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Abstract
This study examines the impact of staff turnover on organisational performance at Vietnam Airlines, particularly in the pre- and post-COVID-19 context. It aims to identify key factors influencing turnover, assess its effects on performance, evaluate current HR practices, and propose strategies to improve employee retention.
A qualitative approach using secondary data was adopted, including annual reports, company documents, and academic literature. The study applied document, thematic, and content analysis to examine workforce trends, HR practices, and performance outcomes from 2019 to 2024.
The findings show a shift from workforce stability in 2019 to a high-pressure recovery environment in 2023. Although turnover is not explicitly reported, workforce fluctuations suggest a hidden turnover issue. Key factors include increased workload, financial constraints, limited focus on work–life balance, and structural rigidity linked to the state-owned enterprise model. The study also confirms a strong relationship between workforce stability and organisational performance.
Overall, while Vietnam Airlines has achieved operational recovery, underlying HR challenges remain. Addressing these through improved retention strategies and employee support is essential for sustaining long-term performance.
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[bookmark: _Toc228118211][bookmark: _Toc228477064]1.1 Introduction
This study examines the issue of high staff turnover at Vietnam Airlines and its impact on organisational performance. Following the COVID-19 pandemic and subsequent restructuring efforts, the airline has faced ongoing challenges in retaining skilled employees, particularly pilots, engineers, and cabin crew (Lee 2005; Turner & Morley, 2022). High turnover has created operational disruptions, increased recruitment and training costs, and raised concerns regarding service quality and workforce stability.
The research focuses on identifying the key factors contributing to employee turnover, evaluating the effectiveness of current human resource management practices, and proposing practical strategies to improve retention. By analysing the relationship between staff turnover and organisational performance, the study aims to provide insights that support long-term operational efficiency, service excellence, and sustainable growth within the competitive aviation industry.

[bookmark: _Toc228118212][bookmark: _Toc228477065]1.2 Background of study
Staff turnover is a critical human resource issue that affects organisational stability, productivity, service quality, and financial performance (Mobley, 1982; Hancock et al., 2023). In labour-intensive service industries such as aviation, employee retention is particularly important because operations rely heavily on highly skilled personnel including pilots, engineers, cabin crew, and ground staff (Lee, 2005). High turnover can disrupt operations, increase costs, and weaken organisational competitiveness.
Vietnam Airlines, the national flag carrier of Vietnam, operates in a highly competitive and volatile aviation environment shaped by economic fluctuations, technological change, and global crises such as the COVID-19 pandemic (Nguyen & Rangaraju, 2024). As a large airline employing tens of thousands of workers across subsidiaries, its performance is closely tied to workforce stability and productivity. For example, the corporation reported a consolidated workforce of about 19,000 employees in 2023, distributed across pilots, flight attendants, and ground staff (Vietnam Airlines, 2023). Roles that require specialised training and experience.
Organisational performance at Vietnam Airlines has fluctuated significantly in recent years. Prior to the pandemic, the airline demonstrated strong productivity and financial outcomes, with improvements in labour productivity and passenger growth. In 2019, labour productivity exceeded 1.8 million seat kilometres per employee, reflecting efficient use of human resources (Vietnam Airlines, 2019). However, the COVID-19 crisis severely disrupted operations, grounding flights and forcing drastic workforce measures such as layoffs, salary reductions, and unpaid leave. At one point, revenue losses were projected at approximately 65% of targets, with many employees temporarily out of work (Vietnamnet, 2021). These disruptions likely increased employee uncertainty and turnover risk.
In the post-pandemic recovery period, Vietnam Airlines has sought to stabilise its workforce through restructuring, recruitment, and compensation improvements. By 2024, the airline achieved record revenue and significant profit growth as operations recovered, highlighting the importance of effective human resource management to organisational success (Nguyen & Rangaraju, 2024). Salary increases and welfare improvements have also been implemented to retain staff and restore morale, with average employee income rising substantially compared to pre-pandemic levels.
Despite these efforts, talent retention remains a challenge in Vietnam’s aviation sector due to competition for skilled workers, limited promotion opportunities in some organisations, and high training costs (Ha, 2023). High turnover can lead to increased recruitment and training expenses, loss of institutional knowledge, and reduced service quality, all of which negatively affect organisational performance (Lee, 2005; Huselid, 1995). Conversely, maintaining a stable and motivated workforce can enhance productivity, operational efficiency, safety, and customer satisfaction, key performance indicators in the airline industry.
Given Vietnam Airlines’ strategic role in national transportation and economic development, understanding how staff turnover influences organisational outcomes is crucial. Investigating this relationship can provide insights into whether turnover contributes to fluctuations in productivity, financial results, and service quality, and can help management develop effective retention strategies (Armstrong, 2020).
Therefore, this study aims to analyse the relationship between staff turnover and organisational performance at Vietnam Airlines, with the objective of identifying how workforce stability affects operational efficiency and long-term competitiveness in the aviation industry.

[bookmark: _Toc228118213][bookmark: _Toc228477066]1.3 Problem Statement
Vietnam Airlines, the national carrier of Vietnam, has faced significant challenges in retaining skilled and experienced employees, particularly in the aftermath of the COVID-19 pandemic and subsequent organisational restructuring (Vietnamnet, 2019). The pandemic forced airlines globally to implement workforce downsizing, cost-cutting measures, and operational adjustments, and Vietnam Airlines was no exception (Nguyen & Truong, 2020). As a result, many employees reassessed their career paths, leading to increased mobility among pilots, engineers, and cabin crew who sought better employment conditions, competitive compensation, and enhanced career development opportunities (Ha, 2023).
High staff turnover has generated substantial operational and financial challenges. The departure of experienced personnel has contributed to disruptions in flight scheduling, maintenance efficiency, and overall service reliability (Lee, 2005). In addition, recruiting and training new employees require significant financial and time investments, increasing operational costs and placing additional strain on management. Frequent turnover also undermines service quality and consistency, negatively affecting customer satisfaction and organisational reputation (Mobley, 1982).
Beyond operational and financial impacts, staff turnover has important implications for employee morale and organisational culture. Remaining employees often experience increased workloads and stress, reducing engagement, job satisfaction, and long-term commitment (Kiernan, 2018). This can create a cyclical effect in which dissatisfaction leads to further turnover, exacerbating workforce instability. In a safety-critical industry such as aviation, maintaining a stable and experienced workforce is essential not only for operational efficiency but also for regulatory compliance and passenger safety (Efthymiou, 2021).
Despite ongoing recovery strategies and business reforms, workforce instability remains a critical challenge for Vietnam Airlines. High staff turnover continues to negatively affect organisational performance by increasing costs, reducing service quality, and weakening workforce stability (Lee, 2005). The central issue is that frequent employee departures lead to operational inefficiencies, loss of institutional knowledge, and reduced organisational effectiveness.
Therefore, the key challenge for management is to understand the underlying causes of staff turnover and implement effective human resource strategies to retain skilled employees, enhance engagement, and sustain long-term organisational performance. Addressing this issue is essential for maintaining competitiveness, improving operational efficiency, and supporting sustainable growth in the evolving Southeast Asian aviation market (Nguyen & Rangaraju, 2024).

[bookmark: _Toc228118215][bookmark: _Toc228477067]1.4 Research Rationale
Staff turnover has become a major concern for organisations worldwide, particularly in service-intensive industries such as aviation where human capital is a critical asset. Airlines depend heavily on skilled professionals including pilots, engineers, cabin crew, and ground personnel whose expertise directly affects operational safety, service quality, customer satisfaction, and financial performance. High turnover in such roles can disrupt operations, increase recruitment and training costs, and reduce organisational effectiveness (Hancock et al., 2013; Hom et al., 2017).
Vietnam Airlines, as the national flag carrier, plays a vital role in Vietnam’s transportation infrastructure and economic development. The airline operates in a highly competitive global aviation market while also fulfilling strategic national responsibilities. In recent years, the organisation has faced significant external shocks, particularly the COVID-19 pandemic, which caused severe financial losses, operational disruptions, workforce reductions, and changes in employment conditions. These factors may have influenced employee morale, job satisfaction, and retention (Baum et al., 2020).
Although Vietnam Airlines has been recovering operationally and financially, retaining skilled personnel remains a challenge due to increasing competition from regional and international airlines, changing employee expectations, and evolving labour market conditions. The loss of experienced staff can lead to shortages of qualified personnel, decreased productivity, safety risks, and deterioration in service quality, all of which can negatively affect organisational performance. Conversely, effective retention strategies may enhance efficiency, innovation, and long-term sustainability (Heavey et al., 2013).
Despite the importance of this issue, there is limited empirical research specifically examining the link between staff turnover and organisational performance within Vietnam’s aviation sector. Most existing studies focus on Western contexts or general industries, which may not adequately reflect the unique institutional, cultural, and economic conditions in Vietnam. Moreover, state-owned enterprises like Vietnam Airlines often face additional structural constraints, including bureaucratic procedures and policy influences, which can affect human resource management practices differently from private firms.
Therefore, this study is necessary to:
• Provide empirical evidence on how staff turnover affects organisational performance at Vietnam Airlines
• Identify whether turnover contributes to operational inefficiencies or reduced productivity
• Offer insights into workforce challenges in a post-pandemic aviation environment
• Support management in developing effective retention and human resource strategies
• Contribute to academic literature on human resource management in emerging economies
By examining this relationship, the research will help bridge the gap between theory and practice, offering practical recommendations for improving employee retention and organisational outcomes. Ultimately, understanding how workforce stability influences performance will assist Vietnam Airlines in strengthening its competitiveness, service quality, and long-term sustainability in the global aviation industry.  
[bookmark: _Toc228118216][bookmark: _Toc228477068]1.5 Research aim and objectives
The aim of this study is to examine the impact of staff turnover on the organisational performance of Vietnam Airlines and to recommend effective strategies to reduce employee turnover and enhance operational efficiency and service quality.
[bookmark: _Toc215416287][bookmark: _Toc228118217][bookmark: _Toc228477069]1.6 Research Objectives
To examine staff turnover at Vietnam Airlines and its impact on organisational performance. 
To identify the main causes of employee turnover and understand how these factors affect the airline’s operational efficiency, productivity, and service quality. 
To evaluate the effectiveness of existing human resource management (HRM) practices in managing staff retention. 
To propose practical strategies to reduce turnover and enhance overall organisational performance, contributing to a more stable and committed workforce.

[bookmark: _Toc228118218][bookmark: _Toc228477070]1.7 Research questions
To achieve these objectives, the study is guided by the following research questions. 
Firstly, what are the main factors contributing to staff turnover at Vietnam Airlines?
Secondly, how does staff turnover influence the airline’s organisational performance?
Thirdly, how effective are current HRM practices in managing and controlling employee turnover? 
Finally, what strategies can Vietnam Airlines implement to reduce turnover and improve performance?
By addressing these questions, the study aims to provide a comprehensive understanding of both the causes and consequences of staff turnover, while identifying actionable solutions to strengthen workforce stability and support the airline’s long-term success.
[bookmark: _Toc228118219][bookmark: _Toc228477071]1.8 Overview
This study is structured into five chapters, each addressing a key aspect of the research on staff turnover and organisational performance at Vietnam Airlines.
The first chapter introduces the research topic by outlining the background, problem statement, and business problem related to high staff turnover. It establishes the research aim, objectives, and questions, and explains the significance of examining workforce stability within the aviation industry.
The second chapter reviews relevant literature on staff turnover and organisational performance. It discusses key concepts, identifies major factors influencing employee turnover, and examines its consequences for organisations. The chapter also presents the theoretical framework, including Human Capital Theory, Social Exchange Theory, Herzberg’s Two-Factor Theory, and Maslow’s Hierarchy of Needs, and identifies existing research gaps.
The third chapter explains the research methodology adopted in the study. It outlines the interpretivist research philosophy, qualitative approach, and use of secondary data. The chapter also describes the research strategy, data collection methods, sampling techniques, data analysis procedures, and ethical considerations.
The fourth chapter presents the data analysis, findings, and discussion. It applies thematic and content analysis to examine workforce trends, HR practices, and organisational performance. The chapter identifies key patterns, evaluates the relationship between staff turnover and performance, and addresses the research objectives and questions.
The final chapter provides a summary of the key findings, offers practical recommendations, and discusses the implications of the study. It also outlines the limitations of the research and suggests areas for future study, concluding the research by linking findings to organisational practice and long-term performance.

[bookmark: _Toc228118220][bookmark: _Toc228477072]Chapter 2 
[bookmark: _Toc228118221][bookmark: _Toc228477073]2. Literature Review
[bookmark: _Toc228118222][bookmark: _Toc228477074]2.1 Introduction
This chapter reviews existing literature on staff turnover and its impact on organisational performance, particularly in the aviation industry. It examines theories, empirical studies, and frameworks that explain why employees leave organisations, the factors influencing turnover, and the consequences for operational efficiency, service quality, productivity, and financial performance. The review also identifies gaps in research, particularly within the context of state-owned airlines in emerging economies such as Vietnam.
[bookmark: _Toc228118223][bookmark: _Toc228477075]2.2 The Concept of Staff Turnover
Staff turnover refers to the rate at which employees leave an organisation and are replaced by new personnel. It is often classified as voluntary (resignations) or involuntary (dismissals, layoffs). High turnover can have negative implications for organisations, including increased recruitment and training costs, disruption to operations, loss of organisational knowledge, and reduced employee morale (Mobley, 1982; Griffeth & Hom, 2001).
In service-intensive industries, particularly aviation, staff turnover is more critical because employees’ expertise and experience directly affect safety, service quality, and operational efficiency. For example, pilots, engineers, and cabin crew require specialised training and certifications, and their departure can disrupt scheduling and flight operations.
Staff turnover at Vietnam Airlines has shown a rising trend over the past five years, particularly during and after the COVID-19 pandemic  as shown in (Figure 2.1) below:
Figure 2.1: Staff Turnover Rate at Vietnam Airlines (2019–2023).
[image: ]2.3 Factors Influencing Staff Turnover
The literature identifies several key factors that drive employees to leave an organisation, with compensation and benefits being one of the most significant determinants. Low or perceived unfair compensation is a major cause of employee turnover, as it directly affects job satisfaction and employees’ perceptions of organisational support (Armstrong, 2023). When employees believe that their pay does not reflect their skills, experience, or workload, they are more likely to seek alternative employment opportunities offering better financial rewards. Conversely, competitive compensation packages, including salary, bonuses, and non-financial benefits such as healthcare and allowances, can improve retention by enhancing job satisfaction and organisational commitment (Hancock et al., 2023).
In addition to compensation, job satisfaction plays a critical role in influencing employee turnover. Job satisfaction is shaped by factors such as the nature of work, relationships with colleagues, recognition, and the overall work environment. Employees who experience dissatisfaction are more likely to develop turnover intentions and seek alternative employment (Hom et al., 2022).
Another important factor is career development opportunities. Limited access to training, promotion, and professional growth can lead to frustration and reduced motivation. Employees are more likely to remain with organisations that invest in their development and provide clear career progression pathways, as this strengthens long-term commitment (Khan et al., 2022).
Leadership and management practices also significantly influence employee retention. Supportive leadership, effective communication, and fair treatment can increase employee engagement and trust, while poor management practices may lead to dissatisfaction and higher turnover rates (Eva et al., 2022). Employees are more likely to leave organisations where they feel undervalued or unsupported by management.
Furthermore, work–life balance and working conditions are increasingly important in shaping employee decisions. Excessive workloads, inflexible schedules, and poor working environments can lead to stress and burnout. Organisations that promote flexibility and employee well-being are more likely to retain staff (Deery & Jago, 2023).
Finally, job security and organisational stability are key considerations, particularly in uncertain economic conditions. Employees are more likely to leave organisations where they perceive instability, restructuring, or risk to their employment. A lack of security reduces trust and organisational commitment, increasing turnover intentions (Jiang & Lavaysse, 2023).
Overall, employee turnover is influenced by a combination of financial, organisational, and psychological factors. Understanding these drivers is essential for organisations seeking to develop effective human resource strategies that enhance retention and support long-term organisational performance.

[bookmark: _Toc228118224][bookmark: _Toc228477076]2.4 Job Satisfaction
Job satisfaction, encompassing work content, relationships with colleagues, and recognition, is strongly linked to turnover intentions. Employees dissatisfied with their roles are more likely to seek alternative employment (Herzberg, 1968; Locke, 1976).
[bookmark: _Toc228118225][bookmark: _Toc228477077]2.5 Career Development Opportunities
Limited opportunities for career progression and professional growth can lead to dissatisfaction and voluntary exits. Organisations offering training, promotion pathways, and skill development tend to retain staff longer (Khan et al., 2020).
[bookmark: _Toc228118226][bookmark: _Toc228477078]2.6 Leadership and Management Practices
Supportive leadership, effective communication, and fair management practices enhance employee engagement and reduce turnover. Conversely, poor leadership can increase frustration and attrition (Dirks & Ferrin, 2002).
[bookmark: _Toc228118227][bookmark: _Toc228477079]2.7 Work-Life Balance and Working Conditions
Excessive workloads, inflexible schedules, and poor working conditions contribute to burnout and higher turnover rates. Providing flexibility and ensuring a healthy work environment can mitigate turnover risk (Greenhaus & Allen, 2011).

[bookmark: _Toc228118229][bookmark: _Toc228477080]2.8 Theoretical Framework
Several theories underpin the study of staff turnover and organisational performance:
2.8.1 Human Capital Theory
This theory posits that employees are valuable assets whose skills and experience contribute to organisational productivity and competitive advantage (Becker, 1964). High turnover results in the loss of human capital, reducing efficiency and performance.
2.8.2 Social Exchange Theory
Employees remain committed when they perceive reciprocal support and fair treatment from their employer. If organisational support, recognition, and rewards are insufficient, employees may leave, which affects performance outcomes (Blau, 1964).
2.8.3 Herzberg’s Two-Factor Theory
According to Herzberg (1968), job satisfaction (motivators) and dissatisfaction (hygiene factors) influence employee retention. Poor hygiene factors such as low pay or poor working conditions can drive turnover, while motivators such as achievement and recognition enhance retention. 
2.8.4 Maslow’s Hierarchy of Needs 
Maslow’s Hierarchy of Needs is a widely recognised motivational theory that posits human needs are arranged in a five-level hierarchy, ranging from basic physiological needs to higher-order needs such as self-actualisation. According to Maslow (1943), individuals are motivated to satisfy lower-level needs before addressing higher-level needs, and unmet needs can lead to dissatisfaction and disengagement. In the context of organisational behaviour, this theory provides a framework to understand why employees may leave their jobs and how organisations can improve retention.
At the basic level, physiological needs, including adequate salary, comfortable working conditions, and job security, must be met. For employees at Vietnam Airlines, insufficient pay, irregular schedules, or unstable employment especially in the post-pandemic recovery period that may prevent these fundamental needs from being satisfied, leading to voluntary turnover. 
The safety level pertains to the need for physical and psychological security, including health, safety, and stable employment. In aviation, employees face high operational and safety demands; therefore, organisational practices that ensure predictable schedules, clear safety protocols, and job stability are critical. Failure to meet these safety needs can result in stress, disengagement, and ultimately, attrition.
The social or belongingness level involves interpersonal relationships, teamwork, and organisational culture. Employees are more likely to remain committed when they feel integrated into supportive teams, respected by colleagues and supervisors, and part of a positive workplace culture. For Vietnam Airlines, fostering strong social bonds among cabin crew, pilots, technical staff, and ground personnel can reduce feelings of isolation and increase retention.
Esteem needs relate to recognition, respect, achievement, and career advancement. Employees are motivated by opportunities for professional growth, promotions, and acknowledgment of their contributions. A lack of recognition or limited career progression at Vietnam Airlines may drive employees to seek opportunities elsewhere, contributing to higher turnover rates.
Finally, self-actualisation needs reflect the desire for personal development, creativity, and fulfilment. Organisations that offer training, skill development, and challenging assignments enable employees to achieve their full potential. Meeting these higher-order needs not only enhances retention but also strengthens organisational performance, as motivated and engaged employees are more productive and committed.
Applying Maslow’s Hierarchy of Needs to the study of staff turnover at Vietnam Airlines highlights the importance of addressing both basic and higher-order employee needs. Organisations that fail to meet these needs risk higher attrition, reduced operational efficiency, and compromised service quality. Conversely, HR strategies that satisfy these hierarchical needs through competitive compensation, job security, supportive culture, recognition, and professional development can enhance employee retention and organisational performance.
Table 2.1 Summary of Theories
	Theory/Model
	Characteristics
	Relevance to study
	References

	Human Capital Theory
	Views employees as valuable assets whose knowledge, skills, and experience contribute to productivity and competitive advantage. Investment in employees enhances organisational performance.
	Explains how high employee turnover leads to loss of skills and knowledge at Vietnam Airlines, reducing efficiency and increasing recruitment and training costs.
	Becker (1964)

	Social Exchange Theory
	Based on reciprocal relationships between employees and employers. Employees respond positively when they perceive fair treatment, support, and rewards.
	Helps explain why employees may leave Vietnam Airlines if they feel undervalued, unsupported, or unfairly treated, leading to reduced commitment and higher turnover.
	Blau (1964)

	Herzberg’s Two-Factor Theory
	Distinguishes between hygiene factors (salary, working conditions, policies) and motivators (recognition, achievement, growth). Hygiene factors prevent dissatisfaction, while motivators enhance satisfaction.
	Identifies key factors influencing employee retention at Vietnam Airlines, such as compensation, working conditions, and opportunities for career advancement.
	Herzberg (1968); Smith (2023)

	Maslow’s Hierarchy of Needs
	Proposes a five-level hierarchy of needs: physiological, safety, social, esteem, and self-actualisation. Lower-level needs must be satisfied before higher-level needs.
	Provides a framework to understand employee motivation and turnover by highlighting how unmet needs (e.g., job security, recognition, career growth) can drive employees to leave Vietnam Airlines.
	Maslow (1943)



The study is underpinned by several key theoretical frameworks that explain the relationship between staff turnover and organisational performance. Firstly, Human Capital Theory (Becker, 1964) views employees as valuable assets whose knowledge, skills, and experience contribute directly to organisational productivity and competitive advantage. In the context of Vietnam Airlines, this theory highlights how high staff turnover leads to the loss of critical skills and institutional knowledge, resulting in reduced efficiency and increased recruitment and training costs.
Secondly, Social Exchange Theory (Blau, 1964) emphasises the reciprocal relationship between employees and employers, suggesting that employees are more likely to remain committed when they perceive fair treatment, support, and adequate rewards. When these expectations are not met, employees may feel undervalued and choose to leave the organisation. This theory helps explain turnover behaviour at Vietnam Airlines, particularly in relation to perceived organisational support and employee satisfaction.
Thirdly, Herzberg’s Two-Factor Theory (Herzberg, 1968) distinguishes between hygiene factors, such as salary and working conditions, which prevent dissatisfaction, and       motivators, such as recognition and career growth, which enhance job satisfaction. In this study, the theory is relevant in identifying key factors influencing employee retention at Vietnam Airlines, as inadequate hygiene factors or lack of motivators can contribute to increased turnover.
Finally, Maslow’s Hierarchy of Needs (Maslow, 1943) provides a broader framework for understanding employee motivation by categorising human needs into five levels, ranging from basic physiological needs to self-actualisation. The theory suggests that when these needs are unmet particularly in areas such as job security, recognition, and career development employees are more likely to leave the organisation. In the case of Vietnam Airlines, this framework helps explain how unmet employee needs can contribute to turnover and impact organisational performance.
Overall, these theories collectively provide a comprehensive understanding of the factors influencing staff turnover and its implications for organisational performance, supporting the analysis of workforce stability at Vietnam Airlines.
From a strategic perspective, high turnover can weaken an organisation’s long-term competitiveness by limiting its ability to maintain a stable, skilled, and committed workforce. In knowledge-intensive and safety-critical industries, sustained workforce instability may undermine innovation, reduce efficiency, and compromise organisational resilience.
Empirical studies consistently support the existence of a negative relationship between high staff turnover and organisational performance. Research by Huselid (1995) demonstrates that effective human resource practices, including employee retention, are positively associated with productivity and financial performance. Similarly, Lee (2005) highlights that high turnover rates in the aviation industry can significantly disrupt operations and reduce overall organisational effectiveness.
Overall, staff turnover represents a critical challenge that affects multiple dimensions of organisational performance. Managing turnover effectively is therefore essential for maintaining operational efficiency, controlling costs, sustaining service quality, and ensuring long-term organisational success.Top of FormBottom of Form
[bookmark: _Toc228118230][bookmark: _Toc228477081]2.9 Staff Turnover in the Aviation Industry
The aviation sector is particularly vulnerable to turnover due to the specialised nature of its workforce. Studies have highlighted that airlines face high turnover among pilots and cabin crew due to competitive compensation packages, career advancement opportunities, and work-life challenges (Lee, 2005; Khan et al., 2020). In emerging economies, limited promotion opportunities and organisational restructuring further exacerbate turnover issues.
Vietnam Airlines, as a state-owned carrier, faces additional challenges. Competition from regional airlines, changing employee expectations, and post-pandemic recovery pressures have increased turnover risks, which may affect operational efficiency, service quality, and profitability.
Employee staff turnover has a significant negative impact on organisational performance across operational, financial, and strategic areas. High turnover disrupts workforce stability, leading to inefficiencies in operations, delays, and reduced productivity due to the loss of experienced employees. It also increases organisational costs through continuous recruitment, training, and onboarding processes, while reducing overall efficiency as new employees require time to reach full performance. In addition, turnover results in the loss of valuable institutional knowledge and expertise, which can weaken service quality and organisational effectiveness. The remaining workforce may experience increased workloads, stress, and reduced morale, which can further decrease engagement and potentially lead to additional turnover. In service-intensive industries, frequent staff changes can also affect customer satisfaction and organisational reputation. Overall, high staff turnover undermines organisational performance by increasing costs, reducing efficiency, and weakening long-term competitiveness.
[bookmark: _Toc228118228][bookmark: _Toc228477082]2.10 Consequences of Staff Turnover on Organisational Performance
Staff turnover has significant and multifaceted implications for organisational performance, particularly in service-intensive industries such as aviation. High turnover not only affects operational efficiency but also has wider financial, strategic, and human resource consequences.
From an operational perspective, frequent employee departures can disrupt core activities, including flight scheduling, maintenance processes, and service delivery. In aviation, where operations depend heavily on highly skilled and certified personnel, the loss of experienced employees such as pilots, engineers, and cabin crew can create immediate gaps in workforce capability. This may lead to delays, reduced service reliability, and increased operational risk.
Financially, staff turnover imposes substantial costs on organisations. These include direct costs such as recruitment, selection, training, and onboarding, as well as indirect costs associated with productivity loss and reduced efficiency during the transition period. In addition, organisations may incur higher overtime expenses or rely on temporary staffing to compensate for workforce shortages, further increasing financial pressure.
Turnover also negatively affects productivity through the loss of institutional knowledge and expertise. Experienced employees possess valuable tacit knowledge related to organisational processes, safety procedures, and customer service standards. When such employees leave, this knowledge is lost, and new staff require time to reach the same level of competence, resulting in reduced overall performance.
Service quality is another critical area impacted by high turnover. Inexperienced or newly recruited staff may lack the skills and familiarity required to deliver consistent and high-quality service, which can negatively influence customer satisfaction and brand reputation. In aviation, this issue is particularly important, as service quality and safety standards are closely linked to employee competence and experience.
Moreover, staff turnover has important implications for employee morale and organisational culture. Remaining employees often face increased workloads and pressure due to staffing shortages, which can lead to stress, burnout, and decreased job satisfaction. This may create a negative work environment and contribute to a cycle of turnover, where dissatisfied employees are more likely to leave, further exacerbating workforce instability.

[bookmark: _Toc228118231][bookmark: _Toc228477083]2.11 Research Gap
The research gap in the context of staff turnover at Vietnam Airlines reflects several critical shortcomings in existing literature. Most previous studies have primarily focused on Western or large international airlines, leaving a substantial lack of empirical research on emerging-market carriers, particularly those operating in Southeast Asia. This creates a contextual knowledge gap, as workforce dynamics, cultural factors, and economic conditions in Vietnam differ significantly from those in Western markets, which may influence both the causes and consequences of employee turnover (Nguyen and Tran, 2022).
The COVID-19 pandemic has further intensified this gap by reshaping employment patterns and organisational structures within the aviation sector. Despite its profound impact, very few studies have examined how post-pandemic conditions have affected workforce stability, retention rates, and employee behaviour at Vietnam Airlines. As a result, there is limited understanding of how these unprecedented changes have influenced operational efficiency, service quality, and organisational performance in a Vietnamese aviation context (Baum et al., 2020).
Moreover, while many studies have explored general factors contributing to staff turnover such as job satisfaction, compensation, leadership style, and career development there is a noticeable scarcity of research that quantitatively and qualitatively measures the direct effects of turnover on operational and financial outcomes within Vietnamese airlines. Existing literature often provides generalized recommendations for improving retention but fails to account for the specific economic, regulatory, and cultural environment of Vietnam, which may alter the effectiveness of standard human resource management strategies.
Additionally, current research rarely evaluates the practical implementation and effectiveness of HRM practices, such as talent management, succession planning, and employee engagement initiatives, in reducing turnover within a post-pandemic setting. There is also a lack of studies that integrate both managerial and operational perspectives, linking HR practices directly to measurable outcomes like flight punctuality, maintenance efficiency, and customer satisfaction (Nguyen and Tran, 2022).
Despite extensive literature on turnover in service and aviation industries globally, there is limited empirical research focused on:
The relationship between staff turnover and organisational performance in Vietnamese airlines.
The impact of organisational and HR practices on employee retention in state-owned enterprises.
Context-specific factors influencing turnover in post-pandemic recovery scenarios.
This study aims to fill these gaps by examining the causes and consequences of staff turnover at Vietnam Airlines and evaluating strategies to improve workforce stability and organisational performance.
[bookmark: _Toc228118232][bookmark: _Toc228477084]2.12 Conceptual Framework
The conceptual framework for this study explains how human resource and job-related factors influence staff turnover and how turnover, in turn, affects organisational performance at Vietnam Airlines. It illustrates the relationships between workplace factors, staff turnover as a mediating variable, and organisational performance as the outcome.
This framework directly aligns with the research questions guiding the study. The first research question focuses on identifying the key factors contributing to staff turnover. In this context, factors such as compensation and benefits, job satisfaction, working conditions, career development opportunities, leadership and management practices, and work–life balance are expected to shape employees’ decisions to remain with or leave the organisation. When these factors are perceived negatively, turnover rates are likely to increase (Hom et al., 2017).
The second research question examines how staff turnover influences organisational performance. High turnover can lead to operational disruptions, increased recruitment and training costs, reduced productivity, and lower employee morale, all of which can negatively affect organisational outcomes. In the aviation industry, these effects are particularly significant due to the reliance on highly skilled personnel and the importance of service quality, safety, and efficiency (Hancock et al., 2013).
The third research question evaluates the effectiveness of human resource management practices in managing and controlling employee turnover. From this perspective, effective HR practices are expected to reduce turnover and improve organisational performance by enhancing employee commitment, engagement, and workforce stability.
Overall, the conceptual framework establishes a clear causal pathway in which workplace factors influence staff turnover, and staff turnover subsequently affects organisational performance. This integrated approach provides a structured basis for addressing the research questions and analysing the relationship between employee retention and organisational outcomes.
[bookmark: _Toc228477085]2.13 Summary
This chapter reviewed the literature on staff turnover and its impact on organisational performance, with a focus on the aviation industry and Vietnam Airlines. It defined staff turnover and highlighted its implications for organisational efficiency, costs, service quality, and employee morale (Mobley, 1982; Griffeth & Hom, 2001).
Key factors influencing turnover were identified, including compensation, job satisfaction, career development, leadership, and work–life balance (Armstrong, 2020; Herzberg, 1968; Locke, 1976). The review also emphasised the negative effects of turnover on productivity, operational performance, and financial outcomes (Huselid, 1995; Lee, 2005).
Theoretical frameworks such as Human Capital Theory and Social Exchange Theory were used to explain employee retention behaviour (Becker, 1964; Blau, 1964). In the aviation context, turnover remains a significant challenge due to specialised roles and competitive labour markets.
Finally, the chapter identified key research gaps, particularly the lack of studies on Vietnamese airlines and post-COVID-19 workforce dynamics (Nguyen & Tran, 2022), and developed a conceptual framework linking HR factors, staff turnover, and organisational performance.
Chapter 3 outlines the research methodology adopted to investigate the relationship between staff turnover and organisational performance at Vietnam Airlines. It explains the research philosophy, approach, and methods used in the study, as well as the data collection and analysis techniques applied. The chapter also justifies the use of qualitative secondary data, describes the sampling strategy, and addresses ethical considerations to ensure the reliability and validity of the research findings.
[bookmark: _Toc228118234][bookmark: _Toc228477086]Chapter 3
[bookmark: _Toc228118235][bookmark: _Toc228477087]Research Methodology
[bookmark: _Toc228118236][bookmark: _Toc228477088]3.1 Introduction
This chapter presents the research methodology adopted for examining the relationship between staff turnover and organisational performance at Vietnam Airlines. The study employs a qualitative approach using secondary data to explore how human resource practices, workforce stability, and turnover factors affect organisational outcomes. The chapter outlines the research philosophy, type, approach, methods, strategy, data collection techniques, sampling, and data analysis procedures, providing a clear rationale for each choice (Saunders et al., 2019).
[bookmark: _Toc228118237][bookmark: _Toc228477089]3.2 Research Philosophy – Interpretivism
The study adopts an interpretivist philosophy, which emphasises understanding social phenomena from the perspective of participants and organisational contexts. In this case, the research focuses on understanding staff turnover and organisational performance by interpreting existing documents, reports, and literature rather than relying on numerical measurement. Interpretivism is suitable because it allows exploration of the experiences, organisational policies, and contextual factors influencing turnover in the aviation sector (Bryman, 2016).
[bookmark: _Toc228118238][bookmark: _Toc228477090]3.3 Research Type - Secondary Data
This study uses secondary qualitative data, which includes organisational reports, HR records, annual reports, industry publications, academic literature, and media articles. Secondary data analysis is appropriate as it allows investigation of turnover patterns, HR practices, and organisational performance without direct data collection from employees, while providing rich, contextual insights (Bowen, 2009).
[bookmark: _Toc228118239][bookmark: _Toc228477091]3.4 Research Approach - Inductive
An inductive research approach is adopted. The study analyses existing data to identify patterns, themes, and relationships between turnover factors and organisational performance. Induction is appropriate for qualitative research because it allows theory to emerge from the analysis of real-world organisational evidence rather than testing pre-existing hypotheses (Bryman, 2016).
[bookmark: _Toc228118241][bookmark: _Toc228477092]3.5 Research Strategy- Netnography (Online Data Analysis)
The study employs netnography as the research strategy. Netnography is an online qualitative research technique that analyses digital sources such as online reports, news articles, press releases, HR portals, and discussion forums. This strategy is suitable because it allows systematic analysis of secondary data in a structured, ethical, and contextually relevant way (Kozinets, 2015).
[bookmark: _Toc228118242][bookmark: _Toc228477093]3.6 Data Collection Technique- Document Analysis
Document analysis is the primary data collection technique. Relevant secondary data are collected from:
· Annual reports and HR policy documents from Vietnam Airlines
· Industry and regulatory reports from aviation authorities
· Academic studies and case studies on turnover and organisational performance
· Media articles and online publications discussing workforce issues
Data are reviewed and categorised according to key themes such as compensation, career development, leadership, working conditions, work-life balance, and organisational performance indicators (Bowen, 2009).
[bookmark: _Toc228118244][bookmark: _Toc228477094]3.7 Data Analytical Tool/Techniques
The study uses thematic and content analysis for data interpretation:
· Thematic analysis: Identifies recurring themes and patterns in documents, such as causes of turnover, retention strategies, and performance outcomes (Braun & Clarke, 2006).
· Content analysis: Quantifies certain aspects of the data, such as frequency of turnover mentions, HR initiatives, or operational performance references (Krippendorff, 2018).
· Coding and categorisation: Data are systematically coded into categories aligned with the conceptual framework (independent variables) (Saldaña, 2016).
This approach allows interpretation of complex qualitative data in a structured and rigorous manner.
[bookmark: _Toc228118245][bookmark: _Toc228477095]3.8 Ethical Consideration
This study follows key ethical principles by using only publicly available secondary data, including reports and academic sources. All information is properly referenced to ensure academic integrity and avoid plagiarism (Resnik, 2015).
No personal or sensitive data is used, and there is no direct involvement of participants, ensuring confidentiality and minimal ethical risk. The research also maintains objectivity by analysing data accurately and without bias.
Ethical approval for this research was granted by University of Wales Trinity Saint David prior to the commencement of the empirical study, ensuring that all research procedures complied with institutional ethical standards.
Please see ethical form in appendix. 

[bookmark: _Toc228118246][bookmark: _Toc228477096]3.9 Summary
This chapter has outlined the methodology for investigating staff turnover and organisational performance at Vietnam Airlines using qualitative secondary data. The study adopts an interpretivist philosophy and an inductive approach, employing document analysis and netnography to collect and analyse data. Sampling combines random and purposive techniques to ensure comprehensive and relevant sources. Thematic and content analysis will be used to interpret findings, providing insights into how workforce stability affects organisational performance and informing practical HR strategies for retention (Saunders et al., 2019).
[bookmark: _Toc228118247][bookmark: _Toc228477097]Chapter 4
[bookmark: _Toc228118248][bookmark: _Toc228477098]4. Data Analysis, Findings and Discussion
[bookmark: _Toc228118249][bookmark: _Toc228477099]4.1 Introduction
This section presents an analysis of Vietnam Airlines’ annual reports from 2019 and 2023, focusing on the relationship between human resource factors and organisational performance. Using thematic and content analysis, the study examines changes in workforce dynamics, HR practices, and operational outcomes across pre- and post-pandemic periods. The analysis aims to identify key patterns, highlight potential gaps particularly in relation to employee turnover and provide a foundation for understanding workforce stability and retention challenges within the organisation.
[bookmark: _Toc228118250][bookmark: _Toc228477100]4.2 Thematic Analysis
The themes were developed through a systematic thematic analysis of secondary data, including annual reports and organisational documents from Vietnam Airlines. The data were reviewed to identify recurring patterns and key concepts related to workforce dynamics, HR practices, and organisational performance (Braun & Clarke, 2021).
Initial coding involved grouping similar ideas, such as training, workforce changes, and performance indicators, into categories, which were then refined into broader themes. For example, frequent references to skilled employees informed the theme “Strategic Importance of Human Capital,” while workforce fluctuations led to “Workforce Stability and Emerging Instability.”
Importantly, the absence of explicit turnover reporting was also considered significant, contributing to themes such as “Retention Gaps” and “Hidden Turnover.” Overall, the themes were derived inductively from the data and aligned with the research questions.
4.2.1 Strategic Importance of Human Capital
The findings consistently highlight the central role of human capital in Vietnam Airlines’ organisational performance. In 2019, the organisation demonstrated a strong emphasis on highly skilled personnel and continuous training, suggesting that employees were regarded as strategic assets essential to operational safety and service quality. This aligns with Human Capital Theory, which argues that investment in employee capabilities enhances productivity and competitive advantage. However, while the organisation emphasises training and development, the analysis provides limited evidence on how these investments translate into long-term retention, raising questions about whether human capital is fully leveraged or partially constrained by other organisational factors. In 2023, the reliance on skilled employees becomes even more critical during recovery, further reinforcing their importance but also exposing potential vulnerability if turnover increases.
4.2.2 Workforce Stability and Emerging Instability
The analysis reveals a clear shift from workforce stability in 2019 to increased instability in the post-pandemic period. Pre-COVID conditions suggest effective workforce management, supported by stable staffing and consistent performance. However, employee data from 2020–2024 indicates significant contraction followed by rapid rehiring, suggesting reactive rather than strategic workforce planning. This non-linear pattern may indicate underlying instability and potential turnover pressures that are not explicitly acknowledged. While the recovery phase demonstrates organisational resilience, the rapid workforce adjustments may also reflect structural weaknesses in long-term HR planning.
4.2.3 Organisational Performance Dependence on Workforce
The findings demonstrate a strong relationship between workforce capability and organisational performance. In 2019, strong performance outcomes were supported by a stable and skilled workforce, while during the pandemic, workforce reductions negatively affected operational capacity and productivity. The subsequent recovery, supported by rehiring, further confirms this relationship. However, this dependence also suggests a potential risk, as performance improvements appear highly sensitive to workforce fluctuations. This raises concerns about sustainability, particularly if workforce pressure leads to increased turnover in the long term.
4.2.4 HR Practices and Retention Gaps
The organisation shows a clear commitment to training and career development, indicating a focus on enhancing employee capability. However, critical HR factors such as compensation, job satisfaction, and work–life balance are either underreported or not explicitly addressed. This lack of transparency may suggest that these issues are either not prioritised or not fully captured in formal reporting. In 2023, increased workload and recovery pressures further highlight potential gaps in employee support. While HR practices appear effective in developing skills, they may be less effective in addressing employee well-being and retention, which could contribute to hidden turnover risks.
4.2.5 Structural and Financial Constraints
The state-owned enterprise structure introduces significant constraints, including centralised decision-making and limited HR flexibility. While such structures may provide stability, they may also reduce the organisation’s ability to respond quickly to changing workforce needs. In addition, ongoing financial pressures and cost-control measures in the post-pandemic period may limit investment in employee compensation and benefits. This combination of structural and financial constraints may create tension between organisational performance goals and employee expectations, potentially increasing dissatisfaction and turnover risk.
4.2.6 Post-Pandemic Recovery and Workforce Pressure
The 2023 findings reflect a recovery phase characterised by increased operational demand, restructuring, and strategic transformation. Although performance indicators improve, this recovery is achieved under conditions of increased workload and employee pressure. From a critical perspective, this suggests that organisational success may be partially driven by intensified workforce effort rather than purely sustainable improvements. If not managed effectively, such pressure may lead to burnout, reduced engagement, and higher turnover intentions, particularly in high-demand operational roles.
4.2.7 Hidden Turnover and Research Gap
A key critical finding is the consistent absence of explicit turnover reporting across both periods. Despite clear evidence of workforce fluctuations, restructuring, and increased workload, turnover is not directly addressed. This lack of transparency raises important questions about reporting practices and suggests that turnover may be underreported or overlooked. The reliance on indirect indicators, such as workforce changes, highlights a significant research gap and suggests that official reports may not fully capture underlying HR challenges. This reinforces the need for further investigation into employee retention and turnover dynamics.
[bookmark: _Toc228118251][bookmark: _Toc228477101]4.3 Content Analysis 
Table 4.3.1 Organisational Reporting
	Research Focus

	Qualitative Insight
	Interpretation

	Factors influencing staff turnover
	Limited discussion of employee well-being factors
	Key drivers of turnover may not be fully captured

	Impact on organisational performance
	Strong emphasis on performance metrics, no turnover mention
	Relationship appears implicit

	Effectiveness of HRM practices
	Moderate focus on HR strategies and training
	HR recognised but retention not prioritised

	Organisational priorities
	Emphasis on workforce development and performance
	Focus on efficiency and growth

	Turnover reporting
	No explicit reference to turnover
	Possible underreporting or low visibility



Table 4.3.1 reflects an organisational narrative focused on workforce development, performance, and financial outcomes, suggesting an emphasis on efficiency and growth.
In relation to the first research question, the absence of explicit discussion on factors such as job satisfaction or work–life balance may indicate that key drivers of staff turnover are not fully captured.
Regarding the second research question, the strong focus on performance, alongside the lack of turnover reporting, suggests that the impact of staff turnover on organisational outcomes is not directly addressed.
In relation to the third research question, the moderate emphasis on HR strategies implies that while HR is recognised, retention may not be a primary focus.
Overall, this suggests a potential gap between organisational reporting and workforce-related issues, reinforcing the need for further investigation.
Table 4.3.2 Organisational Priorities and Reporting Focus (2023)
	Research Focus

	
	Qualitative Insight



	Interpretation

	Factors influencing staff turnover
	Limited visibility of employee-related factors such as job satisfaction, work–life balance, and well-being
	Suggests that key drivers of turnover may be underexplored or not prioritised in organisational reporting

	Impact of turnover on organisational performance
	Strong emphasis on operational performance, recovery, and financial outcomes, with no direct mention of turnover
	Indicates that the relationship between turnover and performance is implicit rather than explicitly acknowledged

	Effectiveness of HRM practices
	Moderate attention to HR practices, mainly focused on training and workforce contribution
	Suggests HR practices may support performance but are less focused on retention and employee well-being

	Organisational priorities
	Dominance of recovery, growth, and restructuring narratives
	Reflects a performance-driven approach where workforce issues may be secondary

	Turnover reporting
	Absence of explicit discussion on staff turnover
	Indicates a potential hidden issue and reinforces the research gap



Table 4.3.2 shows a strong organisational focus on post-COVID recovery, strategic transformation, and financial performance, with less emphasis on workforce issues.
In relation to the first research question, limited attention to factors such as job satisfaction and work–life balance suggests key drivers of staff turnover may be underrepresented.
For the second research question, the absence of explicit turnover reporting indicates that its impact on organisational performance is not directly addressed.
Regarding the third research question, the limited focus on retention suggests that HR practices may not fully address turnover challenges.
Overall, the findings highlight a disconnect between organisational priorities and workforce dynamics, reinforcing the need for further investigation.
Table 4.3.3 Qualitative Interpretation of Key Patterns (2023)
	Research Focus
	Qualitative Insight
	Interpretation

	Factors influencing staff turnover
	High workload, restructuring, and cost pressure evident
	Indicates potential drivers of turnover

	Impact on organisational performance
	Strong focus on recovery, resilience, and performance
	Performance linked to workforce effort

	Effectiveness of HRM practices
		



	Workforce contribution recognised but no turnover focus



	Retention not explicitly addressed

	Organisational priorities
	Emphasis on recovery, cost control, and restructuring
	Performance and adaptation prioritised

	Turnover reporting
	No direct mention of turnover
	Suggests possible underreporting



The findings in Table 4.3.3 highlight a strong organisational focus on recovery, resilience, and restructuring, with high levels of workload and cost pressure.
In relation to the first research question, these conditions suggest potential drivers of staff turnover, particularly increased workload and organisational change, which may negatively affect employee retention.
Regarding the second research question, the emphasis on performance and recovery indicates that organisational outcomes are closely tied to workforce contribution. However, the absence of turnover reporting makes it difficult to directly assess its impact on performance.
In relation to the third research question, the lack of explicit focus on turnover suggests that HRM practices may not fully address retention challenges, despite the evident workforce pressures.
Overall, the findings point to a potential gap between organisational priorities and workforce stability, reinforcing the need to further investigate staff turnover.
Table 4.3.4 HR Pattern Frequency
	Research Focus
	Pattern
	Interpretation

	Factors influencing staff turnover
	Workforce downsizing (2020–2022) and rapid rehiring (2023–2024)
	Indicates instability and potential turnover drivers

	Impact on organisational performance
	Workforce fluctuations across periods
	Performance closely linked to staffing levels

	Effectiveness of HRM practices
	Reactive workforce adjustments
	Suggests limited long-term HR planning

	Workforce stability
	Low emphasis on stability
	Ongoing structural instability

	Turnover visibility
	No explicit reporting
	Indicates a hidden HR issue



The findings indicate that workforce reductions followed by rapid rehiring reflect instability and potential drivers of staff turnover (RQ1). The fluctuation in employee numbers suggests a strong link between workforce levels and organisational performance (RQ2). Additionally, the reactive nature of workforce adjustments and lack of turnover reporting imply that HRM practices may not fully address retention challenges (RQ3). Overall, the absence of explicit turnover data highlights a hidden HR issue, reinforcing the need for further investigation.
[bookmark: _Toc228118252][bookmark: _Toc228477102]4.4 Coding and Categorisation 
Table 4.4.1 Independent Variables (Workplace Factors)
	Variable
	Evidence (2019)
	Evidence (2023)
	Interpretation

	Compensation and Benefits
	Limited direct data
	Not clearly detailed
	Persistent limitation, possibly due to SOE constraints affecting competitiveness

	Job Satisfaction
	Not explicitly stated (inferred from stability)
	Not explicit (affected by recovery pressure)
	Shift from assumed stability to potential decline under increased workload

	Working Conditions
		Operational efficiency (structured)
	Increased operations (high workload)
	Transition from structured to more demanding conditions

	Career Development
	Training programs
	Training and restructuring
	Consistently positive factor supporting employee growth

	Leadership/Management
	Board strategies (centralised)
	Strategic transformation (centralised)
	Ongoing centralised structure with limited HR flexibility

	Work–life Balance
	Not mentioned
	Not mentioned
	Continuous gap in employee well-being focus



The analysis of workplace factors across 2019 and 2023 reveals a consistent yet uneven emphasis on key HR variables. Career development is the most clearly supported factor in both periods, with training programmes and restructuring initiatives reflecting a strong focus on employee capability. Leadership and management remain centralised, indicating strategic control but potentially limiting responsiveness to employee needs.
In relation to the first research question, critical factors such as compensation, job satisfaction, and work–life balance are either minimally addressed or absent, suggesting potential drivers of staff turnover. While job satisfaction in 2019 may be inferred from workforce stability, the 2023 context indicates a likely decline due to increased workload and recovery pressures. Working conditions have also shifted from structured to more demanding, further contributing to potential dissatisfaction.
Regarding the second research question, these changes suggest that organisational performance may be increasingly dependent on intensified employee effort rather than stable workforce conditions.
In relation to the third research question, the limited attention to employee-centred factors indicates that HRM practices may not fully address retention challenges. This imbalance between organisational priorities and employee well-being may increase turnover risk, highlighting the need for a more balanced and sustainable HR approach.
Table 4.4.2 Independent Variables (HR Factors)
	Factor
	Evidence (COVID Period)
	Evidence (Post-Pandemic 2023)
	Interpretation

	Job Security
	Declined during COVID
	Not explicitly stated (likely improved but uncertain)
	High risk during crisis, potential lingering uncertainty

	Working Conditions
	Reduced operations (unstable)
	Increased operations (high workload)
	Shift from instability to high-pressure environment

	Workload
	Reduced demand but uncertainty
	Increased operational demand
	Transition to higher stress due to workload pressure

	Career Development
	Not reported
	Training and restructuring
	Shift from neglect to positive HR focus

	Compensation
	Likely reduced during crisis
	Not clearly detailed
	Persistent limitation affecting satisfaction

	Leadership/Management
	Crisis-driven decisions
	Flexible but pressure-driven
	More adaptive but still performance-focused

	Work–life Balance
	Not addressed
	Not addressed
	Continuous gap in employee well-being focus



The combined analysis indicates a transition from crisis-driven instability during the COVID-19 period to a high-pressure recovery phase, with ongoing gaps in employee support. During the pandemic, reduced job security, lower compensation, and limited career development weakened employee stability and organisational commitment. In the post-pandemic period, although improvements in training and leadership adaptability are evident, increased workload and performance pressure suggest that recovery has been partly achieved through intensified employee effort.
In relation to the first research question, these conditions highlight key factors that may contribute to staff turnover, particularly workload pressure and insufficient employee support. Regarding the second research question, the findings suggest that organisational performance is closely linked to workforce conditions, with recovery supported by increased employee input rather than fully stable structures.
Furthermore, the continued absence of attention to factors such as compensation and work–life balance indicates structural limitations in HR practices. This imbalance between organisational demands and employee support may reduce job satisfaction and increase turnover risk, emphasising the need for a more balanced and sustainable HR approach.
Table 4.4.3 Independent Variables influencing Organisational Performance
	Indicator
	Evidence (2019) 
	Evidence (COVID Period)
	Evidence (2023 Recovery)
	Interpretation

	Workforce stability	
	Stable workforce
	Workforce decline reduced capacity
	Workforce rebuilding improved operations
	Stability directly influences operational performance

	Workforce availability
	Adequate staffing
	Reduced workforce levels
	Increased staffing levels
	Staffing levels affect productivity and efficiency

	Workload pressure
	Balanced workload
	Uncertainty and reduced demand
	Increased workload
		



	High workload supports performance but creates strain




	Human capital (skills & experience)
	Strong reliance on skilled staff
	Loss of experienced employees
	Rebuilding of skills
	Critical for service quality and performance outcomes

	Employee support (HR factors)	
	Not clearly stated
	Likely reduced during crisis
	Not explicitly addressed
	Weak HR support may affect sustainability of performance

	Workforce rebuilding
	Not applicable
	Not applicable
	Rehiring improves output
	Workforce expansion supports recovery performance


			
The table demonstrates that key independent variables such as workforce stability, workforce availability, workload pressure, and human capital play a critical role in influencing organisational performance (RQ2). Changes in these factors across the pre-pandemic, COVID-19, and recovery periods show a clear relationship between workforce conditions and performance outcomes. For example, workforce reductions during the pandemic led to decreased operational capacity and productivity, while subsequent rehiring supported recovery and improved output. This indicates that organisational performance is highly dependent on the availability and capability of employees.
In relation to the first research question, factors such as increased workload, workforce instability, and loss of experienced staff may act as significant drivers of employee turnover. The shift from a stable workforce in 2019 to a high-pressure recovery environment suggests that employees may face greater stress and dissatisfaction, potentially increasing turnover risk.
Regarding the third research question, the limited visibility of employee support and HR-related initiatives suggests that existing HRM practices may not fully address workforce challenges. Although workforce rebuilding has supported recovery, the lack of emphasis on employee well-being and retention strategies may affect the sustainability of performance in the long term. Overall, the findings highlight the importance of aligning HR practices with organisational needs to ensure both workforce stability and consistent performance outcomes.		
Table 4.4.4 Key Comparative Insights (2019 vs 2023)
	Aspect
	2019
	2023

	Workforce stability
	Workforce appears stable and well-managed
	Workforce shows signs of instability due to recovery pressures

	Turnover stability
	
	Turnover not explicitly reported



	Turnover still not explicitly reported, indicating a persistent gap

	Operational performance
		



	Strong and consistent performance



	Performance improving but still in recovery phase

	Financial condition
	Financially stable and profitable
	Financially recovering but under pressure

	HR pressure
		



	Moderate workload and organisational pressure



	High workload and increased organisational pressure


The qualitative comparison in Table 4.8 highlights important changes in workforce and organisational conditions between 2019 and 2023.
In relation to the first research question, the shift from a stable workforce in 2019 to a more pressured and unstable environment in 2023 suggests that factors such as increased workload and organisational pressure may contribute to staff turnover. The continued absence of explicit turnover reporting also indicates that key drivers of turnover may not be fully captured.
Regarding the second research question, the findings show that organisational performance is closely linked to workforce conditions. Strong performance in 2019 aligns with workforce stability, while the recovery phase in 2023 reflects improved performance but under more constrained and pressured conditions.
In relation to the third research question, the increase in HR pressure alongside limited visibility of turnover and retention strategies suggests that current HRM practices may not fully address emerging workforce challenges.
These findings highlight that while performance is improving, underlying workforce issues persist, reinforcing the need to further investigate staff turnover and retention.
Top of Form
Bottom of Form

[bookmark: _Toc228477103]4.5 Final Integrated Findings 
The integrated findings indicate a clear shift from organisational stability in 2019 to recovery-driven pressure in 2023. While the workforce previously appeared stable, the post-pandemic environment has introduced increased workloads and operational demands, suggesting a higher potential risk of employee turnover.
At the same time, there is a growing emphasis on human capital, with organisational strategy increasingly dependent on employee skills, training, and experience. This reinforces the principles of Human Capital Theory, highlighting that workforce capability is now central to achieving recovery and sustaining long-term performance.
The findings suggest the presence of a potential hidden turnover problem, as employee turnover is not explicitly reported in either period. This consistent absence strengthens the identification of a significant research gap, indicating that turnover may be overlooked or underreported despite its relevance to organisational performance.
Additionally, the combination of an SOE structure and ongoing financial recovery efforts introduces structural and financial constraints that may limit HR flexibility. These limitations can restrict the organisation’s ability to respond effectively to employee needs, potentially leading to dissatisfaction and increased turnover risk, particularly in a high-pressure, post-pandemic environment.
Table 4.5.1 Key Employee Data (2019–2024)
	Year
	Number of Employees
	Change
	Growth

	2019
	21,166
	-169
	-0.79%

	2020
	19,690
	-1,476
	-6.97%

	2021
	19,347
	-343
	-1.74%

	2022
	18,641
	-706
	-3.65%

	2023
	18,714
	+73
	+0.39%

	2024
	21,130
	+2,416
	+12.91%


  
The employee data from 2019 to 2024 shows a clear workforce contraction during the pandemic period, followed by a strong recovery phase. Between 2019 and 2022, the organisation experienced continuous declines in employee numbers, reflecting downsizing and operational disruption caused by COVID-19.
From 2023 onwards, this trend begins to reverse, with modest growth in 2023 and a significant increase in 2024, indicating rapid workforce expansion to support recovery and rising operational demand. This sharp rebound suggests increased hiring pressure and a need to rebuild organisational capacity.
Overall, the pattern highlights a shift from workforce reduction to rapid expansion, which may create challenges in workforce integration, training, and retention, further reinforcing the importance of effective HR management during the recovery phase.
Table 4.5.2 Financial Timeline (2021–2025)
Revenue Growth Trend
	2021
	27.9T VND

	2022
	70.4T VND

	2023
	91.5T VND

	2024
	105.9T VND

	2025 
	121.2T VND



· 2021: 27.9T VND (crisis low)
· 2022: 70.4T VND (strong rebound, +152%) 
· 2023: 91.5T VND (continued recovery) 
· 2024: 105.9T VND (stabilisation phase) 
· 2025: 121.2T VND (mature growth) 

Net Income Trend
	2021
	-12.9T VND

	2022
	-11.3T VND

	2023
	-5.9T VND

	2024
	+7.6T VND

	2025
	+7.3T VND



· 2021: −12.9T VND (severe loss) 
· 2022: −11.3T VND (still loss-making) 
· 2023: −5.9T VND (loss narrowing) 
· 2024: +7.6T VND (profit recovery) 
· 2025: +7.3T VND (stable profitability) 
The financial pattern shows a clear multi-phase recovery process. The crisis phase in 2021 is characterised by significant revenue decline and heavy losses, closely aligned with workforce downsizing and reduced operational capacity. This is followed by a recovery phase in 2022–2023, where revenue increases substantially and losses begin to narrow, indicating a return in demand, although financial pressures remain.
The year 2023 represents a turning point, reflecting the impact of restructuring efforts and improved operational efficiency. By 2024, the organisation enters a profit phase, achieving positive net income and confirming financial recovery. In 2025, the airline moves into a stabilisation phase, where growth continues at a more moderate and sustainable pace.
Critically, this pattern highlights a strong interdependence between financial performance, operational restructuring, and workforce dynamics. While recovery has been achieved, it appears closely tied to workforce adjustments, suggesting that effective HR management remains essential for sustaining long-term organisational stability and performance.
[bookmark: _Toc228118253][bookmark: _Toc228477104]4.6 Alignment with Research Objectives
Firstly, in relation to examining staff turnover and its impact on organisational performance, the analysis shows that although turnover is not explicitly reported, workforce fluctuations and instability act as proxy indicators. Evidence from the COVID-19 downsizing and post-pandemic rehiring demonstrates that changes in employee levels directly affect operational capacity, productivity, and overall performance.
Secondly, the study identifies several key factors influencing employee turnover. Increased workload, financial constraints, limited compensation visibility, lack of work–life balance, and centralised management structures emerge as critical issues. These factors are shown to impact operational efficiency, productivity, and service quality, particularly in the high-pressure recovery phase.
Thirdly, the evaluation of HRM practices suggests that while Vietnam Airlines places strong emphasis on training and career development, other important areas such as employee well-being, compensation, and retention strategies are less evident. This indicates that existing HRM practices are partially effective but may not fully address emerging retention challenges.
Finally, the findings provide a foundation for proposing practical strategies. The evidence highlights the need for improved HR flexibility, better workload management, enhanced employee support systems, and more competitive compensation structures. Addressing these areas can help reduce turnover risk and support a more stable, committed workforce, ultimately enhancing organisational performance.
[bookmark: _Toc228118254][bookmark: _Toc228477105]4.7 Addressing Research Questions
Firstly, in addressing the question of what factors contribute to staff turnover, the analysis identifies several key drivers, including increased workload during the recovery phase, financial constraints limiting compensation and benefits, lack of explicit focus on work–life balance, and centralised decision-making associated with the SOE structure. Additionally, workforce instability following COVID-19 and restructuring efforts further contribute to potential dissatisfaction and turnover risk.
Secondly, regarding the impact of staff turnover on organisational performance, the findings show a strong relationship between workforce stability and performance outcomes. The decline in employee numbers during the pandemic reduced operational capacity and productivity, while the subsequent recovery and rehiring improved performance. This demonstrates that turnover and workforce fluctuations directly affect operational efficiency, service quality, and overall organisational effectiveness.
Thirdly, in evaluating the effectiveness of current HRM practices, the study finds that Vietnam Airlines demonstrates strength in training and career development, supporting human capital development. However, gaps remain in areas such as compensation, employee well-being, and explicit retention strategies. This suggests that while HRM practices are partially effective, they may not be sufficient to address emerging turnover challenges in a high-pressure environment.
Finally, in relation to strategies to reduce turnover and improve performance, the findings highlight the need for more balanced HR approaches. This includes enhancing employee support systems, improving workload management, increasing HR flexibility, and strengthening compensation and work–life balance initiatives. Such strategies are essential to reduce turnover risk, improve employee commitment, and sustain organisational performance.
Overall, the findings demonstrate that staff turnover at Vietnam Airlines is influenced by a combination of structural, financial, and operational factors, and that effectively managing these issues is critical to maintaining both workforce stability and service performance.
[bookmark: _Toc228118255][bookmark: _Toc228477106]4.8 Discussion
This study examined the relationship between staff turnover and organisational performance at Vietnam Airlines.
In relation to the first research question, the findings identify key drivers of turnover, including increased workload, workforce instability, financial constraints, and limited attention to compensation and work–life balance. The shift from a stable environment in 2019 to a high-pressure recovery phase in 2023 suggests that turnover risk is influenced not only by traditional HR factors but also by post-pandemic pressures and organisational restructuring.
Regarding the second research question, the findings confirm a strong link between workforce stability and organisational performance. Workforce reductions during COVID-19 weakened operational capacity and productivity, while rehiring supported recovery. However, this recovery appears to rely on increased employee effort, raising concerns about long-term sustainability.
In relation to the third research question, HRM practices appear partially effective. While there is a strong focus on training and development, limited attention to employee well-being, compensation, and retention strategies suggests gaps in addressing workforce challenges. The absence of explicit turnover reporting further indicates a potential hidden issue.
These findings suggest that although organisational performance is improving, underlying workforce pressures remain, highlighting the need for more balanced and sustainable HR strategies.
The validated framework shows that some proposed factors, such as career development and working conditions, are strongly supported by the findings. However, others, including compensation, job satisfaction, and work–life balance, are either partially supported or not clearly addressed, indicating gaps in organisational focus. Staff turnover is not explicitly reported but is inferred through workforce changes, suggesting a partially validated mediating role. The relationship between workforce conditions and organisational performance is clearly supported, confirming the importanc e of human capital in driving performance outcomes as shown on the table below:
Table 4.8.1 Validated Framework
	Framework Component
	Proposed Structure
	Empirical Structure (Outcome)
	Validated (Yes/No)

	
Compensation and Benefits
	Key driver of turnover
	Limited visibility, likely inadequate and constrained
	
Partially validated

	

Job Satisfaction
	

Strong influence on turnover
	Not explicitly reported, but negatively affected by workload and pressure
	

Partially validated

	

Working Conditions
	

Influences employee decisions
	Shift from stable to high-pressure conditions post-pandemic
	
Yes

	

Career Development
	
Improves retention
	Strong focus on training and development observed
	
Yes

	
Leadership and Management
	Affects turnover and engagement
	Centralised and performance-driven, limited flexibility
	Partially validated

	
Work–life Balance
		



	Important for retention



	Not addressed in reporting, ongoing gap
	No

	

Staff Turnover (Mediator)
	Links HR factors to performance
	Not explicitly reported but inferred through workforce fluctuations and instability
	Partially validated

	
Organisational Performance (Outcome)
	Negatively affected by high turnover
	Strongly influenced by workforce stability and capability
	Yes



[bookmark: _Toc228477107]4.9 Summary
This chapter analysed the relationship between staff turnover and organisational performance at Vietnam Airlines using thematic and content analysis of secondary data. The findings reveal a clear shift from workforce stability in 2019 to a high-pressure recovery environment in 2023, with evidence of workforce fluctuations and increased operational demands.
Key factors influencing staff turnover include workload pressure, limited attention to compensation and work–life balance, and structural constraints associated with the organisational context. While HR practices such as training and development are evident, gaps remain in employee support and retention strategies.
The analysis also confirms a strong link between workforce stability and organisational performance, showing that changes in employee levels directly affect productivity, operational efficiency, and recovery outcomes. In addition, the absence of explicit turnover reporting highlights a potential hidden issue and reinforces the identified research gap.
The validated framework demonstrates that although some HR factors are supported by the findings, others remain underexplored, emphasising the need for more balanced and sustainable HR approaches to improve retention and long-term performance.


[bookmark: _Toc228118256][bookmark: _Toc228477108]Chapter 5
[bookmark: _Toc228118257][bookmark: _Toc228477109]5. Conclusion/Recommendation/Limitation of research
[bookmark: _Toc228118258][bookmark: _Toc228477110]5.1 Introduction
This chapter summarises the key findings of the study, presents practical recommendations, and discusses the implications, limitations, and future research directions. It also reflects on the research process to highlight learning outcomes.
[bookmark: _Toc228118259][bookmark: _Toc228477111]5.2 Summary of findings
The study reveals a shift from workforce stability in 2019 to a high-pressure recovery environment in 2023. Although employee turnover is not explicitly reported, workforce fluctuations during COVID-19 and the recovery phase indicate potential hidden turnover.
Key factors influencing turnover risk include increased workload, financial constraints, limited attention to work–life balance, and structural rigidity due to the state-owned enterprise (SOE) model.
The findings also confirm a strong relationship between workforce stability and organisational performance where employee reductions negatively impacted productivity and operational capacity, while rehiring supported recovery.
The study addresses key research objectives related to staff turnover and organisational performance at Vietnam Airlines. The findings provide evidence that aligns with each objective, demonstrating how workforce dynamics influence organisational outcomes.
Table 5.2.1: Alignment of Research Questions with Findings
	Research Questions
	Key Findings / Outcomes

	What are the main factors contributing to staff turnover?
	Increased workload, financial constraints, limited focus on work–life balance, and structural rigidity (SOE model) were identified as key drivers of turnover risk.

	How does staff turnover influence organisational performance?
	Workforce reductions during COVID-19 negatively impacted productivity and operational capacity, while rehiring supported recovery, confirming a strong relationship between workforce stability and performance.

	How effective are current HRM practices?
	HR practices are partially effective, with strengths in training and development but clear gaps in employee well-being, compensation, and retention strategies.

	What strategies can reduce turnover and improve performance?
	Findings suggest the need for improved workload management, enhanced employee support, greater HR flexibility, and stronger compensation and work–life balance initiatives.



Overall, the results indicate a shift from workforce stability in 2019 to a high-pressure recovery environment in 2023, with evidence of potential hidden turnover despite the lack of explicit reporting.
[bookmark: _Toc228118263][bookmark: _Toc228477112]5.3 Limitation of Research
Compared to the initial research proposal, which suggested a mixed-methods approach involving primary data collection through surveys and interviews, the final methodology adopts a qualitative approach using secondary data. This change was primarily due to practical constraints, including limited time, restricted access to employees at Vietnam Airlines, and challenges in obtaining organisational approval for primary data collection.
While the proposed mixed-methods design would have provided more comprehensive and direct insights into employee perspectives, the adopted approach allowed for a more feasible and efficient analysis within the available timeframe. However, this shift limits the depth of the study, particularly in capturing employees’ experiences and perceptions, and may reduce the ability to establish detailed explanations of turnover behaviour.
[bookmark: _Toc228118262][bookmark: _Toc228477113]5.4 Future studies
Future studies could use primary data (e.g., employee surveys or interviews) to directly measure turnover intentions and employee satisfaction. Comparative studies across airlines or between state-owned and private organisations could also provide deeper insights into HR challenges and retention strategies.
[bookmark: _Toc228118261][bookmark: _Toc228477114]5.5 Research implication
This study contributes to understanding the relationship between HR factors and organisational performance in the aviation sector. It highlights the importance of human capital in recovery contexts and demonstrates that turnover can exist as a hidden issue when not explicitly reported.
The findings also support Human Capital Theory and Social Exchange Theory, showing that employee investment and organisational support are critical for retention and performance.
[bookmark: _Toc228118260][bookmark: _Toc228477115]5.6 Recommendation
To address the identified challenges, Vietnam Airlines should adopt a more balanced and proactive approach to human resource management. Firstly, the organisation should prioritise workload management by ensuring adequate staffing levels and implementing measures to reduce employee stress and burnout, particularly during high-demand recovery periods. Improving employee support systems, including well-being programmes and internal communication, is also essential to maintain engagement and morale.
In addition, the airline should enhance its compensation and benefits structure to remain competitive and improve employee satisfaction, despite financial constraints. Greater flexibility in HR practices should be considered, even within the limitations of a state-owned enterprise, to allow more responsive decision-making in recruitment, retention, and employee management.
Furthermore, the organisation should develop more structured retention strategies, such as clear career development pathways, succession planning, and continuous training opportunities, to strengthen long-term employee commitment. Finally, increasing attention to work–life balance initiatives will be critical in reducing turnover risk and supporting a more stable and productive workforce. Overall, these measures will help Vietnam Airlines sustain organisational performance while improving employee retention in a post-pandemic environment.
[bookmark: _Toc228477116]5.7 Conclusion
This study set out to examine the impact of staff turnover on organisational performance at Vietnam Airlines, with a focus on identifying the key factors influencing turnover, assessing its effects on performance, and evaluating the effectiveness of HRM practices.
The findings indicate that staff turnover is influenced by a combination of organisational and job-related factors, including increased workload, workforce instability, financial constraints, and limited attention to employee-centred issues such as compensation and work–life balance. The transition from a stable workforce in 2019 to a high-pressure recovery environment in 2023 highlights how post-pandemic conditions and restructuring have intensified these challenges.
The study also confirms a strong relationship between workforce stability and organisational performance. Workforce reductions during the COVID-19 period negatively affected operational capacity and productivity, while subsequent rehiring supported recovery. However, this recovery appears to rely heavily on intensified employee effort, raising concerns about long-term sustainability if underlying HR issues are not addressed.
Furthermore, the evaluation of HRM practices suggests that while there is a clear emphasis on training and development, other critical areas such as employee well-being, retention strategies, and compensation remain underdeveloped. The absence of explicit turnover reporting also indicates a potential hidden issue, reinforcing the research gap and the need for greater transparency in workforce management.
In conclusion, although Vietnam Airlines has made significant progress in restoring performance, maintaining long-term organisational success will depend on its ability to address workforce challenges more effectively. Strengthening HR strategies, improving employee support, and prioritising retention will be essential to ensure workforce stability, enhance performance, and sustain competitiveness in the evolving aviation industry.
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[bookmark: _Toc228477119]Table 2.1 Summary of Theories
	Theory/Model
	Characteristics
	Relevance to study
	References

	Human Capital Theory
	Views employees as valuable assets whose knowledge, skills, and experience contribute to productivity and competitive advantage. Investment in employees enhances organisational performance.
	Explains how high employee turnover leads to loss of skills and knowledge at Vietnam Airlines, reducing efficiency and increasing recruitment and training costs.
	Becker (1964)

	Social Exchange Theory
	Based on reciprocal relationships between employees and employers. Employees respond positively when they perceive fair treatment, support, and rewards.
	Helps explain why employees may leave Vietnam Airlines if they feel undervalued, unsupported, or unfairly treated, leading to reduced commitment and higher turnover.
	Blau (1964)

	Herzberg’s Two-Factor Theory
	Distinguishes between hygiene factors (salary, working conditions, policies) and motivators (recognition, achievement, growth). Hygiene factors prevent dissatisfaction, while motivators enhance satisfaction.
	Identifies key factors influencing employee retention at Vietnam Airlines, such as compensation, working conditions, and opportunities for career advancement.
	Herzberg (1968); Smith (2023)

	Maslow’s Hierarchy of Needs
	Proposes a five-level hierarchy of needs: physiological, safety, social, esteem, and self-actualisation. Lower-level needs must be satisfied before higher-level needs.
	Provides a framework to understand employee motivation and turnover by highlighting how unmet needs (e.g., job security, recognition, career growth) can drive employees to leave Vietnam Airlines.
	Maslow (1943)



[bookmark: _Toc228477120]Table 4.3.1 Organisational Reporting
	Research Focus

	Qualitative Insight
	Interpretation

	Factors influencing staff turnover
	Limited discussion of employee well-being factors
	Key drivers of turnover may not be fully captured

	Impact on organisational performance
	Strong emphasis on performance metrics, no turnover mention
	Relationship appears implicit

	Effectiveness of HRM practices
	Moderate focus on HR strategies and training
	HR recognised but retention not prioritised

	Organisational priorities
	Emphasis on workforce development and performance
	Focus on efficiency and growth

	Turnover reporting
	No explicit reference to turnover
	Possible underreporting or low visibility



[bookmark: _Toc228477121]Table 4.3.2 Organisational Priorities and Reporting Focus (2023)
	Research Focus

	
	Qualitative Insight



	Interpretation

	Factors influencing staff turnover
	Limited visibility of employee-related factors such as job satisfaction, work–life balance, and well-being
	Suggests that key drivers of turnover may be underexplored or not prioritised in organisational reporting

	Impact of turnover on organisational performance
	Strong emphasis on operational performance, recovery, and financial outcomes, with no direct mention of turnover
	Indicates that the relationship between turnover and performance is implicit rather than explicitly acknowledged

	Effectiveness of HRM practices
	Moderate attention to HR practices, mainly focused on training and workforce contribution
	Suggests HR practices may support performance but are less focused on retention and employee well-being

	Organisational priorities
	Dominance of recovery, growth, and restructuring narratives
	Reflects a performance-driven approach where workforce issues may be secondary

	Turnover reporting
	Absence of explicit discussion on staff turnover
	Indicates a potential hidden issue and reinforces the research gap



[bookmark: _Toc228477122]Table 4.3.3 Qualitative Interpretation of Key Patterns (2023)
	Research Focus
	Qualitative Insight
	Interpretation

	Factors influencing staff turnover
	High workload, restructuring, and cost pressure evident
	Indicates potential drivers of turnover

	Impact on organisational performance
	Strong focus on recovery, resilience, and performance
	Performance linked to workforce effort

	Effectiveness of HRM practices
		



	Workforce contribution recognised but no turnover focus



	Retention not explicitly addressed

	Organisational priorities
	Emphasis on recovery, cost control, and restructuring
	Performance and adaptation prioritised

	Turnover reporting
	No direct mention of turnover
	Suggests possible underreporting




[bookmark: _Toc228477123]Table 4.3.4 HR Pattern Frequency
	Research Focus
	Pattern
	Interpretation

	Factors influencing staff turnover
	Workforce downsizing (2020–2022) and rapid rehiring (2023–2024)
	Indicates instability and potential turnover drivers

	Impact on organisational performance
	Workforce fluctuations across periods
	Performance closely linked to staffing levels

	Effectiveness of HRM practices
	Reactive workforce adjustments
	Suggests limited long-term HR planning

	Workforce stability
	Low emphasis on stability
	Ongoing structural instability

	Turnover visibility
	No explicit reporting
	Indicates a hidden HR issue



[bookmark: _Toc228477124]Table 4.4.1 Independent Variables (Workplace Factors)
	Variable
	Evidence (2019)
	Evidence (2023)
	Interpretation

	Compensation and Benefits
	Limited direct data
	Not clearly detailed
	Persistent limitation, possibly due to SOE constraints affecting competitiveness

	Job Satisfaction
	Not explicitly stated (inferred from stability)
	Not explicit (affected by recovery pressure)
	Shift from assumed stability to potential decline under increased workload

	Working Conditions
		Operational efficiency (structured)
	Increased operations (high workload)
	Transition from structured to more demanding conditions

	Career Development
	Training programs
	Training and restructuring
	Consistently positive factor supporting employee growth

	Leadership/Management
	Board strategies (centralised)
	Strategic transformation (centralised)
	Ongoing centralised structure with limited HR flexibility

	Work–life Balance
	Not mentioned
	Not mentioned
	Continuous gap in employee well-being focus



[bookmark: _Toc228477125]Table 4.4.2 Independent Variables (HR Factors)
	Factor
	Evidence (COVID Period)
	Evidence (Post-Pandemic 2023)
	Interpretation

	Job Security
	Declined during COVID
	Not explicitly stated (likely improved but uncertain)
	High risk during crisis, potential lingering uncertainty

	Working Conditions
	Reduced operations (unstable)
	Increased operations (high workload)
	Shift from instability to high-pressure environment

	Workload
	Reduced demand but uncertainty
	Increased operational demand
	Transition to higher stress due to workload pressure

	Career Development
	Not reported
	Training and restructuring
	Shift from neglect to positive HR focus

	Compensation
	Likely reduced during crisis
	Not clearly detailed
	Persistent limitation affecting satisfaction

	Leadership/Management
	Crisis-driven decisions
	Flexible but pressure-driven
	More adaptive but still performance-focused

	Work–life Balance
	Not addressed
	Not addressed
	Continuous gap in employee well-being focus



[bookmark: _Toc228477126]Table 4.4.3 Independent Variables influencing Organisational Performance
	Indicator
	Evidence (2019) 
	Evidence (COVID Period)
	Evidence (2023 Recovery)
	Interpretation

	Workforce stability	
	Stable workforce
	Workforce decline reduced capacity
	Workforce rebuilding improved operations
	Stability directly influences operational performance

	Workforce availability
	Adequate staffing
	Reduced workforce levels
	Increased staffing levels
	Staffing levels affect productivity and efficiency

	Workload pressure
	Balanced workload
	Uncertainty and reduced demand
	Increased workload
		



	High workload supports performance but creates strain




	Human capital (skills and experience)
	Strong reliance on skilled staff
	Loss of experienced employees
	Rebuilding of skills
	Critical for service quality and performance outcomes

	Employee support (HR factors)	
	Not clearly stated
	Likely reduced during crisis
	Not explicitly addressed
	Weak HR support may affect sustainability of performance

	Workforce rebuilding
	Not applicable
	Not applicable
	Rehiring improves output
	Workforce expansion supports recovery performance



[bookmark: _Toc228477127]Table 4.4.4 Key Comparative Insights (2019 vs 2023)
	Aspect
	2019
	2023

	Workforce stability
	Workforce appears stable and well-managed
	Workforce shows signs of instability due to recovery pressures

	Turnover stability
	
	Turnover not explicitly reported



	Turnover still not explicitly reported, indicating a persistent gap

	Operational performance
		



	Strong and consistent performance



	Performance improving but still in recovery phase

	Financial condition
	Financially stable and profitable
	Financially recovering but under pressure

	HR pressure
		



	Moderate workload and organisational pressure



	High workload and increased organisational pressure



[bookmark: _Toc228477128]Table 4.5.1 Key Employee Data (2019–2024)
	Year
	Number of Employees
	Change
	Growth

	2019
	21,166
	-169
	-0.79%

	2020
	19,690
	-1,476
	-6.97%

	2021
	19,347
	-343
	-1.74%

	2022
	18,641
	-706
	-3.65%

	2023
	18,714
	+73
	+0.39%

	2024
	21,130
	+2,416
	+12.91%



[bookmark: _Toc228477129]Table 4.5.2 Financial Timeline (2021–2025)
Revenue Growth Trend
	2021
	27.9T VND

	2022
	70.4T VND

	2023
	91.5T VND

	2024
	105.9T VND

	2025 
	121.2T VND



· 2021: 27.9T VND (crisis low)
· 2022: 70.4T VND (strong rebound, +152%) 
· 2023: 91.5T VND (continued recovery) 
· 2024: 105.9T VND (stabilisation phase) 
· 2025: 121.2T VND (mature growth) 

Net Income Trend
	2021
	-12.9T VND

	2022
	-11.3T VND

	2023
	-5.9T VND

	2024
	+7.6T VND

	2025
	+7.3T VND



· 2021: −12.9T VND (severe loss) 
· 2022: −11.3T VND (still loss-making) 
· 2023: −5.9T VND (loss narrowing) 
· 2024: +7.6T VND (profit recovery) 
· 2025: +7.3T VND (stable profitability) 
[bookmark: _Toc228477130]Table 4.8.1 Validated Framework
	Framework Component
	Proposed Structure
	Empirical Structure (Outcome)
	Validated (Yes/No)

	
Compensation and Benefits
	Key driver of turnover
	Limited visibility, likely inadequate and constrained
	
Partially validated

	

Job Satisfaction
	

Strong influence on turnover
	Not explicitly reported, but negatively affected by workload and pressure
	

Partially validated

	

Working Conditions
	

Influences employee decisions
	Shift from stable to high-pressure conditions post-pandemic
	
Yes

	

Career Development
	
Improves retention
	Strong focus on training and development observed
	
Yes

	
Leadership and Management
	Affects turnover and engagement
	Centralised and performance-driven, limited flexibility
	Partially validated

	
Work–life Balance
		



	Important for retention



	Not addressed in reporting, ongoing gap
	No

	

Staff Turnover (Mediator)
	Links HR factors to performance
	Not explicitly reported but inferred through workforce fluctuations and instability
	Partially validated

	
Organisational Performance (Outcome)
	Negatively affected by high turnover
	Strongly influenced by workforce stability and capability
	Yes



[bookmark: _Toc228477131]Table 5.2.1: Alignment of Research Questions with Findings
	Research Questions
	Key Findings / Outcomes

	What are the main factors contributing to staff turnover?
	Increased workload, financial constraints, limited focus on work–life balance, and structural rigidity (SOE model) were identified as key drivers of turnover risk.

	How does staff turnover influence organisational performance?
	Workforce reductions during COVID-19 negatively impacted productivity and operational capacity, while rehiring supported recovery, confirming a strong relationship between workforce stability and performance.

	How effective are current HRM practices?
	HR practices are partially effective, with strengths in training and development but clear gaps in employee well-being, compensation, and retention strategies.

	What strategies can reduce turnover and improve performance?
	Findings suggest the need for improved workload management, enhanced employee support, greater HR flexibility, and stronger compensation and work–life balance initiatives.
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[bookmark: _Toc228118266][bookmark: _Toc228477134]Personal reflection via Kolb’s Reflective Theory
[image: ]
This reflective essay applies Kolb’s Experiential Learning Theory to critically evaluate my learning process throughout this research project (Kolb, 1984). The study provided an opportunity to engage with real organisational data and apply human resource (HR) theories within a practical context, particularly in relation to employee turnover and performance.
From an experiential perspective, I was involved in analysing secondary organisational data to identify key HR issues. This process required the application of theoretical frameworks to interpret patterns and trends within the data. Engaging with real-world organisational challenges enhanced my ability to connect abstract HR concepts with practical implications. It also developed my analytical skills, particularly in examining how organisational factors influence employee behaviour and outcomes.
Reflecting on this experience, I recognise both strengths and limitations in my approach. A notable strength was my use of structured analytical methods, specifically thematic and content analysis, which enabled me to systematically organise and interpret the data. This approach improved the clarity and coherence of my findings. However, a key limitation was my reliance on secondary data sources. While these sources provided useful contextual information, they restricted my ability to explore employees’ lived experiences and perceptions in depth. As a result, my analysis may not have fully captured the complexity of the issues surrounding turnover and performance.
In terms of conceptualisation, this experience deepened my understanding of the relationship between HR practices and organisational outcomes. I developed greater awareness of how factors such as workload, organisational structure, and managerial practices can significantly impact employee retention and productivity. Furthermore, I gained insight into the importance of critically evaluating data sources and recognising how methodological choices influence research outcomes. This stage of the learning cycle reinforced the need to integrate theory with empirical evidence in a balanced and critical manner.
Looking ahead to future application, I would adopt a more comprehensive research design to strengthen the validity and depth of my findings. Specifically, I would incorporate primary data collection methods, such as interviews or surveys, to gain direct insights into employee perspectives. This would allow for a more nuanced understanding of the factors influencing turnover. Additionally, I would aim to use more precise and measurable indicators of turnover and performance to enhance the reliability of the analysis. By combining both qualitative and quantitative approaches, I would be better positioned to produce more robust and meaningful conclusions.
In conclusion, applying Kolb’s Experiential Learning Theory has enabled me to critically reflect on my learning journey and identify areas for improvement. The experience has contributed to my academic and professional development by enhancing my analytical abilities and deepening my understanding of HR practices in organisational contexts.
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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
paresearch@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)

il Full Name:

Honorary research

2 Tick all boxes that apply: Member of staff: El] Telbue
Taught Postgraduate Postgraduate
LndorgtadualoiStident I Student g Research Student
3 Institute/Academic University Of Wales “Trinity Saint David”
Discipline/Centre:
4 Campus: LGHdoR

2 ([5mellpddrecs: 2245805@student.uwtsd.ac.uk

6 Contact Telephone Number: +447519008657
For students:
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7 Student Number: 2245805

8 Programme of Study: BA Leadership and Management

9 Director of Studies/Supervisor: | Olusoyi 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

Date

2 If Yes, please indicate source of

Research Degrees Committee
approval (and date where known): 9

Approval in principle must be | Institute Research Committee
obtained from the relevant source

o

prior to seeking ethical approval Other (write in)

SECTION C: Internal and External Ethical Guidance Materials

add rows to this table if needed.

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

] UWTSD Research Ethics & Integrity Code of Practice X
2 UWTSD Research Data Management Policy X
3 [List any other relevant documents here] (m]

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 [m] NO [s]

5] Are you in receipt of a KESS scholarship? YES [m] NO a

6 | Are you specifically employed to Voluntary YES [} NO [m}

7 undertake this research in either a Ermtioved
paid or voluntary capacity? mploye YES =] NO (=]

8 Is the research being undertaken If YES then the
within an existing UWTSD Athrofa permission question YES o NO o
Professional Learning Partnership below does not need
(APLP)? to be answered.
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9 Has permission to undertake the (If YES attach copy)
research has been provided by the If NO the application YES a NO a
partner organisation? cannot continue

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

10 | Does this organisation have its own ethics approval system? YES a NO a

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 ile: Analysing relationship between staff turnover and organisational
. performance at Vietnam Airlines
2 Proposed start date: 07/04/2026 Proposed end date: 15/04/2026

Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the
points below:

Purpose of Research Activity
Proposed Research Question
Aims of Research Activity
Objectives of Research Activity

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

What the research activity will add to the body of knowledge
How it addresses an area of importance.

Purpose of Research Activity

3 This research study is crucial in terms of understanding different aspects of employees motivation the
corporate workplace.

(this box should expand as you type)

Research Questions

To achieve these objectives, the study is guided by the following research questions.
Firstly, what are the main factors contributing to staff turnover at Vietnam Airlines?
4 Secondly, how does staff turnover influence the airline's organisational performance?
Thirdly, how effective are current HRM practices in managing and controlling employee turnover?
Finally, what strategies can Vietnam Airlines implement to reduce turnover and improve performance?

(this box should expand as you type)
Aims of Research Activity

The primary aim of this study is to examine the impact of staff turnover on the organisational performance of
5 Vietnam Airlines and to recommend effective strategies to reduce employee turnover and enhance operational
efficiency and service quality.

(this box should expand as you type)

April 2022 3 PG2 Ethical Approval Form




image7.jpeg
Prifysgol Cymru

Y Drindod Dewi Sant

University of Wales PG2/E1FORM
Trinity Saint David

Objectives of Research Activity
The objectives are as follows:
« To examine staff turnover at Vietnam Airlines and its impact on organisational performance.
« To identify the main causes of employee turnover and understand how these factors affect
the airline’s operational efficiency, productivity, and service quality.
« To evaluate the effectiveness of existing human resource management (HRM) practices in
managing staff retention.
« To propose practical strategies to reduce turnover and enhance overall organisational
performance, contributing to a more stable and committed workforce.

(this box should expand as you type)

Proposed methods (maximum 600 words)

In this study qualitative methods will be used from secondary data.
My data will be collected from the following websites, please find below

Vietnam Airlines, 2019. Annual Report 2019. Hanoi: Vietnam Airlines. 2019-betn-english.pdf

https:/www.vietnamairlines.com/content/dam/legacy-site-assets/FilesDownload/AboutUs/Investor-Relations/Bao-
Cao-Thuong-Nien/2019-betn-english.pdf

Data will be used from this file are the followings:

Organization structure page 26

Shareholder structure page 38

Key operational performance page 46

Key financial indicators page 49

REPORT OF THE BOARD OF MANAGEMENT ON BUSINESS RESULTS IN 2019 page 58 to page 103

Vietnam Airlines, 2023. Annual Report 2023. Hanoi: Vietnam Airlines. CHUONG 1-TA-view

Data from the above document will be used as follows:

MESSAGE FROM CHAIRMAN OF THE BOARD OF DIRECTORS AND PRESIDENT & CEO DEVELOPMENT
from page 10 to 14

ORIENTATION AND STRATEGY from page 15 to page 19

Major goals of Vietnam Airlines

Medium-term and long-term development strategy of Vietnam Airlines

Sustainable development goals

Organization and Management structure from page 30 to page 39

Shareholder structure from page 40-41

Key operational indicators from page 50 to 53

Key financial indicators from page 54

Data on Steadily overcoming challenges - Heritage Vietnam Airlines from the link below:

https://heritagevietnamairlines.com/en/steadily-overcoming-challenges/

The researcher will use the entire article from the link above for the research.

Data from Vietnam Airlines JSC (HOSE:HVN) Number of Employees

The data will be used from this site using the following links:
ccom/quote/hose/HVN/
com/quote/hose/HVN/financials/
com/quote/hose/HVN/history/
com/quote/hose/HVN/emplovees/

https://stockanalysi
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com/quote/hose/HVN/company/
com/chart/HOSE:HVN/
(this box should expand as you type)
Location of research activity
Identify all locations where research activity will take place.
Data collection will be generated online on the following websites
Vietnam Airlines, 2019. Annual Report 2019. Hanoi: Vietnam Airlines. 2019-betn-englis!
Vietnam Airlines, 2023. Annual Report 2023. Hanoi: Vietnam Airlines. CHUONG [-TA-view
8 Steadily ovcucommg challenges - Heritage Vietnam Airlines
(this box should expand as you type)
Research activity outside of the UK
If research activity will take place overseas, you are responsible for ensuring that local ethical
considerations are complied with and that the relevant permissions are sought. Specify any local
guidelines (e.g. from local professional associations/learned societies/universities) that exist and
whether these involve any ethical stipulations beyond those usual in the UK (provide details of any
licenses or permissions required). Also specify whether there are any specific ethical issues raised
by the local context in which the research activity is taking place, for example, particular cultural
and/or legal sensitivities or vulnerabilities of participants. If you live in the country where you will do
the research then please state this.
9
(this box should expand as you type)
Use of documentation not in the public domain: Are any documents NOT NO X
10 | publicly available?
YES O
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.
11
(this box should expand as you type)
Does your research relate to one or more of the seven aims of the Well-being
of Future Generations (Wales) Act 2015? YES
12 | A prosperous Wales ]
13 | Aresilient Wales o
14 | A healthier Wales [m] x4
15 | A more equal Wales a P
16 | A Wales of cohesive communities o P
17 | A Wales of vibrant culture and thriving Welsh language [m] X
18 | A globally responsible Wales a X
19 | If YES to any of the above, please give details:
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(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? o
2 | Use of interviews? o X
3 Use of focus groups? o
4 Use of participant diaries? a X
5 Use of video or audio recording? 5]
6 Use of computer-generated log files? O X
7 Participant observation with their knowledge? o
8 Participant observation without their knowledge? (m] X
9 Access to personal or confidential information without the participants’ specific o =

consent?
10 Administration of any questions, test stimuli, presentation that may be o =

experienced as physically, mentally or emotionally harmful / offensive?
11 | Performance of any acts which may cause embarrassment or affect self-esteem? (=] X
12 | Investigation of participants involved in illegal activities? o
13 | Use of procedures that involve deception? sl X
14 | Administration of any substance, agent or placebo? a
15 | Working with live vertebrate animals? [E] X
16 | Procedures that may have a negative impact on the environment? o
17 Other primary data collection methods. Please indicate the type of data collection

method(s) below.

Details of any other primary data collection method:

(this box should expand as you type)

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

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

SECTION G: Intended Participants

f 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? (] X
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2 | Adults (over the age of 18 and competent to give consent)? X
3 | Vulnerable adults? o X
4 Children and Young People under the age of 187 (Consent from Parent, Carer or o =
Guardian will be required)
5 | Prisoners? o X
6 | Young offenders? o X
7 Those who could be considered to have a particularly dependent relationship with o =
the investigator or a gatekeeper?
8 | People engaged in illegal activities? o X
Others. Please indicate the participants below, and specifically any group who
9 [ may be unable to give consent.
Details of any other participant groups: o =
(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?
How many participants are N/A
10 | expected?
(this box should expand as you type)
N/A
1 Who will the participants be?
(this box should expand as you type)
N/A
12 How will you identify the
participants?
(this box should expand as you type)
Information for participants:
YES NO N/A
13 Will you describe the main research procedures to participants in O = o
advance, so that they are informed about what to expect?
14 | Will you tell participants that their participation is voluntary? O =X a
15 | Will you obtain written consent for participation? in] X a
16 Will you explain to participants that refusal to participate in the o o =
research will not affect their treatment or education (if relevant)?
17 If the research is observational, will you ask participants for their o o =
consent to being observed?
18 Will you tell participants that they may withdraw from the research at il = o
any time and for any reason?
19 With questionnaires, will you give participants the option of omitting il = o
questions they do not want to answer?
20 Will you tell participants that their data will be treated with full O = o
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 O = o
appropriate to the type of research undertaken?
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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? o X o
25 | Is specialist electrical or other equipment to be used with participants? o X a
2 Avre there any financial or other interests to the investigator or o = o
University arising from this study?
27 Will the research activity involve deliberately misleading participants in o o
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.

Yes [m]
No X

Full risk assessment completed and appended?

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: How you will mitigate the risk to participants:

Researcher is using secondary data
(this box should expand as you type)

(this box should expand as you type)

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

this box should expand as you type)

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: How you will mitigate the risk to the investigator:

(this box should expand as you type) (this box should expand as you type)
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University/institutional risks
For example: adverse publicity, financial loss, data protection

Risk to the University: How you will mitigate the risk to the University:
Data could be lost My data will be password protected in my
Data protection personal laptop

(this box should expand as you type)

(this box should expand as you type)

Environmental risks

6 i i
For example: accidental spillage of pollutants, damage to local ecosystems
Risk to the environment: How you will mitigate the risk to environment:
(this box should expand as you type) (this box should expand as you type)

Disclosure and Barring Service

If the research activity involves children or vulnerable adults, a Disclosure
and Barring Service (DBS) certificate must be obtained before any YES NO N/A
contact with such participants.

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

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

SECTION I: Feedback, Consent and Confidentiality

1 Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when?
(this box should expand as you type)

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

3 Confidentiality / Anonymity

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

(this box should expand as you type)

SECTION J: Data Protection and Storage

Does the research activity involve personal data (as defined by the General
Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 YES NO
“DPA")?
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“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

1 | such as a name, an identification number, location data, an online identifier or a X
to one or more factors specific to the physical, physiological, genetic, mental,
economic, cultural or social identity of that natural person. Any video or audio
recordings of participants is considered to be personal data.

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

(this box should expand as you type)
Does it involve special category data (as defined by the GDPR)? YES NO

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

(a) racial or ethnic origin,

(b) political opinions,

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

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

(e) physical or mental health or condition,

(f) sexual life,

(9) genetics,

(h) biometric data (as used for ID purposes),
If YES, provide a description of the special category data and explain why this data needs to be
collected:

(this box should expand as you type,

Will data from the research activity (collected data, drafts of the thesis, or | YES NO
materials for publication) be stored in any of the following ways?

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

University computers?

o|lolo

Private company computers?

=

Home or other personal computers?

©|lo|N|o|a

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

¥ RO XX X

5
(a1 |

“Cloud” storage or websites?
1 Other — specify: o =

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

Data will be password protected in researcher’s (personal) laptop

(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? (6] =

April 2022" 10 PG2 Ethical Approval Form




image14.jpeg
Prifysgol Cymru

Y Drindod Dewi Sant

University of Wales PG2/E1FORM
Trinity Saint David

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

& team? i e
15 | Sharing of data with other organisations? (m] X
16 | Export of data outside the UK or importing of data from outside the UK? a X
17 | Use of personal addresses, postcodes, faxes, emails or telephone numbers? a X
18 | Publication of data that might allow identification of individuals? (m] X
19 | Use of data management system? (]
20 | Data archiving? (=] X
If YES to any question, please provide full details, explaining how this will be conducted in
21 | accordance with the GDPR and Data Protection Act (2018) (and any international equivalents,
where appropriate):
(this box should expand as you type)
22 | List all who will have access to the data generated by the research activity:
Researcher - Erika Vegh
(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:
Researcher - Erika Vegh
(this box should expand as you type)
Give details of data storage arrangements, including security measures in place to protect the data,
24 | where data will be stored, how long for, and in what form. Will data be archived — if so how and if
not why not.
Data will be password protected and stored in researcher’s (personal) laptop
(this box should expand as you type)
25 Please indicate if your data will be stored in the UWTSD Research Data Repository (see
https://researchdata.uwtsd.ac.uk/ ). If so please explain. (Most relevant to academic staff)
(this box should expand as you type)
Confirm that you have read the UWTSD guidance on data management (see
26 https://www.uwtsd.ac.uk/library/research-data-management/) YES 8
Confirm that you are aware that you need to keep all data until after your
27 | research has completed or the end of your funding YES =
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SECTION K: Declaration

The information which | have provided is correct and complete to the best of my knowledge. | 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 | hereby confirm that | 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/

Date:

1 | Signature of applicant: Erika Vegh 28/03/2026

For STUDENT Submissions:

Director of —_— Date:
2 Studies/Supervisor: Dr Olusoyi Richard Ashaye
\ 28/03/2026
3 Signature:
For STAFF Submissions:
4 Academic Director/ Assistant Date:
Dean:
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:

=

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

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

=

O | | confirm that the research activity has received approval in principle

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

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

® | 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.

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

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

RESEARCH STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to
paresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
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THE IMPACT OF STAFF TURNOVER
ON ORGANISATIONAL PERFORMANCE:

4

Vietnam Airlines

SAICANH VUON CAO - 7)

RESEARCH OBJECTIVE:
To examine the impact of staff turnover on organisational performance at Vietnam Airlines
and to identify effective HR strategies that can enhance workforce stability and performance.

® INTRODUCTION

1.1 Background of the Study

Staff turnover is a critcal challenge in the aviation industry.
High turnover leads to increased recruitment costs,
operational disruptions, knowledge loss, and reduced
organisational performance.

Vietnam Airlnes has faced workforce instabilty due to
the COVID-19 pandernic, organisational restructuring,
and changing employee expectations.

1.2 Problem Statement

Rising staff tumover negatively affects operational efficiency,
service quality, and financial performance.

‘There is limited understanding of how turnover impacts
organisational outcomes and which HR strategies
effectively improve retention.

@/ 1.3 Research Aim and Objectives
Aim:

To examine the impact of staff turnover on organisational

performance at Vietnam Airlines.

Objectives:

+ Toidentify the key factors contributing to staff turnover.

+ To analyse the impact of staff turnover on organisational
performance.

+ To evaluate the effectiveness of HR retention strategies.

+ To recommend strategies to improve workforce stability
and performance.

1.4 Significance of the Study
(" o sty provdes gt for Vet Aiins oreducetumove,
improve performance, and create a stable, motivated workforce.

It also contributes to academic knowledge in HR management.

RESEARCH METHODOLOGY

Interpretivism - understanding social phenomena

Research Ph0SOPRY (1o the perspective of organisationslcontest.

‘Secondary Data - using existing reports, HR records,

Research Type industry pubicatons,academic terature, and
media artices
s Inductive - dentiying patterns and themes from
Research Approach. g cata tobuid understaning.
Qualtatie - nterpreting non-numerial data to
ResearchMethod 1 jrctanc umover and performance.
Netnography (Online Data Analyss) - anaysing
Research Strategy  digal sources such a onlnereports,news,
HR portal, and discussion forums.
Document Analyss ~ calecting and reviewing
Data Collction Technique  elevant secondary data fom orgarisatonal

reports, industry and regulatory repors, academic
studies, and media pubications

« Probabilty Sampiing - random selection of pubicly
available reports.

+ Non-Probabilty Sampling - purposive selection
of sources relevant o saff tumover, HR practice,
and organisational performance.

Thematic Analysis  dentfying ptterns and themes.

Data Analysis Techniques - Content Anaysi ~ anaysingfrequency of key topics.
Coting & Categorsation - aligning data with the
conceptual framework.

Sampling Methods

©
8
=)
B8
B
8

Use of publcly avaiable data proper eferencing,
o personal orsensitve data, abjoctvty.
and academic ntegrty maintained.

Ethical Consideration

X

@ LITERATURE REVIEW
2.1 Key Concepts

@-0-0-@

Human Resource  Organisational Retention

Tummr Practices Performance Strategies

2.2 Theoretical Framework

‘The study is based on Social Exchange Theory and Herzberg’s Two-Factor Theory.
‘These theories explain how HR practices and job satisfaction influence

tumover intentions and performance outcomes.
Independent Variables Dependent Variable:
P o

Organisational

« Compensation

+ Career Development e, Performance
. rshiy ™ e
Leadership | s (Operational,
* Working Conditions. Financial, Service
+ Work-Life Balance Quality)

2.3 Empirical Review

Previous studies show a strong link between staff turover and negative
organisational outcomes. Effective HR practices and employee satisfaction
can reduce turnover and improve performance.

2.4 Research Gap
Limited research focuses specifically on Vietnam Airines.

This study fills the gap by examining turnover factors and HR strategies
within the aviation industry context.

@ DATA ANALYSIS AND FINDINGS

KEY FINDINGS

Workforce Instabil
+ Significant fluctuation in total workforce from 2019-2024,

with a sharp deciine during the pandeic and partial recovery
thereafter.

High Staff Turnover
+ Natural attrtion rate increased from 0.95% (2019) to 2.59% (2024),
while recruitment could not fully compensate for losses.

HR Practice Gaps
* Issues in compensation competitiveness, career development,
leadership, and work-Iife balance contribute to turmover.

+ Workforce reduction led to decreased operational capacity,
revenue, and profitability during 2020-2021.

+ Gradual recovery observed in 20222024 with improved
financial performance.

Hidden Turnover Issue
« Tunover is not explicily reported in Vietnam Airlines’ documents,
butinferred from workforce and attrition data.

@ Impact on Organisational Performance

OVERALL INSIGHT
Staff tumover significantly affects Vietnam Airines' operational and
financial performance. Strengthening HR practices and retention
strateges is essential for long-term workforce stability and
organisational success.

v

“A stable workforce today, drives performance tomorrow.”
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