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[bookmark: _Toc222772067]1. Identification of the Business Problem
[bookmark: _Toc222772068]1.1 Background and Context
[bookmark: _Toc222772069]The last few years have seen organisations in a broad spectrum of industries faced with an even greater urgency to be able to respond efficiently to the dynamic nature of the market, the rise in technological progress, and an even greater range of employee demands. The processes of globalization, digital technologies increased competition and constant innovations have forced organisations to redesign their operational procedures and business models to be competitive (Nayak, 2026). In this environment, staff retention has become a highly multidimensional and complex issue, particularly when it comes to the stage of a digital transformation. Although the introduction of digital technologies is promoted as an efficiency driver, agility, and enhanced organisational performance, the actual application of the technologies usually causes a great disruption of current work practices, changes in the skill sets needed, and alteration of the organisational culture.
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Figure 01: Employee retention in the context of digital transformation
[bookmark: _Toc222772070]The organisation in question is a medium-sized service-based organisation that is in the process of the larger scale digital change Programme that is supposed to increase the efficiency of operations, make the organisation more responsive to customers and help it grow in the long-term. This programme entails implementation of new digital solutions, automation of functions, and implementation of data-driven decision-making solutions (Brazauskienė, 2025). Nevertheless, even with the huge budgeting and top-down investment and dedication, the organisation has suffered increased employee turnover, low morale, and resistance to change, especially among the long-serving and senior employees. In the views of most employees, the high rate of technological change has created uncertainty over job security, clarity of roles, and prospects of career advancement hence, creating stress and diminished organisational commitment.
[bookmark: _Toc222772071]1.2 Problem Statement
[bookmark: _Toc222772072]The above problem under study may be termed as messy because it is complex, interrelated, and vague. There is no single factor that motivates retention of employees throughout the digital transformation; on the contrary, it is the product of overlapping organisational, managerial, and personal impacts. These are leadership, organisational culture, accessibility of digital skills and training, effective communication, work load pressure and perceptions of employees about job security and career advancement (Akbar, & Nugraha, 2025). These factors interrelate with each other and do not allow the management to find simple solutions or causal relationships.
[bookmark: _Toc222772073]Digital transformation efforts within the organisation have also been more technological in nature with little focus being given to the human and behavioral aspects of change. This has led to a sense of uncertainty among the employees on the subject of role changes, expectations on their performance, and the applicability of their current skills in a more digitalized workplace. Senior staff members, especially, seem to view the digital transformation as a potential menace and not as an opportunity, thus finding resistance, loss of interest, and desire to leave the organisation (Valtonen, & Holocaine, 2025).
[bookmark: _Toc222772074]1.3 Significance of the Problem
[bookmark: _Toc222772075]This issue is important because it directly and indirectly affects the organisational performance, competitiveness, and sustainability. Employee turnover is costly to the organisation due to high employee turnover that results in high financial implications in terms of hire, selection, onboarding, and training. Secondly, the high turnover of staff disrupts the continuity of operations, decreases the team spirit, creates an extra burden to the remaining staff, and may result in a vicious cycle of discontent and turnover (Cook, 2025).
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Figure 02: Significance of the study
[bookmark: _Toc222772076]Service delivery perspective, turnover of employees leads to low levels of customer satisfaction and services delivery especially in service oriented organisations whereby, employee knowledge, experience as well as interpersonal skills play a pivotal role in relation to customers. The skilled and experienced personnel is also lost and this leads to erosion of organisational knowledge, which reduces the organisations ability to sustain a stable performance during the change process.
[bookmark: _Toc222772077]The failure to retain staff in the digital transformation is a strategic disadvantage to the organisation because it will compromise its ability to achieve the full benefits projected by the technological investments (Altamimi, 2024). Digital systems and tools do not bring value without a motivated, skilled and engaged workforce who can utilize them adequately. 
[bookmark: _Toc222772078]2. Research Aim, Objectives and Questions
[bookmark: _Toc222772079]2.1 Research Aim
[bookmark: _Toc222772080]The purpose of this study is to determine how employee retention during digital transformation in a medium-sized service organisation depends on the factors affecting it.
[bookmark: _Toc222772081]2.2 Research Objectives
· [bookmark: _Toc222772082]To test how the employees view digital transformation at the organisation.
· [bookmark: _Toc222772083]To identify major organisational and managerial variables that impact employee retention in the times of digital change.
· [bookmark: _Toc222772084]To determine the connection between change management practices and employee commitment.
· [bookmark: _Toc222772085]To make evidence-based suggestions to enhance employee retention in the digital transformation.
[bookmark: _Toc222772086]2.3 Research Questions
1. [bookmark: _Toc222772087]What is the perception of employees towards the digital transformation initiatives by the organisation?
2. [bookmark: _Toc222772088]What are the causes of employee turnover when changing digitally?
3. [bookmark: _Toc222772089]To what extent are the leadership and communication practices effective in employee retention?
4. [bookmark: _Toc222772090]What tactics can organisations adopt to retain employees in time of digital transformation?
[bookmark: _Toc222772091]3. Critical Literature Review
[bookmark: _Toc222772092]3.1 Digital Transformation and Organisational Change
[bookmark: _Toc222772093]Digital transformation can be described as the process of integrating digital technologies into the business operations, which results in some fundamental changes regarding how organisations work and create value (Agustian, & Malik, 2023). The evidence indicates that, although it is necessary to invest in technology, the outcome of the digital transformation is highly human and organisational based, not only technology based.
[bookmark: _Toc222772094]3.2 Employee Retention
[bookmark: _Toc222772095]Job satisfaction, career development, leadership support, and organisational culture are the factors that determine employee retention (Md Atikur, & Wasib Bin, 2023). Research findings suggest that uncertainty and fear of skill obsolescence in the context of technological change may cause a high level of employee commitment and turnover intentions.
[bookmark: _Toc222772096]3.3 Change Leadership and Management.
[bookmark: _Toc222772097]The change management theories focus on leadership, communication and involvement of the employees as key elements in successful organizational change. Transformational leadership and participative decision-making have been established to have less resistance to change and increase the engagement of employees in transformation initiatives (Potnuru, & Sahoo, 2023).
[bookmark: _Toc222772098]3.4 Research Gaps
[bookmark: _Toc222772100]
Although the digital transformation and employee retention concepts have been widely discussed in the existing literature, few detailed studies have explored how change management practices impact the retention of employees in medium-sized organisations that undergo digital transformation. Other researchers have touched upon digital transformation and organisational change, pointing out its influence on organisational performance and the labour relations (Verhoeff et al., 2021; Vial, 2019; Kane et al., 2019). Moreover, the studies related to employee retention have also prioritized the role of organisational support, leadership, and stability at the workplace in terms of keeping an employee committed in their job (Hausknecht and Trevor, 2011; Hom et al., 2017). Notwithstanding these contributions, there is still a massive gap in the knowledge of how organised change management practices affect the staff retention in medium-sized organisations going through digital transformation (Gelencsér & Szabo-Szentgrroti, 2025). Thus, the proposed study tries to fill the given gap by incorporating the views on the digital transformation, change management and human resource management to offer a more insightful perspective on employee retention amidst organisational digital change.

4. Research Methodology and Design
[bookmark: _Toc222772101]4.1 Research Approach
[bookmark: _Toc222772102]The research will be mixed-method as it will attempt to come up with a holistic picture of employee retention in the digital transformation. Mixed-methods research design is especially suitable when the researcher is dealing with complex and messy business issues because it enables him/her to combine quantitative measurement of observable patterns and trends with qualitative study of personal experiences and perceptions (Muchabaiwa, & Mawere, 2026). With both quantitative and qualitative data, the study will give a more comprehensive and detailed vision of the problem than would otherwise be the case by adopting a single-methodology research.
[bookmark: _Toc222772103]The quantitative component will allow identifying the patterns and relationships of the major variables like leadership support, job satisfaction, perceptions about the digital change, and retention intentions. The qualitative aspect will supplement such findings by providing more contextual information as it will involve lived experiences, feelings, and perceptions of digital transformation among employees (Van Der Schaft, & Solinger, 2024). Incorporation of the two methods will enhance the overall adequacy of explanation and practical applicability of the study.
[image: ]
Figure 03: Combining Quantitative and Qualitative methods
[bookmark: _Toc222772104]
4.2 Data Collection Methods
[bookmark: _Toc222772105]As a way of dealing with the research objectives, primary quantitative and qualitative data shall be collected.
[bookmark: _Toc222772106]The quantitative data collection will be conducted by the use of a structured questionnaire which will be issued to the workers in the organization. The questionnaire will have closed ended questions and Likert scale questions to gauge the perception of the employees regarding digital transformation, leadership and managerial support, communication effectiveness, job satisfaction, and the intentions to stay or quit the organization (Amok, & Ofori, 2024). The standardized data collection will be achieved by the use of the structured survey and will ease the statistical analysis.
[bookmark: _Toc222772107]To gather qualitative data, semi-structured interviews to a selected group of employees and line managers will be held. This approach gives freedom in questioning and at the same time makes sure that the most important areas regarding digital transformation, employee engagement, resistance to change, and retention are always discussed. 
[bookmark: _Toc222772108]4.3 Sampling Strategy
[bookmark: _Toc222772109]Purposive sampling will be used in the study because this sampling technique allows the researcher to select participants that are directly involved or impacted by the digital transformation initiatives. The employees of varying positions, seniority, and departments will be brought on board in order to cover different points of view and experiences (Koruca, & Gulmez, 2023). The given approach is suitable, as the research is exploratory and aims at learning certain organizational processes.
[bookmark: _Toc222772110]4.4 Data Analysis
[bookmark: _Toc222772111]The analysis of quantitative data received on the basis of questionnaire will be done through descriptive and inferential statistics. The characteristics of the participants and the key variables will be summarized using descriptive statistics, and the relationships between the variables will be investigated using inferential analysis; the variables include leadership support, employee perceptions of the digital transformation, and retention intentions (Mohammad, & Menhat, 2025).
[bookmark: _Toc222772112]The thematic analysis will be used to analyses qualitative data of the interviews. This is going to be done through systematic coding of the interview transcripts in order to find the common patterns, themes and relationships in the data. 
[bookmark: _Toc222772113]4.5 Ethical Considerations
[bookmark: _Toc222772114]The research design and implementation will focus on ethical issues. The study will be voluntary and all participants will be given a clear objective of the study, their rights and use of data collected. The informed consent will be taken before it is participated, and the participants will be given right to pull out of the study any time they want without any repercussions (World Medical Association, 2025).
[bookmark: _Toc222772115]There will be anonymity and strict confidentiality, in that there will be no identifying information in the survey responses and transcripts of the interviews. Data will be kept safely and only the researcher will be able to access it according to the data protection regulations. 
[bookmark: _Toc222772116]4.6 Reliability and Validity
[bookmark: _Toc222772117]To improve reliability the questionnaire will use the existing and validated measurement scales in case of possibility. Measuring error will also be reduced by using clear and consistent data collection procedures (Polas, 2025). The questionnaire can be piloted to determine any ambiguity or problems with wording of the questions.
[bookmark: _Toc222772118]The validity will be enhanced with the methodological triangulation, in which the quantitative and qualitative data will be used to cross-check the results. 
[bookmark: _Toc222772119]5. Business Relevance and Practical Implications
[bookmark: _Toc222772120]5.1 Organizational Benefits
The research outcomes are likely to equip the top management with realistic and supportable information on employee issues, expectations and experiences within the digital transformation process. The organisations will be in a better position to make specific interventions that touch on leadership development, training, and communication practices by identifying the key factors affecting employee retention (Feungarrom, & Tantasanee, 2025). 
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Figure 04: Impact of the proposed research study on the organization

5.2 Strategic Implications
Strategically, the research can result in such recommendations as the improved change communication strategies, established digital skills training programmes, and more participative leadership styles. 
5.3 Contribution to Learning
Academically and professionally this project has helped the researcher to understand the applied business research through combining theoretical concepts and organizational challenges that exist in the real world (Vajjhala, & Strang, 2025). Research design, data analysis, and ethical decision making skills are developed in the research process, which are required in managerial, consultancy and strategic leadership.
[bookmark: _Toc222772121]6. Conclusion
[bookmark: _Toc222772122]In this research proposal, the investigator intends to use a methodologically sound and systematic plan to examine employee retention during digital transformation in a service-based organisations. The intended mix-method approach and the theoretical basis of the study, i.e. a reliable academic literature, should result in the creation of practical insights that will be both theory-based and practically viable. Finally, the findings should help in promoting better change management practice, employee retention and making digital transformation initiatives more effective and sustainable.
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