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[bookmark: _Toc134191168][bookmark: _Toc134191242]Chapter 1: INTRODUCTION
Employee attrition rate can be defined as the pace at which employees leave the company; this is often calculated as an annual figure or several employees over another time frame. Since the employees are the heart of any business and the direct link between the product or service and the customer, business owners have learned that retaining good employees strengthens their organisation.
	In the following study, I will argue the attrition rate and its impact on the company’s productivity. The main objectives of this study are to define the attrition rate, understand the dominant factors leading to employee retention, present the fundamental types of attrition, and link the pros and cons of the attrition rate with the company’s productivity rate. The abovementioned study objectives lead to two focal questions of the research as per below: ‘How does the attrition rate impact company’s productivity?’ and ‘What actions can be taken to impact the attrition rate positively?’
This research is conducted to understand the factors influencing the attrition rate of a company. The attrition rate can affect several aspects of the business, such as performance and operations. A high attrition rate can create several issues for the company. Understanding the factors affecting the attrition rate can help the company maintain a low one. Also, the company might be able to resolve issues causing the attrition rate to grow higher. The research will also help identify the portion of employees mainly affected by the attrition rate. It can help the company make changes accordingly to minimise its attrition rate. Internal and external factors that affect the attrition rate are also discussed in the report, as well as how the business performance is affected.
A high attrition rate means employees are unsatisfied and frequently leave the business. At the same time, a low attrition rate means happy and satisfied employees. Therefore, the attrition rate is quite an effective term and impacts a business in several ways (Costa, 2021). A high attrition rate impacts an organisation by putting a negative image on the company and also demoralising the employees, which affects organisational performance. Therefore, this research is of greater significance as it will determine the impact of the attrition rate on the organisational performance of Clipper Logistics.
Clipper Logistics plc is a company that specializes in retail logistics for UK and European retailers that sell high-value items like fashion, tobacco, and alcohol. The company is headquartered in Leeds and operates across 47 sites in Europe. In May 2022, GXO Logistics acquired Clipper Logistics on the London Stock Exchange. Clipper Logistics sets itself apart from other companies in the market with its unique features:
· Enablers of growth and productivity- the experts in retail and high-value logistics who can provide the process, the experience, the fleet and the people to help your business grow.
· Agile, able and fast- have a flexible ‘flat’ structure that gives direct access to senior specialists ranging from experts in warehouse design to project management and implementation.
· Collaborative and solution-driven- eager to deliver results through leadership, operational excellence and innovation within the logistics sector.
Diverse customer portfolio- vast customer portfolio, including market leaders, start-ups and fast emerging brands, treated with the same flexibility and exceptional service, regardless of the business size (Clipper Corporate, 2019).
The above topic has been chosen for my research as it is becoming a concerning problem across UK businesses. With the ongoing economic crisis and post-Brexit environment, the high attrition rate has become an issue that requires a different/unique approach. As an example, my research is going to be based on the data collected from a sole company, ‘Clipper Logistics PLC’, which embodies multiple other logistics and transport companies across the UK with the same characteristics: multiple nationalities employed, cheap/unqualified labour force, seasonal job openings and employees demand.
To answer the research questions, I will first introduce you to the literature review regarding attrition rate and tell why it is such an essential factor in the growth and development of a healthy business. Next, I will discuss the theories on which I based my line of argument and my methodology choices. Following the methodology part, I will move to the analysis of this study, where I will present my findings and discuss if they confirm the theory. Lastly, I will develop the conclusion and reflect on how my theory, methodology and results match.
	By the end of this study, we should be able to understand the influence of the attrition rate on the company’s productivity based on the current business environment and come up with reasonable solutions for the employers facing the matter.
[bookmark: _Toc134191169][bookmark: _Toc134191243]Chapter 2: LITERATURE REVIEW
[bookmark: _Toc134021740][bookmark: _Toc134191170][bookmark: _Toc134191244]2.1 Base Theory of the Sub-discipline/Different Background Aspects of this Concept 
Irman and Purwati (2020) explored that attrition rates are when employees are ready to leave the organisation over a short period. Therefore, it can be a critical situation or metric for the companies to monitor, as the high attrition rates can directly affect the performance of an organisation. This is because it contains various sub-discipline and different background aspects, which impacts the company's performance because of the high attrition rates. 
The sub-discipline of high attrition rates includes the impact of employee engagement. Employee engagement is when employees become committed, involved, and dedicated to the organisation. When employees get engaged with the organisation and feel comfortable and safe in the workplace, they are likelier to stay in the company and perform effectively to attain various goals and objectives. Conversely, disengaged employees will be ready to leave the company anytime, enhancing attrition rates. According to Lin and Huang (2021), another sub-discipline can be considered talent management. Talent management is the approach the company uses to attract, develop and retain their top talented employees. Companies with effective talent management can function better and efficiently retain their well-skilled employees, leading to decreasing attrition rates. These programs can include opportunities relating to training and development, performance management processes and the benefits from compensation and incentives programs. These sub-disciplines are very impactful for the development of the company and its performance. 
Pratama et al. (2022) identified various background aspects that can affect the company's performance because of the high attrition rates. For example, the cost of employee turnover can affect the company's performance, as when an employee leaves the company, there will be the cost of training and recruiting new candidates. These costs can increase quickly if the company needs high-skilled employees for higher or specialised positions. It will also result in low productivity as the new employee will take their time to perform and to learn the functions performed by the company. Another aspect can be considered employee morale; when employees identify that their colleagues are leaving the organisation, it can create a sense of uncertainty. It can also decrease employee morale and job satisfaction, increasing the workplace's attrition rate.
High attrition rates can also affect the reputation of the company as the employee leaving the organisation can share some negative experiences with others which can damage the reputation and goodwill of the organisation. As per Kale et al. (2022), a company's performance can slow down due to high attrition rates within the organisation, directly impacting the company's growth and development. To avoid its impact, companies need to make strategies to ensure their employees feel valued and recognised or appreciated by their higher management. High attrition rates can affect not only the performance of an organisation but also create a massive impact on the company's turnover. The company's profitability and revenue will also be decreased if a high number of employees leave the organisation for an extended period. To reduce the impact of high attrition rates, companies must identify various approaches and strategies to help them overcome these issues.

[bookmark: _Toc134021741][bookmark: _Toc134191171][bookmark: _Toc134191245]2.2 Theoretical Frameworks/Models and related research issues
Jin et al. (2020) explored that high attrition rates can be described as when employees are unwilling to work with an organisation and decide to leave the company. This factor can affect the company's performance, decrease productivity, increase the cost of training and recruiting, and negatively impact the company's reputation. Various theoretical frameworks and models can be used to create a better understanding and research of the impact of high attrition rates on companies' performance. 
According to Zimmerman et al. (2019), human Capital Theory is about increasing the organisation's efficiency and productivity and developing a growth factor in the company’s employees. This theory is related to the Human Resource management of the organisation. The view of Human Capital provides that the employees should be considered the company’s valuable asset, and their skills, knowledge, and abilities should contribute to an organisation’s overall productivity and growth. Conversely, employees leaving the organisation can lead to a valuable loss for the company and negatively impact its performance.
Next, the Job Embeddedness theory/model discusses that employees will stay in the organisation when they feel connected in the workplace and embedded with their jobs. Companies should focus on engaging and connecting employees with the workplace to retain their top talented employees. Factors like social connections, job satisfaction and a connection with the organisation will contribute to decreasing the attrition rates in the organisation. They will help to retain valuable employees in the company. 
Kurniawaty et al. (2019) identified that the model of Organisational Commitment is more likely to make employees feel committed to their work or organisation. This model suggests that every organisation should make their work environment in that manner, which can increase employees’ dedication and commitment level towards their work. It can include Reporting research findings. The factors like organisational support, opportunities for career advancement and job security for the organisation will increase the commitment level and decrease the attrition rates. This model can become very beneficial for the companies to retain their top talented employees within the organisation and for their smooth run business activities.
The Turnover Intention Model has focused on employees who are unhappy with their jobs and have a harmful or destructive experience in the workplace. This model suggests that employees who have gained negative experiences from work are more likely to affect turnover intentions. It can include various factors like stress from the job, job this satisfaction, lack of opportunities for growth and unavailability of resources which can provide job security.
Research issues related to high attrition rates are more likely to understand the reason behind employees leaving the organisation. The main aim of this research is to identify the factors that can contribute to high turnover rates and reduce the impact of attrition rates on the company's performance. As per Lazzari et al. (2022), the research issues contain various questions that arise when employees decide to leave the company. Such questions can include the common reasons for employees leaving an organisation and how these reasons vary in different sectors and jobs. How can employee engagement, job satisfaction, and an organisation's culture lead to high attrition rates? How does recruiting new employees affect the company's financial performance, and what strategies should the company implement to reduce such costs? To identify the answer to these questions, various research methods include surveys, interviews and case studies which provide a better understanding of the factors contributing to high attrition rates and the company's overall performance.





[bookmark: _Toc134021742][bookmark: _Toc134191172][bookmark: _Toc134191246]2.3 Previous Studies and lessons learnt 
High attrition rates can also be determined as employee turnover and can significantly impact the performance and productivity of an organisation. Previous studies of high attrition rates have provided that it can create several negative impacts on the performance of an organisation. According to a study by Oxford Economics, it has been revealed that companies are bearing the cost of replacing an employee around £4000 to £11000, which depends on the level of job position. According to Kumar (2022), this also includes the cost of advertisement recruitment agency fees and onboarding new candidates into the organisation. The direct cost of replacing employees has been studied, but the indirect cost of replacing employees is associated with high attrition rates. The indirect cost includes reduced productivity, decreased confidence and morale of employees and increased training costs. In addition, it has been studied that when an employee leaves the company, they also take their expertise and knowledge with them, which provides a considerable loss in the productivity and efficiency of an organisation.
Previous studies have provided that a High attrition rate can create a significant impact on the company's performance, and it also includes discouragement in the employee's morale and confidence, reduces the productivity of the company, decrease the effectiveness of customer services and addresses the root cause of the turnover of the company. The study by different theorists has provided that to reduce the impact of high attrition in the company; every organisation should focus on engaging their employees with the organisation and provide all the resources needed by the employees in the workplace. These studies have confiscated various moments when employees get tired of their jobs and leave the organisation. It leads to an increase in the attrition level that affects the company's performance directly and directly. 
Previous studies have taught various lessons on high attrition rates and their impact on companies performance. The study has been made on the understanding of the causes of attrition and the reasons why employees are leaving their jobs at a high level. Research has shown that some common causes of the equation include poor management of the company, lack of career growth and development opportunities, inadequate compensations and benefits and a hostile environment. It has also been provided that opportunities for career development and training programs are essential for retaining top talented employees in the organisation. The research has shown that employees who feel that their companies are investing in their growth and development program those employees are more likely to stay in that organisation for the long term. The research of Loomer et al. (2022) also provided that creating a positive work culture will make employees stay in the organisation longer. Creating positive work culture can involve implementing policies that promote work-life balance and encourage teamwork and collaboration. These lessons learned from the previous studies and research will be very beneficial for any organisation to improve their performance and reduce the number of attrition in their workplace. Such lessons have increased the potential of organisations to invest in the development programs of their employee's careers and skills, which will help to increase the possibility of employees performing well and with all their ability. It will increase the efficiency and effectiveness of the organisation and employees at that level; both will fully engage with each other.



[bookmark: _Toc134021743][bookmark: _Toc134191173][bookmark: _Toc134191247]2.4 Gaps Identified to situate own research 
Several gaps have been identified in this research based on high attrition rates and their impact on companies' performance. Such gaps significantly impact companies' performance and constantly increase the attrition rates in organisations’ workplaces. With the help of this research, various gaps have been identified in this context which will help organisations to develop effective strategies for reducing the attrition rates in their workplace. The research lacks a comprehensive understanding of the cause of high attrition rates. Some of the research has studied the factors that contribute to the high attrition rate, but there are still some unknown facts about employees leaving their jobs at a high level. Kral et al. (2022) explored that an increase in the comprehensive understanding will lead to more effective strategies for retaining top talented employees. Another gap is limited research on the high attrition rates impacting the company's performance. It is generally assumed that high attention rates can affect the performance of an organisation, even though there is minimal research on this aspect. This gap also creates a negative impact on the overall productivity of any organisation. Limited research in effective retention strategies is also a gap that makes it ineffective in reducing attrition rates.
Little research that compares the effectiveness of different strategies has made it more difficult for companies to adopt an appropriate strategy for the retention of employees in the organisation. Another gap for high retention and its impact on companies' performance can be considered as limited research on organisational culture's role in retaining top talented employees. Arasanmi and Krishna (2019) identified that corporate culture could be considered an essential factor for employee retention in any organisation. However, this respect has also limited research, which made it difficult for organisations to understand the importance and role of organisational culture in the workplace. As a result, this gap leads to high attrition rates in the organisations, and they have to bear various losses in this accordance. There needs to be more research on the impact of high attrition on employees' morale. When any employee leaves the organisation, it significantly impacts the performance of another employee as their morale and confidence decrease. It can also impact the productivity, performance and profitability of an organisation. All these gaps significantly impact the company’s performance and become an obstacle to adopting appropriate strategies to retain top talented employees.


[bookmark: _Toc134191174][bookmark: _Toc134191248]Chapter 3: RESEARCH METHODOLOGY
Research methodology is the systematic process of collecting and analysing data to answer a research question or hypothesis. It involves using different research methods, techniques, and tools to ensure accurate and reliable findings. The methodology provides a framework for conducting research, which includes designing the study, collecting and analysing data, and interpreting the results. The choice of methodology depends on the research question, the type of data, and the research objectives. A well-designed methodology is crucial for the success of any research project because it ensures that the findings are valid and applicable.
To have a better overview of the research methodologies applied in the current work, I will be referring to Sounders’ “Research onion” graph.
Peeling out the research onion:
[image: Chart, sunburst chart
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Philosophies
· Positivism was founded on the belief that the study of human behaviour is very similar to studies of the natural sciences. Therefore, the research process should be conducted in the same manner. This philosophy assumes that social reality is independent of us and exists regardless of whether we know it (Collis & Hussey, 2014, pp.52–53).
· Interpretivism is a reaction to positivism concerned with understanding human behaviour from the participant’s frame of reference. It assumes that social reality is within us; therefore, investigating truth affects that reality (Collis and Hussey, 2014, pp.53–54).
· Realism emphasises the role of language an power relations, seeking to question accepted ways of thinking and giving voice to alternative marginalised views. Realists go even further than interpretivism in their critique of positivism, attributing even more importance to the role of language (Saunders, Lewis and Thornhill, 2019, p.147).
· Pragmatism asserts that concepts are only relevant where they support action. In this case, research starts with a problem and aims to contribute practical solutions that inform future practice (Saunders, Lewis and Thornhill, 2019, p.151).
As expected for this specific research, the researcher will choose positivism as the research philosophy. This is because it will provide positive information to make this research successful by remaining neutral and detached from the research data and undertaking the study as far as possible in a value-free way.
[bookmark: _Toc134191176][bookmark: _Toc134191250]Approaches
· The deductive approach involves the development of a theory that is then subjected to a rigorous test through a series of propositions. On the other hand, the scientific approach emphasises structure, quantification, generalizability and testable hypotheses.
· The inductive approach is mainly concerned with the context in which certain events occur; it is connected to humanities and emphasises the importance of subjective interpretations (Saunders, Lewis and Thornhill, 2019, p. 153-154).
The deductive method will be chosen during the research process of the present work. It will allow the researcher to explain causal relationships between concepts and variables in a highly structured methodology to facilitate replication- a critical issue to ensure reliability.
[bookmark: _Toc134191177][bookmark: _Toc134191251]Strategies
· Experimental studies are a positivistic methodology conducted in a laboratory or in a natural setting in a systematic way that permits considerable control by allowing the researcher to eliminate certain variables or keep some variables constant.
· The survey is a positivistic methodology whereby a sample of subjects is drawn from a population and studied to make inferences about the people.
· Action research is an approach which assumes that the social world is constantly changing, and the researcher, together with the research, is part of this change. It involves a cycle of planning, acting, observing and reflecting.
· A case study is an example of phenomenological methodology and can be defined as an extensive examination of a single instance of a phenomenon of interest (Samuel, 2013).
· Ethnography stems from anthropology. It is an approach in which the researcher uses socially acquired and shared knowledge to understand the observed patterns of human activity.
· Grounded theory is one of the interpretive methods used to describe the world of the person or persons under study. The research finding constitutes a theoretical formulation of the reality under investigation. Thus, the theory is generated by observations rather than being decided before the examination.
· Archival research involves searching for and extracting information and evidence from original archives (non-current documents and records) (Collis & Hussey, 2014, pp.57-75).
The research strategy provides a plan followed throughout the entire research. Within this work, the researcher will use a survey strategy to collect data through interviews and questionnaires in the workplace environment.
[bookmark: _Toc134191178][bookmark: _Toc134191252]Choices
· Quantitative research examines relationships between variables, measured numerically and analysed using statistical and graphical techniques.
· Qualitative research studies participants’ meanings and relationships between them, using various data collection techniques and analytical procedures to develop a conceptual framework and theoretical contribution.
· The mono-method study is a research design that uses a single data collection technique.
· The multi-method study is a research design that uses more than one data collection technique.
· Mixed methods research is a branch of multiple methods research that integrates quantitative and qualitative data collection techniques band analytical procedures in the same research procedures.
The present work will be using the mixed methods research choice as I do believe that flexibility in the selection and use of both quantitative and qualitative data is legitimate, providing the opportunity to test theoretical propositions followed by further research to develop a researcher’s theoretical understanding (Saunders, Lewis and Thornhill, 2019, p.176-185)
[bookmark: _Toc134191179][bookmark: _Toc134191253]Time horizons
· Cross-sectional studies are designed to obtain information on variables in different contexts simultaneously. They are conducted when there are constraints of time or resources. The data is collected once, over a short period, before it is analysed and reported (Collis and Hussey, 2014, pp.61-62).
· Longitudinal study studies over time of a variable or group of subjects. The aim is to research the dynamics of the problem by investigating the same situation or people several times or continuously over the period in which the problem runs its course.
In that context, this particular research will be formed under the cross-sectional time horizons that will require the researcher to complete this study within a limited time frame, offering the benefit of inexpensiveness and avoiding the problem of chronological change and losing only a few of the studied subjects (Collis and Hussey, 2014, pp.64–65)


[bookmark: _Toc134191180][bookmark: _Toc134191254]Techniques and procedures- Data collection and data analysis
As the name suggests, data collection methods are used in that part of the research process, which is concerned with collecting data. Many research projects use more than one method. I will use interviews and questionnaires as the primary data collection methods in the present research.
· Interviews are a method of collecting data in which selected participants are asked questions to determine what they do, think or feel. Interviews make it easy to compare answers and maybe face-to-face, voice-to-voice or screen-to-screen, conducted with individuals or a group of individuals. Interviews permit the researcher to ask more complex questions and ask follow-up questions. Thus, further information can be obtained. In addition, an interview may help to a high degree of confidence in the replies. It can take account of non-verbal communication, such as the attitude and behaviour of the interviewee.
· Questionnaires are a popular method of collecting data. It represents a list of carefully structured questions chosen after considerable testing to elicit reliable responses from a chosen sample. The aim is to determine what a selected participant group thinks or feels. A questionnaire survey is cheaper and less time-consuming than interviews; extensive samples can be taken. The main decisions when using questionnaires are concerned with selecting a suitable sampling method and sampling size and carefully designing the questionnaire with the excellent type of questions depending on the researcher’s needs (Collis and Hussey, 2014, pp.150).
Selecting a sample is a fundamental element of a positivistic study. The present research will study a small population of 50 employees chosen randomly, as in a raffle where every member of the population is given a number. Then the numbers are pulled out of a hat. A sample from a population chosen to be random and large enough should be completely unbiased. An unbiased sample will give the views of each section of a people in a balanced way and should be made up of members from each section.






















[bookmark: _Toc134191181][bookmark: _Toc134191255]Chapter 4: DATA ANALYSIS AND DISCUSSIONS
This section will elaborate on the questionnaire and interview findings in the present research.
[bookmark: _Toc134191182][bookmark: _Toc134191256]4.1 Questionnaire results
	The researcher designed a ten-question questionnaire and collected data from 50 Clipper Logistics plc employees as part of the data collection process. The findings of each question shall be presented graphically and discussed analytically in the section below.
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Question one results have shown that 48% of the selected sample have been working for the company for at least three years, and another 36% have been with the company for more than five years. Therefore, we can already admit that the company must provide good employment conditions allowing them to keep their employees around for considerable periods.Figure 1For how long have you been working in the current organisation?


Moving over to question number two, we can see that 56% of the researched sample tend to spend between 40 to 48 hours at their workplace weekly, a fact that allows us to deduct the following: we are dealing with a company big enough and developed enough, being able to provide their employees not only with full-time jobs but also with the opportunity for overtime hours. The chance that 30% of the sample is taken advantage of.Figure 2 How many hours do you spend at your workplace on weekly basis?

Question number three has shown that most of the chosen sample feels secure in their current role (48%). The above allows us to deduce that the company has a well-structured and effective training program enabling them to allocate the right employee to the suitable workplace. This fact will have a direct influence on the company's turnover. On-the-job training is considered one of the most cost-effective employee training techniques, allowing new hires to learn as they work. This approach to training is also adopted for newly promoted employees or those transitioning to new roles within the organisation.Figure 3 How secure do you feel in your current role?

Question number four findings communicate that 38% of the studied sample of employees appreciated the working environment within Clipper Logistics company as being healthy and friendly. In contrast, another 30% and 24% appreciate it as being stressful and respectively demanding a high level of responsibility. Both opinions and classifications can correlate with the fast-paced logistics environment in which the company operates. Successfully managing the seven elements of logistics (order placing, materials handling, warehousing, inventory management, transport, packaging, and monitoring) demands a high level of responsibility and great attention to detail from each individual involved in the process. This fact might result in a periodic increase in the company's attrition rate. The word 'periodic' refers to the peak periods the company is going through during the year when the amount of work is going up, as well as the level of stress the employees are exposed to.Figure 4 How would you apreciate the working environment within your arganisation?


Question number five, based on the motives of employees staying in the company, provides us with the winning answer of 'good benefits and incentives'(36%), followed by ' career growth, learning and development'(18%), which can be appreciated again as a positive benchmark in the process of analysing the company's attrition rate.
Figure 5 What makes you stay in the company?
Questions number six and seven have shown the fact that the majority of the analysed sample of employees are very likely to leave the company in case of a better payment opportunity, thus at present, Clipper Logistics is offering competitive wages on the market, with the understanding that money and financial stability are the primary drivers of people looking for a job in the first place. Also, money stimulates employees' performance and loyalty in second place.

Figure 6 If you decide to leave the company, what would be the reason?

Figure 7 How likely are you to stay with this organisation if you were to receive a salary increase from another organisation?
Questions number 8 and 9 results suggest that most Clipper Logistics employees would enthusiastically reapply for a job within the company and would happily refer someone to work here. This fact tells us that the company offers decent work conditions and environment, both salary and safety-wise. On the other hand, roping in old employees might also benefit the company's performance and cost-effectiveness. A former employee is already trained, saving training and development investment. It takes time for a new employee to adapt to the organisational culture, grasp work needs and deliver results. In contrast, an old-timer is familiar with the culture, the practices, and the people.

Figure 8 How enthusiastically would you reapply for a job here?

Figure 9 How likely would you be to refer someone to work here?
Question number ten results state that around 88% of the researched employees have never considered quitting their jobs to pursue non-work options; this again confirms that financial well-being is vital nowadays, and low and middle-class society's quality of life directly depends on the constant income we receive weekly or monthly from our employers.

Figure 10 I have never considered quitting my job to pursue non-work options.

[bookmark: _Toc134191183][bookmark: _Toc134191257]4.2 Interview results
As the second part of the data collection process, the researcher designed an interview of three fundamental questions derived from the company's attrition rate topic. Two interviewees responded to the interview questions and expressed their opinion on the main reasons for employees leaving the company, the main actions to reduce the attrition rate, and culture fit and skills versus the recruitment process.
In question number one, the first interviewee states that the top three reasons for the employees leaving the company can be summarised as unhappiness with the physically demanding type of work, looking to approach a new career industry, and looking for a more rewarding salary. Being addressed the same question, the second interviewee also admits that Clipper Logistics company is having most of its fallout in personnel due to a lot f manual work involved in the job "A lot of manual labour involved in the job; patients deliveries, 400-500 kg, for every hundred kg, is ten boxes, so it is 40 to 50 boxes, and you are making 20 to 50 trips in and out".
In question number two, both interviewees suggested that actions taken by the management team at all levels to reduce the attrition rate can be summed up to the following:
· annual employee engagement surveys
· annual driver's briefing
· one to one meeting with management and employees, as requested
· invested 11 million pounds in a new fleet and the best equipment available on the market
· 10% pay raise, plus an increase in the bonuses and overtime rate
· Improvement on the training package "We would take drivers with little or no experience and train them to do the job we want."
· introduced the two-person trial to reduce the workload
Finally, the third interview question communicated that our interviewees agree that cultural fit and skills are critical in recruitment. Having an excellent healthy culture is essential to employ the right people. Environments have an inferior culture where people will work for a few weeks and leave because it is not a lovely place to work or a happy atmosphere. In Clipper logistics offices, not only do people have jokes and laughs, but as long as everyone is doing their job, the management likes to encourage people to have a good time at their work because this way, they will keep wanting to come back to their workplace.


[bookmark: _Toc134191184][bookmark: _Toc134191258]4.3 Discussion
The further section will take us back to the research aims and objectives targeted at the beginning of the current work and will critically analyse in which measure the research mission has been accomplished.
After conducting a competitive analysis on how attrition rate impacts a company’s productivity, we found that it is a crucial factor affecting a business's overall success. In addition, high attrition rates can indicate underlying issues that need to be addressed, such as poor management, low employee engagement, or inadequate compensation packages.
One study the researcher came across found that companies with high attrition rates experienced a drop in productivity of up to 25%. This is because employees take valuable knowledge and experience that cannot be easily replaced when they leave. Moreover, the remaining employees may feel overworked and demotivated, decreasing productivity.
On the other hand, companies with low attrition rates tend to have a more stable workforce. As a result, they can better retain top talent. This can increase productivity, as employees are more likely to feel satisfied and engaged.
Even though the questionnaire and interview results look optimistic, the focus company of our research- Clipper Logistics, is currently experiencing an increased attrition rate. If we take a look at the statistical data below, sourced from the company’s "Resource Planning Engine" platform, we can observe a slight increase in attrition rate percentage over the past three years. According to Gallup, a 10% turnover is healthy, but every industry and every organisation is different. While according to the table below, we can observe that from 2019 to 2022, the Clipper Logistics attrition rate has increased from 17.8% to 27.2%, which is an alarming indicator. A 20% attrition rate can be considered high for several reasons. For one, it means that one in every five employees is leaving the company, which can lead to a significant loss of talent and expertise.
Additionally, high attrition rates can indicate underlying issues within the company, such as a toxic work environment, poor management, or inadequate employee support. This can ultimately harm the company's reputation, decrease productivity, and lead to higher costs associated with recruiting and training new employees. Therefore, the company needs to address high attrition rates and identify the root causes to retain top talent and maintain a healthy and productive work environment.
	Financial Year
	New Starters
	Leavers 
	Attrition rate
	Main reasons for leaving

	2019
	2117
	378
	17.8%
	· Voluntary personal 
· Voluntary Relocated                
· Voluntary didn't like the role 
· Involuntary 
gross misconduct

	2020
	2576
	556
	21.5%
	

	2021
	3067
	875
	28.5%
	

	2022
	3112
	849
	27.2%
	



To address high attrition rates, companies can implement strategies such as offering competitive salaries and benefits, providing career growth and development opportunities, and fostering a positive work culture. By taking these steps, companies can create a more supportive and engaging environment that encourages employee retention and ultimately leads to higher productivity.
The present research has shown that several strategies can be implemented to reduce employee turnover.
Firstly, creating a positive work culture that promotes employee engagement and job satisfaction is essential. This can be achieved by providing opportunities for growth and development, offering competitive compensation packages, and recognising and rewarding employees for their hard work and achievements.
Secondly, it is essential to establish effective communication channels between management and employees. For example, regular check-ins, feedback sessions, and open-door policies can help employees feel heard and valued and create trust and loyalty towards the organisation.
Thirdly, addressing any issues or concerns employees may have is crucial. This can be done through employee surveys, focus groups, and exit interviews to identify improvement areas and take corrective actions where necessary.
In conclusion, by implementing these strategies, organisations can positively impact the attrition rate and create a work environment that attracts and retains top talent. 
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In conclusion, the analysis of our attrition rate data highlights the urgent need to address the problem of high turnover. This issue not only incurs significant costs for the company but also harms employee morale and productivity. To tackle this problem, it is essential to identify the root causes of attrition, including inadequate compensation, poor management, or lack of career growth opportunities. Once these issues have been identified, it is critical to implement effective strategies to address them and create a positive work environment that values and supports employees. Reducing attrition will improve our organisation's overall health and success while enhancing our workforce's well-being and satisfaction.
Our research has uncovered insightful findings regarding attrition rates within organisations. Specifically, we have identified the primary reasons behind high attrition rates, including insufficient compensation, limited opportunities for growth, and a lack of job satisfaction. Our study also revealed that companies with high attrition rates experience decreased productivity and increased recruitment costs. Therefore, organisations must prioritise these issues and foster a positive work environment to reduce attrition and enhance overall performance.
Building a solid company culture, offering workplace flexibility, promoting work-life balance, providing personal and professional growth opportunities, and implementing employee recognition programs are all proven ways to reduce attrition rates. By prioritising these crucial factors, businesses can create a positive work environment that fosters employee satisfaction and loyalty. In addition, with lower attrition rates, companies can save money on recruitment and training costs while enjoying the benefits of a stable and engaged workforce.
Reducing employee attrition is a complex issue that requires further investigation. One area that could be explored is whether job satisfaction affects employee turnover. Another area of interest is examining how different leadership styles impact attrition rates. It may also be helpful to analyse the effectiveness of employee retention programs to gain insights into reducing attrition. Additionally, evaluating how work-life balance affects employee turnover rates could provide valuable information. These are just a few potential areas for future research, and further investigation can help organisations retain their top-performing employees.
When studying employee attrition rates, it is essential to consider the limitations that may affect the accuracy of the results. For example, the study may need to provide specific reasons employees leave, such as a lack of career growth opportunities or a hostile work environment. Additionally, the study may only focus on a specific department or employee level, which may not reflect the overall attrition rate of the entire company. As such, it is essential to keep these limitations in mind when interpreting the results of an attrition rate study.
The conclusion chapter of the attrition rate study highlights the importance of job satisfaction, work-life balance, and career development opportunities in retaining employees. The report recommends that organisations prioritise creating a positive work environment, offering competitive compensation, and investing in employee training and development to reduce attrition rates and retain their best employees. These measures can help companies maintain a stable workforce and minimise the costs associated with high employee turnover.
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a) Less than 1 year	b) 1 to 3 years	c) Over 5 years	8	24	18	



a) Less than 30 hours	b) Between 40 and 48 hours	c) More than 48 hours	7	28	15	
1. For how long have you been working in the current organization?	



a) Healthy/friendly	b) Stressful	c) Conflictual	d) High level of responsibility 	19	15	4	12	



1 not secure at all	2 not secure	3 neutral	4 secure	5 extremely secure	0	3	15	24	8	



a)	Feeling Valued, Recognize, Respected	b)	Paid Well	c) Good Benefits and Incentives	d) Believe in The Company Mission and Vision	e)   Working Environment Satisfaction	f)	Career Growth, Learning and Development	7	6	18	4	6	9	



a) Personal	b) Better pay/another job	c) Looking for more flexibility	d) Did not like the role	e) Relocation	f) Pursue ather goals	4	26	8	6	0	6	



a) Personal	b) Better pay/another job	c) Looking for more flexibility	d) Did not like the role	e) Relocation	f) Pursue ather goals	4	26	8	6	0	6	



1 extremely unenthusiastically	2 unenthusiastically	3 neutral	4 enthusiastically	5 extremely enthusiastically	4	8	12	21	5	



1 extremely unlikely	2 unlikely	3 neutral	4 likely	5 extremely likely	3	8	13	20	6	



1 strongly disagree	2 disagree	3 neutral	4 agree	5 strongly agree	1	3	2	21	23	
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APPLICATION FOR ETHICAL APPROVAL



In order for research to result in benefit and minimise risk of harm, it must be conducted ethically. A researcher may not be covered by the University’s insurance if ethical approval has not been obtained prior to commencement.



The University follows the OECD Frascati manual definition of research activity: “creative work undertaken on a systematic basis in order to increase the stock of knowledge, including knowledge of man, culture and society, and the use of this stock of knowledge to devise new applications”. As such this covers activities undertaken by members of staff, postgraduate research students, and both taught postgraduate and undergraduate students working on dissertations/projects.



The individual undertaking the research activity is known as the “principal researcher”.



Ethical approval is not required for routine audits, performance reviews, quality assurance studies, testing within normal educational requirements, and literary or artistic criticism.



Please read the notes for guidance before completing ALL sections of the form.



This form must be completed and approved prior to undertaking any research activity. Please see Checklist for details of process for different categories of application.  



SECTION A: About You (Principal Researcher)

		1

		Full Name:

		Carolina Cioinac



		2

		Tick all boxes that apply:

		Member of staff:

		☐

		Honorary research fellow:

		☐



		

		Undergraduate Student

		☒		Taught Postgraduate Student

		☐		Postgraduate Research Student

		☐





		3

		Institute/Academic Discipline/Centre:

		

University of Wales Trinity Saint David



		4

		Campus:

		London





		5

		E-mail address:

		

1921599@student.uwtsd.ac.uk



		6

		Contact Telephone Number:

		

07909502363



		

		For students:



		7

		Student Number:

		1921599



		8

		Programme of Study:

		BA (Hons) Business Management



		9

		Director of Studies/Supervisor:

		Afzal Munna












SECTION B: Approval for Research Activity

		1

		Has the research activity received approval in principle?

(please check the Guidance Notes as to the appropriate approval process for different levels of research by different categories of individual)

		YES

		☒		NO

		☐

		

		

		Date 18/02/2023



		2

		If Yes, please indicate source of approval (and date where known): Approval in principle must be obtained from the relevant source prior to seeking ethical approval

		Research Degrees Committee

		☐		



		

		

		Institute Research Committee

		☐		



		

		

		Other (write in)



		☐		







SECTION C:  Internal and External Ethical Guidance Materials

		

		Please list the core ethical guidance documents that have been referred to during the completion of this form (including any discipline-specific codes of research ethics, location-specific codes of research ethics, and also any specific ethical guidance relating to the proposed methodology).  Please tick to confirm that your research proposal adheres to these codes and guidelines. You may add rows to this table if needed.



		1

		UWTSD Research Ethics & Integrity Code of Practice

		☒

		2

		UWTSD Research Data Management Policy

		☐



		3

		[List any other relevant documents here]

		☐







SECTION D: External Collaborative Research Activity

If there are external collaborators then you should gain consent from the contact persons to share their personal data with the university. If there are no external collaborators then leave this section blank and continue to section E.

		1

		Institution

		





		2

		Contact person name

		





		3

		Contact person e-mail address



		



		4

		Is your research externally funded?

		YES

		☐

		NO

		☐



		5

		Are you in receipt of a KESS scholarship?

		YES

		☐

		NO

		☐



		6

		Are you specifically employed to undertake this research in either a paid or voluntary capacity?

		Voluntary

		YES

		☐

		NO

		☐



		7

		

		Employed

		YES

		☐

		NO

		☐



		8

		Is the research being undertaken within an existing UWTSD Athrofa Professional Learning Partnership (APLP)?

		If YES then the permission question below does not need to be answered.

		YES

		☐

		NO

		☐



		9

		Has permission to undertake the research has been provided by the partner organisation?

		(If YES attach copy)

If NO the application cannot continue

		YES

		☐

		NO

		☐









Where research activity is carried out in collaboration with an external organisation

		10

		Does this organisation have its own ethics approval system?

		YES

		☐

		NO

		☒



		

		

If Yes, please attach a copy of any final approval (or interim approval) from the organisation (this may be a copy of an email if appropriate).









SECTION E: Details of Research Activity

		1

		Indicative title:

		Attrition rate and its influence on company’s performance



		2

		Proposed start date:

		23/02/2023

		Proposed end date:

		15/03/2023



		

		Introduction to the Research (maximum 300 words per section)

Ensure that you write for a Non-Specialist Audience when outlining your response to the points below:

· Purpose of Research Activity

· Proposed Research Question

· Aims of Research Activity

· Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain

· What the research activity will add to the body of knowledge 

· How it addresses an area of importance. 



		3

		Purpose of Research Activity



Argue the attrition rate and it’s impact on company’s productivity



(this box should expand as you type)



		4

		Research Question



How does the attrition rate impact company’s productivity?

What actions can be taken to impact the attrition rate positively?



(this box should expand as you type)



		5

		Aims of Research Activity



Answer the research questions and come up with solutions for diminution of attrition rate



(this box should expand as you type)



		6

		Objectives of Research Activity



Define the attrition rate, understand the dominant factors leading to employee retention, present the fundamental types of attrition and link the pros and cons of the attrition rate with the company’s productivity rate.



(this box should expand as you type)



		

		Proposed methods (maximum 600 words)

Provide a brief summary of all the methods that may be used in the research activity, making it clear what specific techniques may be used. If methods other than those listed in this section are deemed appropriate later, additional ethical approval for those methods will be needed. You do not need to justify the methods here, but should instead describe how you intend to collect the data necessary for you to complete your project.



		7

		

Interviews and questionnaires



(this box should expand as you type)



		


		Location of research activity

Identify all locations where research activity will take place.



		8

		

Clipper Logistics PLC offices

(this box should expand as you type)



		

		Research activity outside of the UK

If research activity will take place overseas, you are responsible for ensuring that local ethical considerations are complied with and that the relevant permissions are sought. Specify any local guidelines (e.g. from local professional associations/learned societies/universities) that exist and whether these involve any ethical stipulations beyond those usual in the UK (provide details of any licenses or permissions required). Also specify whether there are any specific ethical issues raised by the local context in which the research activity is taking place, for example, particular cultural and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the research then please state this.



		9

		





(this box should expand as you type)







		10

		Use of documentation not in the public domain: Are any documents NOT publicly available? 



		NO

		☒



		

		

		YES

		☐



		11

		If Yes, please provide details here of how you will gain access to specific documentation that is not in the public domain and that this is in accordance with the current data protection law of the country in question and that of England and Wales.







(this box should expand as you type)







		

		Does your research relate to one or more of the seven aims of the Well-being of Future Generations (Wales) Act 2015?

		

YES

		

NO



		12

		A prosperous Wales

		☐

		☒



		13

		A resilient Wales

		☐

		☒



		14

		A healthier Wales

		☐

		☒



		15

		A more equal Wales

		☐

		☒



		16

		A Wales of cohesive communities

		☐

		☒



		17

		A Wales of vibrant culture and thriving Welsh language

		☐

		☒



		18

		A globally responsible Wales

		☐

		☒



		19

		If YES to any of the above, please give details:



		

		





(this box should expand as you type)







SECTION F: Scope of Research Activity

		

		Will the research activity include:

		YES

		NO



		1

		Use of a questionnaire or similar research instrument?

		☒

		☐



		2

		Use of interviews?

		☒

		☐



		3

		Use of focus groups?

		☒

		☐



		4

		Use of participant diaries? 

		☐

		☒



		5

		Use of video or audio recording?

		☒

		☐



		6

		Use of computer-generated log files?

		☐

		☒



		7

		Participant observation with their knowledge?

		☒

		☐



		8

		Participant observation without their knowledge?

		☐

		☒



		9

		Access to personal or confidential information without the participants’ specific consent?

		☐

		☒



		10

		Administration of any questions, test stimuli, presentation that may be experienced as physically, mentally or emotionally harmful / offensive?

		☐

		☒



		11

		Performance of any acts which may cause embarrassment or affect self-esteem?

		☐

		☒



		12

		Investigation of participants involved in illegal activities?

		☐

		☒



		13

		Use of procedures that involve deception?

		☐

		☒



		14

		Administration of any substance, agent or placebo?

		☐

		☒



		15

		Working with live vertebrate animals?

		☐

		☒



		16

		Procedures that may have a negative impact on the environment?

		☐

		☒



		17

		Other primary data collection methods. Please indicate the type of data collection method(s) below.

		☐

		☒



		

		Details of any other primary data collection method:







(this box should expand as you type)

		

		





If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of the following sections (please refer to Guidance Notes).



If YES to any question, then no research activity should be undertaken until full ethical approval has been obtained. 



SECTION G: Intended Participants

If there are no participants then do not complete this section, but go directly to section H.



		

		Who are the intended participants:

		

YES

		

NO



		1

		Students or staff at the University?

		☐

		☒



		2

		Adults (over the age of 18 and competent to give consent)?

		☒

		☐



		3

		Vulnerable adults?

		☐

		☒



		4

		Children and Young People under the age of 18? (Consent from Parent, Carer or Guardian will be required)

		☐

		☒



		5

		Prisoners?

		☐

		☒



		6

		Young offenders?

		☐

		☒



		7

		Those who could be considered to have a particularly dependent relationship with the investigator or a gatekeeper?

		☐

		☒



		8

		People engaged in illegal activities?

		☐

		☒



		9

		Others. Please indicate the participants below, and specifically any group who may be unable to give consent.



		☐

		☒



		

		Details of any other participant groups:







(this box should expand as you type)

		

		







		

		Participant numbers and source

Provide an estimate of the expected number of participants. How will you identify participants and how will they be recruited? 



		10

		How many participants are expected?



		



50

(this box should expand as you type)



		11

		Who will the participants be?



		

Employees of Clipper Logistics PLC company



(this box should expand as you type)



		12

		How will you identify the participants?

		

randomly



(this box should expand as you type)









		

		Information for participants:

		

YES

		NO

		

N/A



		13

		Will you describe the main research procedures to participants in advance, so that they are informed about what to expect?

		☒

		☐

		☐



		14

		Will you tell participants that their participation is voluntary?

		☒

		☐

		☐



		15

		Will you obtain written consent for participation?

		☐

		☒

		☐



		16

		Will you explain to participants that refusal to participate in the research will not affect their treatment or education (if relevant)?

		☒

		☐

		☐



		17

		If the research is observational, will you ask participants for their consent to being observed?

		☐

		☐

		☒



		18

		Will you tell participants that they may withdraw from the research at any time and for any reason?

		☒

		☐

		☐



		19

		With questionnaires, will you give participants the option of omitting questions they do not want to answer?

		☒

		☐

		☐



		20

		Will you tell participants that their data will be treated with full confidentiality and that, if published, it will not be identifiable as theirs?

		☒

		☐

		☐



		21

		Will you debrief participants at the end of their participation, in a way appropriate to the type of research undertaken?

		☒

		☐

		☐



		22

		If NO to any of above questions, please give an explanation 



		

		

I will obtain verbal consent for participation



(this box should expand as you type)







		

		Information for participants:

		

YES

		NO

		

N/A



		24

		Will participants be paid?

		☐

		☒

		☐



		25

		Is specialist electrical or other equipment to be used with participants?

		☐

		☐

		☒



		26

		Are there any financial or other interests to the investigator or University arising from this study?

		☐

		☒

		☐



		27

		Will the research activity involve deliberately misleading participants in any way, or the partial or full concealment of the specific study aims?

		☐

		☒

		☐



		28

		If YES to any question, please provide full details 



		

		





(this box should expand as you type)







SECTION H: Anticipated Risks



		

		
Outline any anticipated risks that may adversely affect any of the participants, the researchers and/or the University, and the steps that will be taken to address them. 



If you have completed a full risk assessment (for example as required by a laboratory, or external research collaborator) you may append that to this form.  



		1

		Full risk assessment completed and appended? 

		Yes 

		☐



		

		

		No

		☒



		2

		Risks to participants

For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm, transfer of personal data, sensitive organisational information



		

		Risk to participants:





(this box should expand as you type)

		How you will mitigate the risk to participants:







(this box should expand as you type)



		3

		If research activity may include sensitive, embarrassing or upsetting topics (e.g. sexual activity, drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give details of the procedures to deal with these issues, including any support/advice (e.g. helpline numbers) to be offered to participants. Note that where applicable, consent procedures should make it clear that if something potentially or actually illegal is discovered in the course of a project, it may need to be disclosed to the proper authorities



		

		





(this box should expand as you type)



		4

		Risks to the investigator

For example: personal health & safety, physical harm, emotional distress, risk of accusation of harm/impropriety, conflict of interest



		

		Risk to the investigator:







(this box should expand as you type)

		How you will mitigate the risk to the investigator:







(this box should expand as you type)



		5

		University/institutional risks

For example: adverse publicity, financial loss, data protection



		

		Risk to the University:







(this box should expand as you type)

		How you will mitigate the risk to the University:







(this box should expand as you type)



		6

		Environmental risks

For example: accidental spillage of pollutants, damage to local ecosystems



		

		Risk to the environment:







(this box should expand as you type)

		How you will mitigate the risk to environment:







(this box should expand as you type)







		

		Disclosure and Barring Service



		

		If the research activity involves children or vulnerable adults, a Disclosure and Barring Service (DBS) certificate must be obtained before any contact with such participants.

		YES



		NO



		N/A





		7

		Does your research require you to hold a current DBS Certificate?

		☐

		☒

		☐



		8

		If YES, please give the certificate number. If the certificate number is not available please write “Pending”; in this case any ethical approval will be subject to providing the appropriate certificate number.

		







SECTION I: Feedback, Consent and Confidentiality



		1

		Feedback

What de-briefing and feedback will be provided to participants, how will this be done and when? 



		

		





(this box should expand as you type)



		2

		Informed consent

Describe the arrangements to inform potential participants, before providing consent, of what is involved in participating. Describe the arrangements for participants to provide full consent before data collection begins. If gaining consent in this way is inappropriate, explain how consent will be obtained and recorded in accordance with prevailing data protection legislation.



		

		





(this box should expand as you type)



		3

		Confidentiality / Anonymity

Set out how anonymity of participants and confidentiality will be ensured in any outputs. If anonymity is not being offered, explain why this is the case. 



		

		





(this box should expand as you type)







SECTION J: Data Protection and Storage



		

		Does the research activity involve personal data (as defined by the General Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 “DPA”)?

		YES

		NO



		1

		“Personal data” means any information relating to an identified or identifiable natural person (‘data subject’). An identifiable natural person is one who can be identified, directly or indirectly, in particular by reference to an identifier such as a name, an identification number, location data, an online identifier or to one or more factors specific to the physical, physiological, genetic, mental, economic, cultural or social identity of that natural person. Any video or audio recordings of participants is considered to be personal data.

		☐

		☐



		

		If YES, provide a description of the data and explain why this data needs to be collected:



		2

		





(this box should expand as you type)



		

		Does it involve special category data (as defined by the GDPR)?

		YES

		NO



		3

		“Special category data” means sensitive personal data consisting of information as to the data subjects’ –

(a) racial or ethnic origin,

(b) political opinions,

(c ) religious beliefs or other beliefs of a similar nature,

(d) membership of a trade union (within the meaning of the Trade Union and Labour Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,

(f) sexual life,

(g) genetics,

(h) biometric data (as used for ID purposes),

		☐

		☐



		

		If YES, provide a description of the special category data and explain why this data needs to be collected:



		4

		





(this box should expand as you type)







		

		
Will data from the research activity (collected data, drafts of the thesis, or materials for publication) be stored in any of the following ways?

		YES

		NO



		5

		Manual files (i.e. in paper form)?

		☒

		☐



		6

		University computers?

		☐

		☒



		7

		Private company computers?

		☐

		☒



		8

		Home or other personal computers?

		☒

		☐



		9

		Laptop computers/ CDs/ Portable disk-drives/ memory sticks?

		☒

		☐



		10

		“Cloud” storage or websites?

		☐

		☒



		11

		Other – specify:



		☐

		☒



		12

		For all stored data, explain the measures in place to ensure the security of the data collected, data confidentiality, including details of backup procedures, password protection, encryption, anonymisation and pseudonymisation:



		

		



(this box should expand as you type)







		

		Data Protection



		

		Will the research activity involve any of the following activities:

		YES

		NO



		13

		Electronic transfer of data in any form?

		☐

		☒



		14

		Sharing of data with others at the University outside of the immediate research team?

		☐

		☒



		15

		Sharing of data with other organisations?

		☐

		☒



		16

		Export of data outside the UK or importing of data from outside the UK?

		☐

		☒



		17

		Use of personal addresses, postcodes, faxes, emails or telephone numbers?

		☐

		☒



		18

		Publication of data that might allow identification of individuals?

		☐

		☒



		19

		Use of data management system?

		☐

		☒



		20

		Data archiving?

		☐

		☒



		21

		If YES to any question, please provide full details, explaining how this will be conducted in accordance with the GDPR and Data Protection Act (2018) (and any international equivalents, where appropriate):



		

		





(this box should expand as you type)



		22

		List all who will have access to the data generated by the research activity:



		

		





(this box should expand as you type)



		23

		List who will have control of, and act as custodian(s) for, data generated by the research activity:



		

		





(this box should expand as you type)



		24

		Give details of data storage arrangements, including security measures in place to protect the data, where data will be stored, how long for, and in what form. Will data be archived – if so how and if not why not.  



		

		





(this box should expand as you type)



		25

		Please indicate if your data will be stored in the UWTSD Research Data Repository (see https://researchdata.uwtsd.ac.uk/ ).   If so please explain. (Most relevant to academic staff) 



		

		





(this box should expand as you type)



		26

		Confirm that you have read the UWTSD guidance on data management (see https://www.uwtsd.ac.uk/library/research-data-management/)

		YES

		☒



		27

		Confirm that you are aware that you need to keep all data until after your research has completed or the end of your funding

		YES

		☒










SECTION K: Declaration

		

		The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.



In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 



		1

		Signature of applicant:

		Cioinac

		Date:

18/02/2023







For STUDENT Submissions:

		2

		Director of Studies/Supervisor:

		Afzal Munna

		Date:

18/02/2023



		3

		Signature:

		

Afzal Munna

		







For STAFF Submissions:

		4

		Academic Director/ Assistant Dean:

		

		Date:



		5

		Signature:

		



		







Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:

		☒

		I have read the guidance notes supplied before completing the form.



		☒

		I have completed ALL RELEVANT sections of the form in full.



		☒

		I confirm that the research activity has received approval in principle



		☒

		I have attached a copy of final/interim approval from external organisation (where appropriate)



		☐

		I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT



		☒

		I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.



		☒

		I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.







		RESEARCH STUDENTS AND STAFF ONLY

All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.

You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.



		STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.







This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/

July 2021	1	PG2 Ethical Approval Form
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		3
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FFURFLEN GANIATÂD CYFRANOGIAD

		

PARTICIPATION CONSENT FORM



		Teitl Y Prosiect: / Project Title: Attrition rate and its impact on company’s performance



		Enw'r Ymchwilydd / Name of Researcher: Carolina Cioinac







		1

		I confirm that I have read and understand the information sheet dated 02/03/2023 for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.

		yes



		2

		I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.



		yes



		3

		I understand that any information given by me may be used in future reports, articles or presentations by the research team.



		yes



		4

		I understand that my name will not appear in any reports, articles or presentations.



		yes



		5

		I agree to take part in the above study.



		yes



		Name of Participant



		Neil Wilson

		Signature

Neil W



		Researcher



		Carolina Cioinac

		Signature

Cioinac









		You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.

When completed please return in the envelope provided. One copy will be given to you and the original to be kept on the file of the research team at:



NAME & ADDRESS OF RESEARCHER



University of Wales Trinity Saint David (London Campus)

Winchester House

11 Cranmer Road

London – SW9 6EJ

Tel: +442075667600

Email: info.london@uwtsd.ac.uk

         : londonstudentservice@uwtsd.ac.uk 
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