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[bookmark: _Toc19563160]ABSTRACT
Since the ready-made garments industry is the biggest and the most important industry in Bangladesh where more than 6 million workers work and generate 86% of total export income, the current problem of high turnover intention has to be reviewed. The researcher through this proposed research will try to identify the reasons behind the 19% turnover rate in the ready-made garments sector and the way this can be battled. In order to do so, qualitative research is most suitable since it will provide an insight regarding the problem and its future implication.
[bookmark: _Hlk19548309]The research phenomenon being derived from the social environments, investigation is undertaken with the philosophical underpinning of interpretivism. Reflective methods of data collection and analysis are identified. An open-ended semi-structured Interview method is considered as appropriate, as it is anticipated to result in drawing in key inferences of the phenomenon. The sample for the interview will consist of 30 respondents where 20 will be employees and 10 will be managers of the top 5 garments in Bangladesh. Individuals who earlier worked for the Bangladesh RMG industry, and quit their job voluntarily in the past are identified as the research population. The outcome of the interview will be determined using the framework analysis method. A design is defined for the process of data recording to defining themes. Probable ethical issues are identified, and measures defined to minimize any probable ethical issues. 
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[bookmark: _Toc19563161]PART-A: RESEARCH PLAN
[bookmark: _Toc19563162]A.1 INTRODUCTION
[bookmark: _Toc19563163]A.1.1 Background of the research

Ready-made garments sector in Bangladesh is the fastest growing industry which contributes to 12% of the national gross domestic product and employs 6 million people in the country. The sector encourages rural women the most since almost 60% of the RMG workers are women which is a great sign for women empowerment (Abid and Hassan Butt, 2017). Moreover, the sector contributes to 85% of the total export of Bangladesh which is a huge source of foreign currency.
 
Since the industry contributes so much to the national growth, there are some initiatives taken mutually by the government and the owners of the garments in order to ensure a safe working environment. After the tragedy of Rana Plaza in 2013, many of the foreign buyers rejected to work with RMG sector of Bangladesh if proper working criteria is not maintained (Afrah and Rani, 2017). Because of this reason, Accord and Alliance started working in Bangladesh after 2014 in order to ensure that a proper and healthy work environment is maintained for the workers in the industry. Since there are more than 6,000 garments in Bangladesh, the industry is huge and requires a lot of research and development activities to be done so that it can flourish. As the industry employs more than 6 million people of the country, where turnover rate is high at 19%, there is a major need for problem identification and application of the solution (Aar and Islam, 2019). 
Considering this, through the proposed research, the researcher will conduct qualitative research which will provide an anatomy of the turnover intention of the employees in the ready-made garments sector of Bangladesh. The proposed research will overview the intention towards changing the jobs, changes to be brought to retain employees and socio-economic constraints that increase the turnover intention among the employees. 
[bookmark: _Toc19563164]A.1.2 Problem Statement
Even though the ready-made garments sector contributes to the national growth of Bangladesh by bringing almost 86% foreign currency, the turnover rate is still high (Ansary and Barua, 2015). The activities in the industry are still labor-intensive due to which the human resource in the ready-made garments sector is vital and is one of the most important core competencies for the organizations. Since training and development programs are run to educate the employees in the industry, when the employees leave the job, it increases the cost for the organizations since new recruitment programs have to be run and new employees have to be trained.  
The turnover rate in the industry is high at 19% which is due to the lack of safety measures, alternative job opportunities and lack of proper motivations for the employees in the industry (Hossain, 2019). As a result, it is important to understand the intention of the employees of the industry by asking them their perception about the industry, their expectations and how the organizations can improve to meet the expectations. Overall, the biggest problem about the industry is the lack of skilled resource at one hand and the lack of proper measurements to take safety and security seriously by organizations on the other (Blachford, 2014). 
Hence, to address the existing problems, the researcher, through the proposed research will try to review the individual perspective, organizational perspective and socioeconomic perspective for the turnover intention. From that, the researcher will device the questions and gain answers to the questions in order to address the problems more deeply through qualitative research and identify the solutions. Since the RMG sector is one of the biggest sectors in Bangladesh and the country’s success depends on the development of the sector, the identification of the problems and devising solutions to them is important.  
[bookmark: _Toc19563165][bookmark: _Hlk19228278]A.1.3 Research Aim and Objectives:
[bookmark: _Hlk19509438][bookmark: _Hlk19282189]The aim of this study is to understand the employee turnover intention in Bangladesh RMG sector. Based on this capital research aim, the research study will develop to meet the following objectives: 
· To understand the socio-economic conditions infusing employee turnover intentions
· To review the human resource management practices for employee retention in Bangladesh RMG industry.
· To recommend ways to enhance workforce retention in the Bangladesh RMG sector

[bookmark: _Toc19563166]A.1.4 Research Question
The main research question is: What are the individual’s experiences and perceptions in respect of workforce turnover in Bangladesh RMG sector? following the central interest of the research inquiry the sub-questions of research were devised as below:
· [bookmark: _Hlk19558870]Why employees consider to voluntarily leave their jobs?
· How Socio-economic condision in Bangladesh infuse employee turnover intention?
· What changes could be made within the organization to improve employee retention?
[bookmark: _Toc19563167]A.1.5 Significance of the study
Since the ready-made garments sector is one of the most important sectors for Bangladesh’s economy, whenever the industry is faced with some kind of problem, proper research and development activities should be undertaken (Chan Yin-Fah et al., 2016). While the 19% turnover rate in Bangladesh in the ready-made garments sector is imposing a threat, it can be a bigger problem in the future if a proper solution is not found out in time which might cause a serious lack of human resource. Moreover, most of the research on the ready-made garments sector in Bangladesh are quantitative in nature there is a need for detailed insight into problems faced in the industry (Cohen, Blake and Goodman, 2016). 
Hence, the researcher, through the proposed research will consider the factors that impact the overall turnover intention among the employees which will be helpful for the organizations in the garments sector to utilize the findings from the research. This way the factors that are influencing the turnover intention can be controlled so that the employees in the organization does not become the burden of the organization and works to become the asset of it. Considering this, the study is significant in order to save the industry from the increased turnover rate that is becoming an alarming problem for the organizations and identify the ways that can reduce the problem by identifying proper solutions. 

[bookmark: _Toc19563168]A.2 LITERATURE REVIEW
[bookmark: _Hlk19032285]The Prevalent employee turnover intention in Bangladesh RMG sector specifically motivated the proposed research to conducts a phenomenological study to understand the detail insight of the research problem. Accordingly, the proposed research literature review takes a top-down approach to have a birdseye view of the research phenomenon. Initiation will be made by examining the socio-economic conditions in Bangladesh and their possible impact on workforce behavior. This is narrowed down to organizational domain to examine the human resource management practices of employee retention, and subsequently the individual employee domain wherein motivation and employee’s job satisfaction will be reviewed. 

[bookmark: _Toc18381964][bookmark: _Toc19563169]A.2.1.1 Socio-economic conditions and workforce turnover

The socio-economic conditions in a society that contribute to the turnover intent among the employees include but not limited to: quality of life, cost of living, health care facilities, education, housing, transportation, enterprise property, job and employment opportunities, employment system, labor market conditions, level of economic development in the society etc. (Huang and Huang, 2016). 
Failure to comply with the needs of the working class in a society leads to disparities in socioeconomic conditions, which otherwise leads to behavioral condition to quit and find alternative opportunities (American Psychological Association, 2016). For example, Cheong (2015) in their study demonstrated as to how uncertain economic conditions in a company have infused employee turnover intention to seek employment in another industry/sector (Cheong, 2015). Similar turnover intent is also found by Dey (2019) as a result of socio-economic conditions in the country. For example, theoretically, Blustein, (2018) is of the view that at the core of the psychological health and well-being of the communities and the individuals is employment.
On the social domain, Bangladesh is witnessing never-than-before scenario of employee turnover intention. On the economic front, the RMG industry that has been a key contributor to the nation’s economy (Habib et. al., 2018). 78% of the country’s total export income is generated from the RMG industry. Of the 161.35 million populations 4 million people work in the RMG industry. The RMG industry indirectly supports 40 million people in the country (Raaz, 2017). However, during the last five years, contribution of the Bangladeshi RMG sector to the nation’s economy is consistently decreasing (figure-1).
[bookmark: _Toc18381982]Figure 1: RMG Contribution to Bangladesh Economy
[image: ]
Source: Dey (2019)
[bookmark: _Hlk19282418]As can be seen in the above image, (Dey, 2018), the consistent decline of the RMG sectors is evident in terms of the industry’s contribution to the nation’s economy from 14.17% in 2013-14 to 11.17% in 2017-18. In reflection to this Ewen, Smith and Hulin, (2014) identified in their research that the employee turnover intent to seek alternative employment opportunity largely impacts the productivity of the industry.
[bookmark: _Toc19563170]A.2.1.2 Perceived alternative employment opportunity
Ashraf, (2017) identified in his research that when the employees have enough job opportunities in the market with better prospect, their turnover intentions increase due to the intrinsic willingness to look for self-development in one’s life. Blachford, (2014) further identified that the biggest reason for looking for alternative employment opportunities include lack of rewards, lack of proper work environment, job nature, availability of jobs and growth prospect. Chan Yin-Fah et al., (2016) however, considers the health-related issues the biggest reason in the garments industry since at least 1000 employees in Bangladesh face work hazard due to the lack of operation literacy of machines.
Cohen, Blake and Goodman, (2016) found out that when the rewards are low while the punishments are high like the lack of job security, the employees look for the better prospect that has better rewards than the ready-made garments sector. The study further identified that the working class of the garments industry comprise of 90% low-skill people and 65% of the workforce in the industry is women who, upon getting alternative job opportunity leaves the organization. Ewen, Smith and Hulin, (2014) further identified that the work environment in the ready-made garments industry is very hazardous because of vulnerable building plans, lack of fire safety, worker’s insurance, complicated machinery, and safety measures. Galletta et al., (2013) also indicated in a study that Bangladesh people, who worked with the Bangladesh RMG have currently migrated to middle stern and Western countries in search of external alternative employment opportunities. Which also increased the turnover rate in the ready-made garments industry which is currently 19% in Bangladesh. Hinton, (2013) identified in a study that the high turnover intention in the industry is causing a loss of $3 million in the country due to the increased training and development activities, recruitment and selection process. However, according to Hossain, (2019), managements have taken some initiatives after the Rana Plaza incident in 2013 which lead to a boycott of the garments sector of Bangladesh by the international parties which is the number one export commodity and source of foreign currency. According to the study, the management in the garments sector is more focused on the building plan, health & safety and security of the workers and have taken fire safety training and approaches seriously to avoid any kind of similar situations in the future. 

[bookmark: _Toc18381965][bookmark: _Toc19563171]A.2.2.1 Human Resource Practices for Retention

The most critical challenge for organizations is retaining competent employees (Gubman, 2012). An important aspect of turnover intent among the employees as informed by Armstrong (2010) is the organizational human resource management practices. Firms that are identified as high performing and productive, they not only keep the employees motivated to perform and remain committed to the organization but also attract competent workforce, which largely infuses ‘talent hunt’ and HR costs (CIPD, 2013). 
As, Ahmed and Ahmed (2018) notes in their managerial implications study that reducing turnover crisis in an organization can be aptly overcome when the employer and the human resource practitioners play an important role enhancing the employment and employability factors and align the employees to the organizational goals. Similarly, Jasmani et al., (2016) in an earlier study note that positive relationship between management and employees will contribute to employee retention. Examining employee’s turnover intent as an impact of the organizational behavior in Bangladesh, Shamsuzzoha and Shumon (2018) notes that in Bangladesh, employee’s engagement to the job and organizational management is an important factor in motivating them to remain in the organization for a long run. This however, depends on the organizations’ HR practices of positive management & employee relationship and talent management. As demonstrated by Armstrong (2010) talent management is a bundle of activities including rewards and recognition, career development and managerial support of which employee retention is an important domain. The aim of these activities as informed by Armstrong is how the human resource practices provide a direction to the firms to attain competitive advantage through augmented productivity. Which also infuses employees’ commitment toward the attraction and retention policies of the organization.

The ultimate outcome of talent management in an organization largely depends on its HR strategies of resourcing i.e. attracting and retaining employees. The key question, however, is what constitutes attraction and retention of employees in the Bangladesh RMG industry. In Reflection to this inquiry, Shamsuzzoha and Shumon, (2018) identified some of the most common prevent challenges in Bangladesh are: enhanced working times, lack of appropriate human resource policies and practices, hazardous working conditions like-work-like-wages, that have resulted in employees’ turnover intent and seek available other job opportunities. 

[bookmark: _Toc19563172]A.2.2.2 Reasons for Turnover

Shamim et al, (2014) in their study note that there are numerous reasons of turnover. In majority of the case the employee anticipates new job to be more attractive to the one being done currently, which infuses a pull-factor in the labor market infusing turnover intent. In challenging socio-economic conditions employees are also pushed to leave the jobs. On the organizational front, the workplace policies and workplace itself will push the employees to turnover. On the individual front career aspirations and even sometimes domestic reasons will infuse turnover intent. Chowdhury et. al., (2018) evaluates turnover in Bangladesh context, found that poor employee-employer/management relationships can be a prime cause for employees to leave the job. In addition to this, Job satisfaction is a major aspect that infuse voluntary turnover. Understanding what impacts the employees’ job satisfaction in the context of Bangladesh RMG industry in retaining employees is identified as an important domain requiring comprehensive investigation. 
[bookmark: _Toc19563173]A.2.3 motivation and Job satisfaction 

[bookmark: _Hlk19113441]In human resource management numerous motivational theories are developed among them Herzberg’s two-factor theory remains most relevant to predict the employees’ motivation and satisfaction. According to Hinton, (2013) employees are influenced by mainly two types of factors, intrinsic and extrinsic motivators, that impact the satisfaction level of employees which not only impact their performance but also has an impact on the turnover intention. Which is named as hygiene factors and motivating factors Herzberg et al. (1959). 
[image: ]

Figure 2. Graphical depiction of Herzberg’s two-factor model (Ashraf, 2017)

The research, Hinton, (2013), further indicates that the improvement of hygiene factors can decrease job dissatisfaction while increasing motivating factors can increase job satisfaction. Hossan, et al. (2012) further discusses that the increase of hygiene factors does not ensure job satisfaction, rather it reduces the dissatisfaction related to the job. Junare and Patel, (2016) on the other hand, believes that the increase of motivating factors are the extra miles that an organization can go for its employees because of which the employees become happy with the organization and works harder. Khan and Ullah, (2017) further identified that sense of achievement, performance recognition, personal growth, level of responsibility, nature of work and the work itself are the motivating factors that trigger internal or external motivation for the employees. Khatun, (2016) on the other hand, lists working conditions, co-worker relations, rules and regulations, nature of supervision and salary are the factors outside the personal growth of the employees that can reduce the employee dissatisfaction level with the job. Kim, (2018) describes that the hygiene factors are extrinsic in nature because it comes from the organization while the motivator factors are intrinsic in nature because it comes from the employees themselves for achievement. 

In the case of Bangladesh RMG industry, employees’ job satisfaction appraisal has not been done enough rigorously by the scholars and practitioners previously. However, some attempts are still noticeable.  Masud et al., (2016) evaluates employee work satisfaction of Bangladesh RMG industry focusing on relative important factors which determine the level of employee job satisfaction and their subsequent impact on turnover intention. The findings show that employees’ wages, work efficiency, robust supervision, relationship with co-workers are the key contributing factors of employee job satisfaction. The empirical evidence shows job satisfaction is co-related with intent to quit job which results in continuous declining of overall organizational productivity and profitability. Similarly, Jasmani et al., (2013) in an earlier study found that work place environment is more significant in enhancing overall job satisfaction than the demographic characteristics. This study also found that the employees’ job satisfaction is a salient antecedent of employee turnover intention. 
In a subsequent study Sajjad et. al., (2013) demonstrated that the employee satisfaction and commitment are independently contribute to turnover intent prediction, however the influence of employee satisfaction is found to be more reliable predictor in employee turnover. Thus, what motivates employees working in Bangladesh RMG sector is an emerging issue that requires comprehensive investigation (Dey, 2019). What are the motivational tools that are appropriate for Bangladesh RMG HR practices, will remain central reference of the inquiry in the proposed research. 

[bookmark: _Toc19563174]A.3 Research gap
Even though most of the research conducted on the RMG sector of Bangladesh reveals the numeric data regarding what are the reasons for the turnover intentions in the industry, they overlook the deep insight to be taken. For example, the previous researches do not provide an overview of why the employees moving to other jobs and leaving the RMG sector. Hence, a phenomenological study was important to reveal the reasons of the turnover intention in the industry and the factors working behind the turnover intention in order to retain the employees in the industry.
Hence, the researcher, through the proposed research will go through identifying the reasons for turnover intention as the turnover rate is high. Even though the previous researches suggest that the turnover rate is 19%, it does not indicate what are these 19% shifting to or what can be done in order to minimize this trend in the organization. Another fact is the external factor like socio-economic factor which is overlooked in the previous researches. Therefore, the researcher developed the research questions considering the gaps which remain in the field of what approaches can be taken in order to reduce the turnover intention, where the employees are seeking better opportunities and socio-economic constraints that lead to turnover.  
[bookmark: _Toc19563175]A.4 METHODOLOGY
[bookmark: _Hlk19282031]The research methodology is how the researchers adopt specific techniques to outline the research method to conduct the investigation. Identifying the appropriate research method is imperative to attain the research aim, Burns and Grove (1998). The aim of this study is to understand the employee turnover intent, in reflection to the consistent decline of the productivity in the RMG industry. Therefore, a qualitative research is intended to be undertaken with the employee turnover intention of Bangladesh RMG industry, the focus group of the study. Accordingly, design of the research method will be defined, and also valid justification of the research relevance will be provided in the study.  


[bookmark: _Toc19563176]A.4.1 philosophical Assumption 
The research philosophical assumptions depend on the researchers’ assumptions and the way research data will be collected, utilized and analyzed. The phenomenological assumption of the proposed research is the consistently declining contribution of the Bangladesh RMG sector to the nation’s economy could be possibly because of continuous rising employees’ turnover intention. In this case, the researcher has to gain in-depth knowledge about the research topic by interacting with the respondents actively. Thus, the researcher, for this research, will utilize qualitative data. Accordingly, to understand the depth insight and complexity of the socioeconomic and organizations dynamics with employee turnover intention, interpretivism assumption is more suitable than other assumptions such as positivism, realism and pragmatism. Since the researcher is biased by world views, it is clear that positivism is not suitable for this study as, positivism deals with quantitative data. In case of realism since knowledge from different sources is applied, it will consume huge amount of time to gather and analyze the data. Further, pragmatism is also not suitable for the addressed research problem, as pragmatism depends on “what works” in the research instead of going to the debate of truth and reality, Buckley and Waring, (2013). whereas the researcher will try to extract the reality in the ready-made garments sector due to which, it is also not utilized. 
[bookmark: _Hlk19294673]However, interpretivism is most suitable for a qualitative analysis because it accepts the fact that knowledge can be gained by interacting with social constructs like language, consciousness, meaning, and instruments (Cidell, 2015). Since the research is qualitative in nature and interpretivism philosophy is suitable to gather in-depth qualitative data. Therefore, the researcher is going to utilize interpretivism philosophical assumption in the proposed research so that qualitative data can be collected in the natural setting of the respondents regarding their turnover intention in Bangladesh RMG industry (Clough, 2016). 
[bookmark: _Toc19563177]A.4.2 Research approach
The researchers apply lens of research methods to examine the approach of a research topic in order to gain insight knowledge about the research topic. The researcher chooses the research approach based on the data requirement and type of the research. In the proposed research, inductive approach will be employed because the study will gather qualitative data or specific statements first, from which general conclusion regarding the outcome of the research will be discussed. In case of deductive approach, the available theories should be considered by the researcher, before developing hypotheses based on which observation is done and conclusion is made through the confirmation of the facts (Robertson, 2015). But, in case of inductive approach, the researcher has to observe the facts first from which a pattern has to be created. The patterns reveal hypothesis from which a theory or general statement is developed. In this study, inductive approach will be suitable as the researcher should observe and explore the behavior in order to generate hypothesis based on which conclusion will be made regarding turnover intention (O’Malley, 2013). This way, the researcher will be able to conduct a flexible research considering the observation first in the ready-made garments industry, and then going through the existing knowledge for observation.  

[bookmark: _Toc19563178]A.4.3 Research method

[bookmark: _Hlk19317227][bookmark: _Hlk19318185]The proposed research considers phenomenological method of investigation, which is a qualitative approach. The Qualitative method would be appropriate in the proposed research as it seeks to explore the detailed picture of the individual, organizational, and social environments that have influenced the employee’s turnover intent. This method is certain to facilitate the research in examining, presenting and evaluating the phenomenon of turnover in Bangladesh and the probable consequences on the RMG industry (Creswell, 2013). Another fact as identified by Agee, (2017) is that the qualitative method is anticipated to facilitate the research in obtaining rich data because the researcher actively collects the data instead of being totally independent of the research. Which happens in the case of quantitative research. Because of this reason, the research becomes very active in nature in terms of effort and motivation required to actively participate in the data generation and analysis process. 
On the other hand, quantitative research method will not be applicable in this research as the researcher does not need any numeric data that can revolve around the research topic. Besides, the mixed method will not be suitable as well, because integration of both methods will be time consuming for the researcher, (Smith and Firth, 2018). 
However, the criticism of qualitative research is that it involves personal judgment of the researcher in analyzing the collected data because of which the results can be different for different researchers (Temple and Young, 2016). However, since the data analysis of qualitative research is done in a step by step procedure, the probability of biasness or manipulation of the data is minimized. 
[bookmark: _Toc19563179]A.4.4 Research design
[bookmark: _GoBack]The study will explore perspectives from individuals that overviews the employee turnover through an interpretative phenomenological analysis. The analysis helps the researcher in identification of past experience of the respondents in the research through in-depth interviews which reveals the real reasons of research phenomenon (MacPhail et al., 2015). The Van Kaam method will be utilized in this proposed research instead of a correlation research since the correlation research seeks the relationships among variables while Van Kaam method explores the experiences of others. Through this method, the researcher will be able to identify the reasons why employees quit their jobs, at what context and what can be done about it. 
The proposed research will choose a population which have the answers to the research questions and through a convenient sampling method, the researcher will draw a sample. The probability sampling technique has been removed since a sample frame about the whole population will be the most difficult task to be gathered (Dobscha and Alasuutari, 2016). On the other hand, the utilization of purposeful selection design will help the researcher in identification of a population that has the information required, will participate in the interview and will be efficient in terms of time cost and travel. 
Since the researcher has to gain insight into the turnover intention of the employees in the ready-made garments sector, the research problems or probable causes of the turnover intention are not yet known. As a result, exploratory research is most suitable in this situation. Moreover, as Beatty, (2018) described, qualitative research method is most consistent with exploratory research. Since the researcher will be utilizing qualitative research method in this proposed study, therefore, conducting exploratory research will be most suitable.
Descriptive research is not suitable for this study since the researcher is going to gain detailed insight from the market. Moreover, descriptive research is most consistent with quantitative research due to which descriptive method was removed. Causal research was further removed since the researcher will not consider cause and effect relationship. 
[bookmark: _Toc19563180]A.4.5 Data collection strategy

The key typology of data includes primary and secondary data and it is up to the researcher which type of data will be used in the research study. Primary data refers to the data collected for the research being conducted while secondary data refers to the data already available from previous studies. Primary data can be collected through the survey, observation, interview, focus group, ethnography, action theory, experiment and case studies (Wilson and Creswell, 2017). 
Since the researcher will implement inductive approach, qualitative method, primary data and combine with interpretivism theory, application of interview and observation method as a data collection strategy is most viable option. Moreover, to collect the primary data, an open-ended semi-structured interview questionnaire will be developed through purposeful selection process. The purposeful selection will be involved selecting study participants who will deliver the specific criterion. To be selected for the study, participant must happen to be quit their job voluntarily in the past. Accordingly, the researcher will select only those participants purposefully who worked before in Bangladesh RMG industry and quit their job voluntarily. 

Application of semi-structured interview with case study has some advantages over others. Due to the application of interview, as per Burgess-Allen and Owen-Smith, (2017) data can be collected one by one from the respondents so that a deep understanding of the thought process of individual respondents can be understood. Moreover, the interview method is flexible in terms of questions being asked so that when the researchers think that a certain question can be asked, they can ask right away. Because of the implementation of semi-structured interview questionnaire, it is also helpful for the researcher to gain certain insight and then ask questions relative to the respondent’s expertise. 
The application of observation will ensure that the researcher is able to interpret the data during analysis and can review the responses over and over again (Abutalibov and Guliyev, 2012). As a result, the data collection will be done in two stages which are included in the box below.

	Data collection method
	Tools

	Interview
	Semi-structured interview, tape recorder, notepad.

	Observation
	Capturing information from the tape recorder and the notepad. 



Moreover, Calder, (2018) suggested that in order to conduct an interview with the employers and the employees of an organization, the researcher should always go from the lower level to the upper level. This is because in this way the researcher is able to get the perspective of the employees first and question the employers regarding the trends. This also justifies the semi-structured interview selected by the researcher for this proposed study since the researcher will be able to configure the research questions in accordance with the responses from the employees. Considering this, the data collection will be done in two steps:
· At first, the 20 employees, who voluntarily left their job in the past from Bangladesh RMG sector, the total sample of 30 respondents will be interviewed.
· Then, the 10 managers from the sample of 30 respondents will be interviewed to gain detailed insight from the responses of the employees. 
[bookmark: _Toc19563181]A.4.6 Sampling technique and size

[bookmark: _Hlk19529057][bookmark: _Hlk19529449]The research is involved interviewing 20 garments workers and 10 managers from Bangladesh RMG sector. The interviewee will be selected using the purposeful selection approach. The purposeful selection approach will be involved selecting study participants who will deliver the specific criteria. To meet the study criteria participants should happen to be worked in Bangladesh RMG industry and quit their job deliberately in the last five years. This approach will be suitable for this research because the participants have to meet the selection criteria of deliberately quit their previous work. Where application of random sampling will not be suitable in the proposed study as randomly selected every participant might not be left previous work voluntarily. Thus, purposeful selection approach will be employed to make sure that selected interviewee delivers the study criteria of leaving their job voluntarily in the past. 

As, the proposed study aims to understand the workforce turnover intent from different perspectives through an interpretative phenomenological analysis, the researcher will develop a semi-structured interview questionnaire to provide among the purposefully selected 20 garments workers who voluntarily left their job during the last five years. and 10 managers from 5 garments in the industry. The significance of purposefully selecting 20 garments workers to participate in the interview is to gather enough data for the research, Suri, (2011). In addition, the rational for selecting last fiver years is to ensure the research data is concurrent (Bryman, 2012).  Ergun and Celik, (2018) recommended sample size of 20-30 for qualitative research where the researcher has to focus more on generation of qualitative information rather than the size. Since an in-depth interview is more important to get detailed insight, the 30-sample size is best for the study through which the turnover intention from employee’s perspective along with the employers’ perspective. Through this, the researcher will be able to match the perspective from the two ends and be able to identify the gap in it. 
[bookmark: _Toc19563182]A.4.7 Data analysis techniques
	
In order to analyze the data, NVivo9 software will be used in this proposed research. The software is used to analyze analytical data which ensures a consistent coding method is applied throughout the research analytical process (Buckley and Waring, 2013). Due to this reason, the researcher will be able to code the data first, then collect the data in accordance with the code which will quicken the research data analysis process (Burgess-Allen and Owen-Smith, 2017). A letter and a number will be assigned to each unique participants of the research which will be used as codes. Since there are 20 participants, the number will range from 1 to 20 and the letter will be “P” which will stand for participants of the research. As (Cidell, 2015) indicated, the coding system allows the researcher to organize the research materials prior to data analysis. There will be different steps completed in order to analyze the final data collected from the respondents. The steps include:
· Collection of data in an open-ended semi-structured interview.
· Analysis of the texts and data images gained through the interview
· Development of an understanding of the research data and preparation of the data for analysis.
· Gaining deep insight from the data.
· Interpretation of the data. 
The research questions developed to conduct a phenomenological Study of the employee turnover intention in the Bangladesh RMG sector will involve:
· Why employees consider to voluntarily leave their jobs?
· How Socio-economic condition in Bangladesh infuse employee turnover intention?
· What changes could be made within the organization to improve employee retention?
To understand personal perception and experience, Van Kaam developed a method in 1994 known as Van Kaam’s method. Moustaka later modified Van Kaam’s method on analysis the personal perception and experience that critically influence the individual’s turnover intention. the researcher will utilize the Moustaka’s modified Van Kaam method in the proposed study in order to understand what factors influence the turnover intentions and how it can be reduced. The structured questions in the semi-structure interview will be included where the researcher will come with follow-up questions as the research progresses further.
[bookmark: _Toc19563183]A.4.8 Research reliability

It is important to create and implement the strategies of reliability and validity within any research for ensuring the research findings are trustworthy and valid. The researchers will use the qualitative reliability process to foster the accuracy of the results. Moreover, to maintain the reliability of the proposed research all the steps and procedures during the research will be documented in support of what is reported in the study, is accurate, trustworthy, reliable and valid, Gibbs, (2007). The process of reliability will be involved transcripts checking for accuracy, checking all the codes repeatedly if there are any duplicity occurred thus, internal reliability will be achieved. In the proposed research, the researcher will also deploy an external reliability process which involves consistency of a measure. When repeated use of the measure gives the same results that means reliability remain consistent, Simon, (2006). Finally, the researcher will ensure the research method & design are consistent and interview questionnaire is not misleading or biased throughout the research thus research reliability will be established. 
[bookmark: _Toc19563184]A.4.9 Research validity

The researchers use qualitative validity process to test the accuracy through particular procedures. The procedures involve using member checking, documents cross checking, repeatedly checking for presentation of negative information by appointing an independent auditor, Calder, (2018). Internal validity is about fostering an inference of how factors influence one another. Whereas external validity is a generalize view of the research findings related to participants. On the other hand, the concurrent and construct validity determines the relation and correlation between the variables of the research issue, Yusof, (2011). Thus, the concurrent and construct validity will be used in the proposed study to validate and inspect if, socioeconomic condition, motivation and job satisfaction cause employee turnover intent. Further, this process will also help to evaluate probable association of motivation and job satisfaction with turnover and retention. In this study, validity applies to Bangladesh garments workers as the industry is experiencing an imposing threat of employee turnover and retention. 


[bookmark: _Toc19563185]A.4.10 Ethical assumption  

It is most important for the researcher to ensure ethical requirements in research unless the research becomes inauthentic (Rust and Cooil, 2017). Since an open-ended semi structured interview technique will be applied in the proposed research, the researcher will first gain appointment from the respondents in order to ensure that they are available for the interview. In this process the researcher will be able to remove any individuals that are not willing to be included in the research. The researcher will further provide a fully consent form  to the respondents in order to describe what kind of research is going to be conducted, their roles and how much time it should take. This way the respondents can give written consent to the researcher about their participation in the research process. Since framework analysis method is utilized, the research will be free from biasness in data analysis (Clough, 2016). Yet the researcher will ensure that the proposed research is not manipulated in any way. Finally, the researcher will not provide the research data to any third party for personal benefit and the research data will be available for educational purpose only. 

[bookmark: _Toc19563186]A.5 CONCLUSION
Since the garments export is one of the biggest sources of revenue for Bangladesh which contributes 86% of total export, the success of the industry is vital. The motivating and hygiene factors in the industry has to be identified and carefully monitored in order to keep the employees happy. 
[image: ]
Figure-3: Exports from the garments sector.
Source: (Kim, 2018)
The current analyses from the secondary research show that the main reason for turnover intention from the garments industry is the lack of safety and security where second one being lack of motivation. Since the current research do not provide detailed insight in order to battle this problem and the socio-economic factors that lead to the turnover intention, the researcher, through the proposed research, will identify the answers to these questions. 
[image: ]
Figure-4: Turnover reasons in the garment industry.
Source: (Shimu and Islam, 2018)
The qualitative research technique is vital for the proposed research to study the turnover intention in the ready-made garments industry of Bangladesh. Through the proposed phenomenological Study, the researcher will be able to gain deep insight into the industry which will help the decision-makers utilize the findings for employee retention. 











[bookmark: _Toc18381976][bookmark: _Toc19563187]PART-B:  REFLECTIVE ESSAY
[bookmark: _Toc18381977][bookmark: _Toc19563188]B.1 Introduction 
Analysis of research is an important task given the fact that without proper analysis the research becomes invalid since the research does not meet its purpose of finding the issues or describing the characteristics. Two dominant methods are identified for any research; qualitative and quantitative (Yin, 2011). In the simplest manner, quantitative research involves numbers while qualitative research does not. However, the overall description of qualitative and quantitative research goes beyond the data collection and analysis because it involves consideration of factors like research problem, formulation of hypothesis, identification of trend or phenomena and so on (Carr-Hill, 2018). As a result, in a broader sense, qualitative research is the research method through which the exploration of a belief, opinion or phenomenon is interpreted based on the words or behavior of the respondents of the researcher. On the other hand, quantitative research is the evaluation of a trend, market characteristics, attitudes and behavior in a measurable form which is, in the form of numbers. 
[bookmark: _Toc18381978][bookmark: _Toc19563189]B.2 Should I look at easy or challenging methods

In my case, I have found the usage of quantitative research easier to use since it has a structure of development of hypothesis first and collect data depending on the hypothesis by developing questions. Moreover, the research analysis also is easier since it includes numeric data only which are analyzed using statistical tools and software which reduces the probability of biasness. Overall, since quantitative research provides me with a research structure in the scientific method to be followed, it is easier to understand where the research data can be, how to collect them, what specific questions to ask and how to analyze the data. Quantitative research is also easily controllable because of the set procedure of hypothesis building, data collection, data analysis, and confirmation (Castellan, 2018). 
In order to give a proper explanation of why I find the implementation of quantitative research easier, it is better to describe in a step by step manner. First of all, in the case of quantitative research, the researchers are not required to gather data based on their knowledge and experience, rather, the data generation is specified by the research questions and hypotheses. Because of this reason, the researcher can specify the variables used in the study so that the research questions can be developed based on the variables collected through the literature reviewed (Goodwin and Goodwin, 2015). However, in case of qualitative research, that is not the case, the researchers, in case of qualitative research, have to collect naturally occurring data through observation, interview, case study, and focus group discussions. These are very hard to control because the researcher cannot guarantee what questions can lead to what responses and the responses of one respondent can be drastically different than others. 
Another reason why I find the usage of quantitative data easier is that the data analysis process is depended on the statistical methods and free from any biasness. Because of this reason, the data collected can be analyzed with lesser hurdle and does not require any interpretation of the researcher which can be biased based on the perception, attitudes, behavior, norms and so on, of the researcher (McDaniel, 2016). Since statistical tools are utilized, the generation of analysis result is less time consuming and easier because the researcher has to just input the responses and the software does its work of analysis. On the contrary, in case of qualitative research, the researcher has to evaluate and interpret each of the responses of the respondents in order to present the findings which are very time consuming and different researchers might interpret the data in a different manner. 
Finally, the presentation of quantitative research result is easier because of the usage of numeric data. The data can be presented with graphs, charts and even the analysis of the software. When the researchers have good knowledge of the software or the graphs and charts, they can easily interpret the result so that other researchers and even general people can use the insights. 
However, certain problems also lie within the usage of quantitative research which I have faced conducting quantitative research. The major problem is the development of a questionnaire that can generate valid and reliable insight. Numbers can be manipulative and if the questions are not well-established, the numbers lose their purpose (Ortiz, 2016). However, in case of qualitative research, the researcher can gather data in natural settings by observing people or talking to people in a casual way so that detailed insight can be gathered and interpreted based on the researcher’s own perception. 

[bookmark: _Toc19563190]B.3 Preference of Use 
In order to conduct my doctoral research, I would prefer to use quantitative research. There are many reasons for preferring quantitative research over qualitative research one of which is the interpretation. The interpretation of the quantitative method is free from the biasness of the researcher because of which the actual data collected from the respondents are analyzed in the form of numeric evaluation. One of the problems is that quantitative research does not explore why certain responses are given. But those reasons can be interpreted differently by different researchers who collect the qualitative data based on the research problem (Ortiz, 2016). 
Another reason for the preference of quantitative research over qualitative research is that the researcher has more control over the quantitative method than qualitative method. This is because, in quantitative research, the data is collected through structured questions because of which the answers are also structured. This further develops the problems of biasness since the hypotheses developed to create the research questions is, still biased by the researcher’s own analysis. However, authenticity is maintained since the hypothesis comes from the previous literature in the related field which the researcher evaluates (Pollarolo and Gonzalez, 2014). 
Another reason is sample size because of which I prefer quantitative research. Typically, the sample size of quantitative research is smaller due to its nature of the requirement of data interpretation. Collecting in-depth knowledge regarding a situation is time-consuming and due to that reason, the sample size remains smaller in qualitative research and the research cannot be statistically significant. The statistical significance is related to the fact that how closely the response of the sample matches with the response of the whole population. Since the sample size is smaller in qualitative research, the significance level is low due to the probability of the responses not matching the actual population’s overall response (Prakash and Klotz, 2014). 
Since doctoral research is required to be as authentic as possible, quantitative research is the best way of conducting such research due to the removal of biasness, high significance and overall control of the research work. Because of these primary reasons, I prefer to use a quantitative method in my doctoral research. 
[bookmark: _Toc18381980][bookmark: _Toc19563191]B.4 Similarities and differences in qualitative and quantitative 

In my experience of conducting both qualitative and quantitative research over the years, I have encountered that, contradicting the general notion that both are totally different, there are few similarities between them. One of the most conspicuous similarity is that both start the data collection with the identification of one obvious thing: the sample size. Both of the research requires respondents from which data is collected. 
Another similarity between the qualitative and quantitative research that I found is that both of the research requires the evaluation of a phenomenon where the difference lies in numeric evaluation or subjective evaluation (Ramona, 2015). Because of this reason, both of the research is connected by the purpose of conducting research work, the evaluation of a phenomenon.  
However, considering their natural purposes of usage, I have encountered plenty of differences. The key differences between the qualitative and quantitative research are based on interpretation, objective and responses. 
First of all, qualitative research is interpreted by the researcher considering the researcher’s mood, knowledge, and overall study. Because of this reason, the research work has a higher possibility of being biased as different researchers can generate different results considering their differences in perception (Raymond, 2014). On the other hand, I encountered that quantitative research is unbiased since the interpretation is done by applying a statistical method which is free from the researcher’s perception.
Again, the research objective of qualitative research is to explore the ideas, gain insight or gather deep knowledge about naturally occurring phenomena. On the other hand, in the case of quantitative research, I have always evaluated the impact of an independent variable on the dependent variable. Because of this reason, qualitative research can be further used as the basis of another quantitative research since the insight gathered from qualitative research can be further quantified.
Finally, in a qualitative research method, the questions are typically unstructured or semi-structured, meaning that the responses or even the questions might not be pre-set and they naturally occur as the researcher proceeds with the research work. But in case of quantitative research, I have always used structured responses because the information has to be quantified and without setting the responses, they cannot be given a value to finally measure the data collected in a numeric form. Due to this reason, a qualitative research might or might not provide direction for further action or decision making, but a quantitative research provides the findings in a manner through which decisions can be made (Reswick, 2018).  


. 
End of Reflection and Research Propos
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