	UNDERSTANDING HIGH STAFF TURNOVER IN THE MANUFACTURING SECTOR IN SOUTH WALES

	Paradigm
	Fit for Topic
	Rationale

	Interpretivist
	Strong fit
	• Allows for understanding turnover through the meanings employees assign to their work experiences

	
	
	• Captures the complexity of personal decision-making in leaving jobs

	
	
	• Acknowledges the cultural and historical context of South Wales' manufacturing legacy

	
	
	• Enables exploration of how organisational policies are interpreted differently by various stakeholders

	
	
	• Well-suited for interviews and focus groups with current and former employees

	Phenomenological
	Moderate fit
	• Excellent for deeply understanding the lived experience of working in manufacturing settings

	
	
	• Reveals the essence of what it means to leave a manufacturing job

	
	
	• May be too focused on individual experience rather than systemic factors in turnover

	
	
	• Limited in addressing broader socioeconomic factors in South Wales

	
	
	• Time-intensive depth of analysis may limit sample size and breadth of perspectives

	Social Constructionist
	Strong fit
	• Effectively examines how turnover becomes normalised through shared meanings and discourse

	
	
	• Reveals how the concept of "good work" is socially constructed in manufacturing contexts

	
	
	• Uncovers power dynamics between management and workers that contribute to turnover

	
	
	• Examines how regional identity in South Wales intersects with manufacturing work

	
	
	• Well-suited for analysing organisational communication and policy documents alongside worker narratives


Key Takeaways:
· Interpretivism: Focuses on individual decisions to quit, based on personal experiences and unique perspectives.
· Social Constructionism: Explains how workplace culture, industry norms, and group discourse shape collective attitudes toward turnover.
	Table 1 Interpretivism v Social constructionism

	Aspect
	Interpretivism (Individual Focus)
	Social Constructionism (Group Focus)

	Focus
	Individual perspectives and personal meaning.
	Group dynamics and shared meanings.

	Truth
	Created by each person’s unique interpretation.
	Created through social interaction and agreement.

	Reality
	Multiple personal realities exist simultaneously.
	Collectively constructed through shared language and practices.

	Knowledge Creation
	Through individual experiences and personal meaning-making.
	Through social processes and negotiated understanding.

	Simpler Explanation
	Alien B believes everyone sees the world differently based on their experiences. Truth is personal, and reality is subjective.
	A group of Alien Bs creates shared truths through interaction. Truth is what the group agrees on, and reality is collective.

	Key Idea
	Understanding the world through individual lenses. “Your truth is your truth, and my truth is mine.”
	Groups create shared realities through interaction and agreement. “We all agree this is true, so it becomes true for us.”

	Application in Business
	Explains individual employee perspectives (e.g., personal meanings of a uniform).
	Explains how groups create shared cultures (e.g., company-wide meaning of a uniform).

	Research Methods
	In-depth interviews, personal diaries, phenomenology.
	Ethnography, focus groups, discourse analysis, document analysis.

	Researcher’s Role
	Listener and interpreter of individual stories.
	Observer and facilitator of group dynamics.

	Example in Research
	Interviewing individuals to understand personal experiences (e.g., “How do you feel about the company’s leadership?”).
	Observing group interactions to see how shared meanings are created (e.g., “How does the team define ‘good leadership’?”).

	Key Writers
	Max Weber (verstehen), Alfred Schutz (phenomenology), Thomas Schwandt (interpretivist approaches).
	Peter Berger and Thomas Luckmann (social construction of reality), Kenneth Gergen (social processes), Vivien Burr (meanings).

	Practical Example
	Employees define “success” differently based on personal experiences.
	A team negotiates a shared definition of “success” through discussions and policies.

	Case: Employee Turnover in South Wales
	Employees leave jobs based on personal reasons (e.g., dissatisfaction, career goals, pay). Each decision is unique to the individual.
	Turnover is shaped by workplace culture, shared narratives, and social norms. If leaving is seen as ‘normal’ or ‘inevitable’ within the group, it reinforces further quitting.



When I write/talk about "observing group dynamics" in the context of high staff turnover, it means looking at how social interactions, workplace culture, and shared narratives influence employees' decisions to leave. In a social constructionist approach, researchers don’t just focus on individual reasons for quitting but examine how turnover becomes a pattern within the group.
	Table 2 Summarising how observing group dynamics applies to high staff turnover in the manufacturing sector in South Wales from a social constructionist perspective

	Aspect
	Explanation (Social Constructionist Perspective on High Turnover)

	What is Observed?
	Group interactions, workplace culture, shared narratives, and peer influences on turnover.

	Workplace Conversations & Narratives
	Do employees talk about leaving as "normal" or "inevitable"? Is there a shared belief that "better jobs are elsewhere"?

	Employer & Management Discourse
	How do managers explain turnover? Do they see it as a worker problem or a leadership issue? Does HR normalise quitting?

	Peer Influence & Group Behaviour
	Do employees influence each other’s decisions? Is there an "exit culture" where quitting is seen as a smart or expected move?

	Industry & Regional Norms
	Is high turnover common in South Wales manufacturing? Do external social factors (e.g., media, unemployment rates) reinforce quitting?

	Example of Observing Group Dynamics
	A researcher listens to break room conversations, attends management meetings, and analyses whether employees quit in clusters.

	Key Takeaway
	Quitting is an individual action, but it is socially shaped by workplace culture, norms, and shared beliefs.


What Does "Observing Group Dynamics" Mean for High Turnover?
Instead of only asking individuals why they quit, a social constructionist researcher would:
1. Look at Workplace Conversations & Narratives
· Do employees frequently talk about leaving as "the norm"?
· Is there a shared belief that "better jobs are always elsewhere"?
· Are new employees socialised into expecting short-term employment?
2. Analyse How Managers & Employers Construct Turnover
· Do managers see turnover as a “worker problem” rather than a workplace issue?
· Is turnover framed as inevitable or a failure in leadership?
3. Observe Peer Influence & Group Behaviours
· Do employees influence each other’s decisions to quit (e.g., if one leaves, do others follow)?
· Is there an “exit culture”, where quitting is encouraged or seen as a smart move?
4. Examine Industry & Regional Norms
· Is high turnover common in South Wales manufacturing due to shared beliefs about job stability?
· Do external social factors (e.g., local unemployment rates, media narratives) reinforce quitting as a logical step?
Example of Observing Group Dynamics in a Manufacturing Plant
Imagine a researcher conducting ethnographic fieldwork in a South Wales factory with high turnover. Instead of just interviewing workers about their personal reasons for leaving, they might:
· Sit in break rooms and listen to how employees talk about their jobs.
· Attend meetings to see how managers discuss retention.
· Analyse exit patterns (e.g., do employees quit in clusters, following peers?).
Key Takeaway
Even though quitting is an individual decision, it is often shaped by group-level influences. Observing group dynamics helps researchers understand how turnover is constructed as "normal" or "inevitable" within a workplace culture.

	Table 3 Incorporating the role of a facilitator of group dynamics in the context of high staff turnover in South Wales manufacturing


	Aspect
	Explanation (Social Constructionist Perspective on High Turnover)

	What is Observed?
	Group interactions, workplace culture, shared narratives, and peer influences on turnover.

	Workplace Conversations & Narratives
	Do employees talk about leaving as "normal" or "inevitable"? Is there a shared belief that "better jobs are elsewhere"?

	Employer & Management Discourse
	How do managers explain turnover? Do they see it as a worker problem or a leadership issue? Does HR normalise quitting?

	Peer Influence & Group Behaviour
	Do employees influence each other’s decisions? Is there an "exit culture" where quitting is seen as a smart or expected move?

	Industry & Regional Norms
	Is high turnover common in South Wales manufacturing? Do external social factors (e.g., media, unemployment rates) reinforce quitting?

	Example of Observing Group Dynamics
	A researcher listens to break room conversations, attends management meetings, and analyses whether employees quit in clusters.

	Facilitating Group Dynamics
	Instead of just observing, the researcher guides discussions (e.g., in focus groups or management meetings) to see how shared meanings about turnover are negotiated.

	How Facilitation Works
	- Employees: Encourages discussion about why they leave, whether quitting is seen as personal or cultural. - Managers: Challenges assumptions about turnover, helping them reflect on how their discourse shapes retention. - Team Decisions: Observes how employees collectively frame job dissatisfaction and quitting as a shared norm.

	Key Takeaway
	Quitting is an individual action, but it is socially shaped by workplace culture, norms, and shared beliefs. Facilitating discussions reveals how these meanings develop.



A facilitator of group dynamics in research means that the researcher actively engages with and guides group interactions to understand how shared meanings and social realities are constructed. Instead of just observing, they may prompt discussions, ask reflective questions, or encourage debate to see how a group negotiates and co-creates understanding of a topic.
What Does This Mean for High Staff Turnover?
If a researcher is acting as a facilitator of group dynamics in a study on high turnover in South Wales manufacturing, they might:
1. Conduct Focus Groups with Employees
· Ask how they talk about quitting: Do they see it as a personal decision or a shared norm?
· Encourage discussion: "Why do you think people leave? Do you agree with each other’s reasons?"
· Look for patterns in how they construct turnover as "normal" or "avoidable."
2. Engage Managers in Roundtable Discussions
· Facilitate conversations about why they think employees leave.
· Challenge assumptions: "Do you think turnover is due to individual attitudes, or is there a broader cultural issue?"
· Help them reflect on how their own narratives shape workplace retention strategies.
3. Analyse Group Decision-Making
· Observe how teams discuss job dissatisfaction in meetings, break rooms, or informal chats.
· Facilitate discussions on what could improve retention and whether employees collectively shape each other’s decisions.
Key Difference from Just Observing
· An observer watches how a group interacts without interfering.
· A facilitator guides discussions to uncover how shared meanings develop and evolve.
Key Takeaway. In a study on high staff turnover, facilitating group dynamics helps uncover the social processes behind why leaving becomes a “normal” or expected action within a workplace culture.
