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[bookmark: _Toc17845984]Abstract
Employee turnover in an organization is one of the leading subjects of concern in an organization. One of the most affected industries in the United Kingdom in regards to high rates of employee turnover is the banking industry. The purpose of this study is to study the organizational factors contributing to the rate of employee turnover in the banking industry. The methodology used in this study is that of a case study and a questionnaire. From the study results, one of the leading organizational factors causing high employee turnover in the banking industry is managerial leadership styles. As such, organizations can reduce the rate of employee turnover by providing workers with a good working environment.
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[bookmark: _Toc17845986]Introduction
One of the major factors affecting organizations is employee turnover. According to Bilau et al. (2015), employee turnover can be costly to organizations and can result in personal tensions in other employees. This can result in increased employee turnover and thus affect the effectiveness of a company for the remaining employees are required to do additional work. Korsakienė et al. (2015) argue that an organization can identify the nature of the problem, the employee turnover rate, and the cause of these turnovers. Zhang (2016) argues that turnover of the key workers in an organization can have a disproportionate impact on a company.
In most cases, the employees that an organization wishes to retain are the one with a high likelihood of leaving (Agbozo et al. 2017). High employee turnover, in most cases, is costly to organizations since it is costly to replace the employees that have left the company. The high costs can be in the form of time taken in the selection process, recruitment advertising, and expenses incurred in training and inducting new employees.
[bookmark: _Toc17845987]Statement of the problem 
According to Munir and Rahman (2016), key employees’ turnover in an organization can have a disproportionate effect on an organization, and the employees that an organization wishes to retain are the one with likelihoods of leaving. One of the most affected industry in regards to high employee turnover in the United Kingdom is the banking industry. According to Oran (2017), banks in the UK are in danger of losing top talents despite the implementation of changes such as faster promotions with intentions of retaining employees. Banks in the UK are incurring up to 816 million pounds in costs per year associated with replacing workers who leave voluntarily.
[bookmark: _Toc17845988]Objectives of the study 
To determine the factors that influence employees turnover in the UK banking sector by focusing on Barclays bank. This will be achieved through the following objectives. 
a. To determine the impact of organizational factors on turnover in the banking industry in the UK.
[bookmark: _Toc17845989]Research questions?
a. How does organization factors influence employee turnover in the banking industry in the UK?
[bookmark: _Toc17845990]Literature Review
Although the banking industry is among the fastest-growing sectors in the world, it is facing challenges in attracting and retaining talented and skilled employees. Employee turnover, according to Saleem, Ahmed, and Saleem (2016), can be described as the cessation of membership in a company by an individual employee who gets monetary compensated by the company. The employee turnover rates in an organization can be measured and compared across companies and industries over time. High rates of employee turnover in an organization can have a significant impact on the performance of the organization, in addition to being expensive for the organization (Munir and Rahman, 2016).
George and Zakkariya (2015) claim that high employee turnovers can be endemic in the banking industry, although not inevitable. In most cases, an employee leaves an organization in the first few weeks after being incorporated into the organization (Jenter and Kanaan, 2015). This can be as a result of poor recruitment and induction of employees to the organization. It is important to note that employees can leave an organization even after spending a long time in the organization. Employee turnover in an organization can be caused by individual factors, organizational factors, and job-related factors. For this study, the focus is on how organizational factors affect the rate of employee turnover in the banking industry.
Organizational factors, according to Al Mamun and Hasan (2017), are the leading causes of high employee turnover in an organization. The instability of an organization, for instance, can result in employees moving in search of a predictable work environment. In companies with high inefficiency levels, the rate of employee turnover is high. Thus, in companies that are not stable, workers are more likely to quit in search of stable companies. This can be based on the fact that stable organizations can allow them to predict their career progression and advancement. According to Aguenza and Som (2018), the clarity of communication in an organization can determine the rate of employee turnover. Companies with strong communication systems are likely to have lower employee turnover rates compared to companies with weak communication systems. This, according to Cho and Song (2017), is because employees are likely to stick longer with companies that involve them in the decision-making process. Employee turnover rate can also be as a result of motivation, which can be based on pay and pay-related variables. For instance, companies that provide organizations with pay variables are likely to retain their employees for long compared to companies without the variables (Cho and Song (2017). The motivation of employees in an organization can reduce the high employee turnover rate in the organization.
[bookmark: _Toc17845991]Research methodology 
The primary research methods used for this study were observation and questionnaire. Observation was through a case study. According to Hardwick (2016), a case study emphasizes a full contextual analysis of few conditions or events and their relations, where this emphasis provides valuable insight to the problem. The survey research method was done by sending surveys to the respondents. In this case, the respondents were people from the Barclays Bank in the UK. The decision to use the semi-structured questionnaire in the research was based on Bell, Bryman, and Harley (2018) argument that data collected from a questionnaire can be statistically analysed to conclude on a problem.
[bookmark: _Toc17845992]Population of the study
The study focused on employees at Barclays Bank in London. The interest in this study was employees working in the human resource department since they are mandated to oversee the workers’ welfare.
[bookmark: _Toc17845993]Sampling design 
The research used stratified sampling since it was easy to access bank employees. The study picked respondents through random sampling method. The random sampling method was considered appropriate since it would ensure a survey of representative sampling. It was also considered due to budget and time constraints.
[bookmark: _Toc17845994]Data collection 
The study collected both secondary and primary data. The study used a semi-structured questionnaire as its main instrument for data collection. The questionnaire had two sections. The first question focused on obtaining general information on the demographics of the respondents. The second section focused on understanding factors influencing employee turnover in the banking industry. Secondary data was gathered using observation of case studies of employees who had left the bank over the last five years.
[bookmark: _Toc17845995]Data analysis 
The study used descriptive statistics to organize, code, and analyse the collected data. Descriptive and factor analysis made it possible to get a meaningful description of the data and score reductions with the use of standard and means deviation.
[bookmark: _Toc17845996]Validity and reliability of data 
The questionnaires used in the study were designed to collect information and data that address the study problem and to achieve the objectives of the research. The researcher used a pilot testing to ensure that the study achieved validity. The study also used randomization to ascertain the consistency of the responses given to achieve data reliability.
[bookmark: _Toc17845997]Limitations of the study 
One of the major factors that limited the study is time constraint, which made it hard to get more respondents for the study. Another limitation was the inability to convince the respondents to respond to the interview questions. The fact that the study used different types of respondents resulted in the study results being collected on different days, which made it hard to analyse the data on time.
[bookmark: _Toc17845998]Ethical considerations 
According to Bell, Bryman, and Harley (2018), ethical issues must be considered during a research study. In this study, the respondents were given an informed consent, which involved fully informing them about the research, its purpose, and how the findings would be used. The respondents were allowed to participate in the study voluntarily. They were assured of confidentiality, which meant that any information shared with the researcher would not be accessed by a third party. They were also given the right to withdraw from the research process. 
[bookmark: _Toc17845999]Research Findings and Discussion 
The questionnaire and case study were used to collect both quantitative and qualitative data from the sampled population. The total respondents of the study were 50. 54% of the respondents were female, compared to their male counterparts at 46% as shown in the figure below.

The respondents were distributed across various working categories. 32% of the respondents were in middle levels, 22% in management, and 45% in lower employee levels as shown in the figure below. 

Employees in the banking industry, as shown in the figure below, are composed of different ages. The largest percentage of the employees lie between 20 and 40 years, which accounts for 58% of the respondents. People between the age of 41 and 50 make up 24%, while those over 50 years make for 10% of the population. Only 8% of the population are below 20 years.
	Age 
	Number of respondents 
	Percentage 

	Below 20
	4
	8%

	21-30
	14
	28%

	31-40 
	15
	30%

	41-50 
	12
	24%

	Above 50 years
	5
	10%

	Total 
	50
	100%



[bookmark: _Toc17846000]Finding and discussions on the study objectives
[bookmark: _Toc17846001]Organizational factors
From the study results, organizational factors largely contribute to the turnover rate in an organization. The respondent’s data shows that organizational factors contribute to the employee turnover rate in the banking industry as shown below.
	Organizational factor 
	SA (5)
	A (4)
	NS (3)
	D (2)
	SD (1)

	Managerial leadership style
	8
	25
	5
	10
	2

	Organizational culture 
	15
	10
	15
	5
	5

	Career growth structure 
	15
	30
	3
	1
	1

	Motivation 
	25
	10
	8
	5
	2

	Peer Pressure 
	5
	15
	12
	8
	10

	Recruitment policies 
	6
	14
	20
	6
	4

	Toxic work environment 
	5
	10
	10
	20
	5



Interpretation key
SA (Strongly Agree), A (Agree), NS (Not Sure), D (Disagree), SD (Strongly Disagree)
A big number of the respondents agreed that the managerial leadership style was a leading cause of high employee turnover. The respondents also strongly agreed that organizational culture influenced the turnover rate. The highest organizational factor causing high rate of employee turnover in the banking industry, as shown in the figure below, is career growth structure. This is followed by motivation levels, recruitment policies, peer pressure, and toxic work environment.

[bookmark: _Toc17846002]Summary and Conclusion
[bookmark: _Toc17846003]Summary 
Most of the workers in the banking industry lied between the age of 20 and 40 years, making up to 56% of the respondents. The difference between the number of female and male employees in the banking industry is less than 5%, based on the study. Generally, the respondents agreed that organizational factors contributed to the employee turnover rate in the banking industry in Barclays bank. Specifically, more than 60% of the respondents agreed that one of the leading factors of employee turnover was the management’s style of leadership. In addition, about 90% of the respondents agreed that career growth was another contributing factor to the high rate of employee turnover. The respondents also agreed that organizational culture contributed to turnover in the banking industry.
[bookmark: _Toc17846004]Conclusion 
From this study, it is evident that the banking industry is dominated by people between the age of 20 and 40 years, with the number of female employees being higher. The study shows that the rate of employee turnover in the banking sector is influenced by organizational factors such as managerial leadership style, organizational culture, career growth structure, motivation, peer pressure, recruitment policies, and toxic environment. Thus, a conclusion can be made that for companies in the banking industry to reduce the rate of employee turnover, they should work on providing the employees with a good working environment. Organizations should also motivate the employees by providing them with clear career growth structures. 
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Organizational Factors

Strongly agree	Managerial Leadership Style	organizational culture	career growth structure 	motivation	peer pressure 	recruitment policies 	toxic work environment 	8	15	15	25	5	6	5	Agree 	Managerial Leadership Style	organizational culture	career growth structure 	motivation	peer pressure 	recruitment policies 	toxic work environment 	25	10	30	10	15	14	10	Not sure	Managerial Leadership Style	organizational culture	career growth structure 	motivation	peer pressure 	recruitment policies 	toxic work environment 	5	15	3	8	12	20	10	Disagree	Managerial Leadership Style	organizational culture	career growth structure 	motivation	peer pressure 	recruitment policies 	toxic work environment 	10	5	1	5	8	6	20	strongly Disagree	Managerial Leadership Style	organizational culture	career growth structure 	motivation	peer pressure 	recruitment policies 	toxic work environment 	2	5	1	2	10	4	5	



Gender Distribution

Sales	
Men	women	46	54	


category distribution	
Management	midle level	Lower	22	32	46	

