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Course: Doctor of Business Administration (DBA).
Module: Identity and Approaches to Applied Business Research (BMDB7001).
Assignment 1
1.1 My Past Educational Studies and Training Experiences

It is pertinent for me to narrate my past educational studies and training experiences in this piece to give a glimpse of how I have become so excited about employee retention which is a function of Human Resource Development.     

In 2005, when I lived with my family in a block of 14 flats in Abuja, we had 4 security guards who ran shifts to guard the house. My family was kind to them because, we believed that, even though they are not our relatives, they are human beings and deserved some love and respect. In 2006, when my family was due to move to a new house, the guards came to request my husband to employ them in our new house. My husband explained to them that we could only employ one person as our new house was only a bungalow. They held a meeting among themselves and decided that we go with Adele while the rest of them planned to resign their appointments as guards for the house. When I inquired the reasons behind their actions, they told me that only the people in my house, out of 14 flats treated them like human beings while the rest of the people looked down on them as commoners and poor. Till date, Adele remains our domestic employee and has refused to go look for greener pastures. In fact, he has started to view himself as part of my family and not ready to go in the nearest future. 

It was during my MBA course that I fully understood why Adele has stuck with us over the years. Among other things, I have come to understand in Human Resources Management that most employees like to stick with organisations whose environments are friendly. In addition, during my personal studies, I came across the Herzberg’s Two-factor theory which posits that an organisation can increase job satisfaction and decrease job dissatisfaction by improving the nature of job and the working environments (Amoako, Dartey-Baah and Sokro, 2019; Bett, 2019). Therefore, when I gathered that the hospitality industry in the UK was experiencing a high rate of employee turnover, I became so eager to investigate the factors responsible for the challenge by scrutinising its internal environment, specifically, organisational culture.

1.2 Credibility and Validity of Sources Consulted
Before I arrived at definite questions/objectives for the proposed research, I had to consult a list of reputable sources. In my search for credible sources, I have realised that blogs, referred journals, books, thesis and databases are available to provide me with the data/information I need for the proposed research. The blogs, though not very credible, provide me with the update news of what happens in the UK’s hospitality industry, as no formal research has been carried out to address this serious issue. However, I assumed they are credible because they report the exact words of important stakeholders in the industry. In addition, I have been able to obtain refereed journals published by some reputable organisations such as SAGE Publications, Routledge and Emerald Publishing Limited.  Moreover, some textbooks are also valuable to this research. They are those that are widely used and cited in some refereed journals. Furthermore, some theses, especially those conducted in the areas of human resources management, employee retention have given the researcher some insights especially on methodology. A lot of reputable thesis are found on UWTSD library. Finally, some reputable databases are very useful to this research. They include UWTSD Library, SAGE, and the others which will be discovered during the research. 

However, the list of the consulted sources is presented below with details in the bibliography:  Tsai (2017), Wang (2018), Josiane (2018), Torrington (2020), Philip and Arrowsmith (2020), Jinpeng and Khan (2020), Tran and Smith (2020), Singh and Bhattacharjee (2020), Slimane (2017), Seahya and Blum (2020),	Choi, (2020) Cronley and Kim  (2017), de la Torre-Ruiz, Vidal-Salazar and Cordón-Pozo (2019), Jang and Kandampully 2018, Narayanan, Rajithakumar, and Menon (2019), Martin (2020), Kim (2017), Wu, Rafiq and Chin (2017), Meesangkaew  (2019), Kundu and Lata (2 017, Frederiksen (2017), Fletcher, Alfes,  and Robinson (2018) Baškarada and Koronios (2018), Baškarada and Koronios (2018) Marinakou and Giousmpasoglou, (2019) and Naz, et al (2020). 

The criteria for choosing the journal articles in this list are as recommended by Heale and Twycross (2015) who have observed that a standard journal should demonstrate validity in of data and reliability of methodology. What this means is that, for reliability, a methodology of a research should produce the same results when it is applied in a similar scenario. This demands that the methods of data collection and analysis are accurate, the right respondents are chosen, and the right time. Validity on the other, has to do with quality of the data for a research.  The instrument and processes used to collect data should be able to generate accurate data for substantial conclusions. 
Based on these criteria, the researcher has therefore, searched journals articles which can pass validity and reliability tests to guide the selection of articles consulted for her future studies. She ensures that the researchers chose the right methods of data collection, research question, research instruments, respondents, and methods of data analysis. The researcher, likewise, ensured that the right variables are chosen and well described, and the research problems are clearly stated. Moreover, she ensured that the reporting of the findings was void of bias, meaning, the researchers reported only what their research instruments measured and did not contaminate the findings with prejudices and positionalities. Finally, the researcher ensured that all sources consulted are centred around the subject areas of her future research which include organisational culture, human resources management and employee turnover and retention.
1.3 The Currency and Applicability of Concept and Themes Interrogated 
Before arriving at the proposed topic, I searched the literature to evaluate related concepts and themes. In the literature, I understood that the high rate of staff turnover faced by organisations globally had to do with Human Resource Management, an umbrella that covers employee recruitment, training and development, motivation, and maintenance (Torrington, 2020; Papa, et al., 2018; Ordoñez de Pablos and Tennyson, 2016; Southammavong, 2019, Oruh, et al., 2020). In addition, I realised that the aspect of HRM that handles employee retention is ‘maintenance’ which is usually achieved by creating an enabling culture (Tsai, 2017; Wang, 2018; Southammavong, 2019; Albrecht and Marty, 2020; Amoako, Dartey-Baah and Sokro, (2019). 
Furthermore, the themes and concepts of human resources management and employee turnover/retention and organisational culture are not new in literature because they have been well explored. However, the proposed research is unique as it will maximise available data on these themes and concepts to solve an organisational problem which has impacted negatively on great economies including that of the UK.

2.0 A Theory and its Applicability
2.1 Two-factor theory 
This theory was proposed by Herzberg in 1969 to motivate employees in workplace. He theorised that there exist some motivators which can be put in places for employees to experience job satisfaction. These motivators include giving them a sense of achievement and recognition when they excel, making their tasks challenging but interesting for the, involving them in decision making, giving them the required autonomy and sense of responsibility to complete tasks, giving them promotions when due, and encouraging them to grow on the job by learning new skills (Tran and Smith, 2020; Kang, 2018). On the other hands, Herzberg also theorised that that organisations could provide some hygiene factors which may not enhance job satisfaction but can trigger job dissatisfaction if they are lacking. These factors include provision of fair and clear organisational policies, appropriate supervision, healthy relationships devoid of discrimination, fear, conducive work condition, job security and employee status (Kang 2018; Tran and Smith, 2020; Slimane, 2017). 
  
Herzberg (2005) also observed that a company can be in one of the following four states at a time and this determines the job satisfaction and dissatisfaction of its employees:
a) High Hygiene and High Motivation: This state seems to be the ideal and recommended state for organisations because it is characterised by insignificant complaints while employees are highly encouraged.
b) High Hygiene and low Motivation: The workers have insignificant grievances but are not encouraged, they only work for the monetary benefits.
c) Low Hygiene and High Motivation: The workers are highly motivated; however, they have many complaints because the work condition and pay are poor.
d) Low Hygiene and Low Motivation: This is the worst state because the workplace is characterised by too many complaints and the employees are not motivated.

Some modified and newer versions of this theory have been spotted in literature to describe an ideal organizational culture. One of such was by Amabile and Pratt (2016) who theorized that an ideal organizational culture should be characterized by clear organizational goals, sufficient resources, autonomy, participative decision making, collaboration, recognition, and generous rewards.  However, the research hopes to stick with Hrezberg’s theory, because though it seems old, it is very potent and prevalent in current literature.

2.2 The Strengths and Weaknesses of Two-factor theory
This theory has been criticized heavily over the years. Positively, it does not only give employees autonomy in their responsibilities but also gives them the opportunity to participate in organisational decision making and challenging tasks which boost their growth and development (Alshmemri, Shahwan-Akl and Maude, 2017) The most common negative criticisms of this theory according to Andersson (2017) and Morrison and Owler  (2018)  are overgeneralisation beyond its limits;    focusing only on employee satisfaction and neglecting employee productivity; and not taking individual differences into consideration.

Based on the forgoing description and criticism of this theory, it focuses more on staff satisfaction than employee productivity and this makes it a perfect match for the proposed research because, if the staff are satisfied with the workplace, then, employee retention is guaranteed.  

2.3 Application of Two-factor Theory in Several Environments
In the literature, the two-factor theory has been successfully applied to different organisations in different countries. Singh and Bhattacharjee (2019) conducted a research to test the applicability of the theory on the job satisfaction of 478 academics in central universities of Northeast India based on the distances of their hometowns from their workplaces. The results revealed that those who lived in the Northeast showed better job satisfaction towards the motivator and hygiene factors than those who live farther away. Furthermore, Slimane (2017) conducted a research to find out why there existed a steady surge in the number of pharmacists in Saudi Arabia. He used the Herzberg’s theory and Job Characteristics theory to measure the motivation and job satisfaction in four hospitals. The findings revealed that attractive salaries, recognition, and promotion were the major motivators for the pharmacists. Moreover, Zhang, Jinpeng and Khan (2020) used the two-factor theory as a theoretical framework to investigate how social media, which is seen as a hygiene factor, influences employees’ motivation to share knowledge in different enterprises in China. The results revealed that when the motivators and hygiene factors were satisfied, the employees were motivated to share knowledge. Also, lack of social media weakened the employees’ motivation to share.

From the forgoing, it has been established that Herzberg’s two-factor theory can be applied in different organisations and nations, as it has been successfully applied among academicians in India, pharmacists in hospitals in Saudi Arabia and in different enterprises in China. 

2.4 Concept Map Theme Development
A concept map of how my theme evolved is attached in Appendix 1. The theme is ‘Employee Retention’ which is considered as one of the embedded functions of Human Resources Management in addition to employee recruitment, employee performance appraisal, employee training and development and employee reward management (Torrington, 2020). Therefore, the map begins on Human Resources Management and extends to its functions among which is employee retention. It then extends from employee retention to organisational culture to depict that employee retention is only feasible in organisations which are characterised by appropriate and enough motivation and hygiene factors. It extends from organisational culture to two-factor theory which comprises motivators and hygiene factors. As demonstrated above, the theory postulates that motivator factors, which include recognition, challenging work, and so on can lead to job satisfaction. On the other hand, the absence of hygiene factors which include job security, competitive salaries and so on can lead to job dissatisfaction. Therefore, an organisation which desires employee retention should provide the motivating factors and eliminate the factors which can lead to job dissatisfaction.
 
2.5 Possible Objections, Availability of Data, Research risk and Personal Capacity
At the moment, there are no possible objections to this research, although it has not been approved by the university ethic board(s). Moreover, as mentioned above, there is availability of secondary data in the literature to guide the research. All the variables in this research are not new and have been thoroughly investigated. The variables are organisational culture, employee retention and employee turnover. Furthermore, the researcher will do everything humanly possible to assuage any risks to the barest minimum. The only research risk identified are respondents’ anonymity, consents, and respect which the researcher has been thoroughly taught on how to go about them in this course. Also, the researcher seems to have enough capacity to carry out this research because, in addition to the knowledge gained on this course, she has also carried out some research during her undergraduate, MSC and MBA. 

2.6 Sources of Support 
Some sources of support have been identified in this research from the planning to analysis stages. First, in the planning stage, the research needs support with how to obtain some 4star journals to boost the credibility of the research. At the moment, the researcher is able to access only peer-reviewed articles which are not enough for a DBA. Second, in the data analysis stage, the researcher would require assistance with some statistical analysis to analyse the quantitative data. 
Nevertheless, no funding assistance is required as the data collection process, which is survey will not require much money. The researcher only buys a day-rider bus ticket to go round 20 locations of Travelodge to distribute survey sheets to public relations officers (PROs) who would distribute then to their managers and employees. The researcher would also spend some stipends on stamps and envelops which she gives the respondents to post the completed survey sheets.
The possibility of bias is very limited in this research as it is value-free, meaning, the researcher is not involved in any way in the data collection process other than delivering the survey questions to the PROs of the hotel branches.

3.1 My Area of Specialism 
The area of specialisation of my future research is ‘employee retention’ which, as mentioned above, is achieved through appropriate human resources management. The proposed topic for this research is ‘The Impacts of Organisational Culture on Employee Retention in Travelodge.’ The aim of this study is to evaluate the culture of Travelodge and identify the factors responsible for employee turnover. The objectives are a) To investigate the employee motivation strategies used in Travelodge. B) To investigate the factors responsible for employee turnover in Travelodge C) To recommend feasible measures used to assuage employee turnover in Travelodge (hospitality industry). The discussions that follow will be on the methodology for the study.

3.2 Research Methods 
There are basically three types of research methodological approaches, namely qualitative, quantitative, and mixed method (Buchholtz, 2019). I hereby analyse the methodology of the proposed research topic using quantitative and qualitative approaches to enable me to choose the most feasible approach for the research.
Ontology: The quantitative approach favours the objective ontological view which believes that truth exists, and it is independent of what goes on in the minds of people; the qualitative approach favours the subjective ontology and believes that the there exist multiple realities and are socially constructive (Baškarada and Koronios, 2018; Carminati, 2018; Morgan, 2018). 
Epistemology: Quantitative approach also favours the positivists view which believes that truth can only be discovered objectively using scientific and measurable methods such as observation, experiments; qualitative research normally favours the interpretivist view which holds that truth is discovered subjectively through people’s opinions and experiences as they interact with their societies (Carminati, 2018; Baškarada and Koronios, 2018; Morgan, 2018).
Anxiology:  In qualitative research, the value of the researcher does not encroach on the research process and the findings are usually unbiased because objective methods are employed; in qualitative research, the value of researcher is not detached from the research process (Zeng, Deschênes and Durif, 2020).
Theory Formation: In quantitative research, the researcher would have formulated hypotheses based on searched and identified theory which is used as a theoretical framework to guide in answering the research questions before arriving at a conclusion; in most cases, the qualitative approach adopts the inductive reasoning when a researcher formulates a theory based on findings (Morgan, 2018).  
Data Collection Method: The most used method of data collection in quantitative research are questionnaires, interviews and surveys; in qualitative research, interviews, participants observation, ethnography and so on are used (Creswell, 2018).
Data Analysis Method: The data for this approach are normally large and analysed statistically; qualitative data are always not large, non-numerical and analysed thematic (Buchholtz, 2019; Creswell, 2018).
Advantages and Disadvantages of Each Approach As They Relate to This Research
a) This research tends to favour the quantitative approach more than the qualitative in terms of ontology. This is because, the researcher believes that there exist some hidden factors causing employee turnover in the culture of Travelodge, and the factors are independent of anyone’s judgement. This assertion is objective, not subjective. 
b) This researcher believes that the factors responsible for staff turnover should be identified objectively using a method that does not involve the positionality or opinions of any of the stakeholders. This is necessary to avoid bias. This favours the positivist’s view than the interpretivist’s. 
c) The researcher does not want her thoughts and opinions to influence the findings of this research, and this favours the positivist’s value-free anxiology used with quantitative research.
d) The researcher has already researched and found a suitable theory for this research. She then goes ahead to test the theory on the culture of Travelodge before arriving at conclusions; this is deductive reasoning which aligns perfectly with quantitative approach (Zeng, Deschênes and Durif, 2020).
e) The researcher has planned to collect data using surveys and analyse them using inferential statistic. These also align with quantitative approach which is characterised by numerical data.  

3.3  Reliability and Validity of Different Data Collection Approaches to the Research: The two methods of data collection considered for this research are structured interview and survey. Interview can be stressful on the parts of the researcher and respondents, requires a lot of time to schedule and conduct and favours a small population; survey, on the other hand, is easy to distribute to a large population within a short period of time, with little efforts and the results can be generalised to a different environment (). This research, therefore, chooses survey over interview as it intends to employ many respondents easily and quickly, obtain unbiased data and generalised findings to the entire hospitality industry. 
3.4  Proposed Research Proposal  
[bookmark: _Hlk66771866]Introduction and Background: The hospitality industry in the United Kingdom has experienced a high rate of employee turnover over the years despite ample research on business strategy and human resources management. Research has demonstrated that employee turnover causes production crisis and can impact negatively on a nation’s economy (Odetha, 2018). This study opines that the employee turnover in the UK hospitality has existed and persisted as a result of poor organizational culture which has not been sufficiently explored. The aim of this dissertation, therefore, is to investigate the impact of organizational culture on employee retention in Travelodge.
Problem Statement: it has been observed that about three out of ten employees leave their jobs within one year of employment in the UK hospitality industry. Apart from production crisis, research also suggests that staff turnover causes loss of talents and a lot of money to replace and train new employees (Torrington, 2020; Odetha, 2018). This study investigates the factors characterizing the organizational culture which hinders staff retention. 
Significance of the Study: The findings of this dissertation will not only position the hospitality industry to retain staff and serve better, but will also assuage the funds, energy and time spent on employee replacement. The hospitality industry will also be positioned better to contribute immensely to the UK economy like the other industry and this will in turn boost the UK economy.
Research Design: Quantitative approach.
Proposed population and sample size: The population for this dissertation will comprise 800 respondents chosen across 20 Travelodge branches in Cambridgeshire. Cambrishire is chosen because, the researcher lives in Cambridge and does not want to travel too far as that may incur more expenses. Furthermore, it is assumed that all Travelodge branches have the same operational system, hence, there will be no to travel to another shire or state within the UK. 
Proposed Data Collection Instrument: The data collection instrument for this dissertation is survey. This is because, surveys enable the researcher to collect large data easily and quickly and make accurate generalizations. 
Proposed Data Analysis Approach: Because the research deals with quantitative data, the method of data analysis chosen for this study is inferential statistical analysis. 
Research Questions/Hypotheses (if applicable): The following questions will guide the study: What employee motivating factors characterize the culture of Travelodge? What factors cause employee turnover in Travelodge? What measures can assuage employee turnover in Travelodge?
Theoretical Framework: The theoretical framework chosen for this research is Herzberg’s two-factor theory which is well explained in part two above. 
Definitions of Terminology: The concepts/variables to be defined are organizational culture, employee retention and employee turnover.
Scope: Although this study is targeted at the entire UK hospitality industry, only hotels are sampled. This is because, time, funds and logistics will not permit the researcher to go round all the organizations in hospitality industry. In the end, the findings of the study are generalized. 
Assumptions: It is assumed in this study that there is a high employee turnover in the UK hospitality because, the organizational culture of the companies are not conducive enough for employee retention. However, the results of this study will prove the assumption right or wrong.
Limitations, and Delimitations: As hinted in part two, the researcher needs help with how to obtain four-star rated journal to standardize the research and coaching with statistical analysis.  
Summary: A concept map of the proposed research has been attached in Appendix 2 for a quick and better understanding.
3.5 Key Resources 
The resources that have proven to be useful to this dissertation are journal articles from referred journals, textbooks, past dissertations, blogs. Details in part 2.
3.6 Ethical Consideration
The researcher will need to ensure that no harm befalls any stakeholder of this research psychologically, financially, socially and legally. To achieve this, an appropriate research ethic approval will be sought and obtained from the University of Wales Trinity Saint David.     In addition, I would adopt the suggestions of Flinders (1992) in his ethical framework on how to avoid ethical risks in data collection. Therefore, the researcher will ensure the following: Acquiring proper and informed consent of the respondents; preservation of respondents’ anonymity, avoidance of mental stress or any other form of stress, giving the respondents detailed information about the research, including the benefits of the research in the survey, and making participation to be voluntary. The researcher will also avoid plagiarism and academic fraud during analysis and compilation of findings.
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