sampling which may not represent all employees in small business. Furthermore, the questionnaire method used in this study requires the honesty of employees' answers to the questions. Finally, the research will demonstrate associations between wellbeing, motivation and retention, not necessarily directly.
[bookmark: _Toc233392717]4.Project Plan and Timeline
Research will be carried out across an 8 week period. This is a reasonable time line for a small scale undergraduate research proposal to allow for planning time, literature review, designing questionnaires, the collecting of data, data analysis, and the final writing. At the first stage, attention will be given to the process of confirmation of research topic, aim, research objectives and the research questions. The second phase will featured a literature review of academic research on wellbeing at work, employee motivation and employee retention. This will contribute to the theoretical framework of the study.
From this, the questionnaire will be prepared and tested for the clarity of the questions, relevance and ethics. Before collection of primary data, ethical approval will be sought. After approval the online questionnaire will be broadcasted to employees in small business. The data collection period will be about two weeks to ensure there will be sufficient time to receive the responses. The data will then be sorted and analysed in the form of descriptive statistics (percentage, frequency table). The last one is to write the findings, discussion, conclusion and recommendations. There will also be opportunities to proof read, edit and check the Harvard referencing before submission.
[bookmark: _Toc233392718]4.1 Gantt Chart 
	Research Activity
	Week 1
	Week 2
	Week 3
	Week 4
	Week 5
	Week 6
	Week 7
	Week 8

	Research topic, aim and objectives
	
	
	
	
	
	
	
	

	Literature review
	
	
	
	
	
	
	
	

	Create questionnaire
	
	
	
	
	
	
	
	

	Ethic form
	
	
	
	
	
	
	
	

	Collect primary data
	
	
	
	
	
	
	
	

	Analyse questionnaire data
	
	
	
	
	
	
	
	

	Findings and recommendation
	
	
	
	
	
	
	
	

	Final submission
	
	
	
	
	
	
	
	







[bookmark: _Toc233392719]4.2 Key milestones
	Milestone
	Deadline
	Expected outcome

	Research topic, aim and objectives
	End of week 1
	Clear research focus and ready to start develop the research proposal

	Literature review completed
	End of week 2
	Research on key theories and academic sources

	Questionnaire development
	End of week 3
	Survey questions and checked 

	Ethical form submitted
	End of week 4
	Permission gained before collecting primary data

	Primary data collection
	End of  week 5
	30 survey responses collected from small businesses employees

	Data organised and analysed
	End of week 6
	Survey results presented

	Draft research report
	End of week 7
	Draft written including findings and recommendations

	Final proofreading
	End of week 8
	Final report and submission
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