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Abstract
High staff turnover is a continuing problem for the UK fast-food industry, affecting the operational efficiency and profitability of this economically important industry. This study seeks to discuss the best staff retention practices to prevent the ever-increasing turnover rates through long-term employee commitment in the UK fast-food market. These are some important factors that contribute to turnover, the connection between job satisfaction and retention of employees, and to assess retention strategies that maximise satisfaction to reduce attrition. The research, based on the interpretivist research philosophy, employed an exploratory research design and a deductive research approach. Secondary data was gathered in the form of peer-reviewed journals, industry reports, and organisational case studies, which were analysed using the thematic analysis technique to determine patterns and themes of turnover drivers and retention methods. 
The most significant results indicate that the problem of high turnover is caused by low wages, workplace insecurity, excessive workload, bad management, career opportunities, and work-life balance. Strategies that are used to ensure effective retention are competitive remuneration, guaranteed hour contract, career development, supportive leadership, and flexible scheduling that increase job satisfaction and commitment. The mediator between retention and job satisfaction is managerial support, recognition and balance, and organisational practices such as open communication and role definition promote loyalty. 
They are consistent with Maslow's Hierarchy of Needs Theory, Herzberg Two-Factor Theory, Social Exchange Theory, and Employment Embeddedness theory. Finally, an employee-focused strategy on retention is key to workforce stabilisation, increasing the quality-of-service provision and business sustainability in the UK fast-food sector, and this provides the practical knowledge that can guide policymakers and organisations to manage labour issues.
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CHAPTER 1: INTRODUCTION 
[bookmark: _trz2zv6t050k][bookmark: _Toc220590562]1.1. Background and Context
The fast-food industry shows one of the most important and dynamic expanding sectors within the United Kingdom service economy in recent times that contributes massively to the economic productivity and national employment. It employs a large proportion of the part-time workers, students, and individuals transitioning between jobs that makes it an important provider of the flexible employment opportunities. Instead of its economic importance, this sector is continuously cited for its high staff turnover rate, a major issue that places significant pressure on the organizational stability, service quality, and long-term profitability. According to the Chartered Institute of Personnel and Development (CIPD, 2024), while the average annual rate of turnover towards the United Kingdom industries was nearly 34 percent during the FY2022 to 2023, the food services and accommodation recorded a much higher turnover rate of 52 percent (CIPD, 2024). The data also shows that nearly 40.7 percent of the employees left their positions to get better opportunities, while nearly 11.5 percent left the workforce completely. This represents one of the highest turnover rates towards the United Kingdom that highlights the overall severity of retention challenges within fast food businesses.
[image: ]
Figure 1.1.1: Average UK turnover rate (Jan 2022-Dec 2023)
(Source: CIPD, 2024)
According to existing studies, high turnover is linked with a number of important problems such as high working pressure, level salary and career prospects (Ahmad, 2022). Fast-food employment is commonly known as unpredictable job schedules, large workloads during busy times, few opportunities for career advancement and non-standard employment agreements. Moreover, much of the workforce in this industry is engaged in work that supplements study or other part-time work. Inflexible working practices of schedule and work-life balance affect the decisions to stay or leave. There is also a significant problem with staff retention as zero-hour contracts mean no minimum hours are guaranteed and people feel they can’t afford to stay or have financial and job insecurity. These contracts are also widely used in the UK fast food industry, and even if companies such as McDonald’s have started to provide guaranteed-hour contracts in an attempt to mitigate insecurity, zero-hour contracts are still very much a reality. 
The nature of this transactional relationship, and the resultant insecurity that employees face with respect to maintaining adequate income adds negative effect on turnover intentions as it will lead towards decrease in employee morale and trust in the employer. Compensation and incentives are another retention struggle. The competition to keep workers on staff and extra costs paid as compensation significantly vary between fast-food workers, who are often among the lowest paid in the US, with few benefits such as healthcare or additional pay if they take time off or perform well. The wages are just unable to rise to the inflationary living and some alluring fast jobs such as store jobs or hospitality jobs (Robertson et al. 2023). In addition to this, the job and work requirements may be advanced and excessive and may cause burnout that may further promote turnover. 
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Figure 1.1.2: UK tenure by industry (Jan-Dec 2023)
(Source: COPD, 2024)
Constructing an improved understanding of these factors are important in terms of improving the stability of the workforce (Karakhan et al. 2023). This study mainly aims to generate important information which may guide fast food organizations towards the sustainable retention practices for improving the job satisfaction, employee commitment, and long-term organisational performance. By determining the important drivers of the exploring and turnover strategies to improve retention, this research delivers some theoretical and practical contributions for employee seeking in order to minimize employee attrition and also enhance operational efficiency. 
[bookmark: _8ehtuklixm8o][bookmark: _Toc220590563]1.2. Problem Statement
Instead of the economic importance of the United Kingdom fast food industry, the sector currently continues to deal with high turnover rates that have currently reached levels massively above the national averages (Habimana, 2024) This major challenge occurs major operational risks such as loss of skilled and experienced staff that gained training and recruitment costs, disrupted workflow, and reduced service quality. In addition, operational efficiency in the fast-paced service environments including fast food hugely relies on the retaining trained employees who possess necessary skills, product knowledge, and familiarity with organisational processes. High turnover also sometimes results in some inexperienced staff filling important positions mainly reducing the service standards and consumer satisfaction (Yoon, 2023). Along with that, employers in the industry also criticized for lacking to apply required staff retention measures that address current trends of the labor market. The present labour challenges highlight some fundamental gaps in the employee management and human resource strategies of the sector. 
Factors including low competitive pay, limited job security through zero-hour contracts, insufficient training and development opportunities, and a lack of structured career progression pathways massively weaken the employee engagement and morale (Gheyoh Ndzi, 2021). These challenges effectively identify long-term employee commitment as well as gain the overall probability of the resignation. In addition, there are certain efforts in that manner by fast food chains to improve the welfare of employees such as guaranteed hour contracts or training, it seems that no determined, long-term sector wide framework of retention is in place. Such gaps point out to the significance of investigating in-depth systematic examination of antecedents of turnover and retention initiatives that can alleviate staff dissatisfaction. The absence of such plans does not only lead to further high turnover but also competitive pressures on businesses regarding the quality of services provided, and the stability of operation (Chang, 2024). There is a strong necessity to investigate the most topical employee turnover determinants in the UK fast- food sector and to develop the retention interventions, which can stimulate job satisfaction, positive employment cycle, and long-term commitment.
[bookmark: _fyenxc2oqg3e][bookmark: _Toc220590564]1.3. Research Questions
The study has addressed the following research questions:
· RQ1: What are the key factors that significantly contribute to consistently growing turnover rates in the UK’s fast-food sector?
· RQ2: How does employee satisfaction in the food service industry relate to a higher retention rate?
· RQ3: Which retention strategies can provide the best outcomes in terms of minimising staff turnover by ensuring employee satisfaction?
[bookmark: _oerip9q3uskh][bookmark: _Toc220590565]1.4. Aim and Objectives of the Research
[bookmark: _7b0qnusraheh]1.4.1 Aim
The aim of the research is to explore effective staff retention strategies to mitigate the consistently growing turnover rate by ensuring long-term staff engagement in the UK’s fast-food business.
[bookmark: _tdk2r96wb5rn]1.4.2 Objectives
The research has accomplished the following objectives:
· To identify key factors that influence the rapidly growing turnover in the fast-food businesses.
· To explore the relationship between job satisfaction and employee retention in the food sector.
·  To evaluate effective retention strategies that have the potential to minimise employee turnover by optimising job satisfaction.
[bookmark: _csiahnm1mj07][bookmark: _Toc220590566]1.5. Rationale and Significance of the Study
The high turnover rate within the United Kingdom fast food sector not only impacts the businesses financially thus also occurs some strategic challenges to maintain productivity, service quality, and customer satisfaction. Every time an employee leaves, organizations incur costs that are related to recruitment, onboarding, and skill development (Wandhe, 2025). The constant loss of employees disrupts the overall team cohesion, less operational efficiency and places extra workload on left staff, mostly triggering other resignations. This research is important as it addresses the most impactful human resource challenges within the fast-food sector. Furthermore, the results also enable the organizations to understand how job satisfaction may influence retention, as well as the better initiatives could make a company have a stronger workforce which is more driven and engaged. From a theoretical perspective, this study contributed to the larger literature on employee retention, job satisfaction, and organisational commitment. In addition, it delivers fresh information into the way that established retention frameworks implement the cultural characteristics of the fast-food industry. From a practical standpoint, the study provides fast food companies some guidance on applying policies including flexible scheduling, competitive compensation, structured career development, and supportive workplace culture. In terms of the policymakers, this study highlights all the areas where the regulatory improvements, especially related to insecure contracts that can support employee well-being as well as improve workforce stability. 
[bookmark: _67u6rgjqs125][bookmark: _Toc220590567]1.6. Scope and Limitations
This study entirely focuses on the staff retention process within the United Kingdom fast food sector. It determines turnover drivers, job satisfaction factors, and organisational retention strategies. The study involves various fast-food establishments including international chains, national brands, and small independent outlets in order to capture a large representation of the industry experiences. Therefore, various limitations should be acknowledged, first, the study is limited geographically to the UK, and the overall findings might not be generalizable to the fast-food industries in the other countries which operate within various economic, social, or regulatory conditions. Secondly, as the retention and turnover are influenced through some subjective perceptions, the research can depend on the self-reported data that can include bias. Third, because of the time limitations, this study might not capture long-term changes in retention practices that evolve over time. Instead of these limitations, this study provides some important information into the retention issues and delivers a strong foundation for another investigation. 
[bookmark: _Toc220590568]1.7. Structure of Dissertation 
Chapter 1: Chapter 1 presents the research background, problem, aim, objectives, questions, significance, summary of the methodology and general outline. 
Chapter 2: Chapter 2 undertakes a critical literature review on the topic of turnover, job satisfaction and retention and comes up with a conceptual framework and research gaps. 
Chapter 3: Chapter 3 describes the research philosophy, research design, research approach, methods of collecting data and ethical considerations. 
Chapter 4: Chapter 4 contains the findings, results of the analysis and comment whenever possible with respect to the available literature. 
Chapter 5: Chapter 5 summarizes the important findings, provides the research question answers, presents practical and theoretical suggestions, describes the limitations, and recommends future research.
[bookmark: _Toc220590569]Chapter 2: Literature Review
[bookmark: _Toc220590570]2.1 Introduction 
This chapter of literature review focuses on the analysis of the existing studies to explore the various aspects of high staff turnover, staff retention and job satisfaction in the UK fast food industry. As discussed earlier in chapter 1, this research consists of three objectives which are considered to explore the existing literature. Moreover, this chapter consists of five research areas which includes high staff turnover in the UK fast food industry, job satisfaction and employee retention, effective employee retention strategies, organisational practices and retention outcomes and theoretical underpinnings. A conceptual framework consisting of the independent, operational and dependent variables is also included in this chapter. Furthermore, the theories that have been be taken into account are Maslow's Hierarchy of Needs, Herzberg’s Two-Factor Theory, Social Exchange Theory and Job Embeddedness Theory. 
The fast-food industry of the UK is rapidly growing despite facing continuous challenges. The huge turnover of staff is one of the major concerns for the fast-food restaurants in the United Kingdom. The possible reasons can be low job satisfaction, huge work laid and job stress and poor behaviour of the managers. Most of the employees fail to stay in a particular fast-food restaurant for more than a couple of months. This factor also has a huge negative impact on the profit margins of the fast-food restaurants and affects their business in the long run. Hence this chapter has focus on the existing literature to highlight important aspects of the concerned topic. 
[bookmark: _Toc220590571]2.2 Research Areas
[bookmark: _Toc220590572]2.2.1 Theme 1: High Staff Turnover in the UK Fast Food Industry 
There are various factors which are responsible for the high staff turnover rate in the UK fast food industry. These factors include low pay and poor behaviour of the employer and unstable job security, lack of growth opportunities and huge workload, job stress and burn out and poor organisational practices. It is well understood that employee retention remains a crucial factor for the success of the fast-food business in the long run in the UK. The study of Ghani et al., (2022), reveals that most of the organisations fail to strengthen their human resource management. This leads to the shift of the skilled and experienced employees to the other companies. A similar thing happens even in the fast-food industry of the UK where the poor organisational practices negatively impact the job satisfaction of the employees. Moreover, the business owners in the fast-food sector show a dominating attitude towards the staff and pressurise them with huge work leads. Thus, the employees do not feel the need to serve within such poor working conditions. 
The fast-food sector of the UK is continuously growing in recent years, and the issue of staff turnover hampers this expansion. As per the study of Alae-Carew et al., (2022), an emerging trend of consumption of sustainable diets and plant-based food alternatives can be observed in the UK. It is also noted that a greater number of customers are shifting to the consumption of healthy foods instead of junk or fast foods. Thus, this reduces the chances of opportunities in the fast-food sector of the UK. Furthermore, the employers give low remuneration to the staff in the face of shouting consumer preferences. This is done to maintain the profit margins earned by the fast-food restaurants. However, due to the increasing demand of the Gen Z customers, the fast-food sector of the UK remains quite dynamic. Hence the staff need to take up huge workloads, and this increases the chances of burnout. It is clearly understood that the changing trends of the fast-food sector of the UK and low remuneration of the staff is responsible for high staff turnover. 
According to Rezaei et al., (2022), small family businesses are quite common in the UK fast food industry. This is why most fast-food restaurants which are run by family businesses are dominated by more than one business chief. The clash of opinions between two heads often results in the development of a poor work culture. It is noted that often two cousins or two friends open a joint food business. There are higher chances of miscommunication among the staff and with the employer than in individual businesses. Thus, miscommunication becomes another factor which influences the staff turnover rate. The staff gets confused due to the different opinions of the two employers, and they end up committing mistakes in their work. The repetitive mistakes of the employees make them leave the company and results in an increase of staff turnover within the UK fast food sector. 
The study of Wang and Deng, (2022), reveal that customer loyalty is one of the crucial factors of the fast-food industry. The employers put huge pressure on the employees to satisfy the customers and meet their demands. The lack of workforce in the fast-food restaurants often results in the poor quality of the food items. In such situations, the employers are bound to give extra efforts and no incentive is provided for that purpose. The employee to customer ratio is quite less in most of the fast-food restaurants in the UK. Moreover, the employees do not get enough career growth opportunities in the fast-food restaurants. Thus, it can be said that lack of growth opportunities is one the reasons that employees shift to jobs in other sectors. 
The study of Amoako et al., (2023), highlights a classic example of KFC which explains the need for employee retention. KFC makes use of service quality dimensions and improved organisational practices to enhance the satisfaction of the employees. The number of customers of KFC is quite high, and it becomes quite difficult to manage them. Thus, it is essential to retain a greater number of employees for a longer period of time. In the UK, the local fast-food restaurants do not give the required attention to the employees which makes them leave the company. The service quality dimensions and organisational practices must be channelised so that the employees can be retained. Moreover, the decrease in the staff turnover rate will enhance the business operations of the fast-food restaurants in the UK. Lastly, it can be said that employee retention is required to favour the growth of the UK fast food industry. 
[image: Measuring the Service Quality, Customer Satisfaction, and Customer Loyalty  of Selected Fast-Food Restaurants during the COVID-19 Pandemic]
Figure 2.2.1: Service Quality Dimensions at KFC
(Source: KFC, 2024)
[bookmark: _Toc220590573]2.2.2 Theme 2: Job Satisfaction and Employee Retention in the UK Fast Food Sector 
As per the study of Mengjiao et al., (2023), in the post pandemic era, many companies have faced unprecedented challenges, particularly in the retention of employees. The fast-food industry of the United Kingdom has witnessed a huge staff turnover rate. The organisational practices play a key role in influencing the staff turnover in the fast-food restaurants. This is because organisational practices directly influence job satisfaction of the employees and thus improve employee retention. Good HR practices are essential to shape the behaviour and attitude of the employees and thus enhance their trust towards the companies. Moreover, in the UK fast-food sector, which is united by high staff turnover, lean margins and fast customer delivery services, job satisfaction is closely associated with employee retention. Knowledge of what satisfies front-line workers and managers is vital in the restaurants, chains and policy makers who have the intention to stabilize workforces, to minimise recruitment expenses as well as improve service quality.
Employee attitudes towards work depend on intrinsic variables, including meaningful training, capacity to advance their career, friendly management, and the work ethos, which is not tied to the financial aspect. Forming positive relationships with peers and managers, role clarity, and appreciation of excellent performance are all important in adding value towards a sense of personal value and belonging by an employee. Employers not only alter their employee’s retention based on the benefits they offer, but also work organization (Hassan, 2022). The predictable rotation, even distribution of work hours and respectful time scheduling technique lowers stress levels and helps employees balance work and education, family duties or part-time jobs. Career ladders and training are powerful retention methods: employees who see that there is even an opportunity to go beyond the ranks of a crew to supervisors or managers are more likely to dedicate time and work to the organisation. On the other hand, fast food restaurants characterized by treating employees as replaceable, limiting their learning chances and the inability to recognize performance will have a high turnover rate.
As per the study of Singh, et al., (2022), poor job satisfaction remarkably increases recruitments and training expenses, loss of organizational unity, and decreased customer satisfaction in case of inexperienced personnel filling a vacancy. It also has unseen costs: managers spend more time recruiting and training rather than enhancing the performance, and brands are in danger of relying on bad publicity shots on expensive service levels. To the employees, continuous dissatisfaction may be demonstrated through absenteeism, poor productivity and worsening mental health. The practical plans to improve satisfaction and retention are able to be implemented by many operators, including those that are on thin margins. Basic financial security is met by competitive compensation and clear-cut conditions of the contract. The bakery chain named Greggs has received attention because of their inclusive culture and extensive benefits package which includes profit sharing bonuses to all employees. Greggs has always seen this method to have higher retention than most of its competitors. 
A structured onboarding and continuous training itself will enable the personnel to work more efficiently and create a sense of increasing competence. Clarity in career path and inner promotion guidelines make entry-level positions a stepping stone thus increasing loyalty. Managerial behaviours and workplace culture are most important as well. Supervisors who are trained in communication, conflict resolution, and inclusive leadership establish environments within which the employees feel they are heard and supported. Motivating performance feedback such as recognition programmes, brief performance feedback, and non-financial rewards such as staff meals, discounted goods, recognition of employees in the community, help to promote satisfaction. Wellbeing, such as routinely taking breaks, safe staffing, and systems to report abuse or bullying communicate the message that employers care about their staff more than productivity enhances retention. According to the study of Wongsuwan et al. (2023), technology is sometimes beneficial when used in a sensible way. Rota -planning software can remove scheduling issues; digital learning can help create uniform training and employee apps can allow employees to switch shifts and give notice. However, technology must enhance and not aggregate the human-based management practice. Overall, job satisfaction and employee retention within the UK fast-food sector is a multi-polar problem, which is conditioned by remuneration, contracts, working schedule, training and workplace culture. 
[bookmark: _Toc220590574]2.2.3 Theme 3: Effective Employee Retention Strategies 
Strategic communication with the Employees
According to Mason, (2023), the fast-food business owners are quite concerned about the high staff turnover rate and low profitability. The key employee retention strategies include strategic communication, incentives and compensation and job satisfaction and motivation of the employees. It is quite necessary to make use of strategic communication with the employees to enhance their performance and retention in the fast-food restaurants. Moreover, the employees have higher chances to stay in a company when they develop a positive relationship with their leaders. Thus, strategic communication is an effective way for both the managers and the employees to respond to complex business problems and ultimately benefit the restaurants. A number of fast-food and quick-service brands in the UK have adopted some significant retention strategies to minimize the turnover. An example of this is the Rising Star programme, a career development programme for homeless and vulnerable people that was initiated by Pret A Manger (Philipp, 2021). It led to better retention rates in the long term, as it created a sense of strong loyalty towards employees. 

Competitive compensation and benefits is one of the most common strategies that are mentioned and this is the base level of any retention initiative. Edward et al. (2024) report that compensation, particularly in conjunction with supportive working conditions, affects the level of employee loyalty to a certain degree and is not entirely irrelevant. The hourly pay of fast-food workers in the UK is also common, and zero-hour contracts were historically the issue that proved to complicate job security (Gheyoh Ndvis, 2021). Those who employ such a mechanism as McDonalds have tried to address this by providing guaranteed-hour contracts to over 115,000 employees so that the anxiety over income unpredictability is minimized. Remuneration is used to ensure that employees can get their basic needs and other benefits such as paid breaks, meal allowances and medical cover (Islam, 2025). It will also help to improve retention in the sense that employees are assured of meeting their economic needs.
[image: ]
Figure 2.2.3: Employee Retention Strategies
(Source: Altametrics.com., 2025)
Another important approach is the improvement of career development and advancement. The staff of the UK fast-food industry mostly includes students, part-time workers and newly graduated employees who appreciate the promotion opportunities. The training programmes which build transferable skills such as customer service, operational management or food safety make the employees have visions of the long-term opportunities within the organization (Bilderback, 2024). Turnover at the entry level can be mitigated by structured onboarding programmes which assign new employees to a more experienced mentor. Constant learning possibilities as micro-training courses or refresher courses, make sure that employees feel competent and nurtured. Organisations such as KFC and Dominos have come up with the structured development pathways that allow employees to have the opportunity to advance to the supervisory positions within a short period of time. 
An aspect of retention strategies has also taken the form of work-life balance and flexible scheduling. The aspect of flexibility is especially significant since most workers in the fast-food industry have multiple roles or academic responsibilities. LEON, with its positioning of ‘Naturally Fast Food’, focuses on employee welfare whereby it provides them with flexibility in their schedules and are provided with definite paths to progress in their careers, keeping the younger employees who desire stability. These are instances of how the UK-based fast-food chains are employing culture, benefits, and development opportunities as a means of enhancing retention beyond payment.
In addition, the enhancement of the workplace culture is still one of the major success factors in retention. A good working environment would include trust, teamwork and psychological safety which are essential in a high-pressure work environment such as the fast-food restaurants (Edros et al., 2025). Good communication among managers and employees will make sure that grievances will be handled in time and chances of unresolved conflict resulting in turnover are minimized. Mentorship programmes and promoting team structures are additional ways of strengthening employee engagement.
The use of non-financial recognition systems has also been found to be effective. The two-factor theory developed by Herzberg emphasizes the significance of intrinsic motivation such as recognition and appreciation. Organisations in the fast-food industry have used rewards in form of employee-of-the-month, achievement badges, public praise and performance-related perks (Altametrics.com., 2025). These programs are quite cheap, but they have a very high impact in boosting the morale of the employees as they recognize the efforts of each individual. 
Lastly, the implementation of employee wellbeing programmes such as mental-health support, stress management tools and safe working environment is progressively becoming one of the most vital retention measures (Elufioye et al., 2024). A good example would be Nando which has a training program called ‘Life After Nando’s’ which assists employees in terms of career growth, mental health services and certified courses which can prevent them leaving (Nando’s., 2025). 
[bookmark: _Toc220590575]2.2.4 Theme 4: Organisational Practices and Retention Outcomes 
The UK fast-food industry directly influences the retention outcomes of organisational practices due to the fast-paced, demanding and customer-driven nature of the work environment. The success of HR practices is what defines the perception of employees on their role and their level of commitment to the organisation. 
[image: ]
Figure 2.2.4: Key Practices in strategic HRM
(Source: Godinho et al., 2023)
The HRM style is one of the most powerful organisational practices that involve recruiting, onboarding and day-to-day management of people (Godinho et al., 2023). With a transparent and well-trained recruitment process, there is reduced chances of early resignation amongst the employees. Formatted onboarding helps in bringing clarity in the expectations of role, decreases role conflict and enhances operational effectiveness all of which have positive impacts on retention. Studies emphasise that leadership behaviour determines job satisfaction and retention intentions among the employees. Supervisors are the most important figure of contact of the staff in the UK fast-food businesses; hence their type of leadership directly influences the stability of the workforce. Loyalty is likely to be fostered by supportive leaders who can provide constructive feedback, empathy and authenticity. On the other hand, leadership is a factor that causes job stress, burnout and later turnover (Sakti et al., 2024). Decision-making transparency and communication are another organizational practice that has considerable retention effects. In high-turnover settings of fast-food where performance ratios, shifts and complaints on the side of the customer are a norm, effective communication decreases confusion or anxiety. Organisations that continuously update employees on their rotas, any change in operations and performance expectations build trust among the employees. 
The distribution of work roles and definition of responsibilities also have an impact on retention. Workers feel stressed and dissatisfied when they face conflicts or ambiguous duties on a regular basis or charged with front-of-house duties and food-preparation duties at the same time (Shakya and Thapa Magar, 2025). Organisations that prepare the specific job descriptions and maintain a reasonable staffing have higher retention rates since the employees feel they are in charge of what they are doing. 
Another important factor is their workplace culture that includes values, norms and interpersonal relations. A supportive, inclusive and respectful culture minimizes interpersonal conflict and increases job satisfaction. Team building activities or fair treatment can make the employees feel psychologically secure and valued that higher the chances of staying loyal (Shinde, 2025). The performance management systems are required to provide transparent, constructive and performance reviews that have repercussions attached to attainable goals. It motivates the employees to perform better and will tend to stay in the organisation. 
Adherence to labour laws such as the Employment Rights Act and Working Time Regulations also influences retention results. Companies that are not violating any of the laws, especially the minimum wage, the number of days off and safety measures are the ones that establish trust among employees (Pacalso, 2025). On the other hand, non-compliance may lead to lack of trust, complaints and increased turnover. Employees with unpredictable working schedules and unstable earnings are less likely to become long-term in fast-food chains involving the use of zero-hour contracts.
Moreover, technological practices including electronic scheduling tools and automated systems of training have started to affect retention. Technology helps in transparent scheduling of rota, minimizing scheduling errors and provides effective communication (D’souza et al., 2021). This improves work-life balance and leads to less frustration, which also helps to retain better.
Lastly, organisations that incorporate employee wellbeing activities including mental-health support, safety and ergonomic layouts, claim improved retention results. The holistic view of wellbeing is an indicator that the organisation cares about its employees other than their productivity. This is in line with the current studies that show that wellbeing is a powerful predictor of loyalty and engagement.
In conclusion, organisational practices such as HRM systems, style of leadership, communication, role clarity, culture, compliance and well-being programs determine employee retention through their effects on employee satisfaction, trust and work experience. A company that invests in supportive, transparent and strategic practices has a higher chance of ensuring the workforce is stable.
[bookmark: _Toc220590576]2.3 Theoretical Underpinnings 
The study is based on four fundamental theories of employee motivation, satisfaction and retention such as Maslow’s Hierarchy of Needs, Herzberg’s Two-factor Theory, Social Exchange Theory and Job Embeddedness Theory. These theories offer a multi-layered approach to employee retention and turnover in fast-food sectors.
Maslow’s Hierarchy of Needs
According to Maslow’s theory, people are driven by a progression of needs such as physiological, safety, special, esteem and self-actualisation (Lee and Sims, 2023). In the UK fast-food industry, the initial two levels named as the basic pay and job security are critical because of the common or low wages and zero-hour contracts. Studies have shown that employees cannot develop an interest in higher-level needs without satisfying their lower-level needs. These needs are met by organizations of fast-food that offer stable scheduling, good remunerations, safe working environments and foreseeable working hours. In addition to this, the development of an inclusive culture and provision of recognition will help satisfy social and esteem needs, which enhances the chances of retention.
Herzberg’s Two-factor Theory
Herzberg draws the distinction between hygiene factors (pay, working conditions) that may lead to dissatisfaction and motivators (recognition, growth) which can lead to satisfaction. This theory is very much in correspondence with the difficulties in employment in fast-food. Poor working conditions can cause turnover even when such hygiene factors as pay are satisfied (Pratama et al., 2023). On the other hand, the other motivators such as promotion and recognition provide deeper satisfaction. The use of this theory implies that the UK fast-food organisations should find a balance between both categories making sure that they offer fair wages and safe working conditions as well as career growth and intrinsic benefits.
Social Exchange Theory (SET)
The SET assumes that the employers reward employees depending on how the employees treat them. Workers turn to loyalty when organisations are fair, respectful and invest in them to be well. In the fast-food industry where the work may be stressful, supportive management, ability to work at different times and open communication are some of the indicators of organisational support. Such interactions will develop trust that is necessary in minimizing turnover intention. The theory is used to explain why organisations with high investments in staff through training, recognition and open process have high retention (AJOBI et al., 2025).
Job Embeddedness Theory
According to Job Embeddedness Theory, employees stay in organisations because of three dimensions, namely, fit (fit with job and culture), links (relationships) and sacrifice (what they would forfeit by leaving) (Dimri and Kumar, 2024). The theory is especially applicable in the high turnover industries. These organisational characteristics made fast-food organisations that emphasize the strong team cohesion, internal career mobility and positive cultural fit enhance employee embeddedness. The sacrifice aspect takes significance when employees are provided with benefits in long term, stability or promotion which they would lose by switching to other jobs.
[bookmark: _Toc220590577]2.4 Conceptual Framework
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[bookmark: _Toc220590578]2.5 Conclusion 
According to the literature, complex and interacting factors such as job insecurity, poor working conditions, low wages and lack of career opportunities have been causing the high rate of staff turnover in the UK fast-food sector. These problems impact adversely on the satisfaction of employees who form the main predictor of retention. Retention programs that are effective have been over years, cited to include competitive pay, flexible work schedules, conducive leadership, reward programs and developmental opportunities. Organisational practices are very instrumental in determining the day-to-day experience of employees with positive leadership, effective communication and well-established workplace culture leading to long-term commitment. The theoretical basis supports the relevance and necessity to consider both the most basic and advanced needs, promoting the employer-employee relationship. Collectively, the studies highlight the fact that retention cannot be had by individual measures, it needs to be in the form of a holistic and strategic HR intervention. The fast-food businesses will be able to minimize turnover rates and create a stable motivated employee base through the incorporation of supportive organisational practices. That stable employee base will be able to maintain the quality of the services provided and the operational efficiency.


[bookmark: _Toc220590579]CHAPTER 3: RESEARCH METHODOLOGY
[bookmark: _Toc220590580]3.1 Introduction 
The methodology framework used to examine the topic of effective staff retention in the UK fast-food industry is described in this chapter. It discusses the philosophical assumptions, research design and research approach that has been used in the study. All the elements have been chosen in a way that allows the research questions to be answered logically and in a rigorous manner. The orientation of the study focuses on the qualitative since the study seeks to investigate employee experiences, perceptions and strategies that are associated with high staff turnover. The chapter then supports the philosophical position taken, explains the exploratory research design, data collection method and data analysis process. These methodological decisions combined help to generate meaningful and rich insights. 
[bookmark: _Toc220590581]3.2 Research Philosophies and Assumptions 
Research philosophy explores the belief system that is underpinning and it defines the manner in which knowledge is perceived and how the researcher approaches the data. Positivism and interpretivism are the two most mentioned philosophies in the research on business and management. Positivism presupposes that reality is objective, measurable and that it does not depend on the human perception, so it is applicable in the studies centered on the patterns of numbers, cause-effect relations and testing of hypotheses (Amadi, 2023). Nevertheless, the current paper does not aim to measure relationships or compare causal processes on a statistical level.
Rather, the study was sought to comprehend why the rate of staff turnover has continued to be high in the UK fast-food industry and how employees have perceived retention programmes and job satisfaction. The research questions involve subjective experiences, meanings and contextual elements that can be truly represented by means of numerical data. 
Interpretivism presumes that reality is an aspect that is socially constructed and depends on personal beliefs and experiences. This fits the research aim in employee perceptions, organizational culture and communication in the fast-paced service industry. The philosophy allows the use of qualitative data including the list of themes developed in the reviewed literature and therefore it is possible to interpret them more nuanced and deeply comprehended (Thorne, 2025). Interpretivism is also justified by the exploratory nature of the research. Each company and group of employees can have different retention strategies and therefore, cannot be measured uniformly as they have to be interpreted flexibly and context-sensitively. Finally, interpretivist philosophy helped the researcher to achieve the complexity of employee satisfaction, retention drivers and turnover challenges in the fast-food industry.
[bookmark: _Toc220590582]3.3 Research Design 
Research design is the general plan that should be used to direct the research process. In this research case, an exploratory research design has been adopted since the aim of the research can be reached by exploration of different relevant themes. The exploratory research design is the most effective option in this research as it looks to explore effective retention strategies for fast-food companies. The problematic challenges include low remuneration, lack of career development and stressful working environments that are the turnover factors. These issues need a design that has been able to reveal the patterns, relationships and meaning that are not clearly known in the available studies. 
The exploratory design is also warranted since it is flexible and it can be embraced to adapt to any emerging ideas that may arise during the research process (Olawale et al., 2023). Rather than trying to test some set of predefined assumptions, the study has attempted to discover new themes, gaps and understanding of retention strategies in the perspectives of diverse employees and organisations. This is a design that is particularly appropriate when addressing a dynamic and a very competitive industry such as fast food where employee behaviour and organisational practises change fast.
[bookmark: _Toc220590583]3.4 Research Approaches 
Research approach assists in the determination of the relationship between theory and data in a study. There are two main approaches including inductive and deductive. The deductive approach starts with the already existing theories and tests them with the help of the empirical data. The inductive approach works vice-versa to establish new theories as a result of the identified patterns in the qualitative data (Proudfoot, 2023). As per the views of Kumar and Ujire (2024), the deductive approach is useful in testing hypotheses that are developed based on the existing theory. 
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Figure 6.3: Research approach
(Source: Ujire, 2024)
The UK fast-food market is a special context that is characterized by low employee retention rates, strong competition and organization issues. Such dynamics demand that the researcher delve further into the aspects and create interpretations based on the reviewed data. The deductive reasoning allows to examine how the existing theories such as Herzberg’s Two-Factor Theory, Human Capital Theory and organisational commitment models are applicable in the real-world strategies within the UK fast-food industry. The deductive research approach is appropriate for the study as the theories are on models that include employee motivation, job satisfaction and retention and it is possible to interpret secondary evidence to evaluate if the theories are helpful to explore the turnover challenges in the fast-food sector.
[bookmark: _Toc220590584]3.5 Data Collection Methods 
Data collection method refers to the way to gather required data and information (Taherdoost, 2021). There are two broad types of research data such as primary and secondary data. Primary research refers to first hand data that is collected by directly using different means including surveys, interviews, questionnaires or observations whereby the researcher collects his/her own data directly in relation to the research subject. On the other hand, secondary research is based on the examination of preexisting data, which has already been gathered, published and confirmed by other researchers, institutions/organisations, such as scholarly work, industry reports and official figures. This study has taken a secondary data collection method in order to explore proper staff retention strategies within the United Kingdom food industry. 
Secondary data was chosen as it delivered credible and efficient access to related insights that had already been published in the academic and industry resources. In the current study, secondary research has a more suitable research method compared to primary research based on nature and scope of research topic. The research intends to investigate the staff retention strategies and high level of employee turnover in the UK fast food industry, and this is a large, fragmented and highly competitive industry which hires a large workforce with diversity. Primary research within and across various fast-food organisations were involve opening up to the employees and management and such access has been hard to establish considering limitations of time, organisational gate keeping and the need of ethics approval. 
Additionally, it has been found that employee turnover and retention planning is highly researched in the previous studies of academic literature, industry survey as well as government labour data. These available sources are detailed, sector wide studies which was hard to find using a small study. Secondary research enables the researcher to compare trends, patterns and best practices in several organisations and make further generalization and more theoretical foundation. On the other hand, secondary data has a viable, economical and scholarly tool to be used in answering the research questions of this study. Primary methods including surveys or interviews have not been chosen because of the time constraints, limited resources, and the challenges included to gain consent from a diverse and large workforce. 
Rather than, data has been collected from the peer-reviewed journal articles, academic books, industry reports, government publications, case studies, and reputable business databases. Some organizational documents from the large fast food chains including McDonald’s, KFC, Burger King and Subway were reviewed also for understanding the real-world approaches to turnover and retention. These resources provided maximum information into the developed research on the trends of employee turnover, HR practices, and retention initiatives. Using the secondary insights helped the researcher to draw comparisons towards various organizational contexts and increase a detailed understanding of these issues impacting the staff retention (Chatzoudes and Chatzoglou, 2022). However, the secondary data collection method helped the study to fulfil its objectives properly while ensuring access to credible and diverse information. 
The paper is based on various authoritative secondary sources so that the data can be reliable and valid. These are peer-reviewed scholarly journal articles that have been accessed through databases like Google scholar and ScienceDirect, industry reports published by professional organisations such as government publications concerning employment and labour regulation in the UK, and reports by big fast-food organisations like McDonalds, KFC and Greggs. Moreover, reputable business and industry websites were also referred to in order to get up to date information about workforce practices, turnover trend and employee retention programs in the fast-food industry.
Limitations of Secondary Data
Even with such strengths, the secondary data also has some limitations, which should be noted. A major weakness is that a researcher has no control over the quality of data because the information used is usually received due to some other purpose than the current study. It can lead to differences in the relevance of data, measurement procedures or context specificity of various sources. The other limitation is limited access to internal organisational data, including confidential human resource record or employee-level insights, that may give more insight into the issue of retention. In addition, certain secondary resources might include obsolete information, especially in the fast-evolving labour market, which is affected by economic factors and the workforce transformation after the pandemic. On the other hand, the limitations are addressed through a proper choice of recent, peer-reviewed and reputable sources. Though secondary research presupposes no direct contact with the participants, it is still an efficient and time-saving approach that allows examining the trends at the sector scale and outlining the existing fatigue reduction strategies applicable to the fast-food market within the UK.
[bookmark: _Toc220590585]3.6 Data Analysis Method 
Data analysis method refers to the way to analyze the collected data to develop a structured and valid dataset (Mazhar et al. 2021). The study has employed thematic analysis for determining the qualitative data which are extracted from various secondary resources. This method was effective as it allowed the researcher to identify, organize and interpret the patterns towards the collected textual insights. The analysis started with the familiarisation, where related literature on the staff turnover, employee motivation, job satisfaction and retention strategies within the United Kingdom fast-food industry has been reviewed entirely. Initial codes have been generated to highlight recurring ideas, concepts and issues determined towards various resources. Themes that have emerged such as low pay, lack of career development, training and development initiatives, leadership quality and organisational culture. Every theme has been analyzed in order to understand its influence on the staff turnover and the key effectiveness of related retention approaches (Adams et al. 2021). This analytical approach helped to synthesize diverse information as well as represent them in a meaningful and structured manner. By using thematic analysis, the study is capable of adopting existing research findings and deriving clear interpretations linked with its objectives. 
[bookmark: _Toc220590586]3.7 Ethical Considerations
Ethical considerations have played a massive role to ensure the research remains credible and academically strong (Ali et al. 2025). Since this research depends on the secondary data, issues concerning participants consent or confidentiality has reduced. Therefore, the researcher has still maintained all the ethical standards when choosing, reviewing and presenting insights. Only publicly accessible, academically reliable and credible resources have been used. All the authors have acknowledged through actual in-text citations and full referencing for avoiding plagiarism and respect to the intellectual property rights. In this context, care has been undertaken to misinterpret the views expressed in the original works. Personal biases have been reduced by applying an objective approach during the analysis that ensures that the findings show the actual context of the reviewed literature. In addition, the researcher also evaluated every secondary resource to ensure the inclusion of unbiased, relevant and accurate information. However, no copyrighted documents have been accessed without the proper authorization. By linking to these ethical principles, this study has ensured better integrity, transparency and honesty.  
[bookmark: _Toc220590587]3.8 Chapter Summary
This research has considered the interpretivism research philosophy to identify the effectiveness of staff retention strategies in the UK fast food industry. In addition, this research has considered the exploratory research design to determine research problems and provide proper solutions. In addition, this research has taken a deductive approach to determine the issues of the high staff turnover in the UK fast food industry. However, this research has undertaken the secondary qualitative method, which includes information from various secondary resources. On the other hand, thematic analysis has been performed in this study based on the identified research patterns. Therefore, this study has maintained all the ethical guidelines to avoid ethical issues and make this research successful.


[bookmark: _Toc220590588]CHAPTER 4: FINDINGS AND DISCUSSION
[bookmark: _Toc220590589]4.1 Introduction 
This chapter includes and describes the results of the research conducted on effective ways of retaining staff in the UK fast-food industry. The results are obtained based on a qualitative thematic analysis of the secondary data such as peer-reviewed journal articles, industry reports, organisational case studies and government publications. This chapter aims at responding to the objectives of the research by defining the main factors contributing to high staff turnover and determining the success of the retention strategies that are already in place in the sector. It is an interpretive type of discussion that incorporates the findings with the theoretical frameworks and extents of literature to give a comprehensive picture on the issue of employee turnover and retention in the UK fast-food environment.
[bookmark: _Toc220590590]4.2 Thematic analysis 
[bookmark: _Toc220590591]4.2.1 Key Drivers of High Staff Turnover in the UK Fast-Food Industry 
According to the prior studies, the high staff turnover in the fast-food industry of the UK economy is affected by a set of economic, organizational and psychological conditions. Low pay and financial insecurity can be noted as one of the most common drivers. Fast-food industries tend to pay their employees very close to or just above the minimum wage provided by law, which is not adequate to sustain the increasing living expenses in the UK (Lloyd and Payne, 2021). Such a problem is worsened by the low accessibility of benefits in the form of paid sick leaves, performance bonuses, or healthcare support. In terms of Maslow Hierarchy of needs, low wages make it impossible to fulfil the basic needs of physiology and security, thus decreasing the motivation of employees to stay at their workplaces longer. Job insecurity is closely associated with low pay, especially because of the prevalence of zero-hour or short-term contracts. 
Despite the flexibility of such contracts, the literature indicates that the flexibility factors mostly the employer but not the employees. The insecure contacts bring about uncertainty of the stability of income and the working hours which results in stress and dissatisfaction (Chirumbolo et al., 2022). This can be explained by the Social Exchange Theory since the less employees feel commitment in the organisation, the less the chances of them returning the favour of loyalty. 
The other major cause of a turnover is high job strain and workload pressure. According to Employment Hero (UK), (2025), the fast-food business is typified by high-speed operations, direct contact with customers and peak-time pressures and that is usually accompanied by understaffing. The workers have to be often multi-skilled and do the preparation of foods, customer service, cleaning and stock simultaneously. According to the literature, these working conditions are associated with burnout, affective exhaustion and low job satisfaction. 
The Two-Factor Theory by Herzberg uppercases this observation because poor working conditions are hygiene factors that create dissatisfaction and high turnover. Absenteeism of the managers and absence of supervisory support also become key factors that lead to high turnover. Research repeatedly points to the fact that the workers who have gone through authoritative management, poor communication channels or have to be recognized, tend to quit. Promotion of frontline managers on the basis of operation efficiency rather than leadership ability leads to poor management skills and creates unresolved conflicts, a sense of unfair treatment and demotivation among the employees (Kamara et al., 2024).  
There also exist low career advancement and growth prospects which form part of the problem leading to turnover. The jobs offered by fast-food companies can be considered as temporary or dead-end jobs when organizations do not offer any promotion opportunities or skills development. When there is no prospect of growth in the future, employees, particularly younger workers and students tend to vacate. The theory of Job Embeddedness states that weak organizational fit and low perceived sacrifice relating to departure should contribute to turnover probability (Fuchs, 2022). 
Lastly, employee attrition is significant to work-life balance. Last minute shift change, unpredictable scheduling and irregular working hours disorient the personal and academic obligations of the employees. The matter of this concern is especially relevant in the UK fast-food sector that features a high number of students and part-time employees. The inability of employees to reconcile work and other obligations leads to dissatisfaction and turnover is a reasonable and even a logical step that should be made.
[bookmark: _Toc220590592]4.2.2 Theme 2: Effectiveness of Staff Retention Strategies 
The second theme of this study has mainly focused on the key effectiveness of the staff retention strategies that are adopted within the United Kingdom food industry to address high employee turnover. The reviewed secondary data shows that the retention strategies are highly effective only when it is applied holistically, instead of the isolated initiatives. Strategies combined with competitive compensation, job security, career development, supportive leadership, and work-life balance have some measurable impact on enhancing employee commitment and also minimizing the intentions of turnover (Feungarrom and Tantasanee, 2025). One of the most significant findings related to contractual stability and financial security. The analysis shows that zero hour and low wages contracts remain important drivers of dissatisfaction, undermining retention efforts. Organizations which introduced guaranteed-hour contracts and incremental wage increases were more effective in staff retention as these measures addressed basic economic needs of the employees and reduced income uncertainty. 
This finding links with the Maslow’s Hierarchy of Needs, which recommends that employees are not describing long-term commitment unless the physiological and safety needs including stable income and predictable working hours are first satisfied. In this context, case examples from the large UK fast food chains show that providing guaranteed hours enhanced trust in employers and minimized short-term turnover (Sri Vigna Hema and Manickavasagan, 2024). Another important retention strategy determined is career and training development. The thematic analysis indicates that employees are mostly to remain with the organizations which deliver structured onboarding, continuous training, and visible progression pathways. Fast food employees, especially students and early-career workers, value opportunities in order to increase transferable skills as well as advance into the supervisory roles. Where organizations treated entry level roles as temporary and provided limited development and the turnover remained high. On the other hand, businesses which prioritized fast food employment to career growth experienced better and stronger employee loyalty. This also supports Herzberg’s Two-Factor Theory, where career development and recognition functions as the motivators that improves job satisfaction beyond the basic hygiene factors.
In addition, managerial behavior and workplace culture has emerged as the significant determinants of retention effectiveness. Supportive leadership, open communication, and fair treatment massively influenced the decisions of employees to stay at the organization (Kehinde et al. 2024). The analysis recommended that managers who describe empathy, deliver better feedback and acknowledge the contributions of employees that build a positive psychological work environment. This finding links with the social exchange theory, as employees reciprocate the organizational support with continued service and loyalty. On the other hand, authoritarian management styles and poor communication has increased the stress levels and increased staff turnover rate. Along with that, flexible scheduling and work-life balance initiatives also improved all the retention outcomes. The data highlights employee consideration including education and family responsibilities minimized employee burnout and absenteeism. In this context, the use of scheduling technology mostly supported the transparency and autonomy that contributes to enhanced job satisfaction when applied alongside human-based management practices.
[bookmark: _Toc220590593]4.2.3 Theme 3: Job Satisfaction and Its Relationship with Employee Retention 
The analysis shows that job satisfaction is a key mediating variable in determining employee retention in the UK fast-food industry. Job satisfaction is influenced by monetary rewards, psychological, social as well as organisational interests that influence the day-to-day work life of employees. Throughout the reviewed literature, it is always evident that satisfied employees are far more inclined to stay with their employers even in challenging and hectic work conditions (Mashavira et al., 2023). Quality of managerial support is one of the greatest job satisfaction contributors. Employees who feel treated with respect, allowed to communicate freely and given constructive feedback by the supervisors’ report increased rates of satisfaction and organisational commitment. This observation can be associated with the Social Exchange Theory, which proposes that the employees will be more inclined to stay faithful when they feel that they are treated well and fairly by their employers.
Another important and defining factor of job satisfaction is work-life balance. Unpredictable work schedule and heavy workloads harm the capacity of the employees to cope with personal duties which results in frustration and disengagement (Kim, 2022). When the employees have more predictability of their schedules and flexibility, there is an increase in their reported satisfaction and decreased turnover intentions. Moreover, training, recognition and career development opportunities also have a great positive impact on job satisfaction. Following the Two-Factor Theory by Herzberg, some motivators such as recognition and personal growth have a positive contribution to the level of employee satisfaction and reinforced emotional attachment to the organisation. Overall, the results endorse that job satisfaction is one of the significant mechanisms in which organisational practices determine employee retention in the UK fast-food industry.  
[bookmark: _Toc220590594]4.2.4 Theme 4: Organisational Practices and Retention Outcomes 
The fourth theme has been determined through thematic analysis that examines the relationship between the organisational practices and staff retention outcomes within the United Kingdom fast food industry. The findings show that day by day organizational practices play a significant role to shape work experiences of the employees, levels of satisfaction, and their intention to keep with the organization. Instead of the individual retention initiatives, organizational practices mostly operate simultaneously and have a sustained impact on the workforce stability. An important finding related to the HRM system, especially recruitment, onboarding, and performance management. The analysis indicates that organizations with an effective recruitment process and realistic job previews experience lower early-stage turnover. When employees clearly understand the job expectations, workload intensity, and shift patterns before joining, they are less likely to feel misled and resign prematurely (Shinde, 2025). In the similar way, structured onboarding practices including clear role explanations, training support, and mentoring allows employees to adapt more faster, minimizing stress and role ambiguity.
 On the other hand, poorly planned onboarding contributes to dissatisfaction, confusion and early exits. In addition, managerial behavior and leadership style emerged as one of the most important organizational practices that impact the retention outcomes. The findings also show that supportive, communicative, and approachable managers massively improve the loyalty of the employees. In this context, supervisors in the fast-food industry act as the primary link between the organizational policies and frontline employees. When managers describe fairness, empathy, and consistent communication, employees report feeling respected and valued, gaining their willing to stay. On the other hand, authoritarian leadership, lack of feedback, and poor conflict management always contribute to job burnout and job stress that increase turnover (Zheng et al. 2025). This highlights the significance of the managerial training in the people management skills instead of focusing on the operational targets. Another important organizational practice influencing retention is the communication and decision-making transparency. The analysis shows that some frequent updates related to work schedules, policy changes, and performance expectations develop trust between the management and employees. 
In the fast-faced environments where the work pressure is high, an unclear communication leads to anxiety, scheduling conflicts, and dissatisfaction. Organizations which maintain open communication channels allow employees to voice concerns, therefore protecting unresolved grievances which sometimes leads to organization. Workload management and role clarity also massively impact the retention outcomes. Employees experiencing unclear responsibilities reported massive stress levels and less job satisfaction (Montuori et al. 2022). The findings recommend that organizations which define the job role clearly and ensure proper staffing levels are most successful to retain employees. Proper role allocations minimize errors, enhance efficiency and also gains employees sense of control over their work. Workplace culture also emerged as a strong determinant of retention. Respectful, inclusive and team-based culture promotes belonging and safety that are especially in the high-pressure service environments. Employees are mostly to remain with organizations which promote teamwork, fairness, and mutual respect. Along with that, compliance with labour regulations including minimum wage standards, working hours, and rest breaks was determined to improve the trust and also minimize the intentions of turnover. 
[bookmark: _Toc220590595]4.3 Discussion 
The results obtained in this research can be valuable information on the issue of high staff turnover that is not to be solved in the UK fast-food industry and emphasise the importance of the retention strategy focusing on the employees. In line with the prior studies, the research affirms that turnover has a complex interplay of economic pressures, organizational practices and psychological factors as it causes. Poor remuneration and loss of job security become main issues, preventing employees from being able to sustain their basic financial needs and weakening engagement with organisations in the long-term (Selenko et al., 2024). These results largely reinforce the Hierarchy of Needs by Maslow that determined the significance of satisfying physiological and safety needs prior to the attainment of higher levels of motivation and commitment. The results also support the two-factor theory by Herzberg in that poor working conditions, heavy workloads and lack of support by the managers are hygiene factors that create dissatisfaction and turnover intention (Durairaj, 2021). Although the enhancement of these factors is not likely to motivate employees on its own, their lack of presence will provide an environment where early departure is stimulated. The same motivations such as recognition, training and career development were proved to have a significant positive impact on job satisfaction and retention that should be managed with a balanced approach to employees. 
According to the Social Exchange Theory, the research shows the reaction of employees to perceived organisational support. Companies that take care of employees, treating them fairly and offering them a chance to grow create trust and reciprocity which results in increased loyalty and decreased turnover. On the other hand, insecure contracts and absence of managerial care are signs of low organisational commitment which motivates employees to seek other jobs. Job Embeddedness Theory also describes the retention behaviour focuses on the significance of organisational fit, social connection and perceived sacrifice (Jingjie et al., 2024). The results denote that employees would tend to stay more when they feel belonging to the organisation, are aligned with organisational values and can see growth in the long-term. Overall, the findings show that an effective retention strategy must be holistic and take into consideration for financial security, job satisfaction and emotional attachment at the same time. One-time efforts will not provide long-term outcomes in the competitive world of the UK fast-food market. 
The findings of the study highlight that the employee retention in the UK fast food industry cannot be addressed through short term interventions. This is because the high staff turnover rate in the UK fast food industry is influenced by a combination of several factors. The fast-food companies focus more on the operational efficiency rather than the well-being and job satisfaction of the employees. However, it must be noted that the fat food companies in the United Kingdom which have opted for long term interventions have successfully expanded their business over the years. McDonald’s UK has implemented various HR strategies to improve the employee retention through focusing on the training, development and career progression. The structured training of the employees enhanced their job satisfaction as well as created career opportunities. The employee who shows higher performance are promoted to the post of managers which enhances the retention of the employees at the firm for longer period of time. The efforts such as the health benefits, monthly performance incentives, holiday allowances help to boost the job satisfaction of the employees (McDonalds UK, 2025). The case of KFC UK can also be taken as a classic example of long-term interventions to deal with the employee turnover frequencies sin the UK fast food industry. KFC has expanded the career development programmes across the 800 UK restaurants. This approach has significantly contributed to improve the employee retention of the employees of KFC over the years (KFC UK, 2025). Hence it is well understood that the long-term employee retention strategies are effective than the short-term ones. 
[bookmark: _Toc220590596]4.4 Chapter Summary 
This chapter explored the connection between job satisfaction and employee retention and commented on the overall implication of the findings of the study. The analysis confirms that job satisfaction is a mediator variable that plays a central role between organizational practices and retention outcomes in the UK fast-food industry. Managerial support, work-life balance, recognition and career development are the significant factors in decisions of employees to stay or leave. The discussion shows that intertwined structural and psychological factors cause high turnover and that retention of employees can only be sustained using holistic and employee-oriented approaches. The following chapter gives an evaluation strategy, conclusion and some practical recommendations of the findings. 


[bookmark: _Toc220590597]Chapter 5: Evaluation
The high staff turnover rate in the UK fast food industry is influenced by numerous factors such as low pay and poor behaviour of the employers and unstable job security and lack of career growth opportunities. The findings of the current study reveal that the wage paid by the fast-food companies to their employees is only as much as granted by the law. The employees do not get incentives while they work for extra hours or for good performance. The expenses for living in the United Kingdom is quite high and most of the employees are not able to sustain, thus leading them to switch to other industries (Lloyd and Payne, 2021).  The existing studies also reveal a similar trend as Ghani et al., (2022) states that the human resource management of the fast-food organisations of the United Kingdom is not quite strong which leads to the higher frequencies of employee turnover to other sectors. 
The concerned industry is quite competitive and volatile, and the managers focus mainly on these factors rather than organisational structure. Hence the existing studies reveal that the poor organisational structure reduces the job satisfaction of the employees leading to low staff retention (Ghani et al., 2022). The current study emphasises on the fact that the front-line managers in these fast-food companies are promoted on the basis of operational efficiency and not the leadership skills are not considered. Hence the managers fail to create a positive job environment for the employees which makes them opt for other jobs after a particular point of time employees (Kamara et al., 2024). Moreover, the prior studies also state that another factor which results in high staff turnover in the UK fast food industry is the lack of opportunities in the sector. This is because Alae-Carew et al., (2022) remarks that the demand for sustainable diets and plant-based food alternatives among the health-conscious customers has minimised the chances of expansion of the UK fast food sector. 
The findings of the current study also agree on the fact that the jobs offered by the fast-food restaurants in the United Kingdom are considered as dead-end jobs with no opportunities for future career growth (Fuchs, 2022). The existing literature also reveals an interesting fact that the UK fast food sector is exhibited by small family businesses which often leads to the development of poor work culture. The misinformation between the business chiefs acts as factors of demotivation for the employees which tend to shift to other companies. The lack of workforce in the UK fast food industry is also one of the vital factors which hampers the food and service quality.  Hence the employees also do not get the opportunities to excel in their career as they are pressurised with huge workloads (Wang and Deng, 2022). It is thus well understood that the findings of both the existing literature and the current study reveal that the high staff turnover rate in the UK fast food industry is influenced by a combination of several factors. 
High staff turnover has affected the business of the fast-food companies in the United Kingdom. The findings of the previous studies state that the key employee retention strategies include strategic communication, incentives and compensation and job satisfaction and motivation of the employees (Mason, 2023). This finding aligns with the observations made in the current study as Feungarrom and Tantasanee, (2025) states that the combination of several employee retention strategies enhances the motivation of the employees to stick to a particular company for a longer period of time. 
The strategies as remarked by the authors include competitive compensation, job security, career development, supportive leadership, and work-life balance. Another significant finding of the present study is that the contractual stability and the financial security are important factors which contribute to the retention of the employees in the UK fast food companies. The prior study of Islam, (2025), states that the employees must be given proper remunerations and other benefits such as paid breaks, meal allowances and medical cover to enhance their job satisfaction. Hence both current and previous studies indicate a common factor that is employee retention is positively impacted by financial gains. 
The existing studies also reveal that the training programmes which aim to build the skills regarding customer service and operational management and food safety also enhances the job satisfaction of the employees and creates long term career opportunities (Bilderback, 2024). It must be noted that the organisations such as KFC and Dominos execute structured development pathways which facilitates the employees to enhance their skills and reduces burn out. 
The present study also established the fact that the continuous training of the employees contributes to significant growth of the fast-food sector of the United Kingdom. Sri Vigna Hema and Manickavasagan, (2024) remarks that guaranteed work hours improve the trust of the staff towards the employer. Moreover, another observation is that the retention strategy is determined by the career opportunities in the concerned sector. This is because the employees working in the UK fast food sector aim to develop transferable skills which they can use in their future jobs. Job satisfaction has also become one of the critical aspects of employee retention within the UK fast-food sector. 
The literature review and the results of this study both indicate that the choice of employees to stay with an organisation or leave is highly determined by their satisfaction with the pay, working conditions, support provided by the manager, work-life balance as well as prospects of growth. Considering the stressful and strenuous environment of fast-food employment, job satisfaction plays a significant mediating role between organisational behaviour and turnover. As noted in the literature review, extrinsic and intrinsic factors determine job satisfaction in the fast-food industry. Among the extrinsic needs, basic requirements to maintain employee commitment are recognized as pay, job security, and predictable working hours (Hassan, 2022; Gheyoh Ndvis, 2021). 
Other intrinsic elements such as recognition, constructive supervision, and developmental opportunities are also crucial in the positive employee attitudes (Pratama et al., 2023). The literature also highlights the fact that employees are likely to disengage and find other jobs when these needs are not met (Singh et al., 2022). These theoretical and empirical insights are highly supported by findings of Chapter 4. The thematic analysis shows that staff members receiving low managerial support, unstable schedules, and lack of acknowledgement have reduced job satisfaction and intention to turnover. The results, as in previous research, indicate that authoritarian leadership and ineffective communication can greatly lower satisfaction levels and make employees quit their jobs even though there are flexible working opportunities (Kehinde et al., 2024). 
This directly compliments the literature which proposes that employees do not leave an organisation, they leave managers and underlines the importance of supervisory behaviour in retention decision-making. Job satisfaction also triggered work-life balance as an important issue of determination either in the literature or in the findings. Previous research indicates that anomalous and ad hoc scheduling is disruptive to the personal and academic life of the employees especially to students and part-time workers who constitute a significant amount of the fast-food workforce (Ahmad, 2022). 
The results validate the assumption that predictable scheduling and flexibility will enhance satisfaction as stress levels and burnout will decrease, turning over intentions will be reduced. This confirms the fact that job satisfaction is not purely stimulated by monetary satisfaction but rather by an opportunity to strike a balance between work and personal life. In addition, the literature lists training, recognition, and career development as the factors that contribute to job satisfaction and retention (Bilderback, 2024; Mason, 2023). This sentiment is reflected in the findings that indicated that the employees who believe that they have the possibilities to develop their skills and internal progression have a higher organisational commitment. This aligns with Job Embeddedness Theory, which assumes that employees have an increased likelihood to remain in the company in case they develop a sense of proper fit within the company and have the impression that going will mean reaching a personal and professional loss (Dimri and Kumar, 2024). In general, the analysis establishes the fact that job satisfaction is one of the crucial factors that impact employee retention in the UK fast-food sector. 
The consistency in results between the literature review and research result proves that enhancing satisfaction by means of supportive leadership, equitable scheduling, recognition and development opportunities are the key to achieve a decrease in turnover. These results highlight the fact that retention strategies are most effective when they target the economic needs of employees alongside the psychological needs at the same time. Furthermore, the organisational practices play a critical role to shape the employee retention outcomes in the fast-food industry of the United Kingdom. The findings of the literature review and present study indicate the similar fact that the HR practices and leadership qualities highly impact the staff retention outcomes. 
The organisational practices such as leadership skills exhibited by the managers, communication systems and development of workplace culture contributes to retention of employees for a longer duration of time. In an industry which is quite dynamic and intensive, the retention outcomes are highly shaped by the organisational support. As per the literature review, the strategic human resources management of the UK fast food companies play a crucial role in enhancing employee retention (Godinho et al., 2023). 
The recruitment processes which provide real job previews are effective to minimise the initial staff turnover rate as these help to align the expectations of the employees with the job realities. The factors such as structured onboarding and definition of the clear roles of the staff helps to balance the job stress of the employees with the goals of the company. It is often noticed that the poor distribution of job responsibilities in the UK fast food companies minimises job satisfaction and leads to higher turnover rate (Shakya and Thapa Magar, 2025). 
These arguments are also reflected in the findings of the present study which also states that organisations with poor recruitment practices and unclear job responsibilities lead to switching of jobs of the employees. The literature suggests that the positive attributes of supportive, empathetic, and communicative leadership lead to greater reliance on employees and higher customer satisfaction and loyalty (Sakti et al., 2024; Kehinde et al., 2024). This relationship is confirmed by the results of the present study, which indicates that frontline managers play the leading role as they can be discussed as the main source of connection between organisational policies and employee experiences. 
The literature observes that when communication about schedules, performance expectations, and operational changes is blurred, anxiety and dissatisfaction can go up particularly during fast-paced service settings (Mengjiao et al., 2023). On the other hand, low communication was related to frustration, timing conflicts and increased turnover intentions. Role clarity and workload management also came out as important contributors to the relationship existing between organisational practices and retention outcomes. In the literature, it is noted that large multitasking, shortage in staff, and lack of responsibility are contributing factors to stress and burnout (Montuori et al., 2022). Those organisations, which ensured proper staffing rates and had proper job descriptions, were more successful in terms of retention rates as employees felt in charge of the work and became less exhausted. 
Lastly, the workplace culture and adherence to the law were also thereby seen to influence retention significantly. In the literature, it is emphasized that psychological safety and the wellbeing of employees are promoted by inclusive, supportive, and respectful workplace cultures (Shinde, 2025). This is proven by the findings, as it was observed that positive interpersonal relationship and fair treatment enhance the feeling of belongingness to employees. Hence, the literature and findings confirm that the organisational strategies play a critical role in shaping employee retention within the fast-food industry of the United Kingdom. 
[bookmark: _Toc220590598]Chapter 6: Conclusion and Recommendations
[bookmark: _Toc220590599]6.1 Summary of Key Findings 
The main objective of this paper was to understand the strategies that worked in retaining its staff in the UK fast food sector following the chronic high staff turnover. The results reveal that the staff turnover in the industry is a complex phenomenon that is caused by structural, organisational and psychological factors, thus directly meeting the research purposes of the study. The results indicate that low level pay, uncertainty of jobs, off day schedules and physically demanding working conditions are the most influential factors of staff dissatisfaction. All of this leads to the instability and detachment of employees, especially younger and part-time employees who are over-necessited in the workforce of fast food. Turnover intentions are further aggravated by poor supervisory support and low recognition. Also, the second objective of the study that dealt with the effectiveness of staff retention strategies reveals that organisations that only use financial incentives have limited success with staff retention. Rather, retention is best applied in case of competitive compensation with non-financial policies including flexible working hours, on-supportive management, growth and advancement and employee welfare programs. This underscores the need to have a holistic approach to management of human resources. 
In regards to the third objective that examined the connection between job satisfaction and employee retention, the results showed that there is strong positive correlation between supportive working conditions and employee commitment. When employees feel fairly compensated, appreciated and prospects of growth, they tend to stick to their organisations even though the work conditions are challenging in fast-food economies. In general, the research finds that interventions cannot be done independently to solve the high rates of staff turnover in the UK fast food industry. Rather, the economic, social and psychological needs of the employees must be addressed by integrated strategies that serve as a response to the sustainable retention in ensuring the strategic significance of HR practices that are centred on employees.
[bookmark: _Toc220590600]6.2 Interpretation and Implications of Findings 
All the results of this research tend to suggest that the high staff turnover in the UK fast food sector cannot be perceived as an inevitable feature of low-skilled or temporary jobs, but the effect of organisational decisions and structural employment policies. Although the fast-food jobs may be viewed as transitional, the findings prove that the choice of the workers to quit is largely influenced by the working conditions, the quality of management and the sense of fairness instead of the type of work.
One of the main ways the findings can be interpreted is that employee turnover is a manifestation of the lack of attitude towards customer needs and expectations of the organisation. Fast-food organisations are often focused on operating efficiency and cost reduction that is made at the expense of workforce stability. This practice leads to random planning, inability to develop and inadequate managerial support which prevents the overall engagement of the employees. This research indicates that if these aspects remain unmanaged, staff will feel that their positions are not valuable. Hence their commitment would decrease and turnover would increase.
Notably, the results suggest that retention is possible even in the conditions of high-pressure service settings when the employees feel appreciated and encouraged. The organisations with regular hours, supervision in a respectful way and prospects of promotion are more equipped to generate loyalty, in spite of the workload of the fast-food working process. This implies that high turnover is not preordained but rather an indication of failure to exploit people as strategic assets.
The conclusions of these findings are important to organisational performance and sustainability of the workforce. The high rate of turnover has continued to promote high costs of recruitment and training, poor quality of services, and low customer satisfaction. In the long run, it also establishes a low morale and operational turmoil cycle. On a larger scale, the results show that there is a necessity to change the culture of the fast-food industry to more responsible employment practices. Turnover is not only an organisational issue but a strategic and ethical requirement that has long-term effects on managing both organisational and social resilience.
[bookmark: _Toc220590601]6.3 Contributions of the Study 
[bookmark: _Toc220590602]6.3.1 Theoretical Contributions
Theoretically, the research paper is important to human resource management and employee retention literature as it empirically supports the applicability of the existing motivation and retention theories to the fast-food scenario. The results confirm the Hierarchy of Needs developed by Maslow by showing that unfulfilled fundamental needs including receiving fair salaries, job security and predictable working hours still pose essential retention obstacles. On the same note, the Two-Factor Theory by Herzberg is substantiated by the fact that discontent caused by hygienic elements such as quality of supervision and working conditions, is the major cause of turnover. Social Exchange Theory is further reinforced in the study as perceived organisational support and fairness have been shown to have a strong impact on the willingness of employees to stay with an organisation. Using the theories in its applicability on the UK fast food industry, the research expands their applicability on precarious and service intensive workplaces. 
[bookmark: _Toc220590603]6.3.2 Practical Contributions 
Practically, the proposed research can be useful to managers or HR practitioners of fast-food industries as it suggests both effective and realistic retention strategies. It shows that short-term use of financial incentives is not enough and that holistic strategy is more effective.  The results have given an empirical guide that organizations could adopt to restructure retention policies, advance managerial practices and employee engagement and thus curb turnover based expenses and business inconveniences. 
[bookmark: _Toc220590604]6.3.3 Social and Policy Contributions
Socially and policy-wise, the research indicates the overall implications of workforce retention on workforce stability and wellbeing of employees. Since the sector strongly depends on young, migrant and low-income workers, better retention strategies may help to achieve more job security, less financial stress and social inclusion. The results also present valuable suggestions to policy makers and regulators in the sense of highlighting the necessity of introducing tougher labour laws, the implementation of minimum wages and skills training in the UK fast food sector. 
[bookmark: _Toc220590605]6.4 Recommendations 
[bookmark: _Toc220590606]6.4.1 Industry Practitioners' Recommendations. 
Pay and contractual security should be considered as the initial retention strategy of fast-food organisations in the UK. Provisions of higher wages than the minimum salary, assured minimum working hours and a more explicit employment contract can make employees less financially insecure and make them more committed. Changing employees to zero-hour agreements to fixed or semi-fixed hour contracts would increase perceived job security. Training and career development are also important to be invested in. Structured onboarding programmes, ongoing skills development, and well-established internal promotional paths should be introduced in organisations. Making available accredited hospitality or management qualifications can also play a role in persuading employees that working in a fast-food environment is not a short-term employment choice but a long-term career choice.
Good leadership and workplace culture contribute to retention to a large extent. Leadership and people-management training should be offered to line managers to encourage respectful communication, appreciation of effort and inclusive team setups. Frequent feedback systems and reward schemes can reinforce employee involvement and organisational commitment. Lastly, more scheduling and work-life balance are needed. Stress and burnout can be mitigated by the use of modern-day scheduling systems, which offer foreseeable rotas, sufficient prior notice of shifts, and employee control over availability. There is a great likelihood that flexible scheduling styles that meet education, caregiving, or personal needs will help to improve job satisfaction and retention.
[bookmark: _Toc220590607]6.4.2 Recommendations
Labour regulation needs to be enhanced by policymakers in order to enhance job security in the fast-food industry. There should be more concrete instructions and monitoring of how the zero-hour contracts, fair scheduling systems, and compliance with the minimum wage are used to safeguard vulnerable employees. Besides this, the government agencies would need to increase funding of training and workforce development programs such as apprenticeships with subsidies, vocational qualifications and staff development incentives provided by employers. As a solution, cooperation among industry, learning institutions, and policymakers can be utilised in producing a more qualified, stable and sustainable fast-food workforce in the United Kingdom.
[bookmark: _Toc220590608]6.5 Limitations of the Study and Future Research Directions 
Although this study offers useful information on staff retention in the fast-food sector in the UK, it is limited in a number of ways. The study is methodologically based on secondary data only and it does not allow obtaining first-hand experience and perception of employees. There is no primary data including interviews or surveys that could help to understand individual motivation and some emerging dynamics at the workplace. Besides, the secondary sources can be biased on reporting or an old-fashioned organisational practice. 
Contextually, the research is restricted to the fast-food sector of the UK as it restricts the generalisability of the results to the other nations or sectors of service with varying labour laws and cultural practices. Although the results are effective in structuring the general trends of the turnover and retention of the staff, they fail to explain the specifics of the firms as well as the individual psychological dissimilarities among workers. The study might be enhanced by future studies through the use of primary data collection, comparison study across nations or service sectors and longitudinal studies to determine the long-term efficacy of retention strategy.
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