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[bookmark: _Toc228486428]CHAPTER 1: INTRODUCTION
[bookmark: _Toc228486429]1.1 Background of the Study
Employee retention has become a critical challenge for organisations across various sectors, particularly during periods of financial uncertainty and organisational restructuring. Retaining experienced employees is essential, as high staff turnover can disrupt service delivery, increase recruitment and training costs, and reduce overall organisational performance. Evidence suggests that organisations with stable and engaged workforces are more likely to maintain operational efficiency and deliver high-quality services (CIPD, 2025; Hancock et al., 2015; Hom et al., 2017).
This issue is especially significant in the charity and non-profit sector, where employees often perform emotionally demanding roles and operate under resource constraints, conditions that can intensify burnout and turnover risk where job demands are not balanced by sufficient resources (Bakker and Demerouti, 2007). In the United Kingdom, charities are currently facing increasing financial pressures due to rising operational costs, economic instability, and growing demand for services. Many organisations have experienced reduced funding, higher energy costs, and increased service demands, leading to restructuring and cost-cutting measures (Civil Society, 2024; Harle, 2024). Such changes can negatively affect employee morale, organisational commitment, and retention.
The Royal Society for the Prevention of Cruelty to Animals (RSPCA) provides a particularly relevant case for examining these challenges. As one of the largest animal welfare charities in the UK, the RSPCA plays a vital role in protecting animals and promoting welfare standards (RSPCA, 2024a). However, the organisation has recently faced significant financial pressures due to rising costs associated with animal care, veterinary services and operational activities. These challenges have led to restructuring initiatives, including voluntary severance schemes and financial management adjustments (RSPCA, 2024b; Civil Society, 2024).
Organisational restructuring often creates uncertainty among employees, which can reduce morale, increase stress and influence intentions to leave. This phenomenon is commonly referred to as the “downsizing morale effect,” where remaining employees experience reduced motivation and trust in leadership (Cameron, 1994). Organisational Change Theory further suggests that such transitions can significantly impact employee attitudes and behaviours if not managed effectively (Burnes, 2017). These outcomes can negatively affect workforce stability and organisational performance.
Maintaining a stable workforce is particularly important for the RSPCA, where frontline roles such as animal inspectors and care staff require specialised skills and emotional resilience. High turnover in these roles can negatively affect service delivery, including response times and the quality of animal care. Previous research has demonstrated a strong relationship between employee turnover and reduced organisational performance (Hancock et al., 2015; Hom et al., 2017).
In addition to financial pressures, leadership practices and human resource (HR) strategies play a key role in influencing employee retention. Transformational Leadership Theory highlights that supportive leadership, clear communication and employee engagement can improve morale and organisational commitment (Bass and Riggio, 2006; Tyagi, 2021). Leadership approaches that emphasise transparency and employee involvement can reduce the negative effects of restructuring (Armenakis and Bedeian, 1999; Burnes, 2017). Similarly, HR practices such as flexible working, career development opportunities and fair compensation are strongly associated with higher employee satisfaction and retention (CIPD, 2025).
Furthermore, Herzberg’s Two-Factor Theory suggests that both hygiene factors (such as job security and working conditions) and motivators (such as recognition and development opportunities) influence employee satisfaction and retention (Herzberg, 1959). During financial restructuring, disruptions to these factors may increase dissatisfaction and turnover intentions.
Social Exchange Theory provides an additional explanation by suggesting that employees develop relationships with their organisation based on reciprocal exchanges (Cropanzano and Mitchell, 2005). When employees perceive support from leadership and HR practices, they are more likely to respond with loyalty and commitment, which is consistent with perceived organisational support and organisational commitment research (Eisenberger et al., 1986; Meyer and Allen, 1991). Conversely, negative organisational actions, such as poor communication or job insecurity, may weaken this relationship and increase the likelihood of employee turnover (Hom et al., 2017).
Despite the importance of these factors, there remains limited research examining how leadership and HR practices jointly influence employee retention within charities undergoing financial restructuring. Much of the existing literature focuses on private sector organisations, leaving a gap in understanding within mission-driven contexts. This study therefore aims to address this gap by exploring these relationships within the RSPCA.
[bookmark: _Toc228486430]1.2 Problem Statement
Charities in the UK are increasingly facing financial constraints that require restructuring and cost-reduction strategies. While these measures may improve financial sustainability, they often create uncertainty, reduce employee morale, and increase staff turnover (Civil Society, 2024; Harle, 2024). For organisations such as the RSPCA, high employee turnover can negatively affect service delivery and organisational effectiveness. However, there is limited research on how leadership responses and HR practices can mitigate these effects within the charity sector.
[bookmark: _Toc228486431]1.3 Rationale of the Study
This study is important because it explores how organisations can maintain employee retention during periods of financial difficulty. Understanding the role of leadership and HR practices in supporting employees can help charities develop strategies that balance financial sustainability with workforce wellbeing (CIPD, 2025; Tyagi, 2021). The findings will be particularly useful for the RSPCA and similar organisations facing comparable challenges.
[bookmark: _Toc228486432]1.4 Scope and Focus of the Study
This research focuses specifically on the RSPCA within the United Kingdom. It examines the impact of financial restructuring on employee retention, morale, and service performance. The study considers leadership practices and HR strategies as key influencing factors. While the findings may offer insights for other charities, the research is limited to one organisation and may not be fully generalisable across all sectors (Yin, 2018).
[bookmark: _Toc228486433]1.5 Research Aim and Objectives
This section outlines the overall aim and specific objectives of the study. Establishing clear research aims and objectives is essential, as they guide the direction of the study, ensure coherence, and provide a framework for data collection and analysis (Saunders et al., 2019). In this research, the focus is on understanding how organisational factors influence employee outcomes during periods of financial restructuring within the charity sector.
[bookmark: _Toc228486434]1.5.1 Research Aim 
The aim of this study is to examine how leadership responses and human resource (HR) practices influence employee retention and service performance during periods of financial restructuring at the RSPCA. The study seeks to explore how leadership communication, employee engagement, and HR strategies shape staff perceptions, morale, and commitment in a context of organisational change. By focusing on both employee retention and service outcomes, the research aims to provide a comprehensive understanding of how internal management practices can support organisational stability and effectiveness during financial uncertainty (Burnes, 2017; CIPD, 2025).
[bookmark: _Toc228486435]1.5.2 Research Objectives 
To achieve this aim, the study will pursue the following objectives:
•	To analyse the financial pressures and restructuring measures experienced by the RSPCA, including their impact on organisational operations and workforce stability.
•	To examine how leadership communication, management approaches, and HR practices influence employee morale, job satisfaction, and retention during periods of change (Tyagi, 2021; CIPD, 2025).
•	To investigate the relationship between staff turnover and service performance, particularly in relation to the delivery of animal welfare services (Hancock et al., 2015).
•	To develop practical recommendations for improving employee retention and organisational effectiveness within the RSPCA and similar charities operating under financial constraints.
[bookmark: _Toc228486436]1.6 Research Questions
The study is guided by the following questions:
How have financial pressures and restructuring measures affected employee morale and retention at the RSPCA?
What is the relationship between employee turnover and service performance?
Which HR practices are most effective in supporting employee retention?
What strategies can leadership adopt to reduce staff turnover while maintaining service performance?
[bookmark: _Toc228486437]1.7 Significance of the Study
This study contributes to both academic knowledge and practical application. Academically, it adds to the limited research on employee retention and organisational change within the charity sector. Practically, it provides insights for leaders and HR professionals on how to improve retention and maintain service quality during financial challenges (CIPD, 2025; Hom et al., 2017).
Given the increasing financial pressures facing UK charities, developing effective workforce strategies is essential. This research aims to support organisations in enhancing employee wellbeing, improving retention and ensuring the continued delivery of essential services.
[bookmark: _Toc228486438]1.8 Overview of Dissertation
This dissertation is structured into five chapters, each contributing to the overall aim of examining how leadership responses and human resource practices influence employee retention and service performance during financial restructuring at the RSPCA. Chapter One introduces the research topic by outlining the background of the study, the problem statement, research rationale, aim, objectives, research questions and significance of the study. Chapter Two reviews relevant academic literature on employee retention, leadership, HR practices, organisational restructuring and the charity sector, while also discussing key theories such as Social Exchange Theory, Herzberg’s Two-Factor Theory, Transformational Leadership Theory and Organisational Change Theory. Chapter Three explains the research methodology, including the positivist philosophy, deductive approach, quantitative method, questionnaire design, sampling strategy, data analysis techniques and ethical considerations. Chapter Four presents and analyses the findings from the questionnaire survey, focusing on respondent profiles, leadership, HR practices, job satisfaction, morale, retention, service performance and correlation analysis. Finally, Chapter Five discusses the key findings in relation to the research questions and literature, before presenting practical recommendations, limitations of the study and conclusions. Overall, the dissertation provides both academic and practical insight into how charities such as the RSPCA can support employees and maintain service quality during periods of financial pressure and organisational change.  





[bookmark: _Toc228486439]CHAPTER 2: LITERATURE REVIEW
[bookmark: _Toc228486440]2.0 Introduction
This chapter reviews existing literature relevant to employee retention, leadership responses, human resource (HR) practices, financial restructuring, employee morale and service performance. In response to the need to arrange the chapter more logically, the review begins by defining and discussing the key concepts that underpin the study before moving on to the theoretical framework. This structure separates the conceptual review from the theories and models that explain the relationships between the main variables.
The chapter first examines employee retention, leadership responses, HR practices, financial restructuring, service performance and employee retention in the charity sector. It then reviews the theoretical frameworks that support the study, including Social Exchange Theory, Herzberg’s Two-Factor Theory, Transformational Leadership Theory and Organisational Change Theory. These theories provide a basis for understanding how leadership and HR practices may influence employee attitudes, morale, retention and service performance during periods of organisational change. The chapter then discusses the influence of leadership responses and HR practices on employee retention and service performance during financial restructuring in organisations generally, before identifying the research gap and summarising the chapter.
[bookmark: _Toc228486441]2.1 Conceptual Review
A conceptual review defines and explains the main ideas that shape a study. For this research, the key concepts are employee retention, leadership responses, HR practices, financial restructuring, employee morale and service performance. Defining these concepts first provides a clearer foundation for the later discussion of theories and empirical literature.
[bookmark: _Toc228486442]2.1.1 Employee Retention
Employee retention refers to an organisation’s ability to retain its workforce and reduce voluntary turnover. It is an important issue because high turnover can increase recruitment costs, reduce productivity, disrupt service delivery and lead to the loss of organisational knowledge (Armstrong, 2020). Retention is especially important in service-based organisations, where employees’ experience, skills and commitment influence the consistency and quality of services delivered to users.
Research indicates that employee retention is influenced by several factors, including job satisfaction, organisational commitment, perceived organisational support, career development opportunities and working conditions (Hom et al., 2017; Meyer and Allen, 1991; Holtom et al., 2008). Evidence-based retention research also suggests that organisations should diagnose the specific causes of turnover and design targeted retention strategies rather than relying on generic solutions (Allen et al., 2010). This is particularly important during periods of uncertainty, when employees may become more likely to leave if they feel unsupported or insecure.
Employee retention is also linked to organisational performance. Studies have shown that high employee turnover can reduce performance by increasing workload pressures on remaining staff, weakening morale and reducing organisational efficiency (Hancock et al., 2015). Therefore, employee retention should not be viewed only as an HR issue, but also as a wider organisational priority connected to service quality, continuity and long-term sustainability.
[bookmark: _Toc228486443]2.1.2 Leadership Responses and Employee Retention
Leadership responses refer to the actions, communication and support provided by leaders during organisational events or periods of change. Leadership plays a central role in shaping employee attitudes, motivation and commitment. During organisational restructuring, employees often look to leaders for guidance, reassurance and clarity. Effective leadership responses, including clear communication, transparency, fairness and visible support, can reduce uncertainty and help maintain trust between employees and the organisation.
Research suggests that leadership has a significant influence on employee engagement and retention. Transformational leadership, in particular, has been associated with higher levels of employee motivation, organisational commitment and retention because it focuses on communication, support, inspiration and employee development (Bass and Riggio, 2006). During financial restructuring, leadership communication becomes especially important because uncertainty about job security, workload and organisational priorities can negatively affect morale.
Supportive leadership can help employees interpret organisational change more positively. When leaders communicate openly and involve employees where possible, employees may be more likely to trust the change process and remain committed to the organisation (Armenakis and Bedeian, 1999). Recent studies also suggest that leadership influences employee motivation and engagement, both of which are important drivers of retention (Siyal et al., 2021). Therefore, leadership responses are a key factor in understanding how organisations can retain employees during periods of financial pressure and restructuring.
[bookmark: _Toc228486444]2.1.3 Human Resource Practices and Employee Retention
Human resource practices refer to the policies, procedures and support systems used to manage and develop employees. These may include flexible working arrangements, training and development opportunities, fair reward systems, wellbeing support, communication channels and employee involvement mechanisms. HR practices are important because they shape employees’ experiences of fairness, support and value within the organisation.
Effective HR practices can improve employee satisfaction and commitment by demonstrating that the organisation values and supports its workforce. Research shows that flexible working arrangements, career development opportunities, fair compensation and employee wellbeing initiatives are associated with higher employee satisfaction and retention (CIPD, 2025; Appelbaum et al., 2000). During financial restructuring, HR practices are particularly important because employees may experience uncertainty, stress and concern about the future of their roles.
Ineffective HR support can increase dissatisfaction and turnover intentions, especially when employees feel that decisions are unfair or poorly communicated. In contrast, supportive HR practices can help employees cope with change by providing information, reassurance and practical support. Therefore, HR practices play a crucial role in maintaining morale and encouraging employees to remain with the organisation during restructuring.
[bookmark: _Toc228486445]2.1.4 Financial Restructuring and Employee Morale
Financial restructuring refers to organisational changes made in response to financial pressure. These changes may include cost reduction, workforce restructuring, role changes, budget adjustments or changes to service delivery. Although restructuring may be necessary to improve financial sustainability, it can have significant consequences for employees.
Organisational restructuring can create uncertainty, reduce job security and increase stress among employees. The “downsizing morale effect” describes how restructuring and workforce reductions can reduce employee motivation, weaken trust in leadership and increase anxiety among remaining employees (Cameron, 1994). Even employees who remain in the organisation may experience lower morale because of increased workloads, uncertainty about future changes and concern for colleagues who may have left.
Employee reactions to restructuring are influenced by how the change process is managed. Oreg et al. (2011) argue that employee responses to change are shaped by the change process, perceived consequences and organisational context. This means that restructuring does not automatically lead to negative outcomes; rather, the impact depends partly on how leaders and HR teams communicate, support and involve employees during the process. Clear communication, fairness and employee support can reduce the negative effects of restructuring on morale and retention.
[bookmark: _Toc228486446]2.1.5 Service Performance
Service performance refers to the ability of an organisation to deliver effective, consistent and high-quality services to its users. In service-based organisations, performance is closely linked to employee skills, experience, motivation and continuity. When turnover is high, service performance may be affected because experienced employees leave, remaining employees face additional workload pressures and service delivery becomes less consistent.
The relationship between employee retention and service performance is particularly important during restructuring. Financial pressures may lead organisations to reduce costs or change roles, but these actions can create staffing instability if employees feel unsupported. Research has shown that employee turnover is associated with reduced organisational performance (Hancock et al., 2015). Therefore, maintaining employee retention during periods of change is important not only for workforce stability but also for protecting service quality and organisational effectiveness.
[bookmark: _Toc228486447]2.1.6 Employee Retention in the Charity Sector
Employee retention is particularly important in the charity sector because many roles involve emotional labour, high workloads and limited resources. Charity employees are often motivated by a strong commitment to organisational mission, but this commitment can be weakened when financial pressures increase workload, reduce job security or limit development opportunities.
The charity sector faces specific workforce challenges, including funding uncertainty, rising demand for services and resource constraints. These pressures can contribute to burnout, stress and turnover (Harle, 2024). Sector-level data also show that the UK voluntary sector employs just under one million people and has a comparatively older workforce profile, reinforcing the importance of retention and succession planning (NCVO, 2024).
Although employees in charities may be strongly motivated by purpose and values, mission commitment alone may not be enough to retain staff during periods of financial restructuring. Supportive leadership, effective HR practices, fair treatment and clear communication remain essential. Therefore, studying employee retention in the charity sector is important because it helps explain how mission-driven organisations can maintain workforce stability while responding to financial challenges.
[bookmark: _Toc228486448]2.2 Theoretical Framework
The theoretical framework provides the academic foundation for explaining the relationships between leadership responses, HR practices, employee retention, morale and service performance during financial restructuring. The theories reviewed in this section are Social Exchange Theory, Herzberg’s Two-Factor Theory, Transformational Leadership Theory and Organisational Change Theory.
[bookmark: _Toc228486449]2.2.1 Social Exchange Theory
Social Exchange Theory (SET) is a widely used framework for understanding relationships between employees and organisations. The theory suggests that workplace relationships are based on reciprocal exchanges, where employees respond positively to supportive organisational practices (Cropanzano and Mitchell, 2005; Cropanzano and Mitchell, 2016).
In organisational contexts, when employees perceive strong leadership support and effective HR practices, they are more likely to develop trust, commitment and loyalty towards the organisation. This increases their intention to remain within the organisation. Conversely, negative experiences such as poor communication, lack of support or perceived unfairness may weaken this exchange relationship, leading to reduced morale and increased turnover intentions.
SET is relevant to this study because it explains how leadership communication and HR support during financial restructuring can influence employee morale and retention. When employees feel that the organisation supports them during change, they may respond with stronger commitment and a greater willingness to remain.
This relationship is illustrated in Figure 2.1, which demonstrates how leadership and HR support influence employee perceptions, ultimately affecting morale and retention outcomes.
[image: ]
Figure 2.1: Social Exchange Theory in an Organisational Context
Source: Adapted from Cropanzano and Mitchell (2005; 2016)
[bookmark: _Toc228486450]2.2.2 Herzberg’s Two-Factor Theory
Herzberg’s Two-Factor Theory provides insight into employee motivation and satisfaction. The theory distinguishes between hygiene factors, such as salary, job security and working conditions, and motivators, including recognition, achievement and personal development (Herzberg, 1959).
Hygiene factors do not necessarily motivate employees, but their absence can lead to dissatisfaction. Motivators, on the other hand, can enhance job satisfaction, commitment and engagement. In the context of financial restructuring, hygiene factors such as job security, workload and working conditions may be threatened, increasing dissatisfaction and turnover intentions. At the same time, limited recognition or development opportunities may reduce motivation and commitment.
This theory complements Social Exchange Theory by explaining the internal motivational factors that influence employee retention. It is relevant to this study because restructuring can affect both hygiene factors and motivators, meaning that organisations need to maintain fair working conditions while also supporting recognition, involvement and development.
This relationship is illustrated in Figure 2.2, which highlights the distinction between hygiene factors and motivators, and their impact on employee satisfaction, morale and retention.
[image: ]
Figure 2.2: Herzberg’s Two-Factor Theory in the Context of Employee Retention
Source: Adapted from Herzberg (1959)
[bookmark: _Toc228486451]2.2.3 Transformational Leadership Theory
Transformational Leadership Theory emphasises the role of leaders in inspiring and motivating employees. Transformational leaders focus on communication, support, vision and employee development, which can improve employee engagement and organisational commitment (Bass and Riggio, 2006).
Research suggests that effective leadership can significantly influence employee morale and retention, particularly during periods of organisational change (Tyagi, 2021). Leaders who communicate clearly and provide emotional support can reduce uncertainty and strengthen trust among employees. This is especially important during financial restructuring, when employees may be concerned about job security, role changes and organisational stability.
In this study, transformational leadership helps explain how leadership communication and support during financial restructuring can influence employee perceptions, morale and retention. Leaders who provide reassurance, fairness and a clear sense of direction may help reduce the negative effects of restructuring on employees.
This relationship is illustrated in Figure 2.3, which demonstrates how transformational leadership behaviours, such as communication and support, influence employee engagement, trust and retention outcomes.
[image: ]
Figure 2.3: Transformational Leadership Theory in the Context of Employee Retention
Source: Adapted from Bass and Riggio (2006)
[bookmark: _Toc228486452]2.2.4 Organisational Change Theory
Organisational Change Theory focuses on how organisations manage transitions such as restructuring, downsizing, role changes and strategic transformation. These changes can significantly impact employee attitudes, behaviour and performance (Burnes, 2017).
Employees often experience uncertainty, stress and reduced job security during organisational change, which can negatively affect morale and increase turnover intentions. Effective change management, including clear communication, employee involvement and support, is essential in minimising these negative effects (Armenakis and Bedeian, 1999).
This theory is highly relevant to the current study because it explains how financial restructuring may influence employee retention. It also highlights the importance of managing the human side of change, rather than focusing only on financial or operational outcomes.
This process is illustrated in Figure 2.4, which demonstrates how organisational change, such as financial restructuring, influences employee attitudes and behaviour, ultimately affecting morale and retention outcomes.
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Figure 2.4: Organisational Change Theory in the Context of Employee Retention
Source: Adapted from Burnes (2017) and Armenakis and Bedeian (1999)
[bookmark: _Toc228486453]2.3 The Influence of Leadership Responses and HR Practices on Employee Retention and Service Performance During Financial Restructuring
Leadership responses and HR practices are important in determining how employees experience financial restructuring. During restructuring, employees may face uncertainty about job security, role changes, workload pressures and the future direction of the organisation. These concerns can negatively affect morale and increase turnover intentions. However, the literature suggests that effective leadership and supportive HR practices can reduce these negative effects by strengthening employee trust, commitment and perceived organisational support.
Leadership responses influence retention by shaping how employees interpret organisational change. Transparent communication, fairness in decision-making and visible managerial support can reduce uncertainty and help employees feel more secure. This is consistent with Social Exchange Theory, which suggests that employees are more likely to remain committed when they perceive that the organisation values and supports them. Similarly, Transformational Leadership Theory suggests that leaders who motivate, support and engage employees can improve morale and commitment during periods of change.
HR practices also influence retention during restructuring by providing practical and emotional support. Flexible working arrangements, wellbeing support, opportunities to raise concerns and clear information about role changes can help employees manage uncertainty. These practices also support Herzberg’s Two-Factor Theory by addressing hygiene factors, such as job security and working conditions, while also maintaining motivators such as recognition, involvement and development opportunities.
Employee retention is also linked to service performance. High turnover can increase workload pressure on remaining staff, reduce organisational knowledge and disrupt service delivery. This is particularly important in service-based organisations, where employee experience and continuity can directly influence service quality. Therefore, leadership and HR practices are not only important for retaining employees, but also for maintaining organisational performance during financial restructuring.
Overall, the literature suggests that the relationship between financial restructuring, employee retention and service performance is influenced by the quality of leadership responses and HR practices. Where employees perceive communication, fairness and support, they are more likely to remain committed to the organisation. Where these are absent, restructuring may lead to reduced morale, increased turnover intentions and weaker service performance.
[bookmark: _Toc228486454]2.4 Research Gap
Although there is extensive literature on employee retention, leadership, HR practices and organisational change, several gaps remain. Much of the existing research focuses on private sector organisations, with less attention given to the charity and non-profit sector. This is significant because charities often experience unique challenges, including funding uncertainty, emotional labour, high service demand and limited resources.
In addition, previous studies often examine leadership and HR practices separately rather than exploring their combined influence on employee retention and service performance during financial restructuring. There is also limited research examining how financial restructuring affects employee morale, retention and service quality within mission-driven organisations. This creates a gap in understanding how leadership responses and HR practices can support employee retention while maintaining service performance during periods of financial pressure.
This study addresses this gap by examining how leadership responses and HR practices influence employee retention and service performance during financial restructuring, with specific focus on the RSPCA as the case study organisation.
[bookmark: _Toc228486455]2.5 Conclusion
This chapter reviewed literature relating to employee retention, leadership responses, HR practices, financial restructuring and service performance. The chapter began by defining the key concepts before examining relevant theoretical frameworks, including Social Exchange Theory, Herzberg’s Two-Factor Theory, Transformational Leadership Theory and Organisational Change Theory. The review showed that employee retention is influenced by organisational support, leadership communication, HR practices, job satisfaction and morale.
The literature also suggests that financial restructuring can negatively affect employees by creating uncertainty, reducing morale and increasing turnover intentions. However, effective leadership responses and supportive HR practices can help reduce these effects by improving trust, communication, fairness and employee wellbeing. The chapter further highlighted that employee retention is linked to service performance, as high turnover can disrupt service quality and increase pressure on remaining staff.
Finally, the chapter identified a research gap concerning the combined influence of leadership responses and HR practices on employee retention and service performance during financial restructuring, particularly within the charity sector. The next chapter explains the methodology used to investigate this issue.
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[bookmark: _Toc228486456]CHAPTER 3: RESEARCH METHODOLOGY
[bookmark: introduction][bookmark: _Toc228486457]3.0 Introduction
This chapter outlines the research methodology adopted for this study. It explains the philosophical assumptions, research design, data collection method, sampling approach and analytical techniques used to investigate the relationship between leadership practices, human resource (HR) strategies, employee retention and service performance during financial restructuring within the RSPCA. The chapter also justifies the chosen methodological decisions and explains the ethical considerations followed throughout the research process.
The methodological choices were aligned with the study’s theoretical framework, particularly Social Exchange Theory, as the research measured relationships between perceived organisational support, leadership practices, HR support and employee retention. Since the study aimed to examine measurable relationships between variables, a quantitative research design was considered appropriate.
[bookmark: research-philosophy][bookmark: _Toc228486458]3.1 Research Philosophy
Research philosophy refers to the set of assumptions about how knowledge is developed, interpreted and applied within a study (Saunders et al., 2019). It influences the overall research design, data collection method and approach to analysis. The main philosophical approaches commonly used in business and management research include positivism, interpretivism and pragmatism.
This study adopted a positivist research philosophy. Positivism assumes that reality can be measured objectively through observable and quantifiable data (Bryman and Bell, 2015; Saunders et al., 2019). This philosophy was suitable because the study examined measurable variables such as leadership communication, HR practices, employee satisfaction, morale, retention intentions and service performance.
The use of a positivist approach supported the collection of structured numerical data through a questionnaire. It also allowed the researcher to analyse patterns and relationships between variables using descriptive statistics and correlation analysis. This approach enhanced objectivity, consistency and reliability, which were important for examining employee retention within an organisational context (Creswell and Creswell, 2018; Bell, Bryman and Harley, 2019).
[bookmark: research-type][bookmark: _Toc228486459]3.2 Research Type
Research may be classified as primary or secondary depending on the source of data (Bryman and Bell, 2015). Primary research involves collecting original data directly from participants, while secondary research involves using existing literature, reports and published datasets.
This study adopted a primary research approach because original data was collected from individuals associated with the RSPCA through an online questionnaire. Primary research was appropriate because it enabled the researcher to gather current, context-specific information about employee perceptions of leadership, HR support, morale, retention and service performance during financial restructuring.
Secondary sources were also used in the literature review to provide academic and contextual grounding for the study. These included academic books, journal articles, HR reports, charity sector sources and organisational publications. Combining primary and secondary sources strengthened the study by linking empirical findings to existing theory and research (Creswell and Creswell, 2018).
[bookmark: research-approach][bookmark: _Toc228486460]3.3 Research Approach
The research approach explains the relationship between theory and data. The two main approaches are deductive and inductive reasoning (Saunders et al., 2019). A deductive approach starts with existing theory and tests whether those theoretical ideas apply in a particular context, whereas an inductive approach develops theory from observed data.
This study adopted a deductive approach. Existing theories and literature suggested that leadership practices, HR support and organisational change can influence employee morale, retention and service performance. These theoretical ideas informed the design of the questionnaire and the selection of variables measured in the study.
The deductive approach was appropriate because the research moved from established theory to empirical testing. In particular, Social Exchange Theory, Herzberg’s Two-Factor Theory, Transformational Leadership Theory and Organisational Change Theory provided a foundation for examining how employees respond to leadership and HR practices during financial restructuring. The collected data was then analysed to determine whether the findings supported these theoretical assumptions within the RSPCA context.
[bookmark: research-method][bookmark: _Toc228486461]3.4 Research Method
This study used a quantitative research method. Quantitative research involves the collection and analysis of numerical data and is suitable for identifying patterns, trends and relationships between variables (Creswell and Creswell, 2018).
A structured online questionnaire was used as the primary data collection tool. The questionnaire consisted mainly of closed-ended questions and Likert-scale statements. These questions measured key areas such as:
· leadership communication and transparency;
· HR practices and employee support;
· job satisfaction and morale;
· employee retention intentions;
· staff turnover and service performance.
A five-point Likert scale was used to allow respondents to indicate their level of agreement with each statement. This format enabled standardised responses and supported statistical analysis. The quantitative method was therefore appropriate because it allowed the researcher to compare responses across participants and examine relationships between leadership, HR practices, retention and service performance.
[bookmark: research-strategy][bookmark: _Toc228486462]3.5 Research Strategy
The research strategy provides the overall framework for conducting the study. This research adopted a case study strategy focusing on the RSPCA. A case study approach allows an in-depth investigation of a specific organisation within its real-life context (Yin, 2018).
The RSPCA was selected as the case organisation because the research focused on employee retention and service performance during financial restructuring within a charity sector context. This strategy enabled the researcher to examine how leadership responses and HR practices were perceived within a specific organisational setting.
As the questionnaire was distributed online rather than through face-to-face fieldwork, the study also involved an online data collection strategy. This online approach was suitable because it allowed participants to respond remotely and anonymously. Although a single case study limits the extent to which findings can be generalised to all organisations, it provides useful context-specific insight that may be relevant to similar charities and non-profit organisations facing financial pressures.
[bookmark: data-collection-techniques][bookmark: _Toc228486463]3.6 Data Collection Techniques
The primary data collection method was an online questionnaire survey. Online surveys were appropriate because they are efficient, accessible and cost-effective, particularly when participants may be geographically dispersed or have limited availability (Bryman and Bell, 2015).
The questionnaire included structured questions divided into sections aligned with the research objectives. These sections covered respondent profile, leadership during financial restructuring, HR practices and support, job satisfaction, morale, retention and service performance. A five-point Likert scale was used to measure respondents’ level of agreement with statements related to these themes.
The use of an online questionnaire enabled the collection of standardised data that could be analysed quantitatively. It also allowed respondents to complete the survey at a convenient time and reduced the risk of interviewer influence. The final dataset consisted of 19 valid responses, which were used for the analysis presented in Chapter 4.
[bookmark: sampling-method-and-sample-size][bookmark: _Toc228486464]3.7 Sampling Method and Sample Size
This study used a non-probability convenience sampling technique. Convenience sampling involves selecting participants based on their accessibility, availability and willingness to participate (Etikan, Musa and Alkassim, 2016). This method was appropriate because access to participants in an organisational context can be limited, particularly when the research concerns sensitive issues such as restructuring, morale and retention.
The study initially aimed to collect approximately 50 responses from current or recent individuals associated with the RSPCA. However, 19 valid responses were ultimately received and analysed. Although this sample size was smaller than initially intended, it was still suitable for a small-scale undergraduate dissertation and enabled descriptive statistical analysis and basic correlation analysis.
The sample included respondents from different demographic and organisational categories, which helped provide a range of perspectives on leadership, HR support, retention and service performance. However, the use of convenience sampling and the relatively small sample size were acknowledged as limitations because they restricted the generalisability of the findings.
[bookmark: data-analysis-techniques][bookmark: _Toc228486465]3.8 Data Analysis Techniques
The collected data was analysed using quantitative statistical techniques. Descriptive statistics, including frequencies, percentages and mean scores, were used to summarise the responses and identify general patterns in the data. These techniques were particularly useful for analysing respondent profiles and levels of agreement with survey statements.
In addition to descriptive analysis, correlation analysis was used to examine relationships between key study variables, including leadership, HR practices, employee retention and service performance. This allowed the researcher to assess whether positive perceptions of leadership and HR support were associated with more favourable retention outcomes.
The analysis was conducted using spreadsheet-based statistical tools such as Microsoft Excel. The results were presented through tables, figures and summary discussion in Chapter 4. This approach enabled the findings to be clearly linked to the research objectives and research questions.
[bookmark: ethical-considerations][bookmark: _Toc228486466]3.9 Ethical Considerations
Ethical considerations were central to the research process because the study involved human participants and explored potentially sensitive workplace experiences. The study followed ethical principles relating to informed consent, voluntary participation, confidentiality and responsible data handling, in line with guidance from the British Educational Research Association (2018).
Participation in the questionnaire was voluntary, and respondents were informed about the purpose of the study before taking part. Informed consent was obtained from participants, and they were made aware that they could choose not to answer questions or withdraw from participation where applicable.
Respondents were assured of anonymity and confidentiality. No personal identifying information was collected, and the data was used solely for academic purposes. Data was stored securely and handled in accordance with data protection principles, including the requirements of the General Data Protection Regulation (ICO, 2023). These ethical measures helped protect participants and strengthened the integrity of the study.
[bookmark: conclusion][bookmark: _Toc228486467]3.10 Conclusion
This chapter has explained the methodology used to conduct the study. A positivist philosophy and deductive approach were adopted because the research aimed to measure relationships between leadership practices, HR strategies, employee retention and service performance. A quantitative method was used through a structured online questionnaire, which enabled the collection of numerical data from respondents associated with the RSPCA.
The study used a case study strategy and convenience sampling. Although the research initially aimed to collect approximately 50 responses, 19 valid responses were ultimately analysed. The data was examined using descriptive statistics and correlation analysis, allowing the researcher to identify patterns and relationships relevant to the research questions.
The chapter also explained the ethical procedures followed during the research, including voluntary participation, informed consent, anonymity, confidentiality and secure data handling. Overall, the methodology was appropriate for a small-scale organisational study examining employee retention and service performance during financial restructuring. The next chapter presents and analyses the findings obtained from the questionnaire survey.
























[bookmark: _Toc228486468]CHAPTER 4: DATA ANALYSIS, RESULTS AND DISCUSSION
[bookmark: _Toc228486469]4.0 Introduction
This chapter has presented and analysed the findings derived from the questionnaire survey, using both descriptive statistics and correlation analysis to explore key relationships between the main variables under investigation. The analysis was structured around the study’s core themes, including leadership, HR practices, employee retention, and service performance, in order to provide a comprehensive understanding of how financial restructuring has influenced both employee experiences and organisational outcomes. Overall, the results indicate that leadership and HR practices were generally perceived in a positive light, suggesting that the organisation has implemented supportive mechanisms to manage the challenges associated with restructuring. These findings highlight the importance of effective communication, fairness in decision-making, and employee-focused HR initiatives during periods of organisational change.
However, despite these positive perceptions, the findings also reveal that financial restructuring had a noticeable negative impact on employee morale. A considerable proportion of respondents reported reduced morale, suggesting that the psychological and emotional effects of organisational change remain significant. In addition, some uncertainty persisted regarding long-term employee retention, indicating that positive leadership and HR support may not be sufficient to fully mitigate the effects of restructuring on employees’ future intentions.
One of the most significant findings of this study is the strong relationship between staff turnover and service performance. Respondents consistently recognised that workforce instability increases pressure on remaining employees, disrupts workflow, and negatively affects service quality. This emphasises the operational consequences of turnover and highlights the need for organisations to prioritise retention not only as a human resource concern but also as a key factor influencing overall organisational effectiveness.
Furthermore, the results demonstrate that positive perceptions of leadership and effective HR practices are associated with more favourable retention outcomes. In particular, clear communication, transparency, fairness in decision-making, and consistent employee support appear to play a critical role in helping individuals cope with uncertainty and organisational change.
In summary, this chapter provides a detailed and integrated overview of the study’s key findings, establishing a strong empirical foundation for the subsequent discussion. The following chapter will critically evaluate these results in relation to existing literature and the theoretical framework, and will present practical recommendations aimed at improving employee retention and sustaining organisational performance during periods of financial restructuring.

[bookmark: _Toc228486470]4.1 Respondent Profile
This section presents the demographic characteristics of the participants included in the study. The purpose of this analysis is to provide important contextual background information and to support the interpretation of the findings by clearly outlining the composition of the sample. Understanding the demographic profile of respondents is essential, as factors such as age and career stage may influence individual perceptions of organisational change, leadership practices, and employee support during financial restructuring.
A total of 19 valid responses were collected and analysed. In terms of age distribution, the largest group of respondents fell within the 35–44 age category, accounting for 9 participants (47.4%). This was followed by the 45–54 age group with 4 respondents (21.1%). The 25–34 category included 3 respondents (15.8%), while 2 respondents (10.5%) were aged 18–24, and only 1 respondent (5.3%) was aged 55 or above. These findings indicate that the majority of participants were in mid-career stages, suggesting that they are likely to have substantial organisational experience and may be particularly sensitive to issues related to job security and organisational change. The age distribution is illustrated in Figure 4.1.

[bookmark: _Toc227926444][bookmark: _Toc228481580][bookmark: _Toc228482734][bookmark: _Toc228483149][bookmark: _Toc228484929]Figure 4.1: Age Distribution of Respondents (n = 19)
[image: ]
Source: Author’s survey data (2026)
In terms of gender, the sample was predominantly female, with 15 respondents (78.9%) identifying as female. Male respondents accounted for 3 participants (15.8%), while 1 respondent (5.3%) preferred not to disclose their gender. This distribution indicates a noticeable gender imbalance within the sample, which may reflect the characteristics of the organisation or sector in which the study was conducted. It is important to consider this when interpreting the findings, as gender may influence individual experiences and perceptions of organisational practices. The gender distribution is presented in Table 4.1 and Figure 4.2 for clarity and ease of reference.
[bookmark: _Toc227926477][bookmark: _Toc228481774][bookmark: _Toc228482741][bookmark: _Toc228483156][bookmark: _Toc228484936]Table 4.1: Gender Distribution of Respondents (n = 19)
	Gender
	Frequency
	Percentage

	Female
	15
	78.9%

	Male
	3
	15.8%

	Prefer not to say
	1
	5.3%


Source: Author’s survey data (2026)

[bookmark: _Toc227926445][bookmark: _Toc228481581][bookmark: _Toc228482735][bookmark: _Toc228483150][bookmark: _Toc228484930]Figure 4.2: Gender Distribution of Respondents (n = 19)
[image: ]
Source: Author’s survey data (2026)



Regarding employment status, the majority of respondents were current employees, accounting for 57.9% of the sample. This was followed by volunteers, who represented 15.8% of participants. A smaller proportion of respondents identified as former employees (10.5%), while 15.8% preferred not to disclose their employment status. This distribution suggests that the sample includes a variety of organisational perspectives, encompassing both current and past experiences within the organisation. Such diversity enhances the depth of the findings, as it allows for a more comprehensive understanding of how financial restructuring and organisational changes are perceived across different groups of individuals. The employment status distribution is presented in Table 4.2.



[bookmark: _Toc227926478][bookmark: _Toc228481775][bookmark: _Toc228482742][bookmark: _Toc228483157][bookmark: _Toc228484937]Table 4.2: Employment Status of Respondents (n = 19)
	Status
	Frequency
	Percentage

	Current employee
	11
	57.9%

	Volunteer
	3
	15.8%

	Former employee
	2
	10.5%

	Prefer not to say
	3
	15.8%


Source: Author’s survey data (2026)
With regard to role type, the majority of respondents were employed in administration and support roles, accounting for 42.1% of the sample. This was followed by participants working in animal care roles, representing 21.1%, and those in management or leadership positions, who accounted for 15.8% of respondents. A smaller proportion of participants reported working in other roles, indicating a diverse range of responsibilities within the organisation. This distribution suggests that the data reflects perspectives from both operational and managerial levels, providing a more comprehensive view of employee experiences. The inclusion of respondents from different functional areas enhances the reliability of the findings, as it captures insights from individuals involved in both frontline service delivery and organisational decision-making processes, particularly during periods of financial restructuring. This role type distribution is illustrated in Figure 4.3.

[bookmark: _Toc227926446][bookmark: _Toc228481582][bookmark: _Toc228482736][bookmark: _Toc228483151][bookmark: _Toc228484931]Figure 4.3: Role Type Distribution of Respondents (n = 19)
[image: ]
Source: Author’s survey data (2026)

In terms of length of service, the most common category among respondents was 4–6 years, representing 26.3% of the sample. The remaining participants were relatively evenly distributed across other categories, including less than 1 year, 1–3 years, 7–10 years, and more than 10 years of service. This distribution indicates a balanced mix of both less experienced and more experienced employees within the organisation. Such diversity is important, as individuals with varying levels of tenure may have different perspectives on organisational change, leadership practices, and job security. Employees with longer service may draw on extensive organisational knowledge, while newer employees may offer insights based on recent experiences.
Overall, the demographic profile demonstrates a diverse and reasonably representative sample, providing a strong and reliable foundation for analysing employee perceptions of leadership, HR practices, and retention during financial restructuring.

[bookmark: _Toc228486471]4.2 Leadership During Financial Restructuring
This section examines employee perceptions of leadership communication and support during a period of financial restructuring, revealing generally positive attitudes toward leadership performance. The findings suggest that employees largely felt informed and reassured by leadership throughout the process. The highest-rated statement, “Leadership communicated clearly about financial challenges,” achieved a mean score of 4.18, with all valid respondents indicating agreement or strong agreement. This highlights the effectiveness of leadership in conveying key financial issues. Similarly, “Leadership decisions during restructuring were fair” received a strong mean score of 4.06, while “I trust leadership to manage organisational change effectively” followed closely with a mean of 3.94, indicating a solid level of confidence in leadership capabilities.
However, responses were slightly lower for items relating to transparency and day-to-day managerial support. The statement “Senior management were transparent during restructuring” produced a mean score of 3.63, while “Managers provided adequate support during uncertainty” recorded a mean of 3.61. Although both scores remain above the midpoint, they suggest that some employees were less certain about the consistency and visibility of leadership support during the restructuring process.
Overall, the leadership composite mean of 3.84 indicates that employees viewed leadership in a broadly positive light during this challenging period. While communication appears to have been a particular strength, the findings also highlight areas for improvement, especially in enhancing transparency and ensuring consistent, ongoing support for employees throughout organisational change.
As shown in Table 4.3, leadership communication received the highest mean score, while transparency and managerial support scored comparatively lower. This pattern is also illustrated in Figure 4.4
[bookmark: _Toc227926479][bookmark: _Toc228481776][bookmark: _Toc228482743][bookmark: _Toc228483158][bookmark: _Toc228484938]Table 4.3: Leadership During Financial Restructuring
	Survey Statement
	Mean Score
	Interpretation

	Leadership communicated clearly about financial challenges
	4.18
	Very positive – strongest area

	Leadership decisions during restructuring were fair
	4.06
	Positive – strong agreement

	I trust leadership to manage organisational change effectively
	3.94
	Positive – good level of trust

	Senior management were transparent during restructuring
	3.63
	Moderately positive – some uncertainty

	Managers provided adequate support during uncertainty
	3.61
	Moderately positive – room for improvement

	Overall Leadership Composite Mean
	3.84
	Generally positive perception



[bookmark: _Toc227926447][bookmark: _Toc228481583][bookmark: _Toc228482737][bookmark: _Toc228483152][bookmark: _Toc228484932]Figure 4.4: Employee Perceptions of Leadership During Financial Restructuring[image: ]
Source: Author’s survey data (2026)

[bookmark: _Toc228486472]4.3 HR Practices and Employee Support
This section examines employee perceptions of HR practices and organisational support during a period of financial restructuring, with findings indicating a generally positive evaluation of HR-related initiatives. Overall, respondents appeared to recognise the importance of HR policies in supporting employee wellbeing and managing organisational change effectively. The highest-rated item was flexible working arrangements, which achieved a mean score of 4.16, with 94.7% of respondents agreeing or strongly agreeing that such arrangements contributed positively to their wellbeing. This suggests that flexibility was a key strength in HR support during restructuring. Similarly, opportunities for employees to share concerns received a mean score of 4.06, indicating that communication channels were perceived as accessible and valuable. In addition, receiving sufficient information about role changes produced a mean score of 3.84, reflecting a generally positive, though slightly more moderate, perception.
Participants also responded favourably to the statement that leadership and HR support can reduce the negative impacts of employee turnover, which recorded a mean score of 4.17. This highlights a strong belief among respondents that organisational support mechanisms can mitigate the challenges associated with staffing instability during periods of change.
However, some areas received comparatively lower ratings. The statement “HR practices make employees feel valued” produced a mean score of 3.61, suggesting that not all employees felt fully recognised or appreciated. Likewise, “The organisation provided appropriate support during restructuring” recorded a mean score of 3.78, indicating some uncertainty regarding the consistency or adequacy of support provided.
The overall HR composite mean of 3.94, slightly higher than the leadership score, suggests that HR practices were viewed as an important and generally effective factor in helping employees cope with organisational change, although there remains room for improvement in fostering a stronger sense of value and support.
As shown in Table 4.4, flexible working arrangements and perceived organisational support in reducing turnover received the highest mean scores. This pattern is further illustrated in Figure 4.5, where these factors are visibly higher compared to perceptions of feeling valued and organisational support.
[bookmark: _Toc227926480][bookmark: _Toc228481777][bookmark: _Toc228482744][bookmark: _Toc228483159][bookmark: _Toc228484939]Table 4.4: HR Practices and Employee Support
	Survey Statement
	Mean Score
	Interpretation

	Flexible working arrangements supported wellbeing
	4.16
	Very positive – key strength

	Opportunities to share concerns
	4.06
	Positive – strong communication

	Received enough information about role changes
	3.84
	Moderately positive

	HR & leadership reduce impact of turnover
	4.17
	Very positive – highest score

	HR practices make employees feel valued
	3.61
	Lower – needs improvement

	Organisation provided appropriate support during restructuring
	3.78
	Moderately positive

	Overall HR Composite Mean
	3.94
	Generally positive



[bookmark: _Toc227926448][bookmark: _Toc228481584][bookmark: _Toc228482738][bookmark: _Toc228483153][bookmark: _Toc228484933]Figure 4.5: Employee Perceptions of HR Practices and Employee Support
[image: ]




[bookmark: _Toc228486473]4.4 Job Satisfaction, Morale and Retention
This section examines the impact of financial restructuring on employee morale, job satisfaction, and retention intentions, revealing a combination of positive and negative perceptions. Overall, the findings suggest that while employees remain relatively satisfied with their roles, restructuring has had a noticeable effect on morale and future organisational commitment. On a positive note, respondents reported a strong sense of job security, with the statement “I feel secure in my employment” achieving a mean score of 4.05. Similarly, “I am satisfied with my current role” recorded a mean score of 3.89, while “I feel motivated to continue working for the organisation” produced a mean of 3.74. These results indicate that, despite organisational changes, many employees continue to feel stable and reasonably motivated in their positions.
However, the findings also highlight some negative impacts associated with financial restructuring. The statement “Financial restructuring has negatively affected my morale” recorded a mean score of 3.42, with 63.2% of respondents agreeing or strongly agreeing. This suggests that restructuring has had a significant adverse effect on employee morale for a considerable proportion of the workforce.
Responses relating to turnover intentions were more varied. The statement “I often think about leaving the organisation” produced a relatively low mean score of 2.78, indicating that most respondents did not frequently consider leaving. In contrast, “I intend to remain with the organisation for the next 12 months” recorded a more moderate mean score of 3.37, reflecting some uncertainty about short-term retention among certain employees.
The overall retention composite mean of 3.54, which is lower than both leadership and HR scores, suggests that although organisational support is viewed positively, financial restructuring has still contributed to reduced morale and some ambiguity regarding long-term employee retention.
As shown in Table 4.5, job security and role satisfaction received the highest mean scores, while turnover intention remained relatively low. However, Figure 4.6 illustrates that morale was negatively affected by financial restructuring, contributing to some uncertainty regarding employee retention.
[bookmark: _Toc227926481][bookmark: _Toc228481778][bookmark: _Toc228482745][bookmark: _Toc228483160][bookmark: _Toc228484940]Table 4.5: Job Satisfaction, Morale and Retention
	
Survey Statement
	
Mean Score
	
Interpretation

	I feel secure in my employment
	4.05
	Positive – strong job security

	I am satisfied with my current role
	3.89
	Positive

	I feel motivated to continue working for the organisation
	3.74
	Moderately positive

	Financial restructuring has negatively affected my morale
	3.42
	Moderate negative impact

	I often think about leaving the organisation
	2.78
	Low – weak turnover intention

	I intend to remain with the organisation for the next 12 months
	3.37
	Moderate – some uncertainty

	Overall Retention Composite Mean
	3.54
	Mixed overall perception



[bookmark: _Toc227926449][bookmark: _Toc228481585][bookmark: _Toc228482739][bookmark: _Toc228483154][bookmark: _Toc228484934]Figure 4.6: Job Satisfaction, Morale and Retention
[image: ]


[bookmark: _Toc228486474]4.5 Service Performance and Organisational Impact
This section examines employee perceptions of how staff turnover and financial restructuring impact organisational performance and service delivery. The findings indicate a strong consensus among respondents regarding the importance of workforce stability for maintaining service quality and overall organisational effectiveness. The highest-rated statement in the entire survey, “Staff shortages affect service quality,” achieved a mean score of 4.44, with all respondents either agreeing or strongly agreeing. This highlights a clear recognition of the direct relationship between staffing levels and service outcomes, which aligns with evidence linking employee satisfaction, turnover and organisational effectiveness (Koys, 2001). Similarly, the statement “Employee turnover increases pressure on remaining staff” recorded a high mean score of 4.32, while “Retaining experienced employees is important for service delivery” produced a mean of 4.26, further reinforcing the importance of employee retention.
Respondents also acknowledged the broader organisational impact of financial restructuring. The statement “Financial restructuring affects organisational performance” recorded a mean score of 4.16, indicating strong agreement that such changes influence operational effectiveness. Additionally, “Leadership and HR support can reduce negative impacts of turnover” achieved a mean score of 4.32, suggesting that organisational support mechanisms are viewed as critical in mitigating the challenges associated with workforce instability.
The overall service performance composite mean of 4.29, the highest among all sections, demonstrates that respondents strongly recognise the link between employee retention and organisational performance. These findings support the view that retention is not solely an HR concern but a key operational priority, as workforce stability plays a crucial role in sustaining service quality and organisational success.
As shown in Table 4.6, staff shortages affecting service quality received the highest mean score, followed by the impact of employee turnover on remaining staff. This is further illustrated in Figure 4.7, which highlights the consistently high agreement across all service performance indicators.
[bookmark: _Toc227926482][bookmark: _Toc228481779][bookmark: _Toc228482746][bookmark: _Toc228483161][bookmark: _Toc228484941]Table 4.6: Service Performance and Organisational Impact
	Survey Statement
	Mean Score
	Interpretation

	Staff shortages affect service quality
	4.44
	Very high – strongest agreement

	Employee turnover increases pressure on staff
	4.32
	Very high

	Retaining experienced employees is important
	4.26
	Very positive

	Financial restructuring affects organisational performance
	4.16
	Strong agreement

	Leadership & HR reduce negative impacts of turnover
	4.32
	Very positive

	Overall Service Performance Composite Mean
	4.29
	Highest across all sections




[bookmark: _Toc227926450][bookmark: _Toc228481586][bookmark: _Toc228482740][bookmark: _Toc228483155][bookmark: _Toc228484935]Figure 4.7: Service Performance and Organisational Impact
[image: ]





[bookmark: _Toc228486475]4.6 Correlation Analysis
This section examines the relationships between the key variables through correlation analysis, using composite scores for leadership, HR practices, retention, and service performance. The results reveal several meaningful associations between these variables. A strong positive correlation was identified between leadership and HR practices (r = 0.80), indicating that respondents who perceived leadership positively were also more likely to report favourable views of HR support. This suggests a close alignment between leadership effectiveness and HR practices within the organisation.
In addition, moderate positive relationships were found between leadership and retention (r = 0.54), and between HR practices and retention (r = 0.60). These findings indicate that more positive perceptions of leadership and stronger HR support are associated with improved employee retention outcomes, including higher morale, greater job satisfaction, and stronger intentions to remain with the organisation. This reinforces the importance of both leadership and HR in supporting employees during periods of organisational change.
In contrast, the relationship between service performance and the other variables was relatively weak. This may be explained by the limited variability in responses, as most participants strongly agreed that staffing issues affect service delivery. The small sample size may also have reduced the strength of observable correlations.
Overall, the results support the argument that leadership and HR practices are closely linked and play a significant role in influencing employee retention, particularly in the context of financial restructuring.
As shown in Table 4.7, there is a strong positive correlation between leadership and HR practices, alongside moderate relationships between both variables and retention. In contrast, service performance shows weak correlations with the other variables, likely due to limited variation in responses.

[bookmark: _Toc227926483][bookmark: _Toc228481780][bookmark: _Toc228482747][bookmark: _Toc228483162][bookmark: _Toc228484942]Table 4.7: Correlation Matrix of Key Study Variables
	Variable
	Leadership
	HR Practices
	Retention
	Service Performance

	Leadership
	1.00
	0.80
	0.54
	Weak

	HR Practices
	0.80
	1.00
	0.60
	Weak

	Retention
	0.54
	0.60
	1.00
	Weak

	Service Performance
	Weak
	Weak
	Weak
	1.00



[bookmark: _Toc228486476]4.7  Discussion of Findings in Relation to Research Questions and Literature
This section discusses the key findings in relation to the research questions, providing a clearer understanding of how financial restructuring has influenced employee experiences and organisational outcomes. The first research question explored how financial pressures and restructuring measures affected employee morale and retention. The findings indicate that restructuring had a noticeable negative impact on morale, with a majority of respondents agreeing that their morale had declined. Despite this, many employees continued to report relatively high levels of job satisfaction and a sense of employment security. However, retention intentions appeared more uncertain, suggesting that while employees may feel stable in the short term, their long-term commitment to the organisation may be affected.
The second research question examined the relationship between employee turnover and service performance. The results strongly support this relationship, as respondents overwhelmingly agreed that staff shortages reduce service quality, increase workload pressure on remaining employees, and negatively affect overall organisational performance. This highlights the operational consequences of turnover and reinforces its significance beyond HR considerations.
The third research question focused on identifying the most effective HR practices for supporting employee retention. The findings suggest that flexible working arrangements, opportunities for employees to express concerns, and the provision of clear information regarding role changes were the most positively perceived forms of support. These practices appear to play a key role in maintaining employee wellbeing and engagement during periods of change.
Finally, the fourth research question considered leadership strategies to reduce staff turnover while maintaining service performance. The results indicate that clear communication, fairness in decision-making, consistent support during uncertainty, and strong collaboration with HR are critical factors in enhancing retention and minimising the negative organisational impact of turnover.

[bookmark: _Toc228486477]4.8 Conclusion
This chapter has presented and analysed the findings derived from the questionnaire survey, using both descriptive statistics and correlation analysis to explore key relationships between variables. Overall, the results indicate that leadership and HR practices were generally perceived in a positive light, suggesting that the organisation has established supportive structures during a period of financial restructuring. However, despite these positive perceptions, the findings also reveal that restructuring had a noticeable negative impact on employee morale. In addition, some uncertainty remained regarding long-term employee retention, indicating that positive organisational support does not fully offset the challenges associated with change.
One of the most significant findings of this study is the strong relationship between staff turnover and service performance. Respondents consistently recognised that workforce instability increases pressure on remaining employees and negatively affects service quality. This highlights the operational importance of employee retention and suggests that turnover should be viewed not only as an HR concern but also as a critical factor influencing organisational effectiveness.
Furthermore, the results demonstrate that positive perceptions of leadership and effective HR practices are associated with more favourable retention outcomes. In particular, clear communication, fairness in decision-making, and supportive HR policies appear to play an important role in helping employees cope with organisational change.
In summary, this chapter provides a comprehensive overview of the study’s key findings and establishes a foundation for further analysis. The following chapter will critically discuss these results in relation to existing literature and the theoretical framework and will present practical recommendations to improve employee retention and organisational performance.

























[bookmark: _Toc228486478]CHAPTER 5: DISCUSSION, CONCLUSION AND RECOMMENDATIONS
[bookmark: _Toc228486479]5.0 Introduction
This chapter critically discusses the findings of the study in relation to the research objectives, research questions, and existing literature. The purpose of this chapter is to move beyond the presentation of results and provide a deeper interpretation of the data, highlighting how the findings contribute to current academic understanding and practical applications. In doing so, the chapter examines how financial restructuring influences employee morale, job satisfaction, and retention, particularly within the context of the RSPCA and the wider charity sector.
The discussion draws on relevant theoretical frameworks, including Social Exchange Theory, Herzberg’s Two-Factor Theory, Transformational Leadership Theory, and Organisational Change Theory, to explain the relationships identified in Chapter 4. These theories provide a foundation for understanding how leadership practices, HR support, and organisational change processes influence employee attitudes and behaviours (Cropanzano and Mitchell, 2005; Herzberg, 1959; Bass and Riggio, 2006; Burnes, 2017). By linking the findings to these frameworks, this chapter aims to demonstrate how both external organisational factors and internal motivational drivers shape employee retention outcomes.
In addition, this chapter identifies key implications for organisational practice, particularly in managing employee retention during periods of financial uncertainty and restructuring. It also acknowledges the limitations of the study, including sample size and scope, which may affect the generalisability of the findings. Finally, recommendations are provided for both organisational practice and future research, with the aim of supporting improved employee retention strategies and enhancing organisational effectiveness in similar contexts.


[bookmark: _Toc228486480]5.1 Discussion of Key Findings
The findings of this study demonstrate that leadership practices, HR support, and financial restructuring play a significant role in influencing employee morale and retention. These results provide important insights into how organisational factors interact to shape employee experiences during periods of change.
Firstly, the results showed that leadership communication was generally perceived positively, particularly in relation to clarity and fairness in decision-making. This supports Transformational Leadership Theory, which emphasises the role of leaders in inspiring and motivating employees through effective communication and support (Bernard M. Bass and Ronald E. Riggio, 2006). However, slightly lower scores for transparency and day-to-day managerial support suggest that uncertainty during restructuring can still negatively affect employee perceptions. This aligns with Organisational Change Theory, which highlights that poorly managed change can lead to stress, reduced trust, and resistance among employees (Bernard Burnes, 2017).
Secondly, HR practices were found to play a crucial role in supporting employees during restructuring. Flexible working arrangements and opportunities to share concerns were particularly valued by respondents. These findings are consistent with Social Exchange Theory, which suggests that employees who perceive strong organisational support are more likely to demonstrate commitment and loyalty (Cropanzano and Mitchell, 2005). However, the finding that some employees did not fully feel valued indicates that HR practices may require further development to enhance employee engagement and satisfaction.
Thirdly, the study found that financial restructuring had a negative impact on employee morale. A considerable proportion of respondents reported reduced morale, despite relatively positive levels of job satisfaction and motivation. This finding supports Herzberg’s Two-Factor Theory, which suggests that factors such as job security and organisational stability function as hygiene factors, where their absence can lead to dissatisfaction (Frederick Herzberg, 1959).
Finally, the strongest finding in the study was the relationship between employee retention and service performance. Respondents strongly agreed that staff shortages and turnover negatively affect service quality and increase pressure on remaining employees. This supports previous research, which indicates that high employee turnover is associated with reduced organisational performance and service effectiveness (Koys, 2001; Hancock et al., 2015).

[bookmark: _Toc228486481]5.2 Implications for Practice
The findings of this study have several important implications for organisations such as the RSPCA and other charities facing financial pressures.
Firstly, leadership should focus on maintaining clear, transparent and consistent communication during periods of organisational change. This can help reduce uncertainty and improve employee trust.
Secondly, organisations should strengthen HR practices that support employee wellbeing, particularly flexible working arrangements and opportunities for employee feedback. These practices can improve morale and increase retention.
Thirdly, organisations should recognise the importance of employee retention for maintaining service quality. Investing in employee support and engagement strategies can help reduce turnover and improve operational performance.

[bookmark: _Toc228486482]5.3 Limitations of the Study
This study has several limitations that should be acknowledged when interpreting the findings. Firstly, the sample size was relatively small, with only 19 valid responses included in the analysis. While this is acceptable for a small-scale study, it limits the generalisability of the results to the wider population. Small sample sizes can reduce statistical reliability and make it more difficult to identify broader patterns or trends (Saunders et al., 2019).
Secondly, the study utilised a convenience sampling method, where participants were selected based on accessibility. This approach may introduce sampling bias, as it does not ensure that all individuals within the target population have an equal chance of being selected (Bryman, 2016). As a result, the sample may not fully represent the diversity of employees within the RSPCA.
Thirdly, due to limited access to RSPCA employees, the study included participants from the wider charity and animal welfare sector, including volunteers. Although this broadens the perspective of the study, it may reduce the specificity of the findings and limit their direct applicability to the RSPCA.
In addition, the study relied on self-reported data, which may be subject to personal bias, social desirability bias, or inaccuracies in perception (Podsakoff et al., 2003). Some responses were also incomplete or invalid and had to be excluded, further reducing the usable dataset.
Finally, the study adopted a quantitative research approach, which, while useful for identifying patterns, limits the depth of understanding of employee experiences. A qualitative approach, such as interviews or focus groups, could provide richer, more detailed insights into employee perceptions and behaviours.
An additional limitation relates to the data collection process and response rate. The survey had to remain open for a longer period than initially planned due to a low response rate in the early stages. Despite this extension, only 19 valid responses were obtained from approximately 50 potential participants. This relatively low response rate may introduce non-response bias, as the views of those who chose not to participate may differ from those who did. Consequently, the findings may not fully represent the wider population, which further limits the generalisability and reliability of the results.

[bookmark: _Toc228486483]5.4 Recommendations for Future Research
Future research could build on the findings of this study in several important ways to enhance understanding of employee retention within the charity sector. Firstly, future studies should aim to utilise a larger sample size in order to improve the reliability and generalisability of the findings. A broader sample would allow for more robust statistical analysis and enable researchers to identify clearer patterns across different organisational contexts (Saunders et al., 2019). In addition, collecting data from multiple charity organisations would provide a more comprehensive view of how financial restructuring impacts employees across the sector.
Secondly, future research could focus specifically on the RSPCA or similar organisations to provide more detailed, organisation-specific insights. A case study approach may be particularly valuable in understanding the unique challenges faced by animal welfare organisations, including resource constraints and emotional demands placed on employees.
Thirdly, adopting a mixed-methods approach would significantly strengthen future research. Combining quantitative surveys with qualitative methods, such as interviews or focus groups, would allow researchers to gain a deeper understanding of employee experiences and perceptions during restructuring (Creswell, 2014). This approach would provide both measurable data and rich, contextual insights.
Finally, future studies could explore additional variables that were not fully addressed in this research. Factors such as employee burnout, emotional labour, and different leadership styles may offer further explanation of employee behaviour and retention within the charity sector. These variables are particularly relevant in emotionally demanding environments and may provide a more holistic understanding of workforce dynamics.

[bookmark: _Toc228486484]5.5 Conclusion
This study examined the relationship between leadership practices, HR strategies, and employee retention during a period of financial restructuring, using the RSPCA as a case study. The findings provide valuable insights into how organisational practices influence employee experiences, particularly in relation to morale, job satisfaction, and retention within the charity sector.
The results indicate that both leadership and HR practices play a significant role in supporting employees during organisational change. In particular, clear communication, fairness in decision-making, and supportive HR initiatives such as flexible working arrangements were identified as key factors in maintaining employee engagement. These findings are consistent with Transformational Leadership Theory, which emphasises the importance of leadership behaviours in enhancing employee motivation and commitment (Bernard M. Bass and Ronald E. Riggio, 2006), as well as Social Exchange Theory, which suggests that employees reciprocate organisational support with increased loyalty and retention (Cropanzano and Mitchell, 2005).
However, despite these positive perceptions, financial restructuring was found to have a negative impact on employee morale. This supports Herzberg’s Two-Factor Theory, which highlights that the absence of key hygiene factors, such as job security, can lead to dissatisfaction (Frederick Herzberg, 1959). In addition, the findings align with Organisational Change Theory, which suggests that poorly managed change can increase uncertainty and reduce employee trust (Bernard Burnes, 2017).
Furthermore, the study highlights a strong relationship between employee retention and service performance. High levels of turnover were perceived to negatively affect service quality and increase pressure on remaining staff, supporting existing research that links workforce stability to organisational effectiveness (Hancock et al., 2015).
Overall, this research contributes to a deeper understanding of employee retention within the charity sector, particularly in the context of financial restructuring within the RSPCA. It demonstrates the importance of integrating effective leadership practices with supportive HR strategies to minimise the negative impact of organisational change. The findings highlight the need for organisations to prioritise employee wellbeing and stability in order to sustain both workforce commitment and service performance, particularly during periods of financial pressure.
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Reflective Essay Using Gibbs’ Reflective Cycle
This reflective essay uses Gibbs’ Reflective Cycle (1988) to evaluate the research process undertaken in the study, which examined the influence of leadership responses and human resource (HR) practices on employee retention and service performance during financial restructuring within the RSPCA. Gibbs’ model consists of six stages: description, feelings, evaluation, analysis, conclusion and action plan. These stages are analysed below to reflect on the research experience, identify strengths and limitations, and consider how future research practice could be improved.
Description
The aim of this research was to explore how leadership communication and human resource (HR) practices influence employee morale, retention and service performance during periods of financial restructuring within the RSPCA. Employee retention is widely recognised as a critical organisational issue because high turnover can negatively affect organisational performance, employee continuity and service delivery (Hom et al., 2017).
To address this aim, the study adopted a positivist research philosophy and a deductive approach. A quantitative method was used through an online questionnaire, which enabled structured data to be collected from participants associated with the RSPCA. The data were analysed using descriptive statistics and correlation analysis. The findings indicated that leadership and HR practices were generally perceived positively; however, financial restructuring had a negative impact on employee morale, and some uncertainty remained regarding long-term retention. These findings highlight the challenges organisations face in maintaining workforce stability during periods of organisational change (Burnes, 2017).
Feelings
At the beginning of the research process, I felt confident in selecting a topic that was both relevant and significant, particularly within the charity sector where financial pressures are increasing. I believed the topic was important because employee retention can affect both organisational stability and service quality. However, during the data collection stage, I experienced uncertainty and concern due to the low response rate, as only 19 valid responses were obtained. This made me question whether the findings would be reliable enough to support meaningful conclusions.
Despite these concerns, I felt more confident during the analysis stage because clear patterns began to emerge from the questionnaire responses. In particular, the findings showed a strong perceived relationship between employee retention, staffing pressures and service performance, which is consistent with research showing that employee turnover can negatively affect organisational performance (Hancock et al., 2015). This gave me greater confidence that the study was still able to produce useful insights, even though the sample size was smaller than initially expected.
Evaluation
A key strength of this research was the alignment between the research aim, methodology and theoretical framework. The use of established theories, including Social Exchange Theory, Herzberg’s Two-Factor Theory, Transformational Leadership Theory and Organisational Change Theory, provided a strong foundation for interpreting the findings. In addition, the quantitative approach allowed for structured data collection and supported statistical analysis, which helped improve consistency and reliability (Creswell and Creswell, 2018).
However, there were also limitations. The use of convenience sampling restricted the diversity of the sample, and the small sample size limited the generalisability of the findings (Saunders, Lewis and Thornhill, 2019). Furthermore, the reliance on quantitative data meant that deeper insights into employee experiences were not fully explored. A qualitative approach, such as interviews or focus groups, could have provided a more detailed understanding of employee perceptions during restructuring.
Analysis
The findings of this study were consistent with existing literature on employee retention and organisational change. The positive perception of leadership within the study supports Transformational Leadership Theory, which suggests that effective communication, support and motivation from leaders can enhance employee commitment and engagement (Bass and Riggio, 2006). This was reflected in the findings, where respondents generally viewed leadership communication and fairness positively.
In addition, the results reflected Social Exchange Theory, which proposes that employees who perceive strong organisational support are more likely to reciprocate with loyalty and commitment (Cropanzano and Mitchell, 2005). This was evident in the study, where positive perceptions of leadership and HR practices were associated with improved retention outcomes. HR practices such as flexible working arrangements and opportunities to share concerns appeared particularly important in supporting employees during restructuring.
However, the findings also showed that financial restructuring negatively affected employee morale. This supports Herzberg’s Two-Factor Theory, which identifies job security and working conditions as hygiene factors; when these are threatened, employee dissatisfaction can increase (Herzberg, 1959). Furthermore, Organisational Change Theory explains that restructuring can create uncertainty, stress and reduced trust among employees, even where leadership support is present (Burnes, 2017). Therefore, the analysis suggests that while leadership and HR practices are important, wider organisational and financial pressures can still significantly influence morale and retention.
Conclusion
Overall, the research process provided valuable insight into both the topic of employee retention and the practical challenges of conducting organisational research. The study achieved its main objectives by examining the relationship between leadership responses, HR practices, employee retention and service performance during financial restructuring. It also highlighted the importance of clear communication, employee support and effective HR practices during periods of organisational change.
The reflective process also helped me recognise the limitations of my research design. Although the quantitative questionnaire produced useful measurable data, the small sample size and lack of qualitative responses limited the depth of the findings. The experience emphasised the importance of planning data collection carefully, allowing sufficient time for participant recruitment and considering alternative methods where access to respondents is limited.
Action Plan
In future research, I would improve participant recruitment strategies to increase the sample size and enhance reliability. This could involve contacting participants earlier, using multiple communication channels and allowing a longer response period. I would also consider adopting a mixed-methods approach by combining quantitative surveys with qualitative interviews. This would allow statistical patterns to be supported by richer explanations of employee experiences (Creswell and Creswell, 2018).
Additionally, I would allocate more time for piloting the questionnaire, collecting responses and following up with participants. I would also seek access to a wider range of employees, including different departments and role types, to improve representativeness. These improvements would strengthen the validity, reliability and practical value of future research.
























References
Bass, B.M. and Riggio, R.E. (2006) Transformational Leadership. 2nd edn. Mahwah, NJ: Lawrence Erlbaum Associates.
Burnes, B. (2017) Managing Change. 7th edn. Harlow: Pearson.
Creswell, J.W. and Creswell, J.D. (2018) Research Design: Qualitative, Quantitative, and Mixed Methods Approaches. 5th edn. Thousand Oaks, CA: Sage.
Cropanzano, R. and Mitchell, M.S. (2005) ‘Social exchange theory: An interdisciplinary review’, Journal of Management, 31(6), pp. 874-900.
Gibbs, G. (1988) Learning by Doing: A Guide to Teaching and Learning Methods. Oxford: Oxford Polytechnic.
Hancock, J.I., Allen, D.G., Bosco, F.A., McDaniel, K.R. and Pierce, C.A. (2015) ‘Meta-analytic review of employee turnover as a predictor of firm performance’, Journal of Management, 39(3), pp. 573-603.
Herzberg, F. (1959) The Motivation to Work. 2nd edn. New York: Wiley.
Hom, P.W., Lee, T.W., Shaw, J.D. and Hausknecht, J.P. (2017) ‘One hundred years of employee turnover theory and research’, Journal of Applied Psychology, 102(3), pp. 530-545.
Saunders, M., Lewis, P. and Thornhill, A. (2019) Research Methods for Business Students. 8th edn. Harlow: Pearson



35

[image: ]

[bookmark: _Toc228486486]APPENDIX
Ethical form
APPLICATION FOR ETHICAL APPROVAL
	RESEARCH STUDENTS
This form is to be completed by the student within SIX months for full-time students and TWELVE months for part time students, after the commencement of the research degree or following progression to Part Two of your course.
Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).
This document is also available in Welsh.

	RESEARCH 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.

	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.


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:
	
	Beata Barbara Maciazek
	
	
	

	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:
	2244700@student.uwtsd.ac.com

	6
	Contact Telephone Number:
	07889656280

	
	For students:
	

	7
	Student Number:
	2244700

	8
	Programme of Study:
	BA Leadership and Management Skills for the Workplace

	9
	Director of Studies/Supervisor:
	Olusoyl Richard Ashaye


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

	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:
	Employee retention and leadership style during financial restructuring: A case study of the RSPCA

	2
	Proposed start date:
	05/04/2026
	Proposed end date:
	12/04/2026

	
	This research examines how leadership responses and human resource (HR) practices influence employee retention during financial restructuring, using the
Royal Society for the Prevention of Cruelty to Animals (RSPCA) as a case study. Many charities face financial pressures, increasing service demand, and workforce challenges, making employee morale and retention critical for maintaining service delivery.
The study explores how leadership communication, organisational support, and HR practices affect e mployee’s willingness to remain in their roles during organisational change.
The research question is:
1.How have financial pressures and restructuring measures at the RSPCA affected employee morale and retention?
2.What relationship exists between employee turnover and service performance within the organisation?
3.Which HR practices are perceived by employees as most effective for supporting retention?
4.What strategies can RSPCA leadership adopt to reduce staff turnover while maintaining service performance?
The aim is to investigate how leadership and HR strategies can support staff retention during financial pressure and restructuring.
The objectives of this study are to explore employee perceptions of leadership communication and organisational support during restructuring, identify HR practices such as flexible working and effective communication that support employee retention, and examine whether employee retention influences perceived frontline service performance.
Existing research shows that retention is influenced by job satisfaction, organisational commitment, leadership style, and supportive HR practices. However, limited research focuses on these issues in mission-driven charities, particularly in the animal welfare sector.
This study aims to contribute to this area and provide insights to help organisations like the RSPCA b etter support employees during financial challenges.

	3
	Purpose of Research Activity



	
	The purpose of this research is to examine how leadership practices and HR strategies influence employee retention and staff morale during financial restructuring at the RSPCA.

	4
	Research Question
The research questions guiding this study are:
1.How have financial pressures and restructuring measures at the RSPCA affected employee morale and retention?
2.What relationship exists between employee turnover and service performance within the organisation?
3.Which HR practices are perceived by employees as most effective for supporting retention?
4.What strategies can RSPCA leadership adopt to reduce staff turnover while maintaining service performance?

	5
	Aims of Research Activity
To investigate the relationship between leadership communication, HR practices and employee retention during organisational restructuring.
.

	6
	Objectives of Research Activity
The objectives of this research are to analyse the impact of financial restructuring on employee morale, examine how leadership communication influences employee perceptions, explore the role of human resource practices in supporting employee retention, and identify how staff turnover affects organisational performance.

	
	Proposed methods (maximum 600 words)
Provide a 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
	Proposed Methods.
This research will use a quantitative approach to examine employee perceptions of leadership communication, HR practices, and retention during financial restructuring. Primary data will be collected through an online questionnaire survey, supported by secondary data from academic literature and organisational reports to provide background context.
The research will follow a case study approach focusing on the
Royal Society for the Prevention of Cruelty to Animals (RSPCA).
However, due to possible access limitations, the survey may also include employees from similar UK charity or non-profit organisations who have experienced organisational change or financial pressure.
Data will be collected using an online questionnaire distributed through platforms such as Google Forms or Microsoft Forms.
The questionnaire will mainly include closed-ended questions, such as multiplechoice and Likert scale statements,
exploring perceptions of leadership communication, organisational support, HR practices, job security, and intention to remain in the organisation.



	
	The study aims to collect approximately 50 responses.
Participants will be recruited through voluntary participation using convenience sampling via professional networks and online platforms.
Responses will be anonymous.
The data will be analysed using descriptive statistics, such as frequencies and percentages, and presented using charts, with analysis conducted in Excel or SPSS (or similar statistical software).

	
	Location of research activity
Identify all locations where research activity will take place.

	8
	Online data collection via questionnaire survey, with participants based in the UK charity sector, including the RSPCA where possible

	
	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
	N/A
(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 Wellbeing 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:
No other primary methods will be used.
Data will be collected only via the online questionnaire.
(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?
	The study aims to recruit approximately 50 participants, which is sufficient to identify patterns in employee perceptions while remaining manageable for a small-scale dissertation project.

	11
	Who will the participants be?
	Participants will be current or recently employed staff at the RSPCA. If access is limited, participants may also include employees working in similar UK charity or non-profit organisations with experience in frontline, support, or management roles.

	12
	How will you identify the participants?
	Participants will be recruited using convenience sampling via personal contacts, professional networks, and online platforms. They will include employees from the RSPCA or similar UK charities with experience of organisational change. Participation will be voluntary, anonymous, and optional, with no coercion.

	
	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
	
	
	

	
	(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 research involves minimal risk.
Participants may feel slight emotional discomfort
when answering questions about job satisfaction, leadership, or morale during financial restructuring. There are no physical risks, and no sensitive financial or organisational data will be requested. All responses are anonymous, ensuring participants cannot be identified.
	How you will mitigate the risk to participants:
Participation will be voluntary,
and participants can withdraw at any time.
No personal identifiers will be collected, and all responses will remain anonymous. The survey will focus only on perceptions of leadership,
HR practices, morale, and retention.
A participant information sheet will explain the study and contact details. Data will be stored securely in password-protected files and used only for academic research in line with GDPR.

	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

	
	N/A
(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:
Risks are minimal, as data collection is remote via an online survey, eliminating physical or health risks. Minor emotional stress may occur when
reviewing responses about staff dissatisfaction or organisational challenges.
There is no risk of conflict of interest, and the research does not involve sensitive or in-person interactions with participants.
	How you will mitigate the risk to the investigator:
All data will be collected remotely, avoiding physical contact or travel.
The survey will avoid overly sensitive questions. The investigator will follow university ethical guidance and consult the supervisor if needed.
Data will be stored securely and handled in line with GDPR and data protection requirements.

	5
	University/institutional risks
For example: adverse publicity, financial loss, data protection
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	Risk to the University:
The risks to the university are minimal. The study is low-risk and involves anonymous online surveys. There is a small potential for adverse publicity if participants misunderstand the purpose of the research or if survey results are shared outside the academic context. There is also a minor risk related to data protection, as the university is ultimately responsible for the secure handling of research data. There is no financial risk associated with this project.
	How you will mitigate the risk to the University:
Participants will be informed that the research is part of a university dissertation and responses
are anonymous and used only for academic purposes.
Data will be stored securely in line with GDPR and university policies.
Findings will be reported in aggregate, and the study will follow all university ethical guidelines under supervisor oversight.

	6
	Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems

	
	Risk to the environment:
The research presents no significant environmental risk, as data will be conducted entirely online without the use of physical materials or travel.
	How you will mitigate the risk to environment:
This research will minimise environmental impact by collecting data through online surveys
And digital documents, avoiding paper use and physical travel.

	
	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.
	
	
	


	1
	Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when?

	
	Participants will receive a summary of the research findings via email or online link after the study is completed. This will include key insights and recommendations. Feedback will be provided after data analysis, once the dissertation is finalised.
(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.

	
	All participants will be given an information sheet explaining the purpose of the study, what participation involves, and their right to withdraw at any time. Consent will be obtained online before completing the survey by asking participants to tick a box confirming they agree to take part.


SECTION I: Feedback, Consent and Confidentiality
	
	(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.

	
	All responses will be anonymous. No personally identifying information will be collected. Data will be stored securely on password-protected files and used only for academic purposes. Any results presented in the dissertation or publications will be in aggregate form, ensuring participants cannot be identified.
(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?
	☐
	☒


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.
	x
	☐

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

	2
	The research will collect anonymous survey responses about participants perceptions of leadership, HR practices, and job satisfaction, which are needed to analyse factors influencing employee retention during financial restricting.

	
	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’ –
racial or ethnic origin,
political opinions,
(c ) religious beliefs or other beliefs of a similar nature,
membership of a trade union (within the meaning of the Trade Union and Labour
Relations (Consolidation) Act 1992),
physical or mental health or condition,
sexual life,
genetics,
biometric data (as used for ID purposes),
	☐
	x

	
	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)



	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:

	
	All collected survey data will be stored securely on a password-protected computer and backed up on a secure, encrypted cloud storage approved by the university. No personally identifiable information will be collected, ensuring anonymity. Any sensitive information will
be pseudonymised if necessary. Only the researcher and academic supervisor will have access to the data. Data will be retained for the duration required by university regulations and then securely deleted. All files will follow GDPR and university data protection policies to maintain confidentiality and prevent unauthorised access.
(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):

	
	Electronic Transfer of Data:
Researcher will use secure, encrypted methods for transferring data.
(this box should expand as you type)

	22
	List all who will have access to the data generated by the research activity:

	
	The researcher and the supervisor
(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:



	
	The researcher
(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.

	
	All survey data will be stored on a password-protected computer and backed up on secure, encrypted cloud storage approved by the university.
Data will be anonymous, retained only for the duration of the research, and securely deleted after analysis. Only the researcher and supervisor will have access.
Aggregate findings may be reported, but individual responses will remain confidential and anonymised. (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)

	
	No
(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
	☒




	RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyTSD Doctoral College Portal at (https://mytsd.uwtsd.ac.uk).

	RESEARCH STAFF ONLY


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:
	[image: ]
	Date:
21/03/2026


For STUDENT Submissions:
	2
	Director of
Studies/Supervisor:
	Dr Olusoyi Richard Ashaye
	Date:
25/03/2026

	
	
	
	

	3
	Signature:
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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.



	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.

	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.









Collecting data – Google Form, saved in Excel
[image: ]


[image: ]
[image: ]
[image: ]
[image: ]

Survey Questionnaire
This questionnaire will take approximately 3–5 minutes to complete.

1.6 Research Objectives (RO)
To achieve this aim, the study will:
Analyse the financial pressures and restructuring measures experienced by the RSPCA.
Examine how leadership communication and HR practices influence employee morale and retention.
Investigate the relationship between staff turnover and service performance.
Develop recommendations to improve employee retention within the RSPCA and similar organisations.

1.7 Research Questions (RQ)
The study is guided by the following questions:
How have financial pressures and restructuring measures affected employee morale and retention at the RSPCA?
What is the relationship between employee turnover and service performance?
Which HR practices are most effective in supporting employee retention?
What strategies can leadership adopt to reduce staff turnover while maintaining service performance?



Employee Retention and Leadership Style During Financial Restructuring: A Case Study of the RSPCA
Participant Information
This questionnaire is part of an academic dissertation exploring how leadership and HR practices influence employee retention during financial restructuring. Participation is voluntary and all responses are anonymous.
Consent
Please confirm:
☐ I am 18 years or older
☐ I understand the purpose of this research
☐ I agree to participate in this questionnaire
Section A: Demographic Information
1. What is your age group?
☐ 18–24  
☐ 25–34  
☐ 35–44  
☐ 45–54 
 ☐ 55+  
☐ Prefer not to say
2. What is your gender?
☐ Male 
 ☐ Female  
☐ Non-binary  
☐ Prefer not to say
3. What is your employment status in relation to the RSPCA?
☐ Current employee  ☐ Former employee  ☐ Prefer not to say
4. What type of role do you work in?
☐ Animal welfare/frontline  
☐ Animal care
 ☐ Administration/support 
 ☐ Management 
 ☐ Other
5. How long have you worked in the organisation?
☐ Less than 1 year  
☐ 1–3 years  
☐ 4–6 years  
☐ 7–10 years  
☐ More than 10 years
Section B: Leadership During Financial Restructuring

Please indicate your level of agreement using the following scale:
1 = Strongly Disagree | 2 = Disagree | 3 = Neutral | 4 = Agree | 5 = Strongly Agree

Leadership communicated clearly about financial challenges.

Questionnaire Mapping Matrix (Q–RQ–RO)
	Q
	
	RQ
	RO

	6
	Leadership communicated clearly about financial challenges.

	RQ4
	RO2

	7
	Senior management were transparent during restructuring.
	RQ4
	RO2

	8
	I felt leadership considered employee concerns
	RQ4
	RO2

	9
	Managers provided adequate support during uncertainty
	RQ4
	RO2

	10
	
Leadership decisions during restructuring were fair
	RQ4
	RO2

	11
	I trust leadership to manage organisational change effectively
	RQ4
	RO2

	12
	HR policies helped employees cope with organisational change
	RQ3
	RO2

	13
	I received enough information about changes affecting my role
	RQ1
	RO2

	14
	Flexible working arrangements supported employee wellbeing
	RQ3
	RO2

	15
	The organisation provided appropriate support during restructuring
	RQ1
	RO2

	16
	HR practices make employees feel valued
	RQ3
	RO2

	17
	There were opportunities for employees to share concerns
	RQ4
	RO2

	18
	Financial restructuring has negatively affected my morale
	RQ1
	RO2

	19
	I am satisfied with my current role
	RQ1
	RO2

	20
	I feel motivated to continue working for the organisation
	RQ1
	RO2

	21
	I often think about leaving the organisation
	RQ1
	RO2

	22
	I intend to remain with the organisation for the next 12 months
	RQ1
	RO2

	23
	I feel secure in my employment
	RQ1
	RO2

	24
	Staff shortages affect service quality
	RQ2
	RO3

	25
	Employee turnover increases pressure on remaining staff
	RQ2
	RO3

	26
	Financial restructuring affects organisational performance
	RQ2
	RO1

	27
	Retaining experienced employees is important for service delivery
	RQ2
	RO3

	28
	Leadership and HR support can reduce negative impacts of turnover
	RQ4
	RO4

	29
	Would you recommend the RSPCA as a place to work
	RQ1
	RO2

	30
	
Additional comments
	All
	All



6. Leadership communicated clearly about financial challenges.
7. Senior management were transparent during restructuring.
8. I felt leadership considered employee concerns.
9. Managers provided adequate support during uncertainty.
10. Leadership decisions during restructuring were fair.
11. I trust leadership to manage organisational change effectively.
Section C: HR Practices and Employee Support
12. HR policies helped employees cope with organisational change.
13. I received enough information about changes affecting my role.
14. Flexible working arrangements supported employee wellbeing.
15. The organisation provided appropriate support during restructuring.
16. HR practices make employees feel valued.
17. There were opportunities for employees to share concerns.
Section D: Job Satisfaction and Retention
18. Financial restructuring has negatively affected my morale.
19. I am satisfied with my current role.
20. I feel motivated to continue working for the organisation.
21. I often think about leaving the organisation.
22. I intend to remain with the organisation for the next 12 months.
23. I feel secure in my employment.
Section E: Service Performance and Organisational Impact
24. Staff shortages affect service quality.
25. Employee turnover increases pressure on remaining staff.
26. Financial restructuring affects organisational performance.
27. Retaining experienced employees is important for service delivery.
28. Leadership and HR support can reduce negative impacts of turnover.
Final Question
29. Would you recommend the RSPCA as a place to work to others?
☐ Yes  ☐ No  ☐ Not sure
30. Additional comments (optional): ______________________________
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Herzberg’s Two-Factor Theory
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ORGANISATIONAL CHANGE THEORY
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