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1.Introduction
Valleys to Coast is a not-for-profit social housing landlord with customers generally consisting of low income  families and individuals renting in the county of Bridgend. It currently employs 265 colleagues in various roles. The aim of this report is to investigate the possible causes of, impact and likely future changes of a current high turnover of colleagues at Valleys to Coast

The CIPD defines employee turnover as ‘the proportion of employees who leave an organisation over a set period, expressed as a percentage of total workforce numbers.’  and highlights that ‘Employee turnover can have a negative impact on an organisation’s performance.’ (CIPD,2021) 

Over the past 18 months a total of 84 positions have been recruited for - the majority of which have been replacements of colleagues who have left the business
(V2C,2022). At a glance this figure shows that approximately 31% of the total workforce has changed. This Higher than average expected rate (XpertHR, 2018) of turnover will have had an effect on both the organisation’s recruitment and training costs directly but also through other less visible consequences such as less historical knowledge available within the business, delays in productivity and deadlines and overall staff morale. 



The research conducted as part of this report will support understanding of the company's current issues with turnover and provide some insight into why colleagues may be leaving or are more likely to remain in the business over the next couple of years. It aims to confirm ‘What is the current state of colleague turnover of colleagues at Valleys to Coast and what is the likelihood of this changing in the next 12 months?’  

The recommendations occurring from and findings detailed in this report will aim to support the business both in terms of ongoing day to day productivity, but also reduce costs both directly (in terms of cost to recruit) and indirectly such as time of the ‘shop floor’ to train new colleagues and processes and procedures not occurring or being less efficient due to vacant positions.












2.Literature Review
Firstly it was important to confirm the details of the high turnover of colleagues within the organisation. Therefore initially sourced and reviewed were internal documentation showing the current turnover of colleagues over the past 18 months. (see appendix 1)

These figures show that for the period of April 21 to March 22 a Rolling Annualised Colleague Turnover rate of 18.8%.although seemingly high this figure can be explained in part due to the changes in ways of working and employee wants and needs as highlighted in ‘The Great Resignation’ (Sheather, & Slattery, D, 2021). However continuing into the 22-23 financial year similar trends of turnover continue with a seemingly Higher-than-expected figure each month to date. 

It is worthy of note that the organisation is also going through several strategic changes as well as its ways of working with the majority of the senior leadership team being in post less than 24 months bringing new strategic direction (V2C, 2021). This new strategic direction and changes within departments may also go some way to explain these high turnover rates. 
The CIPD states that by ‘understanding the reasons behind staff turnover, employers can devise initiatives that reduce turnover and increase employee retention.’ (CIPD, 2020) - Therefore I also felt it was important In order to gain a more specific understanding of why colleagues were leaving the business  to seek and review historical held data within the organisation related to staff retention such as exit interview transcripts and statistics on previous leaver reasons.

In reviewing the exit interview data a high number of Respondents described the organisation as having ‘poor leadership’ and an unexpectedly ‘high workload’ given as a factor informing their decision to leave (V2C, 2022) Unfortunately  this data did not give a full picture as only around 40% of individuals who left the business within the last 12 months completed the exit questionnaire with a member of HR. 

In reviewing data of previous leaver reasons over the past 18 months the majority of organisational leavers (56%) were due to voluntary resignation (V2C, 2022).  Constraints in gathering this data included the variety and sparseness of it from prior to the past 18 months as HR processes and procedures seemingly have not occurred or been mishandled in previous times, with a whole new team now in place.


Although Valleys to Coast does not currently calculate its recruitment costs or cost per hire Outside of upfront costs for agency fees etc Based on figures released by the CIPD We are aware that on average it costs and estimated £3000 to recruit for any position including in-house resourcing time, advertising costs, agency or search fees. (CIPD, 2021).  As of August 2022 the current average time to recruit Average time to recruit (see Appendix 1) is also 9 weeks which may put considerable pressure on those within the teams where the vacant position is needed.


In order to inform my understanding and context of the potential issues around colleague retention at Valleys to Coast I also reviewed previously conducted research and findings from a number of suitable sources. 

The major causes of employee turnover can fall into 4 main categories of:
Pull Factors - the attraction of alternative employment 
Push Factors - problems with an existing employer 
Unavoidable Turnover - factors outside the control of the organisation such as  retirement and ill-health 
Involuntary Turnover - Initiated by the organisation such as  redundancies, end of fixed term contracts.
(Taylor ,2019)

In essence this forms 2 areas of controllable and uncontrollable turnover from the point of view of an organisation. For the purposes of my research I will primarily be focusing on the pull and push (controllable) factors causing employee turnover to assess and understand the high number of individuals leaving voluntarily as described above. 

Several studies have shown evidence that not all turnover had a negative effect on organisations with ‘some degree of turnover has been shown to have positive consequences for organisations, as well as for individuals’ (Abelson and Baysinger 1984).  Abelson and Baysinger further suggest that organisation aim to ‘attempt to achieve is an optimal rate of aggregate organisational turnover’ while ‘balancing the organisational costs of turnover against the organisational costs of reducing it any further toward zero.’

As shown in the below diagram the ‘optimal turnover rate’ can be described as the point where the cost of turnover (TC) does not exceed the cost of  retention (RC)
[image: ]

This relationship with positive and negative turnover has been further supported by a number of more recent studies (Meier and Hicklin 2008; Siebert and Zubanov 2009).


Work engagement is another factor that can influence employee turnover. This can be described as ‘an employees’ ‘vigour’ towards their work, dedication to their work, and absorption in their work.’  (BROWN,2021). Studies have shown that workplace engagement can have a strong correlation to employee turnover such as a study of 23,910 businesses that found organisations with engagement scores in the bottom quartile experienced an average of 31% - 51% more employee turnover than those in the top quartile (Gallup,2013)

Regarding rebuilding employee engagement where this has faltered ‘if their experience of coming to work day to day is good you can retain people long enough to rebuild their trust’ (Sharp,2019) as such again it is suggested that taking steps to improve day to day engagement of employees will correlate to improved retention rates.




Therefore due to the lack of up-to-date information available internally within the organisation and the need for current data of our existing staff it will be necessary to conduct primary research. In order to ensure that the methodology of any primary research is conducted in best practice and the most efficient way I also reviewed a number of sources related to this. 

As outlined in Research methods for business students - Eighth Edition (Saunders,2019) “The design of a questionnaire will affect the response rate and the reliability and validity of the data you collect”. Therefore with this guidance in mind the survey was designed with:
• careful design of the individual questions
• clear and attractive  layout of the questionnaire
• clear explanation of the purpose of the questionnaire
• a pilot test by sending the survey to couple of members of the people team

Secondly, as described by Levin and Rosse (2001) employees may be unlikely to discuss ‘difficulty working with the boss with a member of  the human resource department -  although they do say so consistently in anonymous surveys’. Therefore in order to get true and as accurate as possible responses from colleagues related to potentially leaving the organisation the survey is to be made anonymous And to be confirmed as such to colleagues prior to their participation.  


Finally Dillman et al.'s (2009) tailored design method was used to compile the following time frames for sending surveys which will be followed for this research. 

Week one  - Invitation to survey to all colleagues
3 days after invitation - survey email sent to all colleagues
1 weeks after survey email - reminder email sent 
2 weeks after survey email - reminder email sent 
3 weeks after survey email - survey closed and thank you email sent

3.Methodology

Although understanding that a certain amount of turnover can be positive for an organisation it was felt that due to the high number of individuals leaving the organisation voluntarily further research into the potential reasons for this is required. 
As such the decision was made to conduct primary research with a survey of colleagues remaining in the business regarding the current likelihood to leave the organisation and factors which may affect this decision in the near future. 
The primary research tool I used for this project was that of a custom Google form made specifically for the purpose of surveying Valleys to Coast colleagues in relation to the above. Responses  to the survey will automatically be made anonymous. The main benefit being colleagues will be able to access it via their mobile phones - providing a time and cost effective solution.

Using a Google form (and subsequent reminder emails) 270 colleagues within the organisation were contacted and asked for responses in relation to a short survey on staff retention. Colleagues were informed the use of this data and assurance given responses will be kept confidential and secure. 


The survey asks the following bespoke questions:
· What area of the business do you work in?
· How satisfied are you with your role at Valleys to Coast?
· What could improve your satisfaction at work?
· What are the positive aspects about working at Valleys to Coast? 
· What are the negative aspects about working at Valleys to Coast? 
· How supported do you feel by your line manager?
· How motivated do you feel to do your role on a day to day basis?
· Which of the following is the most likely reason you would leave your role at Valleys to Coast?
· Do you have any suggestions on how we could improve colleague satisfaction?
· Any other comments
 (See Appendix 2 - Image of Colleague Turnover Survey google form) 

The request for completion was sent to all 266 valleys to coast colleagues. The expected response rate based on previous organisation wide surveys is around 25% or 66 colleagues completing. Due to the time of year (summer) several colleagues will be taking holidays etc so the survey may see a lower response rate than at other times of the year. Reminders regarding the survey for those who have not responded will be sent 2 weeks and 1 week prior to the survey closing. A thank you email will be sent post closing.
4.Findings
The survey was closed on 22nd August 2022 with a total of 76 colleagues responding (see Appendix 3 - Results of Colleague Turnover Survey). 

Through conducting my primary research and analysis of all the information gathered - the following key findings highlight what I believe are factors and influences having the most impact across the organisation and as such the most urgency in needing to be resolved. Addressing these issues should in turn support the increase of staff engagement and as such the reduction of turnover due to controllable factors. 


The results show that 47% of respondents would consider themselves unsatisfied or partly unsatisfied with their roles - This is a higher-than-expected figure that shows a large level of overall satisfaction among the organisation’s employees - qualitative  responses below will aim to shed further light on the reasoning behind this general dissatisfaction. 

68% feel supported by their line managers. 81% feel motivated or very motivated to do their roles on a day to day basis

These responses suggest in contrast to the figures on overall satisfaction that the issues do not necessarily lie with the skills of direct line managers and working within their own departments. The general dissatisfaction appears to be potentially influenced by a factor company wide which will hopefully be further identified in the surveys and qualitative data. 


Respondents were asked the following question with a set list of responses. All participants were asked to select as many of the available responses as they wished.

What could improve your satisfaction at work?

60% wished to see improvements to the technology at work
28% wished to see a change to the leadership approach
26% wish for more of a challenge and more responsibility
Only 18% of respondents were completely satisfied with their role with no improvements suggested

These responses highlight a need for improved technology in the workplace however at this time it is unclear specifically what issues lack of poor technology is causing. Almost ⅓ of the organisation wishes to see a change to the leadership approach which again combined with the information above suggests issues with leaders that more senior levels rather than direct line managers. 



Respondents were asked the following question with a set list of responses. All participants were asked to select only the most likely reason they would leave the organisation. 

Which of the following is the most likely reason you would leave your role at Valleys to Coast?

34% would leave to being overpressured/workload
29% would leave due to a poor work life balance
17% would likely leave due to Pay/Remuneration

These responses highlighted the most likely reasons to leaving the organisation being due to workloads or a poor work life balance. These issues may have increased over the past couple of years due to the impact of the pandemic and the changes to ways of working bluring the line between work and home life. 


The Key themes of the response to the qualitative questions Indicate that while colleagues are generally satisfied with factors such as pay and working within their own teams there are again signs pointing to poorer leadership within the organisation with the key theme of a lack of general communication or being listened to. 

The lack of hiring replacements for vacant positions may or may not be a controllable factor depending on the departments of the respondents - for example it may be that we are struggling to recruit in certain areas. It may be the case that simply better communication again is needed within certain areas where jobs are difficult to recruit four or replacements are not being made like-for-like due to other circumstances or business decisions. 
5.Conclusion
With regards to my primary research tool I feel that one limitation of my chosen method was that way individuals had expressed concerns that may require further investigation or support this was not possible due to the anonymit. A number of colleagues expressed that they were unsupported by the managers and we are unable to identify managers who may need further training or guidance. 

If this exercising survey was to be conducted again I would also ensure that all respondents must answer all questions as mandatory. Due to this not being the case with the qualitative questions asked in my survey a majority of colleagues did not provide further details on why they are dissatisfied within their roles which could have further supported my suggested interventions and recommendations.

With further time and resources - focus groups in person may have also given more insight into why colleagues are dissatisfied within their roles and identify individuals and teams which may need further support. The results of my primary research survey also do not include the opinions of those who did not choose to respond, therefore this information may not be indicative of the whole organisation. 
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8. Appendix 1 - Valleys to Coast turnover data October 2020 to August 2022

	
	March 22
	April 22
	May 22
	June 22
	July 22
	August 22
	
	
	
	
	
	

	Monthly Colleague Turnover %
	2.91%
	0.38%
	2.51%
	1.08%
	0.36%
	1.77%
	
	
	
	
	
	

	Rolling Annualised Colleague Turnover %
	18.80%
	18.33%
	19.23%
	17.58%
	17.43%
	18.76%
	
	
	
	
	
	

	Average number of weeks taking to recruit
	8
	11
	11.5
	9
	7
	9
	
	
	
	
	
	

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	April 21
	May 21
	June 21
	July 21
	August 21
	September 21
	October 21
	November 21
	December 21
	January 22
	February 22
	March 22

	Monthly Colleague Turnover %
	0.81%
	1.60%
	2.78%
	0.40%
	0.39%
	1.14%
	2.66%
	1.48%
	2.98%
	0.75%
	0.74%
	2.91%

	Rolling Annualised Colleague Turnover %
	13.55%
	14.32%
	16.32%
	16.64%
	15.71%
	16.38%
	18.23%
	18.42%
	18.60%
	17.60%
	17.50%
	18.80%

	Average number of weeks taking to recruit
	15
	3
	9
	10.5
	9.5
	11.5
	12.5
	11
	10
	13
	8.5
	8

	
	
	
	
	
	
	
	
	
	
	
	
	

	
	October 20
	November 20
	December 20
	January 21
	February 21
	March 21
	
	
	
	
	
	

	Monthly Colleague Turnover %
	0.88%
	1.30%
	3.09%
	1.67%
	0.83%
	1.65%
	
	
	
	
	
	

	Rolling Annualised Colleague Turnover %
	14.98%
	12.61%
	14.60%
	15.72%
	15.15%
	13.85%
	
	
	
	
	
	



9. Appendix 2 - Image of Colleague Turnover Survey google form

[image: ]
Available via: https://docs.google.com/forms/d/e/1FAIpQLScsjtttPcUPcOg1kMKMd-Co4dOd0YNuR_mYI2F3X6YY7qN_ww/viewform 

10. Appendix 3 - Results of Colleague Turnover Survey


	Respondent
	What area of the business do you do you work in?
	
How satisfied are you with your role at Valleys to Coast?
	What could improve your satisfaction at work? (Select all that apply)
	What the positive aspects about working at Valleys to Coast?
	What the negative aspects about working at Valleys to Coast?
	How supported do you feel by your line manager?
	How motivated do you feel to do your role on a day to day basis?
	Which of the following is the most likely reason you would leave your role at Valleys to Coast?
	Do you have any suggestions on how we could improve colleague satisfaction or morale?
	Any other comments?

	1
	DLO (Trades)
	1
	More of a challenge, More responsibility,More flexibility, A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	
	2
	1
	Not feeling valued
	many colleagues feel more valued
	None

	2
	DLO (Trades)
	2
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture, More staff
	
	Staff not L istened to
	1
	1
	Pay/Remuneration
	bring more colleagues into the office
	Please ensure consistancy with benefits across all roles

	3
	Support services (HR, Finance,Govenance)
	1
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture, More staff
	
	Customer service
	1
	1
	Not feeling valued
	better training
	no

	4
	DLO (Trades)
	1
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture, More staff
	pay
	Customers and colleagues not put first
	2
	2
	Pay/Remuneration
	seeing managers out and about
	Better communication from seniors

	5
	DLO (Trades)
	1
	More of a challenge, More responsibility,More flexibility, A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	
	1
	2
	Overpressured/workload
	make managers more profitable
	

	6
	DLO (Trades)
	1
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture, More staff
	
	Leadership
	2
	2
	Not feeling valued
	None
	None

	7
	DLO (Trades)
	1
	More of a challenge, More responsibility,More flexibility, A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	Pensions
	Poor leadership
	2
	2
	Not feeling part of a team
	reviews for all roles
	

	8
	DLO (Admin and Scheduling)
	1
	A change the leadership approach
	
	
	3
	2
	Overpressured/workload
	
	

	9
	DLO (Admin and Scheduling)
	1
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	Poor leadership at all levels
	2
	2
	Work life balance
	fair opportunities for roles
	

	10
	DLO (Admin and Scheduling)
	1
	Changes to the company culture
	
	
	2
	2
	Poor leadership
	
	

	11
	Support services (HR, Finance,Govenance)
	1
	More of a challenge, More responsibility,More flexibility, A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	Poor communication from managers
	2
	2
	Work life balance
	
	

	12
	Support services (HR, Finance, Govenance)
	3
	More of a challenge, More responsibility, A change the leadership approach, Changes to the company culture
	Work mates
	Lack of information
	3
	3
	Overpressured/workload
	Staff outings
	

	13
	Senior leadership
	2
	Changes to the technology or systems we use
	
	
	4
	3
	Work life balance
	
	

	14
	DLO (Trades)
	2
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	
	4
	3
	Work life balance
	Ensure thecolleagues on long-term sick are covered with tempoorary workers
	no

	15
	DLO (Trades)
	3
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture, pension fairness
	
	Office staff often unavailable
	1
	3
	Overpressured/workload
	
	

	16
	DLO (Trades)
	2
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	
	2
	3
	Pay/Remuneration
	
	

	17
	DLO (Trades)
	3
	A change the leadership approach, Changes to the technology or systems we use
	
	Poor outdated systems and training
	4
	3
	Pay/Remuneration
	
	

	18
	DLO (Trades)
	3
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture, Better communication
	
	
	4
	3
	Pay/Remuneration
	None
	None

	19
	DLO (Trades)
	3
	Changes to the technology or systems we use
	
	
	4
	3
	Lack of personal development opportunities
	
	

	20
	DLO (Trades)
	2
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture, More staff
	Good pay
	Leadership
	4
	3
	Pay/Remuneration
	
	

	21
	DLO (Trades)
	3
	Changes to the technology or systems we use
	
	
	1
	3
	Overpressured/workload
	
	

	22
	DLO (Trades)
	3
	More of a challenge, More responsibility, Changes to the technology or systems we use
	
	
	3
	3
	Overpressured/workload
	more training
	

	23
	DLO (Trades)
	3
	Changes to the technology or systems we use
	Pay
	
	1
	3
	Overpressured/workload
	
	

	24
	DLO (Admin and Scheduling)
	3
	Changes to the technology or systems we use
	
	
	4
	3
	Overpressured/workload
	
	

	25
	DLO (Admin and Scheduling)
	3
	More of a challenge, More responsibility,More flexibility, A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	Lack of benefits among office and trade staff
	4
	3
	Not feeling valued
	Christmas Party!
	

	26
	DLO (Admin and Scheduling)
	3
	More of a challenge, More responsibility, Changes to the technology or systems we use
	
	
	4
	3
	Work life balance
	
	

	27
	DLO (Admin and Scheduling)
	3
	Changes to the technology or systems we use
	
	No parking
	4
	3
	Not feeling valued
	
	

	28
	DLO (Admin and Scheduling)
	2
	More of a challenge, More responsibility,More flexibility, A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	
	4
	3
	Pay/Remuneration
	
	

	29
	DLO (Admin and Scheduling)
	1
	Changes to the technology or systems we use
	
	Some collleagues are not visible/ do not come into the office at all
	4
	3
	Pay/Remuneration
	
	

	30
	DLO (Admin and Scheduling)
	3
	A change the leadership approach, Changes to the technology or systems we use
	Values lead organisation
	
	4
	3
	Work life balance
	
	

	31
	DLO (Admin and Scheduling)
	3
	Changes to the technology or systems we use
	
	Poor systems
	2
	3
	Overpressured/workload
	
	

	32
	DLO (Admin and Scheduling)
	3
	A change the leadership approach
	
	
	2
	3
	Overpressured/workload
	
	N/A

	33
	Support services (HR, Finance,Govenance)
	2
	A change the leadership approach, Changes to the technology or systems we use
	
	
	4
	3
	Work life balance
	training for staff
	

	34
	Support services (HR, Finance,Govenance)
	3
	None / I am completly satisfied in my role
	
	
	4
	3
	Work life balance
	
	

	35
	Support services (HR, Finance,Govenance)
	3
	A change the leadership approach, Changes to the technology or systems we use
	Our values
	
	4
	3
	Lack of personal development opportunities
	
	

	36
	Support services (HR, Finance,Govenance)
	3
	Changes to the company culture
	
	
	4
	3
	Work life balance
	
	

	37
	Support services (HR, Finance,Govenance)
	3
	More of a challenge, More responsibility,More flexibility, A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	teamwork
	
	4
	3
	Lack of personal development opportunities
	better opportunities for ddevelopmennt
	None

	38
	Support services (HR, Finance,Govenance)
	3
	Changes to the company culture
	
	
	4
	3
	Work life balance
	more secondments and opportunities for groowth
	

	39
	Support services (HR, Finance,Govenance)
	3
	Changes to the technology or systems we use
	
	
	4
	3
	Work life balance
	
	

	40
	Support services (HR, Finance,Govenance)
	3
	None / I am completly satisfied in my role
	
	
	4
	3
	Overpressured/workload
	
	

	41
	Support services (HR, Finance,Govenance)
	3
	A change the leadership approach, Changes to the technology or systems we use
	
	
	4
	3
	Work life balance
	
	

	42
	Support services (HR, Finance,Govenance)
	3
	A change the leadership approach, Changes to the technology or systems we use
	
	
	4
	3
	Overpressured/workload
	
	

	43
	Support services (HR, Finance,Govenance)
	2
	More of a challenge, More responsibility,More flexibility, A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	
	4
	3
	Overpressured/workload
	
	

	44
	Support services (HR, Finance,Govenance)
	3
	A change the leadership approach, Changes to the technology or systems we use
	
	
	4
	3
	Overpressured/workload
	
	

	45
	Support services (HR, Finance,Govenance)
	3
	None / I am completly satisfied in my role
	supporting the local community
	
	3
	3
	Work life balance
	hire more staff
	

	46
	Support services (HR, Finance,Govenance)
	3
	More of a challenge, More responsibility, Changes to the technology or systems we use
	
	Lack of teamwork with other departments
	2
	3
	Pay/Remuneration
	
	None

	47
	Support services (HR, Finance,Govenance)
	3
	More of a challenge, More responsibility, Changes to the technology or systems we use
	
	
	4
	3
	Overpressured/workload
	
	

	48
	Support services (HR, Finance,Govenance)
	3
	Changes to the technology or systems we use
	
	
	4
	3
	Work life balance
	
	

	49
	Other: CHEX
	3
	Changes to the technology or systems we use
	my team
	
	4
	3
	Overpressured/workload
	None
	

	50
	Other: CHEX
	2
	More of a challenge, More responsibility, Changes to the technology or systems we use
	
	
	3
	3
	Work life balance
	
	

	51
	Senior leadership
	3
	Changes to the technology or systems we use
	
	
	4
	4
	Work life balance
	
	

	52
	Senior leadership
	4
	None / I am completly satisfied in my role
	
	
	4
	4
	Overpressured/workload
	
	

	53
	Senior leadership
	4
	None / I am completly satisfied in my role
	Values
	
	4
	4
	Pay/Remuneration
	
	

	54
	DLO (Trades)
	2
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture, listen to collleagues more
	
	
	2
	2
	Overpressured/workload
	
	

	55
	DLO (Admin and Scheduling)
	3
	More of a challenge, More responsibility, Changes to the technology or systems we use
	
	
	3
	4
	Overpressured/workload
	
	

	56
	DLO (Admin and Scheduling)
	3
	More of a challenge, More responsibility, Changes to the technology or systems we use
	Being a values led organisation
	
	4
	4
	Overpressured/workload
	
	

	57
	DLO (Admin and Scheduling)
	1
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture, less emails
	
	
	2
	2
	Overpressured/workload
	
	

	58
	DLO (Admin and Scheduling)
	3
	A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture,
	
	
	4
	4
	Work life balance
	
	

	59
	DLO (Admin and Scheduling)
	4
	None / I am completly satisfied in my role
	
	N/A
	4
	4
	Work life balance
	
	

	60
	DLO (Admin and Scheduling)
	3
	None / I am completly satisfied in my role
	Our Values
	N/A
	4
	4
	Lack of personal development opportunities
	
	

	61
	DLO (Admin and Scheduling)
	3
	None / I am completly satisfied in my role
	
	
	1
	4
	Work life balance
	
	

	62
	DLO (Admin and Scheduling)
	3
	None / I am completly satisfied in my role
	
	
	2
	4
	Work life balance
	
	

	63
	DLO (Admin and Scheduling)
	3
	Changes to the technology or systems we use
	
	None
	4
	4
	Overpressured/workload
	
	

	64
	DLO (Admin and Scheduling)
	3
	Changes to the technology or systems we use
	collaboration
	
	4
	4
	Overpressured/workload
	
	

	65
	Support services (HR, Finance,Govenance)
	3
	Changes to the technology or systems we use
	
	
	4
	4
	Overpressured/workload
	
	

	66
	Support services (HR, Finance,Govenance)
	3
	Changes to the technology or systems we use
	being able to do a great job with limited budgets
	
	4
	4
	Pay/Remuneration
	
	

	67
	Support services (HR, Finance,Govenance)
	3
	Changes to the technology or systems we use
	
	
	4
	4
	Not feeling valued
	
	

	68
	Support services (HR, Finance,Govenance)
	4
	None / I am completly satisfied in my role
	Everyone is really helpful!
	
	3
	4
	Lack of personal development opportunities
	hire replacements for colleagues
	

	69
	Support services (HR, Finance,Govenance)
	4
	None / I am completly satisfied in my role
	A great leadership team with a great family like atmosphere
	Too many staff leaving and not being replaced
	2
	4
	Lack of personal development opportunities
	
	None

	70
	Support services (HR, Finance,Govenance)
	3
	More of a challenge, More responsibility,More flexibility, A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	
	4
	4
	Work life balance
	
	

	71
	Support services (HR, Finance,Govenance)
	4
	None / I am completly satisfied in my role
	Being a values led organisation
	
	4
	4
	Pay/Remuneration
	
	

	72
	Support services (HR, Finance,Govenance)
	2
	More of a challenge, More responsibility,More flexibility, A change the leadership approach, Changes to the technology or systems we use, Changes to the company culture
	
	
	4
	4
	Pay/Remuneration
	
	

	73
	Support services (HR, Finance,Govenance)
	2
	More of a challenge, More responsibility, Changes to the technology or systems we use
	seeing colleagues pull togeether as a team
	
	1
	2
	Overpressured/workload
	
	

	74
	Support services (HR, Finance,Govenance)
	3
	More of a challenge, More responsibility, Changes to the technology or systems we use
	great collaboration
	
	4
	4
	Work life balance
	
	

	75
	Support services (HR, Finance,Govenance)
	4
	None / I am completly satisfied in my role
	Supporting our cuctsomers
	
	2
	4
	Overpressured/workload
	
	

	76
	Support services (HR, Finance,Govenance)
	4
	None / I am completly satisfied in my role
	We are a greast company with a great future ahead
	
	4
	4
	Lack of personal development opportunities
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4.Colleague Turnover Survey

&Y craigwadleylearning@gmail.com (not shared) Switch account

*Required

What area of the business do you do you work in? *

(O Support services (HR, Finance, Govenance)
Housing

DLO (Trades)

DLO (Admin and Scheduling)

Senior leadership

O O0OO0OO0O0

Other:

How satisfied are you with your role at Valleys to Coast?

1 2 3 4

Not Satisfied o o o o Very Satisfied

What could improve your satisfaction at work? (Select all that apply)
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