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Abstract
One of the main factors for the employer is the motivation and support of employees through different retention strategies especially for high skilled employees, because they are the basis of the success and performance of every company as well. The analysis of this study is the determination and importance of high skilled employees through retention strategies in the beauty salons. This paper demonstrates that the introduction and retention of qualified people can be obtained through certain theories and strategy models as well: Maslow's theory of motivation, Locke’s Goal setting theory, Employee Engagement Model and Adam’s equity theory as well. All these theories and models prove to us that each employee is individual and special and certain strategies can be applied to retain the most qualified and special one. This work shows us the important connection of high skilled employees and the leadership in the beauty salons and enhance the retention strategies, the analysis data is examined from different journals, research paper and books as well.
KEYWORDS: beauty salons, retention strategies, high skilled employees, leadership, theories.
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Executive Summary
Introduction 
The research is based on an evaluation of strategies for retaining highly skilled employees in the beauty industry. The aim and objectives of the study have been introduced in this initial introduction chapter. It has involved identifying the problem and discussing the rationale for conducting the study. Besides the beauty industry has been introduced and the background of the research provided. The literature review conducts a thorough research into various published sources to determine the problem of employee turnover in the beauty industry. It also witnesses the importance of employees in organisations and the need to adopt employee retention measures. Further, it provides a theoretical discussion to enable the development of effective employee retention strategies, followed by a discourse on the approach adopted by contemporary firms.
Significance 
In every chapter of the dissertation, the focus has been made on the process of developing different strategies to retain employees in a beauty salon. The main research topic is considered the development of retaining employees by developing different strategies. Employee retention is important so that the value of the organisation of a beauty salon can be upheld in a marketplace. Furthermore, it is important to conduct this research, as it will help leaders of the beauty salon to cater for a different cause of employee turnover and develop strategies for it. Based on the discussions, it has been seen that the creation of a healthy working environment, and giving essential training programs and benefits would motivate them to produce high-quality work expected from leaders of the organisation. 
Methodology 
This research has involved collecting quantitative primary data from a sample size of 25 employee participants from the beauty industry B&B. Survey questionnaire was administered to collect the data and the same was analysed using statistical approaches.
Results and interpretation
The fourth chapter of the dissertation has discussed the research findings, which have been noted with the conducting of an offline survey of 25 employees of beauty salon. From the survey, it has been highlighted that beauty salon have been implementing incentives, team building and training opportunities for employees. Leaders have instigated future vision and innovation in the daily operation of salons but have been facing issues due to the availability of numerous career options. Mentorship, rewards and recognition and feedback can be impeccable for the progression of retaining strategies.  
Conclusion
This research leads to the conclusion that the application of the employee retention strategies can enable the firm ensure employee retention and simultaneously reduce cost that is required for new employee recruitment. It can be recommended that the employees of the beauty salon can be trained for skill development and this can serve as a retention strategy. Besides flexible working hours and transformational leadership for encouraging employees in the beauty industry can be helpful. 


List of Abbreviations
HR- Human Resources
EVP- Employee Value Proposition 
UK- United Kingdom











[bookmark: _Toc109311351]Chapter 1: Introduction
1.1 Introduction
The exploration is a hang on an evaluation of strategies for contracting qualified workers in the beauty industry. The aim and objectives of the study have been introduced in this initial introduction chapter. It has involved identifying the problem and discussing the rationale for conducting the study. Besides the beauty industry has been introduced and the background of the research provided. The literature review conducts a thorough research into various published sources to determine the problem of employee turnover in the beauty industry. It also witnesses the importance of employees in organisations and the need to adopt employee retention measures. Further, it provides a theoretical discussion to enable the development of effective employee retention strategies, followed by a discourse on the approach adopted by contemporary firms.
This research leads to the conclusion that the application of the employee retention strategies can enable the firm ensure employee retention and simultaneously reduce cost that is required for new employee recruitment. It can be recommended that the employees of the beauty salon can be trained for skill development and this can serve as a retention strategy. Besides flexible working hours and transformational leadership for encouraging employees in the beauty industry can be helpful. 

[bookmark: _Toc109311352]1.2 Background
Employee retention can be defined as undertaking strategic actions for keeping the employee of an organisation motivated, engaged and focused on their work so that they remain employed within an organisation (Qayed, et al., 2015). This also helps ensure that they contribute to the benefits of the firm. Some of the concepts that are essential for the maintenance of people in a firm are transparency and fairness. A negative experience of working in an organisation, the availability of better alternatives and employee dissatisfaction are the major reasons behind skilled employees leaving the firms. 
The foremost and the primary cause behind ensuring employee retention is preventing skilled and talented employees from leaving an organisation. This is because when an employee leaves a firm, they carry away their skills, experience, value and knowledge along with them (Singh, 2019). This might negatively affect the function of the firms and as a result, impact the entire industry. Losing the employees of an organisation can be linked to the profitability of the organisation. Difficulty in training skilled employees in a particular organisation or sector as the ability to provide effective service or provide products becomes a challenge and activities decline. It is through the application of effective strategies that the firm can retain its valuable employees and maintain quality performance.
It is always advantageous for firms to retain employees as it is possible to decrease the hiring cost of employees and the brand reputation of a firm in the job market can be enhanced. A competitive set of staff can be built by an organisation when they ensure employee retention and this can further attract more talented employees (Sikora, et al., 2016). Employee loyalty can be built on being able to retain employees and this can increase the productivity of the workforce in an organisation. The motivational strategies can help a firm to retain employees in the organisation. 
Employee Value Proposition (EPV) refers to as unique benefits that are received by employees in return for the capabilities, experience and skills as well that they bring to an organisation themselves (Ruban, 2018). If employees receive effective rewards and benefits for performing well, they can be motivated and retained to work for an organisation. It is one of the strategies that is dealt with by the HR department in any organisation or the management (Fell-Carlson, 2004). The possibility for organisations to attract quality candidates is enhanced with the support of strong EVPs. Additionally, it helps a firm to remain ahead of the competition in the absence of the same. EVP include set benefits to be received by employees in a firm and includes financial rewards, benefits and opportunity for career development. Making the employees proud and excited about working in a company is the major aim of an EVP. 
A large number of strategies can be implemented by the organisations in a particular sector so that they can retain their skilled workforce and some of them are providing an effective work environment and good compensation be it non-monetary or monetary. Other than these flexible working hours, positive relationships with subordinates and superiors and the opportunity for developing personal skills through training enable keeping the employees engaged with their work and prevent them from leaving a job (Kamalaveni, et al., 2019). The case is similar even for the beauty industry and being able to keep the talented and skilled employees engaged and motivated helps stylists from beauty salons from leaving their respective organisations. Leadership is another factor that ensures the retention of employees in a particular sector. The leadership style can help ensure success in relation to employee retention. Unbalanced treatment of the employees in the organisation by the leaders might affect their engagement and motivational levels and influence them in leaving their job (Hogan & Haisen, 2005).
Some of the strategies that can be used by organisations for the purpose of employee retention are several. According to Ahmed & Ahmed (2014), compensations that are competitive and fair can support the retention. It is principal for the firms to be transparent band clear about the pay structure and offering workers bonuses based on their performance if they are deserving is effective for employee retention. Prioritising the well-being of the employees and ensuring that they have a healthy work-life balance can allow keeping in check their workload and thus keep them committed to their job. Investing in the growth of the employees and allowing them to sharpen their skills can enable organisations in any industry to be kept satisfied. This satisfaction with their work can be effective in ensuring employee retention in any organisation or firm. 
This research will focus on evaluating the interest of employee retention in the beauty B&B. It will further emphasise stating the strategies that are to be implemented or applied in the sector so that the performance of the firm and its profitability can be enhanced through employee retention. Thus, organisations in the sector can benefit from the conduction of this research and this will help them focus on employees of the organisation and their wellbeing so that highly skilled staff can be prevented from leaving the industry. 
[bookmark: _Toc109311353]1.3 Industry Background
The beauty industry in the UK, which includes both the hair and beauty sectors makes a large amount of contribution to the UK’s economy. It has been found to make a per annum contribution of 6.6 billion GBP to the country’s economy (British Barbers' Asociation, 2022). Moreover, people in the UK are beauty conscious they seek services from this sector very often. According to 2019 statistics, people residing in the UK spent 8.6 billion GBP for personal care and hairdressing with every individual making a yearly expenditure of 166 pounds nearly for personal care treatments. Around 33% of British people spend almost 1 to 15 pounds on beauty products and beauty treatments. The worth of the UK's beauty industry is £27 billion and it is the 7th largest market for cosmetics across the globe (Hollywood Mirrors, 2022). 
It is expected that the market size of the beauty industry in the UK will increase by 54% in the year 2022. However, in the past 5 years, it has been found to decline at a rate of 8.0% from 2017 to 2022. The performance of this sector when compared to other service sectors in the country has not been found to be much effective (IBISWorld, 2021). A faster decline in the market size of this sector has been evident and one of the negative factors that affect the industry is that there are only limited barriers to entering the industry.
[bookmark: _Toc109311354]1.4 Research Aim
The intention of this exploration is to assess the approach for retaining highly skilled employees in the beauty industry. Additionally, this research will involve showcasing different strategies that enable improving retention and attraction of the workforce in the beauty industry and salon in the UK. This paper will identify employee job satisfaction in this industry and through the analysis of remuneration and benefits that are received by the highly qualified workers in the beauty industry.

[bookmark: _Toc109311355]1.5 Research Objectives
· To discuss and evaluate the attention of retaining strategies for qualified people in the beauty industry.
· In the beauty salon to identify different aspects and steps of retention strategies for skilled employees, which brings the promotion of the industry.
· To study few points of the retaining strategies for skilled workers, which helps the work performance in the given company as well. 
· To establish a professional relationship between leaders and qualified employees in direction to decide the best and safest strategies.

[bookmark: _Toc109311356]1.6 Research Questions
Q1. For what purpose it is major to discuss and evaluate retention approach for qualified workers in beauty company? 
Q2. Whichever steps and aspects of the retention approach subscribe to performance of the work in the beauty activity?
Q3. What are the points associated to the retaining approaches for qualified people that impact the company performance?
Q3. What type of working relationships is produced between management and qualified employees, for ensuring and promoting these retention strategies?
[bookmark: _Toc109311357]1.7 Research Problem and Rationale
Employee retention is an issue in almost all sectors and industries and the case is similar in the case of the UK's beauty and hair sector. It has been identified that the rest has reported a fall in full-time employment by 21%. However, it has been identified that the major causes behind employees leaving jobs in this sector with the arrival of the pandemic, which has reduced their working hours, job cuts and redundancies (Hutton, et al., 2021). Other than these, employees leave this sector in search of better opportunities in another reliable sector. In the session 2019 and 2020, almost 7000 individuals began with an apprenticeship in the hairdresser sector and it was a decline of nearly 30% when compared to the session of 2018-2019 (PolicyBee, 2021). It leads to the estimation that employees or people are losing interest in this sector. Moreover, this implies that retaining employees in the sector currently is an issue that needs to be addressed and resolved. Resolving the issue will enable the industry to flourish by ensuring the retention of people in the category. In order to address this issue, it has been selected as the area for exploration. 
Moreover, while recruiting highly skilled employees as beauty specialists it is essential to attract effectively them so that they can be retained. It is stated for organisations in this sector to undertake steps for retaining employees and enhancing the performance of this sector. Thus, it can be stated that the conduction of this research will follow suggesting strategies for retaining and attracting employees in the context of beauty salons in the UK (Oladapo, 2014). The same will involve using a descriptive method for explaining the same. Implementing these strategies for the well-being of the organisations will allow beauty salons in the country to retain their workforce for a longer duration and the overall industry can enjoy the benefits of the same.  Moreover, employee retention and attraction in the beauty industry have been selected because of a personal inclination towards understanding the function of this industry.   
[bookmark: _Toc109311358]1.8 Scope of research
This research has its focuses on the beauty industry and employee retention specific to it and thus leaves scope for carrying out the research in a different way. Other sectors that make greater contributions to the economy of the UK can be considered for the conduction of research in the field of employee retention. Evaluating and exploring employee retention in other sectors can help develop in-depth knowledge about the strategies that might be utilised for the conduction of retaining talents in an industry. Provocation which companies face in employee retention in the different sectors will not be emphasised in this research and therefore can be a probable area for exploration.  
[bookmark: _Toc109311359]1.9 Structure of dissertation
The initial chapter of this research will involve traducing the background of the research and the selected industry. Objectives and research questions for the study have been formulated besides the identification of the problem in the industry. Next, the chapter on Literature Review will discuss the selected topic in detail for developing greater insight into the investigation and the conceptual frame of the review will be made. The methodology chapter will involve mentioning the philosophical and data collection and analysis techniques that will be taken into consideration for completing this research. The detection of the analyse will be represented in the fourth chapter of this research besides analysing the same. The link between the research findings with the conducted literature review will be evaluated in the discussion chapter. Lastly, the conclusion of the study will be drawn by linking the same to the objectives of the research. Recommendations will be provided for the sector in this final chapter so that they can implement the same for ensuring the retention of employees and ensuring the greater contribution of the sector towards the economy of the country. 

[bookmark: _Toc109311360]1.10 Theoretical Framework
Different theories can be linked for ensuring the retention of employees and the three important motivational theories that can lead to employee retention will be identified in this section.  One of the important theories that can be effective in the context of employee retention is the Equity theory. According to this theory of motivation, people have a tendency of comparing their value and contribution with similar others and the output that is received by them. This enables them to analyse whether the rewards and benefits that they receive are equivalent and fair in relation to the contribution they make. When individuals perceive that when others in a similar position receive higher salaries even after the investment of an equal amount of effort, they might feel dissatisfied (Swain, et al., 2020). On the contrary, if people perceive that they are paid equal benefits as others similar to their position for the same amount of work this might prevent the workforce from being demotivated. 
[bookmark: _Hlk116577718]Maslow's theory of motivation can be also mentioned in this case and this theory posits that the lower-level needs or the basic needs of the human being are to be met before reaching the higher-order needs (Acquah, et al., 2021). The different needs according to this theory are physiological, safety or security, need for belongingness, consider needs and finally self-actualisation. Thus, it would be necessary for any organisation to satisfy the lower needs first like providing employees with at least minimum wage so that they can earn their living. Additionally, being able to meet their personal health and security needs through an effective working environment and hours of working besides additional benefits are necessary for the employees. Being able to form connections with others deals with the attainment of belongingness needs. The employees in a firm if capable of forming relationships and connections with others will be capable of meeting their need for love and belongingness. Next, recognition and challenging work can enable them to meet their esteem needs. Self-actualisation is reaching one's full potential and is a point where a person has achieved all that can be attained by them. 
The aim setting thesis of motivation postulated by Locke and Latham emphasises the importance of the relationship existing between objectives and presentation. Setting of challenging and specific goals with appropriate feedback goes a long way in motivating the employees to perform more efficiently (Swann, et al., 2021). The set goals direct the behaviour of the employees towards the attainment of the same. However, this theory defines the features of goals and states that set goals could be realistic besides being challenging, clear and specific. Additionally, willingness of a worker toward attainment of the goals help motivate employees with respect to their job. More an individual feel that they possess the efficacy of performing a task more are the efforts that will be invested by the person. Next, another determinant that enables the employees to achieve their set goals is their level of commitment, which prevents them from leaving a goal unattained. 

Chapter 2.0: Literature Review
A literature review is the part of a research project, which provides insight into the research subjects by sorting through already published sources to build contextual knowledge for the researcher to achieve the research aims (Narayanamurthy & Gurumurthy, 2016)
[bookmark: _Toc109311362]2.1 Introduction
A literature review is the part of a research project, which provides insight into the research subjects by sorting through already published sources to build contextual knowledge for the researcher to achieve the research aims (Sam, et al., 2022). This Literature review will focus on the theme of retention strategies in the beauty industry. Firstly, the author will analyse the employee turnover trends for the industry to generate contextual information regarding the issue followed by a discussion on the importance of employees and employee retention in the industry. The employee’s skills and recognition, plays an important contribution of any organization because are the source of energy and motivation for a future success as well as aptitude to be financially combative. 
The most important step is to introduce the retention strategies for high skills employees and to create a work culture that is beneficial to both sides (Sandhya & Kumar, 2011). The latest research related to employee retention, is to obtain and maintain a balance between work and life as well as the employee’s decision to stay in particular organization (Margaret & Norma, 2008). At the time, the author will study the various factors that lead to employees leaving their organisations to locate the causes of the issues followed by a theoretical discussion to develop insight for resolving the problem. Eventually, the author will apply the theories to generate important insights into the dynamics of employee turnover and retention followed by a discussion on employee retention strategies.

[bookmark: _Toc109311364]2.2 Importance of employee retention in the beauty industry
According to Boles et al. (2012)  reported that the average lifespan of employment in the beauty industry is 3 to 5 years only and a third of the recruits leave within 6 months. This illustrates that the beauty industry is extremely vulnerable to constant employee resignations, and has a notoriety for witnessing employees coming and going. The reasons for these are many, with some being common to all service organisations but some are inherent to the beauty industry. The employee income rate mention to the percentage of workers that leave an organisation within a period (Lee, et al., 2017). Therefore, the high employee income appraise in the beauty industry is an important dynamic, which impacts beauty organisations due to the consequent need of inducting recruits and waiting the transition time for them to achieve optimal productivity. 
For all that Zewdie et al. (2018) explains that employees form the basis of organisations, without which the organisational structure and functioning would collapse. This is because employees constitute the workforce that enables an organisation to achieve its day-to-day and long-term objectives. Kamalaveni et al. (2019) argued that any Human Resource (HR) department’s crucial responsibilities include employee retention strategies to enable their organisations to avoid time and capital expenditure for recruits. This is because organisations with constant employees mean that they would not have to invest any time or capital for them to achieve their optimal productivity which would help in the sustenance of their business operations.
 However, employee resignations require organisations to recruit new people for whom they must invest time and money to ensure that they can reach their optimal performance. These aspects lead to the growing effect of employee retention approach for the beauty industry, because of its high vulnerability to such issues. According to Al-Suraihi et al. (2021) the employee turnover results in decreased profitability, sustainability, competitiveness, and productivity of organisations. Therefore, the beauty industry must urgently address the issue of high employee turnover rates in the sector to ensure that relevant businesses can operate smoothly and sustainability without losing their competitive advantage. 
[bookmark: _Toc109311365]2.3 Factors leading to employee resignations
Several factors lead to employee resignation; some arise from internal factors while others are a result of an individual's interaction with the external world. Al-Suraihi (2021) argued that associated job stress, work environment, wages, rewards, and job roles can negatively affect the experience of employees which influences their level of satisfaction. This may result in them developing negative emotions regarding their jobs that can result in the internal desire to leave the organisation, resulting in an employee turnover increase. Yuan et al. (2020) conducted research that revealed that employees often have a worker's network, which influences their resignation from, or sustenance in an organisation. This happens through the influencing effect of these workers' network, which provides information regarding potential job opportunities and the sharing of each other's experiences. It may result in the generation of dissatisfaction among employees in their existing job roles, which may lead them to resign because of external factors.
Klotz et al. (2016) explained that mass resignations are the result of intricate employee-employee relations resulting in the resignations of such groups in mass. This may have crippling effects on the beauty industry and the enhanced susceptibility arises from the industry's already high turnover rates that may result in resigning people and influencing others to leave with them. However, a major reason for high turnover rates in the beauty industry is the lack of freedom for its employees to explore their creativity, which is especially frustrating because the beauty industry is based on innovation and creativity. Reyes et al.  (2019) discussed that the lack of flexibility and freedom in organisations to enable their employees to explore and discover their hidden talents may result in the generation of dissatisfaction, leading to their resignations. Therefore, the beauty industry must cover this aspect too as it presents a serious threat to the sustainability and profitability of such organisations.
[bookmark: _Toc109311366]2.4 Associated Theories
Various theories pertain to the phenomenon of employee turnover, with some explaining its causes and some providing a way to increase employee retention rates. Aruma & Hanachor (2017) explained that Maslow's hierarchy of needs emphasises 5 levels of needs and influence their behaviour, as shown in figure 1. The fulfilment of these needs acts as a source of motivation for people as these present common desires of humans. These needs include physiological, safety, love and self-actualisation. Organisations can take measures to motivate people by having provisions that can result in the fulfilment of these needs. According to Bailey et al. (2019) demonstrated that Schein's theory of organisational culture provides 3 components as shown in figure 2, that influence the development of the work environment of an organisation. These include artifacts, espoused values, and underlying assumptions. Organisations may utilise these to influence their organisational culture to enable changes in directions favourable to them. 
[image: ]
[bookmark: _Toc109303690][bookmark: _Hlk115001550]Figure1: Maslow's hierarchy of needs
Source: (Aruma & Hanachor, 2017).
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[bookmark: _Toc109303691]Figure 2: Schein's organisational culture
Source: (Baley, et al., 2019).
[bookmark: _Hlk115001690]Another theory is Locke’s Goal setting theory, which Locke & Latham  (2019) argued that the focuses on the generation of motivation through setting explicit and challenging but achievable targets. This results in the generation of motivation among employees through the setting of these goals, as well as this form the basis of the theory. Furthering ideas from paper of Shah & Asad (2018) conducted research that verified that motivation directly influences employee retention rates, as motivated workers are less likely to resign. Using these data, the resultant conclusion is that the development of a highly motivated workforce would result in a decrease in employee turnover rates in the beauty industry. A major concept associated with employee retention is employee engagement levels, which refers to the level of dedication that workers feel towards their jobs and their organisations. Deloitte Insights (2015) proposed a model for employee engagement that had five components named relevant work, direct engagement, positive environment, growth chance, and trust in management as shown in figure 3. These five components influence the level of employee engagement in organisations, which has a direct impact on employee turnover rates.
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[bookmark: _Toc109303692]Figure 3: Employee Engagement Model
                             Source: (Delloite Insight, 2015).
[bookmark: _Hlk115164495] Further, Kangas et al. (2018) argued that the organisational culture also plays an important role in influencing employee retention, as a positive organisation would attract employees who would want to work there. Another major theory that applies to the subject is Adam's equity theory. According to Kollmann et al. (2020) stated that the equity theory postulates the need to achieve a balance in the inputs given by an individual and the outputs that they receive to enable sustainability. Therefore, in the case of beauty organisations, they must provide fair compensation for employees' hard work in the form of monetary benefits like timely wages, incentives, rewards, and non-monetary benefits like recognition, promotion, and appraisals. This results in employees feeling satisfied with their job roles, which plays an important role in their decision-making process regarding whether to retention strategies.
[bookmark: _Toc109311367]2.5 Application of theories
The beauty industry may apply the above-mentioned strategies in several ways to increase their ability to retain their employees. According to Velmurugan & Sankar (2017) explained that companies can take measures to fulfil the basic or lower needs within Maslow's theory to motivate their employees. This would result in their increased motivation because of the development of the feeling that their organisation cares for their wellbeing. Further, the beauty industry can also capitalise on complex needs like love and attachment, gratification which differ from the other needs. They may provide a positive organisational culture that can result in the fulfilment of the love and belonging needs of its employees, resulting in their enhanced motivation (Mikkelsen, et al., 2017).
 Another essential point, they may conduct regular employee recognition programmes to fulfil their esteem needs and give timely appraisals and promotions to fulfil their self-actualisation needs. This would result in their increased motivation and engagement, resulting in lowered turnover rates. Casemore et al. (2018)  explained that having an engaged workforce is important especially in the contemporary service industries because of the vast culture of job switching. To achieve an engaged workforce, the beauty industry may adopt a mix of Schein’s organisational culture model along with Deloitte’s employee engagement model. The application of the model would include making workers understand the importance of their work while engaging with the management to achieve their goals. However, organisations must allow them to grow along with leadership, which they can trust and lead them properly by rapidly resolving any arising conflicts or issues. 
The organisations must also provide a positive work environment, which they can achieve through the application of Schein’s theory. To do this, they modify the artifacts, which are the tangible assets of an organisation to make them more appealing and professional. Further, they may adopt organisational values to influence the second layer to guide employee opinion regarding the organisation, resulting in improved organisational culture (Whelan, 2016). Therefore, they may influence the basic assumptions by explicitly addressing those which are unfavourable for the organisation’s positive culture and resolve them while spreading the positive ones.
[bookmark: _Toc109311368]2.6 Relationship connecting the qualified people and leadership  
According to Chou (2004) argued that the manager’s relationship with his employees consists in the formation and establishment of professional relationship, as well as the introduction of retention strategies for high skilled employees. All this is due to professional communications and motivations at the workplace, which brings satisfaction for the entirely team as well. The success and productivity of the company depends on professional relations between the management and qualified employees. To attract and retain high skilled employees in the company, employee’s skills and abilities in the approach should be gratifying by the management for a quality and professional relationship at the workplace as well (Reis & Pena, 2001). 
They also focus on having leadership that can not only steer day-to-day operations but also motivate and encourage employees, and make their day better instead of increasing their stress. This is a growing trend in contemporary companies because of the rise of the transformational leadership style, which focuses on these aspects (Anderson, 2017). It enables employees to derive more satisfaction out of their jobs, resulting in them sticking to their jobs and decreasing employee turnover rates for their organisations. According to Jarrar (2002) stated that a beneficial employee relations manager is always open to inventing and applying new strategies for motivation towards organization success. The good management might take-in in a different way, to enhance new possibilities and opportunities for high skilled employees as well as to introduce the strong ideas.
[bookmark: _Toc109311369]2.7 Various factors of the retention strategies for skilled people in modern organizations 
According to Singh (2019)  the contemporary trends in the corporate world involve the recognition of the importance of employee retention as leaving employees to take culture, skills, values, and knowledge with them. Competitors may recruit them to gain these that can enable them to increase their competitiveness, resulting in a loss for the original organisation. Hence, Prosbitero et al.  (2016) discusses that companies acknowledge the immense investment required to fill a vacant position with recruits, which may also result in their decreased sustainability and profitability. This poses a serious challenge for contemporary companies, especially in the beauty industry because of the swelling competition across all sectors due to the popularisation of entrepreneurism and the ease of access to funds. It has resulted in the massive growth of new companies, resulting in massive employment opportunities for workers, who can easily shift organisations even multiple times in a year. 
To avoid this issue of constantly migrating employees, modern companies adopt various measures to improve their employee retention rates, which enables them to ensure their sustainable operations. These include the consideration of the Employee Voice, which represents the opinions and concerns of the workers. Abdulgalimov (2020) stated that an organisation considering the employee voice results in an increase in worker satisfaction, which enables better employee retention. Other measures include the provision of robust communication, whether it be the explanation of the importance of an employee's work or discussion regarding the company's direction to guidance from the manager. This results in increased engagement levels among employees, retaining them through the development of the feeling of contributing to the success of the organisation. 
Thus, Khalid & Nawab (2018) explain that the compensation received by an employee has a significant influence on their decision-making process regarding whether to continue in their existing organisation or resign. Therefore, modern beauty organisations focus on providing fair compensation based on industry competitive standards to ensure employee retention. Another major reason for employees leaving is the development of the feeling of being stagnant in terms of their skills. This results in the adoption of regular training sessions by modern companies to ensure the continuous development of the skills of their employees. Al Karim (2019)  argues that the adoption of such measures enables employees to develop continuously, which increases their job satisfaction and decreases the chances of them resigning. Further, employees may also feel demotivated by the lack of promotions or professional growth, which may also cause dissatisfaction and their resignations because of these.
 Therefore, another major area of concern for contemporary beauty companies is to focus on robust promotional opportunities for their employees. This serves as a motivating force for them as it enables them to fulfil their self-actualisation needs, resulting in their improved satisfaction. Further, Chung et al.  (2021) explained that flexible working has grown as a concept in contemporary organisations due to the recent COVID-19 pandemic. This has resulted in the development of employee preference for these measures like working from home and other measures, which increases their work-life balance. Therefore, the beauty industry needs to provide some of these measures for its employees to capitalise on this trend. However, the industry’s direct participants like barbers, and beauticians cannot serve people from their homes, therefore, beauty businesses must adopt compromising measures to ensure their satisfaction.
[bookmark: _Toc109311370]2.8 Conclusion
This literature review analysed published sources related to employee retention with an emphasis on the beauty industry for high skilled employees. It explained the prevalence of high employee turnover rates in the beauty industry due to the nature of the service sector followed by the importance of retaining employees in an organisation. Then, it explained the various theories like Maslow's hierarchy of needs, as well these needs can produce subjective influence that could impact an employee’s actions in the organization. Schein's organisational culture, utilize basic premise to resolve central and visible issues in the organization. And others theories to generate a theoretical understanding of the methods of employee retention. 
This section concluded that developing employee motivation and engagement is important for attracting and retaining high skilled employees in the organization. A professional and strong management relationship with qualified employees, it is the key and basis of any organization’s success and performance as well. Taking into account, it is necessary to build this professional relationship at the workplace.  Finally, it applied these theories and discussed the contemporary employee retention strategies for high skilled employees with an emphasis on the beauty industry.

[bookmark: _Toc109311371]2.9 Conceptual frame

[bookmark: _Toc109303693][bookmark: _Hlk115165422]Figure 4: Conceptual Framework
(Source: Created by the author)
[bookmark: _Toc109311372]2.10 Literature Gap
The literature gap is the lack of specific information regarding employee retention strategies for the beauty industry. This research will fill this gap and contribute to the existing body of academic knowledge. It does not include relation between retention and job satisfaction in detail. Role of organisational performance and recruitment aspects are also discussed.
[bookmark: _Toc109311373]Chapter3: Research methodology
[bookmark: _Toc109311374]3.1 Introduction
The present section will provide the research methodology for the project to generate findings that serve the research purpose. For the same, Saunder’s research onion will be utilised to structure and select the most appropriate research methodologies. 
[image: ]
[bookmark: _Toc109303694]                                Figure 5: Saunder’s research onion
                                             Source: (Alturki, 2021).
There will be the identification of the most suitable research design that will help in research to address the project's requirements. Based on the research paradigm, research philosophy will be determined along with the research approach. A research method will be selected based on the research choice. The techniques or procedures of data collection and analysis then will be determined.
[bookmark: _Toc109311375]3.2 Research design
Descriptive research design is chosen in this project that helps obtain data that describe specific issues or concepts. It answers the research questions on research problems (Doyle, et al., 2019). By using this, the researcher could investigate the research topic of retention strategies for high skilled employees in the beauty industry of the United Kingdom. There could be control over the variables of the research. Usually, it uses a survey method to collect data from different subjects. The major advantages of this design are the opportunity of collecting data in less time, especially when doing surveys. It supports deciding the research aspects faster for quicker data analysis (Herderson, 2016). Conversely, the disadvantages of this research design are that there are issues in identifying factors behind specific phenomena. Another research design is explanatory that explores something where there is the availability of limited information. It though is supportive in understanding a topic and predicting future occurrences, it is tricky to reach proper conclusions, as there are varied factors that affect an event or situation. Therefore, descriptive is chosen to analyse facts by delving deeper into the research issue.
[bookmark: _Toc109311376]3.3 Research paradigm
Ontology deals with reality by raising questions of assumptions on the way the world operates or has specific views (Al-Ababneh, 2020). It is the science of being and encompasses claims related to existing things. It describes the views or reality that are created in minds of people. On the other hand, epistemology deals with acceptable knowledge and considers the views on enquiring about the aspect of the world and knowledge. It is the science of the expansion of knowledge of reality. For this research project, the researcher has incorporated the ontology paradigm. It has been helpful in ascertaining the nature of the research issues under investigation. It could enable research on the nature of employee retention strategies in the beauty industry.
[bookmark: _Toc109311377]3.4 Research philosophy
Types of philosophies are positivism, interpretivism and pragmatism. Interpretivism holds that meaning is attached to rules; norms, as well as values, regulate the interaction of people ( van der Walt, 2020). The utilisation of interpretivism could enable the researcher to interpret the study elements by including the researcher's interest. Pragmatism posits that the most significant factor of ontology, epistemology, and axiology is the research question. In this project, there has been using of positivism that ensures that the answers obtained from different responses would be true. With help of this, the findings can be measured quantitatively and measurements will be trustworthy. Personal values are being maintained through application of this research philosophy. As a personal viewpoint is applied in this research, generalisation of information becomes difficult. Yet its application has fared better than pragmatism, as the latter is more time-consuming. The use of pragmatism would have made the interpretation of data difficult.
[bookmark: _Toc109311378]3.5 Research approach
Research approaches can be inductive and deductive. In the deductive approach, a hypothesis is deduced and tested. In this approach, focus is made on explaining the link that causes have with variables (Woiceshyn & Daellenbach, 2018). It supports establishing control and enables the researcher to be independent. Its application has allowed generalising the findings generated from the research. Contrarily, in the inductive approach, the way people contribute to society is understood. Alternative explanations of the research issue are allowed to be discussed. There is concern over the contents of events and the use of a variety of methods for data collection. However, in the inductive approach, it is allowed to be a concern for generalisation which creates a limitation of the inductive approach.
The deductive approach has enabled to move from theoretical concepts to data collection (Woiceshyn & Daellenbach, 2018). It is helpful in collecting quantitative information which is the sole purpose of this project in order to meet the research objectives. This has enabled the formation of a highly structured approach. In comparison to the inductive approach, this allows generalisation of conclusions therefore, its use has proved effective to apply the findings in the beauty industry. On the other hand, the deductive approach has limited the creativity of the researcher. Otherwise, this has been effective in collecting quantitative data.
[bookmark: _Toc109311379]3.6 Research choices
There are different choices available for a researcher to be included in a research project. In the mono method, only one method is used while in the mixed method different sources of data collection are employed. In this method, the researcher has made use of the mono method. This has simplified the data collection and analysis process for the researcher. By using this, the researcher could focus only on one source of data that contributed to a better interpretation of the collected formation. For the research method, there is the use of a quantitative approach. In this method, numerical data is collected and analysed that is useful for finding patterns or averages (Plonsey & Barr, 2005). It enabled the researcher to make effective predictions, analyse the causal relationship, and generalise the research findings effectively. The qualitative research method on the other hand uses information that does not indicate the ordinal values. 
These studies were thus in natural settings in order to understand the real meanings of the collected information. Although it is useful in gaining in-depth information in a flexible way there is the issue of verification as without numerical representation analysis becomes tricky. Moreover, it is a time-consuming process and therefore not chosen by the researcher. Quantitative research on the other hand could make use of larger samples and involve a broader study. There could be the possibility of maintaining the accuracy of information. Yet, as there is a limited focus on content and more focus on numbers there could have been chances of generating misleading conclusions (Plonsey & Barr, 2005).
Thus, the researcher has made effective incorporation of the mono method by using a quantitative approach. As there is no room for using more than one approach in the mono method, qualitative research is not used along with the quantitative method of data collection.
[bookmark: _Toc109311380]3.7 Time-horizon
A cross-sectional study is chosen that includes measuring the research outcomes at the same time when the study participants are exposed to the research or in direct contact with the researcher (Asiamah, et al., 2021). In contrast to this, the longitudinal research variables are analysed over an extended period by the researcher to analyse the changes in the research results or behaviour of the participants over time. By using the cross-sectional method, the researcher could use quantitative research. There has been the opportunity to collect and analyse the behaviour of research participants at the same time ensuring that research ethics are maintained as the research respondents were not disturbed for the purpose of the research project. This also enabled the researcher to conduct research in time efficient manner without waiting for future analysis to be undertaken. Therefore, a cross-sectional study can be said to be effective in making use of survey research.
[bookmark: _Toc109311381]3.8 Data collection
Primary data collection will be done for this research and it will involve collecting immediate and current data from the relevant individuals. Effectively a phenomenon can be defined as a result of collecting current information concerning the same. Secondary data collection on the other hand deals with the use of books, articles, magazines, websites and journals that are already published resources. Although secondary data tend to increase the ability to rely on them as they are, collected from sources that are trustworthy it limits the authority of the researcher over the obtained outcomes of a study (Wagner, 2022). The research strategy that has been used for this study is a survey method and it involves gaining insight into a topic through the collection of data from a group of respondents that is predetermined. 
Actual ideas and facts about a particular issue can be accumulated enabling the quick collection of data from a large number of participants (Gaille, 2020). The collected data can be assigned numbers and thus objective methods like statistical analysis of the collected data through a survey can be done easily. The survey questionnaire that was used for this research comprised 10 close-ended questions. The closed-ended questionnaire comprises questions, which can be answered by selecting options from multiple but a limited number of options that are provided with the same. A survey method has been referred to instead of an interview as the latter is a more time-consuming and expensive process compared to the former. Moreover, the use of an interview method is completely qualitative and could have led to elevate the chances of bias inclusion in this study (Miller & Minton, 2016).
[bookmark: _Toc109311382]3.9 Data analysis
Data analysis is the application of logical or statistical techniques in a systematic order for the evaluation and illustration of data. Understanding the data is made easier with the help of effective techniques of analysis for research (Bryman & Burgerss, 2002) . A statistical analysis method also referred to as the frequency distribution technique of analysis has been used to analyse the research findings. This technique was followed for the analysis of the data as attractive tables and charts can be utilised to showcase the findings of the research.  The use of graph charts makes it easier and more convenient for the readers to understand the data. MS Excel was used as the tool for analysing the data, which helped to easily convert the tables into graphs and made the process of analysis of data easier. Even the data calculation was easier with the use of Microsoft Excel. A thematic analysis method that helps flexibly interpret qualitative and quantitative data at the same time was not used (Kiger & Varpio, 2020) . It would have been possible to develop a holistic understanding of retention strategies for employees in the beauty industry. However, thematic analysis is considered more effective for qualitative data and thus the same has been avoided for conducting this study. 
[bookmark: _Toc109311383]3.10 Sampling
The survey questionnaire used in this study has been administered to 25 employees selected serving the beauty industry B&B. These research participants were selected following a simple random sampling technique where each member of the population has an equal opportunity for being selected as a response to the research (Sharma, 2027). It is a bias-free method that helps select the current representative of the population that is being studied in research. A purposive sampling technique has not been adhered to as here the researcher's judgment is the basis for sample selection. The bias of the researcher could have led to the selection of wrong or inappropriate sample representatives for the study which could indirectly affect the research findings negatively. 
[bookmark: _Toc109311385]3.11 Ethical issues
Ethical issues are to be considered in research for ensuring that it does not harm or hurt others or do not involve any wrong practices (Bos, 2020). This research has taken prior consent of the participants from whom data has been collected and this ensured that no respondents are forced against their will to participate in the study. Data Protection Act was considered so that collected data from the participants can be securely and safely protected and kept out of the reach of others. Confidentiality, of the data, was maintained and it was not disclosed to any outsider. Objective methods have only been used to evaluate this research phenomenon being studied in this research and data has not been manipulated. Additionally, it can be mentioned that all articles that have been reviewed in this research have involved acknowledging the authors. 
[bookmark: _Toc109311386]3.12 Conclusion
This methodology leads to the conclusion that a positivism research philosophy was used besides the use of a deductive approach to evaluate the concept of employee retention techniques for highly skilled employees in the context of the beauty industry. A sample size of 25 participants that are employees from B&B beauty industry was selected using a random probability sampling method. They were administered with the survey questions of the research. Only primary quantitative data have been collected to explore the research topic and the data obtained has been analysed using a frequency distribution analysis. Graphical representations of the data help to improve the ability to understand the findings therefore has been utilised here. Additionally, ethical issues have been addressed and adhered to effectively. 
[bookmark: _Toc109311387]3.13 Research limitations and recommendations
The chance of generalising the findings of the research has been reduced due to the use of a small number of samples. The utilisation of a face-to-face survey has made the data collection process hectic and time-consuming, which could have been reduced by using an online survey. Additionally, a survey when conducted online it can be administered to a larger sample and the possibility of providing socially desirable answers is reduced (Durga, et al., 2019). Using Google Forms instead of Excel could have helped to formulae the graphs automatically with the collection of data online. This could have traduced the expenditure required for printing the survey questionnaire and the travelling cost that has been incurred to collect offline data. Qualitative data was not collected which diminished the chance of understanding the research phenomenon in-depth. The use of the quantitative data collection method although allows for maintaining objectivity only helps develop a superficial understanding of a research phenomenon.
[bookmark: _Toc109302225][bookmark: _Toc109311388]Chapter 4: Research Findings 
[bookmark: _Toc109302226][bookmark: _Toc109311389]4.1 Introduction 
The section will discuss the survey questions that were conducted on 25 employees of the beauty salon B&B. This offline survey will be presented in a form of questionnaires where each participant was provided with ample time and resources to answer the framed questions. These survey questions will be provided following the discussed research questions in the first chapter. The survey will aim to examine the different retention strategies followed by the industry to retain highly qualified professionals which can heighten the reputation and quality of the services. Professional relationships among employees and leaders will be investigated by the survey.

4.2 Primary data collection
Q1. What is your age?
	Response
	Participants
	Percentage
	Total number of participants

	23-28
	5
	20
	25

	29-34
	6
	24
	25

	35-40
	10
	40
	25

	41-45
	4
	16
	25


[bookmark: _Toc109302275][bookmark: _Toc109303706]Table 1: Age
Q2. What is the role of highly skilled employees in a beauty salon?
	Response
	Participants
	Percentage
	Total number of participants

	Cutting and styling hair
	15
	60
	25

	Skincare therapies
	9
	36
	25

	Cleaning equipment and promoting services
	1
	04
	25


[bookmark: _Toc109302276][bookmark: _Toc109303707]Table 2: Role of high skilled employees
Q3. Why attracting and retaining high skilled employees in a beauty salon is necessary?
	Response
	Participants
	Percentage
	Total number of participants

	Creation of a positive working atmosphere
	10
	40
	25

	Reducing loss of productivity
	9
	36
	25

	Improving customer relationships
	6
	24
	25


[bookmark: _Toc109302277][bookmark: _Toc109303708]Table 3: Attracting and retaining employees

Q4. What are the implemented retaining strategies followed by beauty salons? 
	Response
	Participants
	Percentage
	Total number of participants

	Incentives for motivation of employees
	15
	60
	25

	Salon team-building events
	7
	28
	25

	Training opportunities
	3
	12
	25


[bookmark: _Toc109302278][bookmark: _Toc109303709]Table 4: Retaining strategies

Q5. What are the steps and phases carried on as a part of retaining high skilled employees to enhance the quality of services?
	Response
	Participants
	Percentage
	Total number of participants

	Survey for assessment of company values and employee engagement
	8
	32
	25

	Management of hygiene and comfort of employees with flexible working
	6
	24
	25

	Stating a detailed financial plan and defining the target
	11
	44
	25


[bookmark: _Toc109302279][bookmark: _Toc109303710]Table 5: Steps and Phases



Q6. Specify factors of retention strategies that have helped in the improvement of the work quality in a beauty salon.
	Response
	Participants
	Percentage
	Total number of participants

	Participative workplace culture with encourages people
	16
	64
	25

	Meaningful benefits for the welfare of employees and   their family
	5
	20
	25

	Alignment of mission and company values with operations
	4
	16
	25


[bookmark: _Toc109302280][bookmark: _Toc109303711]Table 6: Factors

Q7. What are major issues faced in the process of retaining high skilled employees in beauty salons?
	Response
	Participants
	Percentage
	Total number of participants

	Employees setting unrealistic expectations from beauty salons
	7
	28
	25

	Lack of appreciation of the performance of employees
	8
	32
	25

	Availability of better job opportunities in the market
	10
	40
	25


[bookmark: _Toc109302281][bookmark: _Toc109303712]Table 7: Issues

Q8. What is the role of leaders in aiding the development of the work quality of highly skilled employees?
	Response
	Participants
	Percentage
	Total number of participants

	Encouraging employees to work towards the attainment of objectives
	6
	24
	25

	Future vision to implement innovation in daily operations
	15
	60
	25

	Providing support to the team and catering problem solving
	3
	12
	25


[bookmark: _Toc109302282][bookmark: _Toc109303713]Table 8: Role of leaders

Q9. How can professional relationships among leaders and employees help in the development of retention strategies?
	Response
	Participants
	Percentage
	Total number of participants

	Provision of equipment and training to utilize the same
	6
	24
	25

	Promising and valuing the contribution of employees in the company
	7
	28
	25

	Embedding productivity with close-knit teams
	12
	48
	25


[bookmark: _Toc109302283][bookmark: _Toc109303714]Table 9: Professional relationship

Q10. What are your suggestions regarding the improvement of strategies that can retain highly skilled professionals in beauty salons? 
	Response
	Participants
	Percentage
	Total number of participants

	Inculcation of mentorship programs
	4
	16
	25

	Provision of rewards and recognition to value the contribution of employees
	10
	40
	25

	Positive feedback to earn the trust of employees
	11
	44
	25


[bookmark: _Toc109302284][bookmark: _Toc109303715]Table 10: Strategies


4.3 Primary data analysis


Figure 6: Age
(Source: Created by the author)

The survey was conducted by over 25 employees of the beauty salon industry B&B to assess the existing retaining strategies. On being questioned about their respective ages, it was found that the employees resided under the age group of 23 to 45 years in the industry. Only 20% of the participants stated them being the age of 23 to 28 years old. Nearly 24% conveyed their age is within the group of 29 to 34 years. Almost 40% of the survey participants commented on their age lying within the sphere of 35 to 40 years. The rest 16% of the participants were under 45 years and inherited than 41 years. This current survey was conducted from the perspective of the larger age group of candidates who have been operating in the beauty salon industry. The majority of employees were between the age of 35 to 40 years and had been practising for many years. They are recognised as highly skilled professionals for their knowledge and expertise and have been operating in several companies. 
For the development and appreciation of an institution, one of the most important things in organizational performance is the successful employee retention of high skilled employees. The corporation can appreciate success by determining and developing the retention strategies (Omer, et al., 2015). The main idea is that growing the durability of an employee’s term is much important and successful for the organization’s general entertainment. For the recruitment and retention of qualified employees in the beauty salon B&B, about five employees retention strategies will be introduced and determined by the author, what was introduced in literature review.

· Maslow's hierarchy of needs
· [bookmark: _Hlk115095778][bookmark: _Hlk116577735]Schein's organisational culture
· Locke’s Goal setting theory
· Employee Engagement Model
· Adam's equity theory

Maslow's hierarchy of needs is an important strategy for high skilled employees in the B&B because the emphasis is placed on the human needs of the employees, as well as by motivating and appreciating the talented one. Like that is created a professional working atmosphere, which creates success and performance for both parties. According to Lester  (2013) stated that only when the simpler human needs are satisfied, the employees psychological will be gratified. Maslow’s hierarchy of needs is that retention strategy that encourage and support the employees through his requirements and expectation. 
At the base of any successful company is a basic foundation and these are the values, with Schein's organisational culture a connection is made between company B&B values and employee values. B&B company has one of the most important values and these are high skilled employees, because people are engine of the organization. Moreover, when managers communicate and share organizational values with them employees this leads to performance and success (Scott , et al., 2004). 
The implementation of this theory Locke’s Goal setting in the B&B company is one of the best things for motivating and achieving the goals of high skilled employees during their professional career. Goal setting has a major influence on talented employees and success in the company as well ( Lunenburg, 2011). High skilled employees with the help of this theory will establish their prioritise and goals for the future achievement and personal performance as well. In the same way the purpose brings to the company B&B a better recognize of beliefs from managers and high skilled employees in the beauty salon. 
Employee Engagement Model for B&B company is a theory where each talented employee is appreciated and motivated according to his own merits. As noted by Saks & Rotman (2006) employee engagement is a theory that presuppose two basic elements: observation and involvement. Such strategies have helped in retaining highly skilled employees to be connected with the job and cater to the improvement of their working morale. With the enhanced motivation to support the progress of employees, incentives have recognised the performance and productivity of workers. The company needs to involve more in the employee engagement at the workplace. Thus, with the support of the Adam's equity theory a balance will be established between awards and motivational salaries in the company B&B as well, for the high skilled employees


 
[bookmark: _Toc109302286][bookmark: _Toc109303696]                                       Figure 7: Role of high skilled employees
(Source: Created by the author)
In the B&B, highly skilled employees play a major role in the providence of different services to cater to customer satisfaction. They are integrated with the regulation of efficiency of the services and products of companies and help them gain market dominance. High-skilled employees in the sector form an integral part of the providence of high-quality services due to their adapted knowledge. In the survey, 60% of the employees highlighted the duty of cutting and performing different styles on the hair of clients. The rest 36% stated their indulgence in skincare therapies as per the request made by customers. Only 4% of the survey candidates noted their tasks to be acquainted with cleaning equipment used in salons. They also are engaged in promoting and advertising such services to gain customer attention and retain them with their exceptional practices. Most of the highly skilled employees have confirmed the catering of hair treatments and styling to customers as per the emerging trends in the fashion sector. 


[bookmark: _Toc109302287][bookmark: _Toc109303697]                                     Figure 8: Attracting and retaining employees
(Source: Created by the author)
In B&B, the process of attracting and retaining highly skilled employees is vital to carry on the normal processes and operations with the view of fulfilling organisational objectives. Intending to direct the human resource in catering to customer satisfaction, beauty salons have readily invested in following several strategies that are important for attracting and retaining highly skilled professionals (Margaret & Norma, 2008).. When asked about the same in the survey, almost 40% of survey participants noted of the necessity of attracting and retaining the workforce lies in the creation of a positive working atmosphere. This helps in the catering of encouragement to fulfil duties and gain the development of beauty professionals. Nearly 26% have notified of the involvement of companies in reducing the loss of productivity as the main cause behind the attraction and retention of talents. The rest 24% have stated of the aim of the industry lies in the providence of good quality services to customers and hence retaining skilled employees to excel in consumer relationships. Thus, it can be stated that employees form a crucial part of the development of the salon industry. 


[bookmark: _Toc109302288][bookmark: _Toc109303698]                                               Figure 9: Retaining strategies
[bookmark: _Hlk115171702](Source: Created by the author)
In the contemporary world, several strategies are used by organisations for retaining employees and diverting the same to fulfil duties and help the brand progress effectively (Boud & Garrick, 2001). Almost 60% of the participants have stated the attribution of incentives by companies that are focused to motivate employees in their daily operations. Such strategies have helped in retaining highly skilled employees to be connected with the job and cater to the improvement of their working morale. With the enhanced motivation to support the progress of employees, incentives have recognised the performance and productivity of workers. In the survey, almost 28% of participants noted the involvement of salons in organising team-building events and activities. These have steered the collaborative working of employees and provided them access to different opinions and ideas. Around 12% of the participants have noted the involvement of brands in providing training opportunities to employees that help them to learn further skills and expertise. This has ensured the improvement of the performance and productivity of highly skilled professionals in beauty salons and it determines the effectiveness of team working. 




[bookmark: _Toc109302289][bookmark: _Toc109303699]                                             Figure 10: Steps and Phases
(Source: Created by the author)
In the process of retaining highly skilled employees in organisation, several steps and phases have been carried out before the implementation of such strategies. They have been directed to enhance the quality of services provided to customers to increase market dominance and share. Such steps and phases have helped companies to gain a competitive advantage. When enquired about the same in the survey, almost 32% of participants have determined the involvement of organisations to conduct surveys that have helped in the assessment of company values instigated. This survey has measured the engagement level of employees and noted the areas of development for companies. Nearly 24% have stated of the management of hygiene and providing employees with a relaxing working environment have been viable in this process. The initiation of flexible working criteria has smoothened the job role and prospectus of workers in beauty salons. Nearly 44% have been notified of the dedicated financial plans created by companies before the usage of retaining strategies. This is followed by the definition of the target to be achieved with the help of retaining employees. 

[bookmark: _Toc109302290][bookmark: _Toc109303700]                                                       Figure 11: Factors
(Source: Created by the author)
Several factors concerning retention strategies have helped in the improvement of the quality of services catered in beauty salon. They have played a key role in steering the involvement of leaders and employees in these retention strategies sued by the sector and focus on gaining positive results. Almost 64% of participants responded of the observance of participative working culture with encouraging people has been crucial for the use of retention strategies. This has led to the development of a positive working culture, which encourages employees to be aligned with the goals and ideas of brands. Nearly 20% of candidates in the survey have stated the inclusion of meaningful benefits that led to promoting the health and wellbeing of the employee and their families. This has steered the physiological engagement of workers towards their brands and heavily responded to its retention strategies. Only 16% of the surveyed employees have highlighted the role of the company mission and values after its alignment with the daily operations of beauty salon. 

[bookmark: _Toc109302291][bookmark: _Toc109303701]                                                          Figure 12:  Issues
(Source: Created by the author)
Despite the decisions and actions of the beauty salon sector, several issues have decreased its effectiveness on the employee mindset and failed to gain its objectives of improvement of service quality. Nearly 28% of employees have noted of the creation of unrealistic expectations for employers has been a hindrance in the path of reaction to retention strategies. Without the knowledge of such expectations, employers are unable to assess the needs and grievances of employees and thus have not been able to reduce turnover rates. Almost 32% have notified of the lack of appreciation of their performance from seniors is the sole reason that employees fail to sustain in their jobs. Highly skilled workers need appreciation and encouragement to gain progress and look for the improvement of surveys which is absent in the industry. In the contemporary situation, the presence of better job opportunities in the market with good pay has triggered the increasing turnover in B&B. Almost 40% of survey participants have agreed with the same and have noted it's oftenest. 

[bookmark: _Toc109302292][bookmark: _Toc109303702]                                                 Figure 13: Role of leaders
(Source: Created by the author)
In the B&B company, leaders have played an important role in adding the development of quality services for highly skilled employees. They are in charge of the operations of salon and these have indulged in the framing of effective retention strategies. On being asked about the role played by leaders related to the industry, only 24% of participants responded with the providence of encouragement to workers that lead to the attainment of company objectives. This has been attributed to the improvement of company productivity and profitability and increased recognition of the respective company. Almost 60% of the surveyed employees have noted the importance of the future vision of leaders and their involvement in leading innovations in the daily operations of salons. According to the employees, this has been integral in reducing errors of skilled employees and leading them to provide premium service to customers and look for the attainment of satisfaction. The rest 12% of employees have responded that leaders are necessary to provide support to their teams of highly skilled professionals and cater to problem solving arising in critical situations

[bookmark: _Toc109302293][bookmark: _Toc109303703]                                         Figure 14: Professional relationships
(Source: Created by the author)
 In B&B, professional relationships have been established among leaders and employees that have succeeded in the development of retention strategies. On being surveyed about the same, the employees have noted variable responses. Nearly 24% of them have discussed the effectiveness of the results of their relationship in the providence of optimal equipment and training that can help them to ease their services. Almost 28% have notified of the catering of professional relationships in promising and providing value to employees in the brand can help them feel associated with the company. The sense of being valued at work has led employees to provide their best and excel in their respective duties. Around 48% have discussed of the embedding of productivity of workers with close-knit groups is carried on by leaders which help in progression. Mutual professional leadership tends to attain the highest performance and profitability and cater to the development of brand recognition and awareness in the market. 

[bookmark: _Toc109302294][bookmark: _Toc109303704]                                                        Figure 15: Strategies
(Source: Created by the author)
Several strategies can be included in the process of improving retention strategies and attracting highly skilled professionals in the company effectively. In the survey, only 16% of employees noted of the inclusion of mentorship programs by leaders can help in the progression of expertise and skills of workers. This, however, can be limited due to the large amount of time and revenue needed for the same. Nearly 40% have responded of the provision of rewards and recognition can help to instigate a positive attitude among employees. This will be effective to portray value for the respective contribution of highly skilled employees in business and direct them to be indulged in the same. Almost 44% of employees have confirmed of the inculcation of positive constructive feedback can be potent to earn the trust and respect of workers. It can be important to let employees assess their strengths and work on weaknesses. 
4.4 Summary
From the above survey of 25 employees of B&B beauty salon, it can be concluded that highly skilled professionals play an important role in providing effective services to customers. Retaining strategies have been targeted to reduce employee turnover and improve consumer relationships. Currently, training, team building and incentives have been readily adopted by the sector to attract and retain employees. However, in this process, leaders are facing issues due to the unrealistic expectations of employees and the availability of better job opportunities. In the form of the establishment of professional relationships, leaders need to integrate innovation and provide feedback and rewards to attain worker engagement.
[bookmark: _Toc109311393]Chapter 5: Discussion 
[bookmark: _Toc109311394]5.1 Introduction 
In this chapter, a discussion will be made on the findings received by the researcher based on the primary data collection conducted by the same. It will be supported by linking the findings of the primary data collection with the themes presented within the literature review of the study. Following the discussion, further analysis will be made upon the research findings, which will be linked with the questions of the same via the survey conducted. Along with this, the researcher shall also provide readers insight into the unexpected results they have received after conducting the survey and analysing its findings along with any limitations. 
[bookmark: _Toc109311395]5.2 Interpretation 
Within the primary data collection method, a survey has been used to link with the rationale of the research where the first question of the survey looked deeper into the age of the participants. With the first question, it has been established that the majority of participants belong between the ages of 35 to 40 which sums up to 40% of the same. Following this, the next question inquired within the survey is the role of high skilled employees of the B&B salon in the UK. As included in the different themes of the literature review, as explained by Anjali (2016), high-skilled employees are important in an organisational context because it contributes to the structure and functioning of the business otherwise which have the probability to collapse. However, based on the replies received from participants of the survey it has been established that within a beauty salon, the majority of the high-skilled employees are assigned the role of hair cutting and styling. On the other hand, 36% of participants believe highly skilled employees of a beauty salon have the duty of conducting skin care therapies. 
Furthermore, the next question of the survey includes the discussion about the importance of retaining and attracting highly skilled employees within a beauty salon. Based on this question, it has been established that 40% of participants believe that the vitality of retaining employees revolves around the creation of a positive working atmosphere. Nonetheless, 36% of participants understand that its important because the productivity of the organisation can be maintained and securing a position within the market would be possible as well. On the contrary, 24% of participants believe that retention of employees would be highly beneficial in building a secure relationship with consumers and in gaining their trust as well. Concerning the discussion made within the literature review of the research, it has been experienced that in an organisation, the human resource department has the full responsibility to retain employees to receive optimal productivity (Kamalaveni, et al., 2019). 
Concerned with the strategies that can be used by organisational leaders to retain their employees, the following question states different strategies to implement in retention. With regards to this question, 60% of participants have stated that providing employees with incentives would support in creating higher motivation for the role assigned to them. Similarly, 28% of partaker said that initiates of creating team-building events would also help in retaining employees and encouraging them in gaining higher productivity. 12% of participates have initiated the discussion that providing employees with training opportunities would also help beauty salons to retain their employees successfully. As discussed in the literature review, there are numerous steps by which employees of any organisation can be successfully retained by including the strategy of providing employees with the required voice where they can ensure that sustainable operation is prevailing. Furthermore, the inclusion of employee opinion within the decision-making procedure also ensures that employees are valued and noticed concerning the quality of work presented by them. 
Within the survey, the researcher inquired about phrases or steps can the organisation go through to retain their highly skilled employees as well as enhance the quality of services. In revert to this question, 32% of the contributor of the survey has argued that organisation can conduct employee survey where the focus shall be made on the organisational initiatives in employee engagement and imparting company value. Besides, 24% of participants have an understanding that the inclusion of flexible working measures or managing the safety of employees can be another step to retaining skilled employees in a beauty salon. In addition, 44% have the understanding that defining the target and understanding the financial plan would contribute to the retention plan. As per the discussion made in the literature review, robust communication patterns within an organisation where employees can clearly understand their roles and responsibilities and contribute toward organisational success and increased productivity (Abdulgalimov, et al., 2020).  This will provide extensive guidance from managers of the organisation aiding employees to identify and rectify their mistakes to seek the desired growth as well. 
Certain factors can be used by a beauty salon, which can be beneficial in improving the quality of work conducted by employees and retaining them along with it ( Suttikun , et al., 2018). As per the responses of participants sought from the survey questions, 64% of them have initiated that the work culture maintained within the organisation should be participative and encouraging. On the other hand, 20% of them opined that looking into the benefits, and welfare of employees would be helpful as well, and 16% said aligning the mission with values shared with employees would be helpful. As concluded with the literature review, the resignation of employees takes place within an organisation because of the distressed working environment and lack of reward provided to them. Therefore, conjecturing on the findings and literature review, a beauty salon is required to build a working environment where employees can understand the mission and values the organisation is willing to achieve (Al-Suraihi, et al., 2021). Thus, leaders of a beauty salon should focus on developing different strategies where they can develop the scope for employees to earn rewards and incentives.
Consequently, the researcher interrogated the participants with the question related to the major issues that a beauty salon faces within the process of retaining highly skilled employees. Answering this, it has been established that 28% of partakers assume that setting unrealistic expectations from employees of a beauty salon can contribute to a reverse situation. Furthermore, 32% have proclaimed that the lack of appreciation provided to employees has led to increasing the possibility of hampered performance. Majorly 40% of participates believes that the absence of job opportunities and growth is one of the reasons as well for increased employee turnover as well. From the analysis made in the literature review, influences from the worker’s network and the features available within LinkedIn have been causing increased employee turnover due to dissatisfaction received from their current role (Yuan, et al., 2020). Receiving intel about the different scope of the job and relevant opportunities from the worker’s network and determining experience gained by them within their assigned job role. 
On asking about the different roles that leaders of a beauty salon have in establishing a high-quality working environment for retaining highly skilled employees, 24% of candidates believed that encouraging employees so that they can focus on achieving the organisational objectives would be certain. Moreover, 60% of candidates believe that providing employees with the future vision of different innovations that they can include within the daily functions they conduct is a major role of a leader and 12% said that solving problems and providing support to each team would do the work. Based on the findings established within the literature review, it can be stated that the leader of a beauty salon has the responsibility of increasing employee motivation and capitalising on needs and wants of the same to build a positive working environment ( Ramlall, 2004). The creation of a healthy and safe working environment would aid in fulfilling the desires and needs of employees where they can feel motivated towards the different tasks assigned and expected from them. It can be done by applying different theories within the organisational context, which includes Maslow’s Hierarchy of Needs and Schein’s Organisational Culture. 
Within the process of the survey questions, another question that the researcher asked included the discussion about the professional relationship that must prevail between employees and employers so that an efficient employee retention strategy can be developed. As per the responses received, 24% of employees acknowledged the fact that giving proper training to employees would be a handful. However, 28% of respondents stated that enabling, valuing the contribution made by employees would be helpful as well, and 48% have the understanding that building team motivation can make a positive contribution. According to the literature review, leaders must have the role where they are required to develop strategies where they can reduce any stress faced by employees and in conducting different responsibilities they have to perform. As per the opinion of Anderson (2017), looking into different methods that would help in providing the desired satisfaction to employees would help the organisation to maintain the quality of work conducted along with the culture and environment maintained. 
Understanding the survey sought different ideas from respondents' points of view regarding suggestions they can make to improve strategies developed by the leader of a beauty salon so that they can retain highly skilled employees. Concerning this question, 16% of them have provided the idea that having mentorship programs can improve the strategies developed. Around 40% of respondents bestowed that initiating rewards and recognition to employees would help the organisation to retain employees and 44% said seeking feedback and trusting opinions shared by them would be helpful as well. Similarly, it is also established in the literature review that issuing training sessions for employees can help leaders of a beauty salon to employee help them with their development process and reduce the level of dissatisfaction received from them. As argued by Al Karim (2019), providing development opportunities to employees can help them to gain trust and devote themselves to developing strategies where they can make necessary improvements in lacking areas.  
[bookmark: _Toc109311396]5.3 Implication 
Irrespective of the discussion made in the above section of this chapter, it can be stated that an extensive analysis based on the theories that leaders of a beauty salon can incorporate should have been done. This is so because, in the future, the research would hold value to different beauty salon leaders where they can look up different strategies that they can include to mitigate the risk of increased employee turnover rate. In this chapter, all the work in the survey has been assisted concerning the research question as established in chapter one of the same. Based on the importance of attracting and implementing different strategies for employee retention, the majority of participants believed that providing incentives would create motivation for employees. Furthermore, in concluding responses from the survey about the phrases and steps organisational leaders can take to increase the quality of work done by employees, 44% of people believe that providing a definite target would do the work. Upon asking about the key factors that are highly related to the developed strategies for retaining employees, 64% of participants responded that developing a participative working culture and having a higher encouragement would retain employees. 
Upon asking about the building of a professional relationship with employees as one major strategy for retaining them in an organisation, 48% of participants urged that creating teams and providing them with factors to increase motivation could be helpful. While conducting the survey, the researcher faced the unexpected result that highly skilled employee of a beauty salon does equipment cleaning and has no direct contact with consumers. Another resulted outcome was the strategy of creating team-building events within a beauty salon. This could have been used for having a further discussion or explanation where ideas for team building events can be investigated and implied by different leaders of the same. Additionally, the researcher could have procured their focus on creating a detailed financial plan along with defining different targets that they can create and share with employees.
[bookmark: _Toc109311397]5.4 Limitation 
In this chapter of discussion, the majority of limitation has been seen within the lack of understanding regarding the importance of employees in an organisational context and the need or retaining them. Answering this fact would have stirred and cleared the discussion about developing different strategies to incorporate within the organisational context. Another limitation identified by the researcher is the lack of explanation concerning the incorporation of different theories that can aid in developing different strategies for reducing employee turnover rates. Identification and application of different theories would have been fruitful in this scenario, as it would provide insights into the different influences of an organisation. The leader of a beauty salon could have used these theories to attract and retain their employees along with the development of strategies related to retention of the same. Lastly, the different issues that leaders of beauty salons face in retaining highly skilled employees could have been linked with the process of motivation they provide. Providing motivation is an issue due to the different and long working shifts and ensuring productivity level with it. 
[bookmark: _Toc109311398]5.5 Further Recommendations 
Some of the other recommendations that can be used by leaders of a beauty salon are:
· Helping employees to build their connections within the organisation can help leaders of a beauty salon to retain their employees. This would also aid in building a secure and healthy relationship with superiors who can provide the required feedback and the area of improvement that they can make to enhance the quality of work done and presented by them. 
· Ensuring employees have the opportunity to have consistency and transparency within the organisation concerning the different benefits and other vital factors provided. This will provide them with a sense of clear goals and objectives that the organisation is willing to achieve. Furthermore, aligning the goals of the organisation with the performance shared by employees and managing them can constitute the building transparency and consistency in the overall productivity of the organisation and the personal self of each employee. 
· Providing frequent feedback concerning the different types of tasks and assignments conducted by employees would also help in building a healthy working culture and environment. Working within a healthy culture and environment would provide employees with a sense of value and feel motivated after receiving feedback regarding the improvements they ought to make for seeking growth and having the required job opportunity.  
[bookmark: _Toc109311399]5.6 Summary 
In this chapter, the main discussion has been made on the result findings of the primary data collection, which was done via a survey of 25 respondents and linking it with the themes discussed within the literature review. Based on the discussion made above, it can be stated that within a beauty salon, leaders are required to develop different strategies including providing benefits and training programs to retain employees. Furthermore, all research questions as stated within the first chapter of the dissertation have been highlighted and discussed by relating them to research findings. However, there are limitations concerning the analysis made where the researcher could have talked about the process of implementing different theories within the development of employee retention strategies. 
[bookmark: _Toc109311400]Chapter 6: Conclusion
[bookmark: _Toc109311401]6.1 Introduction 
The chapter on conclusion will involve identifying whether the conduction of the research has helped in meeting the objectives that have been stated for the study initially.  The collection of data from a sample size of 25 employees from the beauty industry has led to relevant conclusions that will be documented here. Most of the participants were from the age range of 35-40 and this has helped in understand the highly skilled employee retention technique that can be effective for the beauty industry. 
[bookmark: _Toc109311402]6.2 Research Objectives and Summary Findings 
Recognising the importance of attracting and retention of employees in beauty salon has been the initial objective in this research. The conclusion with relation to this objective that this study has led to is that the ability to attract and retain skilled employees is necessary because it helps create positive working environment. Additionally, it can be mentioned that loss of productivity by the beauty salons can be confirmed if they are capable of retaining skilled employees in the organisations. The highly skilled employees in an organisation prevent organisations from being collapsed and ensure the sustainability of the organisations (Boud & Garrick, 2001). Therefore, in case of the beauty salons, also it might be effective to state that performance and productivity by the organisation can be maintained if they are capable of attracting and retaining talents. It is further essential to retain employees in an organisation as it reduces that the time, cost and effort that is invested by the HR department is the selection and recruitment of employees. Similarly, in the case of beauty salon ensuring employee retention will reduce the cost and time that is required to hire a new skilled employee for providing quality service to the customers. 
Next, the second objective that was set for the study was to identify the strategies that are used by the beauty salons for retaining those employees that ensure providing quality services. Incentives for motivating the employees of the beauty salons is the most commonly used strategy that is followed by the organisations in the sector. This is followed by the other strategies like team building with the salon and training opportunities for sharpening their skills. Moreover, to maintain quality performance of the skilled employees in this sector some organisations formulate financial plans and target to be achieved. Effective communication patterns in the organisation that enable the employees understand their responsibilities and roles clearly help the retention of employees in a firm. This contributes to the success and productivity of the organisation (Boud & Garrick, 2001). It can be concluded that effective communication strategies in any organisation that clearly states objectives help guide the employees seek support of managers. The same allows them to rectify their mistakes and confirm their growth. 
Other than these, surveys are conducted for assessing company values and ensuring the engagement of the employees. Managing comfort of the employees and taking care of their hygiene besides flexible working chances are steps that are carried it as a part of retaining skilled and talented employees in the beauty industry. Flexible working practices enables the employees decide their working hours and location from which they want to conduct their job (Costa, et al., 2004). This is a strategy that helps provide a greater work-life balance to the workers. It has been found from this research that it is an advantageous step for retaining highly skilled employees in an organisation (Boud & Garrick, 2001). Therefore, it can be recommended to the beauty salon, provide the employees with the opportunity of flexible working. As it is not possible to deliver hair cutting services from home it might be difficult in implanting this strategy in this industry. However, flexible working hours within the beauty salon can help retain more skilled employees in the organisations.
The factors concerning retention strategies that help in improving the quality of work in beauty salon has been the third objective of this study. Considering to this objective the conclusion that has been arrived at is that a workplace culture that is participative and encourages the workforce is the factor that helps employee retention. Meaningful employee benefits by the organisations for the employees and their family welfare is another significant factor concerning the employee retention strategies that might go a long way in ensuring employee retention (Khalid & Nawab, 2018). These above stated factors like a participative culture and welfare benefits also affect improving the quality of work by the employees in the beauty salon for employees and their family. The alignment of company values and mission with operations have been identified as the third most important factor of retention strategies. 
However, other conclusions relating to the retention strategies that ensure improve quality of work have also been identified from the literature review of this study. Some factors that affect retention strategies of employees in an organisation are the compensations that they receive from a firm ( Sawaneh & Kamara, 2019). Thus, it is one of the determinants that influences employees of the beauty salon is deciding the commitment and work quality.  It is also a factor that helps them decide whether they would prefer to continue or resign working for a firm. Remaining stagnant in relation to the possess skills also affect the motivation level of the employees in an organisation and reduced their performance efficiency and quality of work (Reis & Pena, 2001). Adopting measures that enable the employees develop their capabilities, knowledge and skills are important for enhancing the job satisfaction of the employees and reducing the probability of resigning an organisation. 
Thus, it can be mentioned that the salons should focus on training and developing the employees. This can be effective in developing their existing skills and develop new ones so that they can serve customers in more proficient manner. Being able to develop the skills can enhance the job satisfaction levels of the employees working in the beauty salon and they will remain engaged with their job (Boud & Garrick, 2001). All of the same will not only contribute to effective performance but also ensure retaining employees in the beauty sector. 
The final objective of this study is to understand the impact of professional relationships existing between the managers and the skilled employees enabling retention in the industry. It has been indicated by most of research participants that formation of close-knit teams can be effective for elevating productivity and staff retention. Therefore, the major focus of the leaders or mangers in the beauty salons should be forming teams of employees that cater to the customer needs together (Hogan & Haisen, 2005). This can help the team member remain engaged, perform effectively and therefore their retention can be confirmed. Professional relationship between the managers and the employees can contribute, as an effective retention strategy is the managers and leaders able to value the contribution of their employees. Providing the employees with required equipment and training for being able to perform their activity effectively can help leaders develop strategies for employee retention (Presbitero, et al., 2016).
The leaders in the organisation determine the visions to be achieved in the future and ensure innovation through daily operations of the firm. Highly skilled employees when encourages to work toward their goal by the leaders can allow them improve their work quality. Besides the above-identified two factors support from the leaders are necessary for delivering quality performance. Therefore, it can be suggested to the organisation in the beauty industry to focus toward adhering to a transformational style of leadership. 	A transformational leader trusts the employees and encourage them by providing them benefits to improve performance of the employees in an organisation (Anjali, 2016). 
[bookmark: _Toc109311403]6.3 Contribution to Knowledge 
The major contribution of this research lies with the fact that it has involved identifying the strategies for employee retention. It has enabled to learn that flexible working opportunities, transformation style of leadership, compensation and benefits for employees are some of the strategizes that enable employee retention. The implementation of these strategies can be beneficial for the HR in any organisation to ensure their employee retention (Herman, 2005). Moreover, the identified stages can not only be of help to the beauty salons but to HR departments of firms in other industries. It has been learnt from this research, that the employee retention strategies lead to elevate the motivational levels of the employees and the job satisfaction levels of the employees can be increased. If the employees can be effectively motivated, they remain engaged with the work and therefore contribute to quality performance and employee retention. Moreover, this research helps in developing knowledge about the importance of employee retention in firms (Cloutier, et al., 2015). It is through employee retention that the firms can remain productive and ensure profits of the organisation. The case is similar even for the beauty salons in the UK and these organisations in the beauty salon can ensure reducing the time cost that might have to be incurred in employee selection and recruitment. 
[bookmark: _Toc109311404]6.4 Limitations
This research had a few limitations of which the most important was the consideration of small sample size in the data collection process. It has the probability of inducing variability within the results of the research because of the chance of generating differing conclusions upon taking another set of participants within the same sample size. This makes the research results have some dependability on the research participants, which the paper could have minimised using a bigger sample size. However, the researchers decided to utilise this sample size to enable the viability of the research, as the chosen method was a face-to-face survey. This time-consuming method that makes the data collection process take a long time, and with big sample size, the difficulties increase exponentially (Colditz, 2010). 
Further, due to the survey nature of the data collection method, the research also had the limitation of gaining a comprehensive understanding through the consideration of the opinions of the participants. This makes the research dependent on the generated data to determine quantitative information, which can enable the gaining of insight. However, the collection of qualitative data would have enabled researchers to gain a better understanding of the subject matter.
The research utilised Excel software to analyse the data, which limited the researcher's ability to manage their time to analyse effectively the data due to the higher time consumption in this method. This may have been improved through the usage of Google Forms to collect survey answers online and generate automatic graphs, which would have resulted in the saving of time that researchers may have used to better interpret the data. Further, the non-consideration of qualitative data resulted in the research being vulnerable to generating only superficial knowledge of the subject matter. This is because qualitative data would have enabled the understanding of in-depth knowledge of the subject, resulting in the better derivation of useful information from the collected data ( van der Walt, 2020). Even though the chosen method allowed for better avoidance of bias through the collection of quantitative data, it resulted in a decrease in the comprehensiveness of the collection of information. 
Further, the reliance of the research on Offline data collection methods resulted in a heavier investment of time and money to complete the process. The researchers could have used online facilities to ease the process and save both time and capital, resulting in the better allocation of available resources to achieve a better result. However, this method would have lowered the authenticity of the collected data due to the lack of verifiability in Google Forms and other similar facilities allowing online data collection.
[bookmark: _Toc109311405]6.5 Self-Reflection
To conduct the self-reflection the author chose Gibb’s reflective model because of its ability to generate valuable insight into an individual’s experiences. Gibb’s reflective cycle is a model having 6 stages to enable effective reflection of an individual’s experience (Sekarwinahyu, et al., 2019).
· Description
During the period of making this dissertation, I have had several experiences. These included the issues that I faced while trying to figure out the methodology of the research along with the determination of the various aspects of implementing the same. I have to learn a lot about the process used in researching and writing a dissertation. Further, I learned the various issues that researchers face while completing a research paper. The most valuable information that I learned was the process of collecting relevant data for the research. This taught me the difficulty and time consumption involved in collecting data, especially in primary research. I came to understand the different types of philosophies, which can guide my research process and enhance its quality. The experience was challenging but valuable for me. 
· Feelings
The task of researching on my own was daunting at first, as I felt completely lost regarding the steps that I would take to accomplish the task. However, with the advice from my professors and peers, I got some relief, as I understood the basic procedure and assurance of further help. As I read more about the process of research, I started understanding the various parts of a dissertation and I could draw plans of the same, which was exciting. Further, as I faced and solved various challenges in this process, I started feeling more confident. By the end of the dissertation, I was satisfied with my produced material as it indicated my understanding and ability in the research process.
· Evaluation
The experience of starting the research project was a challenge for me, everything for me was new and different. However, as I started engaging with my professors, peers, and sources of information I gained valuable knowledge, which was a good experience for me. During the research, I faced several issues regarding the tasks. However, I resolved these problems and completed my dissertation, which was a good experience for me.
· Analysis
The reason why I start this research project, it is due to the knowledge of this subject and its development. However, as I learned more regarding the subject it increased my understanding, knowledge, and abilities, which was a good experience for me. Though, based at all the findings and experience in beauty industry I completed my dissertation, I increased my knowledge and abilities for my future academic and professional life, resulting in a good experience in retention strategies as well.
· Conclusion
In conclusion, my weaknesses arise from my lack of knowledge and experience, which limits the quality of my performance in current academic practices and potential professional tasks in the future. Therefore, I would need to rectify this issue. Further, my strengths come from my strong learning ability, which enables me to easily learn new things and build my skills. I can utilise this strength to rectify my weaknesses and increase my professional prospects.
· Action Plan
I would use my strength of fast learning ability to increase my knowledge and build new skill sets to enable my rapid professional growth in the future. I would achieve this by increasing my engagement with my professors and peers so I can enhance the pace of my learning by understanding their diverse perspectives and utilising their understandings. Further, I will aid this by conducting self-study using various resources like the internet, books, articles, YouTube videos, and more. This will enable me to increase the breadth of my knowledge, which I will aid using insights from my professors to build a comprehensive knowledge base.


References
Lunenburg, F. C., 2011. Goal-Setting Theory of Motivation. INTERNATIONAL JOURNAL OF MANAGEMENT, BUSINESS, AND ADMINISTRATION, 15(1), pp. 1-6.
Ramlall, S., 2004. A Review of Employee Motivation Theories and their Implications for Employee Retention within Organizations. Jornal of Aerican Academy Business, 13(1), pp. 52-63.
Sawaneh, I. A. & Kamara, . F. K., 2019. Journal of Human Resource Management. An Effective Employee Retention Policies as a Way to Boost Organizational Performance, 7(2), pp. 41-48.
Suttikun , C., Chang, H. J. & Bicksler, H., 2018. A qualitative exploration of day spa therapists' work motivations and job satisfaction. Journal of Hospitality and Tourism Management, 34(1), pp. 1-10.
van der Walt, J. L. v. d. W., 2020. Interpretivism-Constructivism as a Research Method in the Humanities and Social Sciences – More to It Than Meets the Eye. International Journal of Philosophy and Theology, 8(1), pp. 59-68.
Abdulgalimov, D. et al., 2020. Designing for Employee Voice. Proceedings of the 2020 CHI Conference on Human Factors in Computing System, 25(2), pp. 1-13.
Acquah, A., Nsiah, T. K., Antie, E. N. A. & Otoo, B., 2021. LITERATURE REVIEW ON THEORIES OF MOTIVATION. EPRA International Journal of Economic and Business Review(JEBR), 9(5), pp. 25-29.
Ahmed, M. & Ahmed, A. B., 2014. The Impact of Indirect Compensation on Employee performance: an Overview. Public Policy and Administration Research, 4(6), pp. 27-30.
Al Kharim, R., 2019. Impact of Different Training and Development Programs on Employee Performance in Bangladesh Perspective. International Journal of Entrepreneureal Research, 2(1), pp. 8-14.
Al-Ababneh, M. M., 2020. Linking Ontology, Epistemology and Research Methodology. Science & Philosophy Volume, 8(1), pp. 75-91.
Al-Suraihi, W. A., Samicon, S., Al-Suraihi, A. & Ibrahim, I., 2021. Employee turnover: Causes, importance and retention strategies. European Journal of Business and Management Research, 6(3), pp. 1-10.
Alturki, R., 2021. Scientific Programming for Smart Internet of Things. Research Onion for Smart IoT-Enabled Mobile Applications, 3(1), pp. 1-9.
Anderson, M., 2017. Transformational Leadership in Education: A Review of Existing Literature. International social science review, 93(1), pp. 1-13.
Anjali, G., 2016. Understanding the Relationship between Employee Motivation and Customer Retention. The XIMB Journal of Management, 13(1), pp. 101-114.
Aruma, E. & Hanachor, M., 2017. Abraham Maslow's hierarchy of needs and assessment of needs of community development. International Journal of Development and Economic Sustainability, 5(7), pp. 15-27.
Asiamah, N., Mends-Brew, E. & Boison, B. K. T., 2021. A spotlight on cross-sectional research: Addressing the issues of confounding and adjustment. International Journal of Healthcare Management, 14(1), pp. 183-196.
Baley, B., Benson, A. & Bruner, M., 2019. Investigating the organisational culture of CrossFit. International Journal of Sport and Exercise Psychology, 17(3), pp. 197-211.
Boles, J. S. et al., 2012. Sales Force Turnover and Retention: A Research Agenda. Journal of Personal Selling & Sales Management, 32(1), pp. 131-140.
Bos, J., 2020. Research Ethics for Students in the Social Sciences. 4nd ed. Utrecht: Springer.
Boud, D. & Garrick, J., 2001. Understanding Learning at Work. 1nd ed. Sydney: Kogan Page .
Brhane, H. & Zewdie, S., 2018. A Literature Review of the Effects of Employee Retention on Improving Employee Performance. International Journal in Management and Social Science, 6(4), pp. 45-64.
British Barbers' Asociation, 2022. Economic Impact Assessment of the Hair and Beauty Sector on the UK Economy | British Barbers' Association (2022).. [Online] 
Available at: https://britishbarbers.com/news/economic-impact-assessment-of-the-hair-and-beauty-sector-on-the-uk-economy-86
[Accessed 9 August 2022].
Bryman, A. & Burgerss, R. B., 2002. Analyzing qualitative data. 1nd ed. New York: Taylor & Francis Group.
Casemore, S., 2018. The unstoppable organization : empower your people, engage your customers, and grow your revenue. 1nd ed. Canada: Careers Press.
Chou, J., 2004. Project Manager Skill Development: A Survey of Programs and Practitioners. Engeneering Management Journal, 16(3), pp. 10-16.
Chung, H., Birkett, H., Forbes, S. & Seo, H., 2021. Covid-19, Flexible Working, and Implications for Gender Equality in the United Kingdom. Gender&Society, 35(2), pp. 218-232.
Cloutier, O., Felusiak, L., Hill, C. & Pemberton-Jones, E. J., 2015. The Importance of Developing Strategies for Employee Retention. Journal of Leadership, Accountability and Ethics, 12(2), pp. 119-129.
Colditz, G. A., 2010. Overview of the Epidemiology Methods and Applications: Strengths and Limitations of Observational Study Designs. Critical Reviews in Food Science and Nutrition, 50(1), pp. 10-12.
Costa, G., Akerstedt, T. & Silverio, J., 2004. Flexible Working Hours, Health, and Well-Being in Europe: Some Considerations from a SALTSA Project. CHRONOBIOLOGY INTERNATIONAL, 21(6), pp. 831-844.
Delloite Insight, 2015. Becoming irresistible: A new model for employee engagement. [Online] 
Available at: https://www2.deloitte.com/us/en/insights/deloitte-review/issue-16/employee-engagement-strategies.html
[Accessed 22 July 2022].
Doyle, L., McCabe, C. & McCann, M., 2019. Journal of research in nursing. An overview of the qualitative descriptive design within nursing research, 25(5), pp. 1-4.
Durga, M. S., Nayak, . P. & Narayan, K., 2019. Strengths and weaknesses of online surveys. Journal of Humanities and Social Sciences, 24(5), pp. 31-38.
Fell-Carlson, D., 2004. Rewarding Safe Behavior: Strategies for Change. AAOHN Journal, 52(12), pp. 521-529.
Gaille, L., 2020. 20 Advantages and Disadvantages of Survey Research. [Online] 
Available at: https://vittana.org/20-advantages-and-disadvantages-of-survey-research
[Accessed 28 September 2022].
Gilani, H. & Cunningham, L., 2017. Employer branding and its influence on employee. The Marketing Review, 17(2), pp. 239-256.
Herderson, S., 2016. Research Methodology. International Journal of Sales, Retailing and Marketing, 4(9), pp. 1-96.
Herman, R. E., 2005. HR Managers as Employee-Retention Specialists. Employment Relations Today, 32(2), pp. 1-7.
Hogan, R. & Haisen, R. B., 2005. What We Know About Leadership. Review of General Psychology, 9(2), pp. 169-180.
Hollywood Mirrors, 2022. Uk Beauty Industry Statistic 2022: Fats, Stats and Trends. [Online] 
Available at: https://www.hollywoodmirrors.co.uk/blogs/news/uk-beauty-industry-statistics-2022-facts-stats-and-trends
[Accessed August 9 2022].
Hutton, G., Powell, A. & Ward, M., 2021. Beauty and wellbeing sector workforce. [Online] 
Available at: https://researchbriefings.files.parliament.uk/documents/CDP-2021-0097/CDP-2021-0097.pdf
[Accessed 9 August 2022].
IBISWorld, 2021. IBISWorld - Industry Market Research, Reports, and Statistics (2022). [Online] 
Available at: https://www.ibisworld.com/united-kingdom/market-size/hairdressing-beauty-treatment/
[Accessed 9 August 2022].
Jarrar, Y. F., 2002. Knowledge management: learning for organisational experience. Managerial Auditing Journal, 17(6), pp. 322-328.
Kamalaveni, M., Ramesh, S. & Vetrivel, T., 2019. A REVIEW OF LITERATURE ON EMPLOYEE RETENTION. International Journal of Innovative Research in Management Studies (IJIRMS), 4(4), pp. 1-10.
Kamalaveni, M., Ramesh, S. & Vetrivel, T., 2019. A review ol literature on employee retention. International Journal of Innovative Research and Management Studies, 4(4), pp. 1-10.
Kangas, M. et al., 2018. Why do managers leave their organization? Investigating the role of ethical organizational culture in managerial turnover. Journal of Business Ethics, 153(3), pp. 707-723.
Khalid, K. & Nawab, S., 2018. Employee Participation and Employee Retention in View of Compensation. SAGE Open, 8(4), pp. 15-27.
Kiger, M. E. & Varpio, L., 2020. Thematic analysis of qualitative data: AMEE Guide. Medical Teacher, 42(8), pp. 1-9.
Klotz, A. C., Bolino, M. C. & Chen, G., 2016. Saying Goodbye: The Nature, Causes, and Consequences of Employee Resignation Styles. Journal of applied psychology, 101(10), pp. 1386-1404.
Kollmann, T., Stockmann, C., Kensbock, J. & Peschl, A., 2020. What satisfies younger versus older employees, and why? An aging perspective on equity theory to explain interactive effects of employee age, monetary rewards, and task contributions on job satisfaction.. Human Resource Management, 59(1), pp. 101-115.
Lee, H. P., Shaw, T. & Hausknecht, J., 2017. One hundred years of employee turnover theory and research. Journal of applied pshycology, 102(3), pp. 530-545.
Lester, D., 2013. MEASURING MASLOW’S HIERARCHY OF NEEDS. Psychological Reports: Mental & Physical Health, 113(1), pp. 15-17.
Locke, E. A. & Latham, G. P., 2019. The development of goal setting theory: A half-century retrospective.. Motivation Science, 5(2), pp. 93-105.
Margaret, D. & Norma, D.-G., 2008. Talent management, work-life balance and retention strategies. International journal of contemporary hospitality management, 20(7), pp. 792-806.
Mikkelsen, M. F., Jacobsen, C. B. & Andersen, L. B., 2017. Managing Employee Motivation: Exploring the Connections Between Managers' Enforcement Actions, Employee Perceptions, and Employee Intrinsic Motivation. International public management journal, 20(2), pp. 183-205.
Miller, R. & Minton, C. A. B., 2016. Interpretative Phenomenological Analysis: A Contemporary Phenomenological Approach. Jounal of Menthal Health Counseling, 38(1), pp. 47-61.
Narayanamurthy, G. & Gurumurthy, A., 2016. Leanness assessment: a literature review. International Journal of Operations & Production Management, 36(10), pp. 1115-1160.
Oladapo, V., 2014. THE IMPACT OF TALENT MANAGEMENT ON RETENTION. Journal of Business Studies Quarterly, 5(3), pp. 20-33.
Omer, C., Laura, F., Calvin, H. & Enda Jean , P.-J., 2015. The Importance of Developing Strategies for Employee Retention. Journal of Leadership, Accountability and Ethics, 12(2), pp. 119-129.
Plonsey, R. & Barr, R. C., 2005. Bioelectricity A Quantitative Approach. 3nd ed. North Carolina: Springer.
PolicyBee, 2021. Professional insurance. [Online] 
Available at: https://www.policybee.co.uk/uk-hair-and-beauty-industry-statistics-2021
[Accessed 10 August 2022].
Presbitero, A., Roxas, B. & Chadee, D., 2016. Looking beyond HRM practices in enhancing employee retention in BPOs: focus on employee-organisation value fit. International journal of human resource managemen, 27(6), pp. 635-652.
Qayed, A. A., Schwabenland, C. & Qui, W., 2015. The Vital Role of Employee Retention in Human Resource Management: A Literature Review. Journal of Organization Behaviour, 14(3), pp. 7-32.
Reis, D. & Pena, L., 2001. Reengineering the motivation to work. Management Decision, 39(8), pp. 666-675.
Reyes, A., Aquino, C. & Bueno, D., 2019. Why employees leave: Factors that stimulate resignation resulting in creative retention ideas. CC The Journal: A Multidisciplinary Research Review, 14(4), pp. 15-24.
Ruban, A. M., 2018. PARADIGM SHIFT IN EMPLOYEE ENGAGEMENT – A CRITICAL ANALYSIS ON THE DRIVERS OF EMPLOYEE ENGAGEMENT. International Journal of Information, Business and Mnagement, 10(2), pp. 32-46.
Saks, A. M. & Rotman, J. L., 2006. Antecedents and consequences of employee engagement. Journal of Managerial Psychology, 21(7), pp. 600-619.
Sam, A. G., Daniel, P. S. & Sam, A. G., 2022. Reasearch Methodology. 1nd ed. Delhi: Kalpaz Publications.
Sandhya, K. & Kumar, D. P., 2011. Employee retention by motivation. Indian Journal of Science and Technology, 4(12), pp. 1778-1782.
Scott , . N., Gisela M. , . v. D., Jeffrey M. , S. & Kaarst-Brown, M. L., 2004. Organizational Cultures of Libraries as a Strategic Resource. SURFACE, 53(1), pp. 33-53.
Sekarwinahyu, M., Rustaman, N. Y., Widodo, A. & Riandi, R., 2019. Development of problem based learning for online tutorial program in plant development using Gibbs' reflective cycle and e-portfolio to enhance reflective thinking skills. Journal of Physics: Conference Series (JPCS), 1157(2), pp. 1-7.
Shah, M. & Asad, M., 2018. Effect of Motivation on Employee Retention: Mediating Role of Perceived Organizational Support. European Online Journal of Natural and Social Sciences, 7(2), pp. 511-520.
Sharma, G., 2027. Pros and cons of different sampling techniques. International Journal of Applied Research, 3(7), pp. 749-752.
Shing, D., 2019. A literature review on employee retention with a focus on recent trends. International Journal of Scientific Research in Science and Technology, 6(1), pp. 425-431.
Sikora, D. M., Thompson, K. W., Russell, Z. A. & Ferris, G. R., 2016. Reimagining overqualified human resources to promote organizational effectiveness and competitive advantage. Journal of Organization Effectiveness: People and Performance, 3(1), pp. 23-42.
Singh, D., 2019. A Literature Review on Employee Retention with Focus on Recent Trends. International Journal of Scientific Research in Science and Technology, 6(1), pp. 425-431.
Swain, J., Kumlien, K. & Bond, A., 2020. An experiential exercise for teaching theories of work motivation: using a game to teach equity and expectancy theories. Organizationl Management Journal, 17(3), pp. 120-132.
Swann, C. et al., 2021. Updating goal-setting theory in physical activity promotion: a critical conceptual review. Health Pshichology Review, 15(1), pp. 34-50.
Velmurugan, T. & Sankar, J., 2017. A comparative study on motivation theory with Maslow's hierarchy theory and two-factor theory in an organization. Indo-Iranian Journal of Scientific Research, 1(1), pp. 204-208.
Wagner, I., 2022. Auditing Corporate Surveillance Systemes. 1nd ed. Cambridge: Cambridge University Press..
Whelan, C., 2016. Organisational culture and cultural change: A network perspective. Australian & New Zealand journal of criminology, 49(4), pp. 583-599.
Woiceshyn, J. & Daellenbach, U., 2018. Evaluating inductive vs deductive research in management studies: Implications for authors, editors, and reviewers. Qualitattive Research in Organizations and Managment, 13(2), pp. 183-195.
Yuan, J. et al., 2020. Promotion and resignation in employee networks. Physica A: Statistical Mechanics and its Applications, 444(2), pp. 442-447.











Retention strategies for high skilled employees in the Beauty Industry


Various steps and phases of the retaining strategies for high skilled employees in Contemporary companies


Associated Theories


Application of theories


Professional relations between the management and qualified employees


Factors leading to employee resignations


Importance of employees and employee retention


Percentage 	23-28	29-34	35-40	41-45	20	24	40	16	
Percentage 	Cutting and styling hair  	Skincare therapies	Cleaning equipment and promoting services	60	36	4	
Percentage 	Creation of a positive working atmosphere   	Reducing loss of productivity  	Improving customer relationships  	40	36	24	
Percentage 	Incentives for motivation of employees    	Salon team building events   	Training opportunities   	60	28	12	
Percentage 	Survey for assessment of company values and employee engagement     	Management of hygiene and comfort of employees with flexible working    	Stating a detailed financial plan and defining target   	32	24	44	
Percentage 	Participative workplace culture with encouraging people      	Meaningful benefits for the welfare of employees and   their family     	Alignment of mission and company values with operations    	64	20	16	
Percentage 	Employees setting unrealistic expectations from beauty salons       	Lack of appreciation of the performance of employees      	Availability of better job opportunities in the market     	28	32	40	
Percentage 	Encouraging employees to work towards the attainment of objectives        	Future vision to implement  innovation in daily operations	Providing support to team and catering problem solving      	24	60	12	
Percentage 	Provision of equipment and training to utilise the same         	Promising and valuing the contribution of employees in the company  	Embedding productivity with close knit teams       	24	28	48	
Percentage 	Inculcation of mentorship programs          	Provision of rewards and recognition to value the contribution of employees   	Positive feedback to earn the trust of employees        	16	40	44	
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