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[bookmark: _Toc233528207]ABSTRACT
This study sought to examine the effect of human capital investment practices on employee retention and job satisfaction at Rentokil Initial Contact Centre in Birmingham. In order to do this, the study set out to test the following hypotheses: employees with career progression, skill development, and better financial incentives find reason to work at Rentokil Initial Company and eventually attain higher job satisfaction. Deductive research was adopted. Moreover, quantitative survey approach was used to collect primary data from a sample of 52 participants working across different departments. Multiple linear regression developed two models – the effect of human capital investment practices on retention and effect of retention on job satisfaction. Results revealed even though none of the three practices had statistically significant effect on retention, they worked together to create moderate positive statistically significant effect on retention among employees. Besides, out of three practices, financial incentives had higher effect followed by career progression and by skill development. Consequently, the study found moderate positive effect between retention and satisfaction. However, the study experienced three core limitations. The study relied on self-reported measures, cross sectional data, and single case study. Self-reported measures introduced both response bias, common method bias. Cross sectional data relied on data collected at one point in time limiting analysis of cause-and-effect relationship between variables. Moreover, by using a single case study, such findings cannot be generalised to similar companies that operate in same industry as Rentokil Initial. Therefore, the study recommends future studies to expand their constructs of human capital practices beyond career progression, skill development, and financial incentives to also integrate culture, leadership, and work life balance. Moreover, studies should consider using longitudinal data to assess the cause-and-effect relationship between variables.  
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[bookmark: _Toc233528210]CHAPTER ONE: INTRODUCTION
Human capital investment practice: refers to a deliberate strategy, activities, or programs firms use to enhance capabilities of employees. Sachau (2007) outline that businesses use varying practices categorised under training and development, comprehensive health and wellness, recruitment and orientation, and knowledge management. 
Employee retention: refers to the ability of employers to sustain employees over a long period. Companies with high retention implies the company has better solutions to maintain a large pool of customers.
Job satisfaction: explains about the status of being contented with the job. Employees develop satisfaction whether they like the people they work with, the work environment, and the kind of work they do (Wanous, and Lawler, 1972). 
[bookmark: _Toc233528211]Significance of the topic 
The study seeks to use the results to generate new knowledge in support of the existing literature about effect of human capital investment practices and retention. In addition, the study also seeks to use the results to guide management and owners of Rentokil Initial Contact Centre company. The study shows the factors of human capital investment practice with the highest effect and one without or with less effect. This helped management develop proper mechanisms to improve poorly performing practices. Additionally, the results seek to support policy advocacy among experts.
[bookmark: _Toc233528212]Purpose of the research
[bookmark: _Toc233528213]Background of the Study
Contact Centre companies such as the Rentokil Initial in Birmingham relies heavily on people where service quality is determined by the skills, commitment, and motivation of employees. In Birmingham. Companies compete against labour markets where employees are likely to quit because of much pressure, limited opportunities for career growth, failure of recognitions, and repetitive activities (Tooksoon, 2011). Firms that use human capital practices like career development, financial rewards, skill development, supportive leadership among others, improves satisfaction and returns in the rate of turnover. 
The study examines how investing in human capital practices influence retention and eventually leads to job satisfaction. Mehreza, and Bakria (2019) argues that when organization values employees, develops them, and treats them in a fair manner, they would have a higher chance of remaining with an organization for a long time and perform effectively. Gaining better understanding helps management develop better human resource strategies, reduce total costs of recruiting employees, improve services, and generate satisfied and loyal employees. 
[bookmark: _Toc233528214]Statement of the Problem
Rentokil Initial contact centre invests in employees at different capacities. A majority of employees gave also worked in the company for a long period. However, reports report conflicting findings on job satisfaction. In reality, little to no research has been conducted on the firm. Lack of specific findings on the firm would mean management adopt generic results. 
[bookmark: _Toc233528215]Proposed aim, objectives and research hypothesis
[bookmark: _Toc233528216]Proposed Aim
The aim of this project is to examine the effect of human capital investment practices on employee retention and job satisfaction at Rentokil Initial Contact Centre in Birmingham

[bookmark: _Toc233528217]Research Objectives
1. 	To Examine relationship between career progressions on employee retention at Rentokil Initial, Birmingham
2. 	To investigate relationship between skill developments on employee retention at Rentokil Initial, Birmingham
3.  	To inform effect of financial incentives on employee retention at Rentokil Initial, Birmingham
4. 	To determine relationship between employee retention on job satisfaction at Rentokil Initial, Birmingham

[bookmark: _Toc233528218]Research Hypotheses
H1: Employees who undergo career progression find more reason for maintaining their employment with Rentokil Initial 
H2: Employees who undergo skill development programs find reason to remain at Rentokil Initial, Birmingham
H3: Employees who receive financial incentives found reason to remain at Rentokil Initial, Birmingham
H4: Employees who report higher cases of retention report higher job satisfaction at Rentokil Initial, Birmingham.


[bookmark: _Toc233528219]CHAPTER TWO: LITERATURE REVIEW 
1 [bookmark: _Toc233492345][bookmark: _Toc233495733][bookmark: _Toc233495892][bookmark: _Toc233527463][bookmark: _Toc233527510][bookmark: _Toc233527627][bookmark: _Toc233528220]
1 [bookmark: _Toc233495893][bookmark: _Toc233527464][bookmark: _Toc233527511][bookmark: _Toc233527628][bookmark: _Toc233528221]
[bookmark: _Toc233528222]Human capital investment practices theory
	The human capital theory was developed by Gary Becker and Theodore Schultz in 1960s. It explains that people can investment in themselves just like businesses do in machinery in order to increase their capability and future productivity as well as earnings (Aburumman et al., 2020). The theory is anchored on the idea that organizations invest in employees because of their future. Individuals incur the cost of investing in tuition, training fees, and buying of resources at the expectation that they will eventually earn higher returns in terms of monetary and non-monetary benefits. In organizations, human capital investment occurs through skill development (the cost of training employees), paying them well (financial incentives), and ensuring that they get promoted (career progression) (Quader, 2024). Organizations that do this expect returns through higher productivity and retention of employees for a long period. While on employees, this expects to increase job satisfaction. 
	The theory anchored this study by measuring the human capital investment practices. The study used the theory to guide the measurement of career progression, financial incentives, and skill development. The study developed five Likert scales from 1 = strongly disagree to 5 = strongly disagree. 
[bookmark: _Toc233528223]Herzberg’s Motivator-Hygiene Theory 
	The Herzberg’s motivation-hygiene theory was developed by Fredrick Herzberg to explain hygiene and motivation factors (Sachau, 2007). The hygiene which forms the basis for retention, covers different extrinsic factors ranging from financial incentives, better physical working conditions, job security. According to Herzberg, is that improvement of extrinsic factors does not make employees to become satisfied, however, their presence helps employees not to become dissatisfied. Presence of poor hygienic factors contribute to a majority of people to quit their places of work leading to low retention. While on the other hand the motivational factors have been considered the core drivers of satisfaction (Malik and Naeem, 2013). They work like intrinsic factors such as career progression, career growth, recognition, achievement, and awarding of meaningful work. Presence of these factors at the place of work increases job satisfaction and internal motivation among employees. 
	The Herzberg’s two factor theory helped anchor the current study. It measured both retention and job satisfaction. The theory help map the two variables. For example, the hygiene factors help shield employees against turnover hence, achieving high level of retention. While on the other hand, the motivator factors supported the measurement of job satisfaction. 
[bookmark: _Toc233528224]Conceptual Framework
The conceptual framework below shows the link between three constructs of human capital investment practices – career progression, skill develop, and financial incentives to employee retention. The study also shows the connection between employee retention and job satisfaction. 
[bookmark: _Toc233492380]Figure 1: Conceptual Framework
[image: ]


[bookmark: _Toc233528225]CHAPTER THREE: RESEARCH METHODS AND METHODOLOGY 
2 [bookmark: _Toc233492350][bookmark: _Toc233495738][bookmark: _Toc233495898][bookmark: _Toc233527469][bookmark: _Toc233527516][bookmark: _Toc233527633][bookmark: _Toc233528226]
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[bookmark: _Toc233528228]Research approach 
The study used deductive research approach to test the theory and hypotheses (Crowther & Lancaster, 2008). Specifically, the study used the hypotheses to test whether three constructs of human capital investment practices, career progression, skill development, and financial incentives affect employee retention and finally on job satisfaction. By testing the theories, the findings strengthened the benefits to management and academic. 
[bookmark: _Toc233528229]Research methodology 
The study adopted mono methodology to examine the effect that human capital investment practices have on retention and job satisfaction. Specifically, the study used quantitative method to collect numerical data through survey. 
[bookmark: _Toc233528230]Research strategy 
The study used a case study and survey strategy to collect data. A case study was used to bridge the gap between abstract theory and real application of human capital investment theory. For example, the case study helped explore complex phenomena in depth as well as generate actionable insights for management to act on to increase job satisfaction.
[bookmark: _Toc233528231]Sampling methods 
The study use simple random sampling to pick employees working in different departments at the Contact Centre. The study assumes that everyone at the Contact Centre has equal chance and bears similar characteristics of benefiting from skill development, career progression, and financial incentives. Besides, the study seeks to screen out employees who have undergone career progression, skill development, received different financial incentives, and maintained their position in the company for at least 12 months.
[bookmark: _Toc233528232]Data collection methods/tools
Structured questionnaires were sent out to participants working in different departments at the company. Online questionnaires were developed with the help of Google Forms. URL was posted on the company social media pages. Employees were asked to clink on the link and be redirected to the Google Form pages they will then fill up the forms. Employees were given a period of two weeks to fill and submit completed questionnaires.
[bookmark: _Toc233528233]Data Interpretation
Data was interpreted using two approaches. The first approach involves generation of descriptive statics; frequencies and percentages of demographic information such as the department, years of work, gender, financial incentives, training frequency, levels of promotion (McGivern, 2013). Second, the study also seeks to conduct structural equation modelling to understand the effect of human capital investment practices on employee retention and then retention on employee satisfaction.  
[bookmark: _Toc233528234]Ethical consideration of the research 
Three ethical codes were used in this study. Ethical approval form was obtained from the university. The study also sought informed consent from both management and employees (Saunders, Lewis, and Thornhill, 2015). During data collect anonymity was maintained. Data analysis was done anonymously without revealing participant identity. 
[bookmark: _Toc233528235]Conclusion
This study examine the effect of human capital investment practices on employee retention and job satisfaction at the case of Rentokil Initial, Birmingham.  The study also established three specific objectives as follows – examining the relationship that career progression, skill development, and financial incentives have on retention. Consequently, the study tests the effect that retention has on job satisfaction. Moreover, the study used survey approach to collect quantitative data from the participants working in different departments at Rentokil Initial company. 


[bookmark: _Toc233528236]CHAPTER FOUR: RESULTS AND DISCUSSION
3 [bookmark: _Toc233492360][bookmark: _Toc233495748][bookmark: _Toc233495909][bookmark: _Toc233527480][bookmark: _Toc233527527][bookmark: _Toc233527644][bookmark: _Toc233528237]
3 [bookmark: _Toc233495910][bookmark: _Toc233527481][bookmark: _Toc233527528][bookmark: _Toc233527645][bookmark: _Toc233528238]
[bookmark: _Toc233528239]Introduction 
The study uses this section in order to present results from primary data to test the relationship between investment in human capital practices on employee retention and job satisfaction among employees working at Rentokil Initial in the UK. Specifically, the study has documented the demographic information to gain insights concerning their gender, age categories, income categories, their current positions, and department of work. In addition, the data analysis also captured the items measuring career training, skill development, financial incentives, retention, and job satisfaction. For example, the study measured participant opinions to understand the extent of agreement or disagreement. The last part of this section focuses on understanding the correlation and relationship through a structural equation modeling relationship.
[bookmark: _Toc233528240]Results   
This section reports all the study results from primary data. The results presented begin with demographic information to describe the characteristics of participants before understanding the inferential statistics. In terms of age categories for example, the results shown in the Figure below revealed that a majority of employees in the sample were aged between 45 to 54 years. They accounted for 3%. The second majority of participants were aged between 35 to 44 years which accounted for 25% of the participants in the sample. Additionalaly, while the older participants aged above 55 years were approximately 27%, at least 24% were aged between 18 and 34 years. 



[bookmark: _Toc233492372]Table 1: Age categories
	Age category

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	18 - 24
	6
	11.5
	11.5
	11.5

	
	25 - 34
	7
	13.5
	13.5
	25.0

	
	35 - 44
	13
	25.0
	25.0
	50.0

	
	45 - 54
	17
	32.7
	32.7
	82.7

	
	55+
	9
	17.3
	17.3
	100.0

	
	Total
	52
	100.0
	100.0
	



The figure below shows the proportion of participants in the sample based on their gender categories. Female participants in the sample (54%) were more than male participants (44%). However, only, 2% preferred to self-describe.

[bookmark: _Toc233492373]Table 2: Proportion of gender
	Gender

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Male
	23
	44.2
	44.2
	44.2

	
	Female
	28
	53.8
	53.8
	98.1

	
	Prefer to self describe
	1
	1.9
	1.9
	100.0

	
	Total
	52
	100.0
	100.0
	



The department of work remained critical to gain insights into areas where most of the participants worked. The results were essential in this study since the insights helped gauge the level of career progressions attained by participants. At this point, it can be confirmed that participants were spread across eight different departments. An equal share of participants indicated working sales and marketing and administration (17.3%) respectively, moreover, the customer service department also showed to attract a high number of respondents (13.5%). Additionally, pest control operations and accounts or finance departments had equal number of participants at 11.5%. However, the lowest number of participants in the sample.  The t

[bookmark: _Toc233492374]Table 3: Department of work
	Department of work

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	Pest control operations
	6
	11.5
	11.5
	11.5

	
	Customer service
	7
	13.5
	13.5
	25.0

	
	Sales and marketing
	9
	17.3
	17.3
	42.3

	
	Administration
	9
	17.3
	17.3
	59.6

	
	Accounts/ Finance
	6
	11.5
	11.5
	71.2

	
	HR
	5
	9.6
	9.6
	80.8

	
	Supervision
	5
	9.6
	9.6
	90.4

	
	Logistics/Supplies/ Stores
	5
	9.6
	9.6
	100.0

	
	Total
	52
	100.0
	100.0
	



The length at which employees had worked at the company was also important in understanding the number of years such employees had been in their departments. The Figure below presents a clear picture concerning specific period of years employees worked. A majority of participants accounting to more than half (57%) reiterated to have worked for a period of 4 to 10 years. Participants were split into equal shares among those who had spent 4-6 years and 7 to 10 years at 28.85%. Another large group of participants accounted for 23% having worked for a period of 1 to 3 years. While only 10% have been at the company for less than one year, an equal number of participants indicated to have worked for more than ten years. 
[bookmark: _Toc233492381]Figure 2: Length of service at Rentokil Initial 
[image: ]
	Employees have also gained varying skills after training from the company. For example, as indicated in the figure below, it is evident that five skill areas received the highest training of employees than the rest of skills. The chemical, pesticide, and biocide skill areas have attracted the highest number of employees. Specifically, a third of the employees have undergone training to understand chemical, pesticide, and biocide. In addition, the second majority of participants also indicated to have undergone technical (15.4%) followed by those in client or sales relationships which accounted for 11.5%. Moreover, those who completed the customer service skills accounted for 10%.  However, it is surprising that some of the skills such as communication, supervision, and record keeping have attracted the lowest number of employees for training initiatives. Nonetheless, the results show Rentokil Initial conducts training of employees across different skill areas to equip everyone to understand what they do. The company do this to avoid a scenario where employees develop one skill only.  
[bookmark: _Toc233492382]Figure 3: Skills gained from training 
[image: ]


The Figure below is essential to this study because it shows the current positions served by the participants in the sample. Participants who occupy such positions can relate to different levels of career progressions that they have had over the years in the course of working at the company. A majority of participants in the sample served as customer service officers (32.7%). The second majority of customers worked as administrative officers (17.3%). The third majority in the sample comprised of supervisors (15.4%) and sales representatives (15.4%).  Those working as operations managers were three participants accounting for 5.8% while those in the finance/ accountants, senior control technicians, as well as pest control technicians. 

[bookmark: _Toc233492375]Table 4: Current Position
	Current position

	
	Frequency
	Percent
	Valid Percent
	Cumulative Percent

	Valid
	HR Officer
	1
	1.9
	1.9
	1.9

	
	Supervisor/ Team leader 
	8
	15.4
	15.4
	17.3

	
	Administrative officer
	9
	17.3
	17.3
	34.6

	
	Sales representative/ Sales consultant
	8
	15.4
	15.4
	50.0

	
	Customer service officer
	17
	32.7
	32.7
	82.7

	
	Operations Manager
	3
	5.8
	5.8
	88.5

	
	Finance/ Accountants
	2
	3.8
	3.8
	92.3

	
	Senior control technician
	2
	3.8
	3.8
	96.2

	
	Pest control technician
	2
	3.8
	3.8
	100.0

	
	Total
	52
	100.0
	100.0
	




The study also collected data to gain insights into frequency of trainings among the participants. This form part of the study to gauge how Rentokil Initial invests in human capital resource practices to achieve higher retentions and further job satisfaction. Therefore, at this points, the study can confirm that a majority of the participants in the sample represented 40.38% who indicated to undergo more than three times of training in a year. The second category comprised of 38.46% of participants who indicated to have undergone two times of training in a year. However, only 13.465 of the participants indicated they only went through training process when there is an operational need of changes in policy within the company. Only 7.69% of the sample reiterated they went through training once in a year.                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                        

[bookmark: _Toc233492383]Figure 4: Frequency of training
[image: ]

Apart from training development, the study also investigated the frequency at which they benefited from promotions. The study asked participants to indicate the frequency of promotions. The company promoted a majority of participants once in a year (46.15%) while 25% of the sample have never gone through promotion in a year. Only 7.69% of the sample indicated to have undergone two times in a year. While those who had benefited from more than three times in a year were 13.46%. However, the recently employed participants had been employed recently.  

[bookmark: _Toc233492384]Figure 5: Frequency of promotion
[image: ]

As such, the types of financial incentives given to participants was also important as part of the company financial incentives earned by the company. Notably, a majority of the participants noted that they received performance bonus. Specifically, 44% of the participants received cash rewards after achieving or exceeding targets. The second majority comprised of 27% who indicated that the company offered them pay and allowances as part of additional money to handle travel, transportation, or to support expenses related to the company. The third category of participants comprises of 13% who said the company paid them commissions when they succeed in selling specific pest control products to customers. However, a smaller number of participants benefited from referral bonuses, shared in the company profits, or stock option. 

[bookmark: _Toc233492385]Figure 6: Type of financial incentives
[image: ]

[bookmark: _Toc233528241]Regression Analysis 
	The study conducted a regression analysis to gain insights concerning the effect of career progression, development of skills and financial incentives on employee retention. The findings shown in the Figure below expresses the overall effect of all the three variables forming human capital investment practices towards employee retention. The model achieved a correlation coefficient of 0.417. This was a clear expression of a moderate positive relationship between investment practices conducted by the company management and employee retention. For example, with an R-squared of 0.174, all the three practices causes 17.4% variation in retention among employees who participated in the study. Moreover., after making adjustments within the sample size and number of constructs, the explanatory effect of practices dropped to 12.2%. This was a clear view that other unobserved factors created a strong influence on retention of employees. Additionalaly, the results also shows that our standard errors show moderate level of prediction. 
The study also generated analysis of variance as an indication of where an overall regression model had any statistically significant effect on retention of employees. In deed, the results confirmed this hypothesis showing The results shows that an integrated effect from the three practices conducted in the case of Rentokil Initial company have statistically significant effect in achieving employee retention. In overall therefore, the study analysis reveals that the model was statistically value in predicting the joint effect of human capital investment practices on employee retention. 
Analysis of individual constructs of human capital investment practices showed that the effect of career development on retention was not supported . Specifically, the results showed that career progression among the participants in the sample had positive effect but lacked statistical significance effect in maintaining employee retention on employees within the sample. Therefore, such results explain that even though we see a clear association between development of career among employees in causing many of them to find the reason to continue working in the company, the effect remain weak to have independent effect on the model. Second, the findings on the skill development also reveals that . Similarly, the results depict same effect for the lack of independent statistically significant effect towards employee retention. The results explain that both training and development among the sample of employees who participated in the study lacked statistical effect on predicting retention among employees. Additionally, the results from the financial incentives reveal that . Out of all the three constructs, it is evident that the financial incentive generated the largest influence on retention. However, the results were surprising because the financial incentives also lacked statistical significance effect. Such results depict that even though financial rewards seem to matter, they lack independent effect on driving employee retention at Rentokil Initial Company in London, shows that the model achieved a model fit of 17.4% variation in employee retention. In essence, this was an indication of a weak moderate explanatory power. When we focus on individual constructs of human capital investment practices, it is evident that none of the constructs seem to be working separate or independently. This is because none of the variables were found to have statistically significant effect. They worked together to create a statistically significant effect on employee retention. Besides, each of the factors seemed to have varying unique contribution. For example, the financial incentive made the largest contribution then followed by career progression and finally by the skill development.


[bookmark: _Toc233492376]Table 5: Regression model
[image: ]

The study also conducted a linear regression to understand the statistical effect of having employee retention on job satisfaction. The results shown in Figure below depicts clearly that we have a moderate positive relationship between employee’s essence of retaining their employee level with Rentokil kill company and job satisfaction. Specifically, the model summary provides a value of 0.109 on R-squared. This is a clear depiction that retention is responsible for causing approximately 10.9% variation in how employees become satisfied by their jobs. Besides, a smaller adjusted R-squared shows that after adjusting for the sample size, the overall explanatory power declines slightly to nine percent. This is a clear indication that the company also have other significant factors that play important function of shaping job satisfaction among employees. 
A further analysis of variance showed the final model had statistically significant effect in determining job satisfaction In support of above explanation, the results show that employee retention depicts job satisfaction at Rentokil Initial Company. The overall model remains valid with an explanation that employee retention strategies developed by the company helps increase job satisfaction among employees. Moreover, the results from coefficient interpretation offers the following results shown in the table below.  There is a positive as well as statistically significant effect between employee retention and job satisfaction. This implies that an increase in retention level makes a majority of employees see the reason to stay for long period in the company without seeing the need to quit. Consequently, this helps increase job satisfaction among employees. Employee retention at the company has a moderate influence on the level of job satisfaction. 

[bookmark: _Toc233492377]Table 6: Regression analysis between retention and satisfaction
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[bookmark: _Toc233528242]Discussion 
	This study sought to examine the effect of human capital investment practices on employee retention and job satisfaction among a sample of 52 participants working at Rentolkil Initial Company in the UK. Primary data was collected through a survey approach. In order to understand this topic, the study applied two theories – the human capital investment theory and the Herzberg’s motivator hygiene theory to understand how employee retention links to job satisfaction. Despite the findings showing moderate influence of practices on retention and eventually on job satisfaction, the study also experienced some limitations. Importantly, the results presented in this study shows limitations within the explanatory power of the two theories when used in isolation. 
The findings from regression showed that none of the hypotheses were supported at the 5% level. Specifically, none of the target predictors such financial incentives, career progression among employees, as well as development of skills worked independently to cause significant effect on retention. However, all the three predictors worked jointly together to have a positive significant effect on retention Despite such a relational influence, the results also showed relatively lower explanatory power of the model. This was a clear indication that a small proportion of retentional behaviours among employees were explained by the three predictors. In applying the human capital investment theory, it is evident that even though spending more to invest in these practices remain critical, the company should not invest in isolation with the hope that doing so would increase retention. These findings are in support of Ibrahim (2024) who indicates that investing in individual predictor in isolation weakens the entire practice. Additionally, this also aligns well with past research among service-based companies in pest control, facility management, and those that operate within hospitality industries. Results have gone ahead to posit that broader combination of practices like work life balance, offering job security, and leadership styles strengthen retention. For example, Chew and Chan (2008) argues that organizations must embed heavy investment in human capital in order to achieve significant retention effects. 
The results presented in this paper were also supported by the Herzberg’s theory. Specifically, the theory provides two perspectives. First, retention among employees shows foundational hygiene factors like financial stability and job security. Presence of all these factors help prevent cases of dissatisfaction. The second perspective from the theory comes from the fact that retention tend to reflect motivational conditions like perception to leverage on growth opportunities, achieve higher commitment towards the organization, and career continuity. However, despite perspectives on these constructs, the study achieved lower levels of explanatory power. This is a clear indication that most of intrinsic motivators at Rentokil Initial company serve important role of shaping job satisfaction. Such findings support Herzberg’s argument that lack of dissatisfaction such as hygiene factors fail to have an automatic effect on increasing satisfaction. However, satisfaction demands active motivators like creating meaningful job and recognition. 
Combination of both theories show significant conceptual gap. For example, the human capital investment practices provide input into what companies need. They help companies develop proper plans to skill employees, promote them, and pay them according to their efforts. While on the other hand, the Herzberg’s theory offers psychological results. The regression analyses have shown that while organizations are likely to invest heavily in human capital by putting in place training programs to give employees opportunities to gain different skills, promote them upward on their career journey, and receive rewards, such efforts should not be expected to have automatic effect on satisfaction. It is important that employees develop meaning perceptions on why organizations are investing in different program. According to Hassan (2016), both employee perceptions and company culture play significant role of ensuring that organizations achieve positive effects from multiple HR practices. 
Additionally, the weak effect of human capital practices show that potential issues exist how the company implement such practices. For instance, the company need to offer training most often instead of allowing employees to go through such training few times in a year. Besides, if employees fail to develop positive perception concerning how it makes them develop their careers, then it is likely to have limited effect on retention. Similarly, organizations have different types of financial incentives. However, when employees fail to perceive the importance such incentives as being fairly distributes or linked to their performance efforts, then they are likely to have limited effect on motivation. The results from this study support numerous past studies which emphasises the role of perceived fairness and achievement of psychological contract remain significant predictors of employee retention instead of human capital practices only. 
[bookmark: _Toc233528243]Chapter Summary 
In overall, the modest effect of human capital investment practices on employee retention as well the moderate effect of retention towards job satisfaction is a clear indicator that employee behaviours remain multidimensional. For example, having effectiveness in leadership, culture, conditions in the labour markets, and workload play important role in determining both retention and satisfaction. The study also seems to reinforce arguments provided by the two theories. For example, Herzberg argues that satisfaction is not the opposite of dissatisfaction. They do not work within a single continuum. However, they are determined by complex and different sources. In overall, results presented in the current research show that even though human capital investment theory offer important structural explanation for companies to continue investing in employees, there is need to link employee perception and effect on retention. Second, the study also show that Herzberg’s theory generates motivational outcomes, the theory fails to capture employee behaviour among employees working at Rentokil Initial Company in the UK.  
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[bookmark: _Toc233528246]Conclusion 
The focus of this study was to determine the effect of investing in human capital practices on employee retention and job satisfaction among employees working at Rentokil Initial. The study adopted the use of deductive research to test the hypotheses that there is relationship between career progression and retention, skill development and employee retention, and financial incentives on retention. Moreover, the study also sought to establish the relationship between employee retention a job satisfaction at Rentokil Initial company in Birmingham.   
The study used survey approach to collect primary data from a sample of 52 employees working across different departments at the company. The results showed there is moderate positive effect between human capital investment practices on employee retention. Specifically, the results showed individually, the human capital practices had no statistically significant effect on retention but they worked together to have integrated effect on employee retention. While individual investment in might not have significant effect on retention, the practices worked together to have significant effect. Second, the results expressed in this study also revealed that employee retention had moderate positive statistically significant effect on employee satisfaction.  
[bookmark: _Toc233528247]Limitations
Despite above findings, it is now clear that this study did not lack numerous limitations. The first limitation involves the lower explanatory power of regression across the two models. As noted above, is that while regression models generated 17.5% variation in model 1 and 10.9% variation in model 2, the study focused mainly on three human resource practices. This implies that several other factors that determine both employee retention and satisfaction were not included in the model. Several other determinants like workload intensity, culture, engagement, and leadership styles were not incorporated in the model. The results show that anyone who seeks to use the results as a reference point, should do so with caution. The findings presented in this study failed to capture all other factors included within the human capital investment practices. 
The second limitation presented in this study involves the use of cross-sectional research design only. The study used survey questionnaires to collect primary data at one point in time only. The primary data restricts the ability of research to test the causal-and-effect relationship between different human resource practices, retention, and satisfaction. Even though multiple linear regression shows there is significant relation between the variables, the results failed to confirm whether there was a causality relationship. For example, even though retention was found to influence satisfaction among employees, there is a high possibility that most satisfied employees have a high possibility of maintaining the work status with the company. 
The third limitation presented in this study is about the use of questionnaires to collect self-reported data. This approach introduces aspects of response bias, common method bias.  First, response bias occurs when participants generate socially desirable responses whenever they evaluate sensitive topics concerning financial incentives, satisfaction, management practices. Second, common method bias in this study occurs because the study collected data on human resource practices, retention, and satisfaction from the same participants. The study used similar tools to collect primary data. This approach has been found to cause inflated relationships among variables. Moreover, the study also collected data from employees working in different departments within the same company that operates in Birmingham. However, these limits generalising the findings to employees working in other companies. Companies that operate either in the same industry or different industry tend to experience varying dynamics around issues of human capital practices, job satisfaction, and even retention when working across different functional or departmental areas. This calls for caution when applying the results to other organizations in different settings. 
[bookmark: _Toc233528248]Recommendations for Future Research 
This study recommends that future researchers integrate extra constructs of human capital practices not included in this study. For example, some of the factors found in other studies include engagement, culture, and work life balance. Many contemporary studies continue to highlight these factors as core determinants of behaviours and attitude. This implies that incorporating them would help enhance the influence of the model. Moreover, they would ensure that future researchers have wider perspective concerning what drives retention among employees and satisfaction. 
Second, the study also recommends that future researchers consider using longitudinal research designs instead of relying on cross-sectional designs. By adopting this approach, such studies would ensure they collect quantitative data over a period of time. Consequently, this would allow tracking numerous changes that have occurred over time. Future researchers would use the findings to then test cause-and-effect relationship and lower cases of ambiguity concerning directionality in variables. Some of the areas of interest might include showing whether improvements in career progression retains a majority of employees or they seek better positions in other organizations. By using such designs, researchers would deepen HRM studies. 
Future studies can also improve methodological rigor through mixed approaches. Studies can integrate survey, interviews, and secondary data. Moreover, studies should consider collecting data from different participants. For example, researchers can consider using the same survey instrument to collect data from different categories of employees such as those working at lower levels and management levels. 
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Introduction
My name is Ramona-Iuliana Stoican. I am currently studying at Quay Place Campus. As have a project that seeks to study EFFECT OF HUMAN CAPITAL INVESTMENT PRACTICES ON EMPLOYEE RETENTION AND JOB SATISFACTION: CASE OF RENTOKIL INITIAL, BIRMINGHAM. Specifically, my study seeks your responses to help gain insights concerning career progression, skill development, and financial incentives at your company. Please, note than your participation in this study remains voluntary and you can withdraw at any point of filling questions. All the information you provide in this study will only be used for purposes of academic research only. 
Section A: Basic Information 
1. Age category
1. 18 – 24
2. 25 – 34
3. 35 – 44
4. 45 – 54
5. 55+
	
2. Gender
1. Male
2. Female
3. Prefer not to say
		
3. Department of work
1. Pest control
2. Customer services 
3. Sales and marketing
4. Administration 
5. Accounts/ finance
6. HRM
7. Operations
8. Logic suppliers 
4. Length of service at Rentokil (s)
1. Less than 1
2. 1 – 3
3. 4 – 6
4. 7 – 10
5. More than 10

5. Skills gained from training
1. Technical
2. Health and safety
3. Communication
4. Customer service
5. Chemical, pesticides, biocide
6. Problem solving
7. Leadership / supervisory 
8. Sales representants 

6. Current position
1. HR officer
2. Finance
3. Administrative
4. Sales representative
5. Customer service officer
6. Operations manager
7. Supervisor/ team leader
8. Pest control technician 
7. Frequency of training
1. Never
2. Once a year
3. Twice a year
4. Three or more times a year
5. Only when required by law, or policy
8. Frequency of promotions
1. Never
2. Once
3. Twice
4. Three or more times
5. Not applicable recently employed
9. Financial Incentives
1. Performance bonus
2. Commissions
3. Profit sharing
4. Stock options
5. Referral bonuses
6. Pay and allowances
7. Wage incentives 
Section B: Career Progression
What is your level of agreement or disagreement with the following items on career progression. 1 = strongly disagree to 5 = strongly agree. 
	Items
	1
	2
	3
	4
	5

	I receive support from my managers and supervisors to develop my career
	
	
	
	
	

	I receive encouragements to take up higher responsibilities
	
	
	
	
	

	Rentokil Initial provides me with clear opportunities to grow my career
	
	
	
	
	

	I have better understanding of all requirements I need to receive promotions at the company
	
	
	
	
	

	I receive better opportunities to help me advance in my career depending on my performance level
	
	
	
	
	





Section C: Skill development
What is your level of agreement or disagreement with the following items on skill development. 1 = strongly disagree to 5 = strongly agree. 
	Items
	1
	2
	3
	4
	5

	Rentokil Initial offers training that gives me the ability to perform my job
	
	
	
	
	

	I receive training that is relevant to my current job responsibilities
	
	
	
	
	

	Training programs allow me to develop new skills that I need within the industry
	
	
	
	
	

	The company gives me enough opportunities to attend training and development programmes
	
	
	
	
	

	I gain skills that increases my confidence at work
	
	
	
	
	



Section D: Financial Incentives
What is your level of agreement or disagreement with the following items on financial incentives. 1 = strongly disagree to 5 = strongly agree. 
	Items
	1
	2
	3
	4
	5

	I receive a fair salary that relates to my duties and responsibilities
	
	
	
	
	

	Rentokil Initial offers financial rewards that motivates me to perform well
	
	
	
	
	

	The organization provides fair financial benefits, allowances, and bonuses
	
	
	
	
	

	The organisation provides financial incentives that makes me feel valued
	
	
	
	
	

	Rentokil Initial provides financial rewards that encourages me to retain in the company
	
	
	
	
	



Section E: Employee retention
What is your level of agreement or disagreement with the following items on employee retention. 1 = strongly disagree to 5 = strongly agree. 
	Items
	1
	2
	3
	4
	5

	I have plans to continue working at the Rentokil Initial in the future
	
	
	
	
	

	I would recommend Rentokil Initial at a great place to work
	
	
	
	
	

	I rarely give my thoughts about leaving Rentokil Initial
	
	
	
	
	

	Rentokil Initial offers me with enough reasons to continue working here
	
	
	
	
	

	My decision to work at the Rentokil Initial relies on my career growth. training, and rewards
	
	
	
	
	




Section E: Job satisfaction
What is your level of agreement or disagreement with the following items on job satisfaction. 1 = strongly disagree to 5 = strongly agree. 
	Items
	1
	2
	3
	4
	5

	I am satisfied with my current job at Rentokil Initial
	
	
	
	
	

	I have motivation when I perform my duties effectively
	
	
	
	
	

	I am satisfied with support I receive from my manager or supervisors
	
	
	
	
	

	I feel that Rentokil Initial recognises my work
	
	
	
	
	

	The workplace at Rentokil Initial makes positive contribution to my job satisfaction
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