Hi everyone…My name is Nisha and I want to introduce my research plan in this short video. 

starting with my research topic. My research topic is about critically evaluating the factors influencing employee retention in banking sector: A case study of Kumari Bank Ltd. in Nepal.


The primary reason behind choosing this topic is while I was doing my bba (bachelor’s in business administration) back home in Nepal, I got a golden opportunity to do 3 months internship in kumari bank limited. Kumari Bank Limited, came into existence as the fifteenth commercial bank of Nepal by starting its banking operations (April 03, 2001) with an objective of providing competitive and modern banking services in the Nepalese financial market. (Kumari Bank Ltd, 2020).

During this period, I was exposed to the reality of the banking sector as it was way different from the theorical framework that was taught in our class. I got opportunity to work in different department like credit risk department, Human Resource  but I was more attracted towards HR department. One of the main problem that I did notice during my internship period of Human resource  department was to retain the employee in an organisation for the long run because the employee turnover was high and there were too many advertisements for jobs also (personal experience). And HR department was struggling to retain their staffs for long period of time. So, I was motivated and inspired to study and analyse the factors determining employee retention in banking sector in Nepal which enabled me to get access to both academic as well as practical resources. 

The main contents of this video are:
· Positionality and individuality 
· TOULMIN argument structure
· Critical eye 
· Contextual information about employee retention 
· Why do employees leave their organisations?
· What are the determining factors which can motivate employees to retain within an organisation?
· Methodology 



I will be using this theoretical framework  to conduct the research.

Fig 1: Theoretical framework developed by author 

The above theoretical framework explains that employee retention is being used as a dependent variable (DV) whereas job satisfaction, organisational commitment, work environment and co-worker relationship are being used as independent variables (IV). 
I have chosen these variables as IV because other factors like training, career opportunities and development, individual variables, compensation, job security, etc has already been studied previously in relation to employee retention and I have referenced their name in refence list.

· individuality and positionality. 

 Being aware about the individuality and positionality can be beneficial to the research (Nicholls, 2009) and a researcher's positionality involves having a critical self-reflexive stance towards knowledge production. There are various types of positionality, one of which is an insider/outsider positionality and as a researcher, I will have a hybrid insider and outsider perspective due to an insider cultural background and outsider appearance, this can also influence how the researcher is perceived by participants. This perceived positionality can in turn influence the amount and type of knowledge that participants share with the researcher (Bakas, 2017). So, I will pay special attention to my positionality while conducting this research. 


I will be using TOULMIN argument structure to structure my research which consists of backing, warrant, grounds, qualifier, claim and rebuttal and Critical Eye which consists of accuracy, authority, objectivity, currency and courage to analyse my research (UWTSD, 2020).
[image: ]
Fig 2: TOULMIN argument structure (Google)

Employee retention 

The biggest challenge in current work scenario is how to engage people on the job as long as possible by carving a proper career path for them and shaping their future prospects in job. The concept of employee retention is mainly motivating employees to stay in an association for a maximum period of time (Bodjrenou Kossivi, 2016). 

Company can face problem if talented employees leave the company even if the fluctuation is very high or very frequent (Pavlovic, 2018). So, examining the variables like job satisfaction, organisational commitment, work environment and co-worker relationship in an organisation is extremely important to identify and predict the factors determining intention of employees to leave or stay in an organisation (Rakhra, 2018).

Due to time limitation, I have only taken four factors into consideration and as a researcher, I will make sure  in developing critically reflexive practice by interaction, analysis and critically reflexive questioning while conducting research (Cunliffe, 2004). 

According to LinkedIn, IBM has predicted 95% of its turnover within the next six months by analysing the patterns in promotions, by considering the areas of friction ( A long commute and lots of overtime can also factor into an employee’s choice to leave) (McLaren, 2019).

Employee turnover is skyrocketing according to LinkedIn (Volas, 2019).

	2014
	21.9 %

	2015
	23.7 %

	2016
	24.9 %

	2017
	25.7 %

	2018
	27.9 %


Table 1: Annual turnover rates (United States Department of Labor, 2020)

According to job advertising website, Monster, even in developed country like UK, the average staff turnover rate is 15% – though the figure varies between industries (Monster, 2019).

Why employees quit?

Employee can be dissatisfied with the organization due to many reasons. Personal dissatisfaction and lack of motivation itself is a major reason for an employee to leave the firm. This dissatisfaction can arise from various factors such as compensation, job security, job autonomy, relationship with the supervisor and other colleagues etc (James, 2012).

Organisations can also follow Maslow’s motivation theory to motivate their employees.
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Fig 2: Maslow’s Hierarchy of needs (Google)


According to Forbes, there are few reason why employee quit?
· Work Overload

[image: ]
Fig 3: work overload (google) 
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Fig 4: work overload (google)
(Prossack, 2018).

· Not being challenged 
[image: ]
Fig 5: Not being challenged (google)

(Prossack, 2018).


· No developmental opportunities 
[image: ]
Fig 7: No developmental opportunities (google)
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Fig 8: No career growth (google)
(Prossack, 2018).

· No appreciation
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Fig 9: Lack of appreciation (Google)






· Loss of trust and confidence in senior leaders 

[image: ]
Fig 11: No trust on boss (Google)
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Fig 12: No trust on boss (Google)

(Ryan, 2016). (Branham, 2012).

What are the determining factors which can motivate employees to retain within an organisation?

· Co-worker relationship and employee retention 
[image: ]
Fig 14: Co-worker relationship (google) 
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Fig 15: Co-worker relationship (google) 

Researchers like (Jasper, 2007) and (David Pitts, 2011) stated that one of the most frequent reasons given employees leaving their job was workplace stress because of the relationship among colleagues. 


· Work Environment and Employee Retention 

(Frank M. Horwitz, 2007) argue that a work place should be a “fun” place to work if key workers are to be retained. Thus, organization, which provides conducive work environment, creates a good sense of belongingness that results in employee retention.

· Organizational Commitment and Employee Retention
According to (Christopher N. Arasanmi, 2019) employees with strong commitment continue employment with the organization because they want to do so.

· Job Satisfaction and Employee Retention 
According to (Masum, et al., 2015)it may be argued that when a job provides employees with an opportunity to stretch their capabilities, experience a sense of personal choice and freedom when carrying out work related activities, they are likely to be more satisfied with their jobs which ultimately leads to a high level of employee retention.

Competing in the Age of AI
[image: ]
Fig 17: Competing in the Age of AI
[image: ]
Fig 18: Competing in the Age of AI

Smart technologies aren’t just changing our homes; they’re edging their way into their numerous industries and are disrupting the workplace. Artificial Intelligence (AI) has the potential to improve productivity, efficiency and accuracy across an organization – but is this entirely beneficial? Many fear that the rise of AI will lead to machines and robots replacing human workers and view this progression in technology as threat rather than a tool to better ourselves (Marria, 2019).

In developed countries like USA and UK, AI runs the show on a digital core in financial sector and it is believed that soon human will be replaced by AI and everything will be online. There will be no manager approving loans, no employee providing financial advice (Lakhani, 2020). But the story in different in context of Nepalese banking sector. As Nepal is a developing country, there is not much use of AI in the banking industries

Methodology 


Target population of this research will be employees who are working in Kumari bank. The structured questionnaires will be directly and conveniently delivered to full time employees who are working in 10 branches in Kumari bank ltd. 

I will focus on supportive communication where description, problem orientation, empathy and equality will be covered under supportive and will not focus on defensive method because as a researcher I don’t want to make moral judgement of other, manipulate others by engaging in ambiguous motivation and not showing any empathy and equality to others (UWTSD, 2020).

Questionnaire design and data collection

 The questionnaire will be designed basing on measured variables derived from the literature reviews for four independent variables and one dependent variable. Five-point scale will be used, ranging from 1 is strongly disagreed to 5 is strongly agreed . 


A pre-test or pilot survey will be conducted with the sample size of 50 employees who are working in other different bank in order to generally evaluate the reliability of the measurement. Finally, the final questionnaire will be completed and delivered directly to employees who are working in Kumari banks with the sample size of 200 with directions and precise contents to help them give answer correctly. 

Another important process that will be done by me in order to decrease biasness will be that the data will be collected at the period of four different times (Reiczigel J, 2019).

Statistical Tools
Descriptive statistics will be comprised of grading number and frequencies. Further, Mean and Standard Deviation of the raw data will be calculated. Factor Analysis, Regression Analysis and Pearson Correlation tools will be adopted to analyse the data and to establish the relationship between the variables by using SPSS analysis. To perform the hypothetical testing, p-value and ANOVA will be used (UWTSD, 2020).
Validity and reliability 
To test the validity of the research, I will be using triangulation and convergence and this occurs when the instrument measures concepts similar to that of other instruments. I am aware that if there are no similar instruments available this will not be possible to do (UWTSD, 2020).

To test the reliability of the research, Cronbach’s alpha will be used in order to determine the internal consistency of an instrument. The Cronbach's α result is a number between 0 and 1. An acceptable reliability score is one that is 0.7 and higher (UWTSD, 2020).


Research design:

Descriptive survey research design will be used. This design will be preferred as large samples would be feasible, making the results statistically significant even when analysing multiple variables (Creswell, 2013) (Dulock, 1993) (Mark Saunders, 2016).

Analysis will start from the first day in the field. Taking notes at the end of the day should encourage reflexivity in terms of standing back and processing the day's events. 

Now I would like to discuss my Research plan:
Research philosophy: Pragmatism 
Theoretical approach: Abductive
Research paradigm: mixed method (it is important to understand both the subjective (individual), inter-subjective (language-based, discursive, cultural), and objective (material and causal) realities in our world. Although it is important not to influence or bias what you are observing, it also is important to understand the insiders’ meanings and viewpoints.) (Hamza, 2015)

Research strategies: questionnaire, interview  
Time horizon: cross sectional 

I will pay special attention from the ethical code of conduct point of view and try to avoid all kinds of biases which could influence the reliability and validity of my overall research and I am also aware that positionality can also influence the research so I will pay special attention to provide the truth without negatively influencing the reliability and validity of research. I will definitely try to avoid response bias while collecting data as bias response is central to any survey, because it dictates the quality of the data, and avoiding bias really is essential to get  meaningful survey responses. I will keep in mind social desirability bias by not asking sensitive questions with socially desirable, rather than truthful answers and also emphasis on avoiding neutral responding, dissent bias (UWTSD, 2020).



Limitations 

Talking about the limitation, it only focus on four aspects of HR and employee retention (Bodjrenou Kossivi, 2016) other factors are neither investigated nor analysed due to time limitation. 

At last, I want to say that the overall journey of making this research plan was extremely amazing and thank you for watching.
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