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[bookmark: _Toc513698618]Abstract
The thesis is undertaken as part of the Business Management Undergraduate program and is designed to critically analyse retention challenges when an organisation is going through corporate reputational damage using the case study of TATA Steel Port Talbot.
With the uncertainty and instability of the UK economic environment, organisational investment is down, and downsizing of workforce is becoming an increasing issue. These factors have caused TATA Steel corporate reputational damage with miscommunication and decrease in employee trust causing retention problems for the company. Cutting 3500 jobs within the industrial plant of Port Talbot has seen large media backlash for the firm resulting in further implications to employee retention, productivity and morale.
P147367 University of Wales Trinity Saint David

The researcher through an extensive literature review has gained an understanding of the subjects of retention and corporate reputation forming correlating themes within the subjects. Based on this knowledge and understanding the researcher used a qualitative method of research for data collection, that aids the research in the field, in the form of semi-structured interviews. The data collected, with the aid of the qualitative research package Nvivo, was analysed to form correlations between reputation and retention substantiated with current academic theory; Maslow Hierarchy of Needs (2013), Dirks and Ferrin (2001) findings that Trust and Communication are employee motivators effecting the perception of corporate reputation and workforce retention. Distilling the evidence, a theoretical model has been produced to aid management and organisations to understand the factors and relationships there in that effect retention and reputation.
2
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[bookmark: _Toc513698619]Chapter 1 - Introduction
0. [bookmark: _Toc513698620]Aims and Objectives
The aim of the thesis is to critically analyse retention challenges in the aftermath of corporate reputational damage using TATA Steel Port Talbot as a case study.
The primary objectives of the thesis are:
I. To evaluate and assess current academic literature in the field of retention and corporate reputational effects on employees. 
II. To collect and analyse qualitative data from respondents that have been or are employed by TATA Steel and have a relation to the thesis subject of employee retention and corporate reputational damage.
III. To evaluate the results of the qualitative data against the current literature and assess if the findings correlate.
IV. To acquire an understanding between the correlation within retention and corporate reputation which can be used to form recommendations for retention strategies.
[bookmark: _Toc513698621]Background
The purpose of this dissertation is to analyse the effects of challenges in employee retention in the aftermath of corporate reputational damage. The case study that shall be investigated is TATA Steel and the Port Talbot industrial plant.
This thesis will be considering the relationship between retention problems and corporate reputational damage. The investigation will consider the case study of individuals effected by the links to retention and corporate reputational damage including current and former staff, HR representatives and agency workers within TATA Steel Port Talbot. This will give the research more validity to make recommendations for best practices in the subject field allowing aid to organisations that have similar retention and reputation challenges. The research will expand on previous studies into the subject area, (Bupa, 2018; Stigler, 1962; Grund and Harbring, 2009), in preparation of further corporate reputation and retention issues brought by the current unstable economic environment of the UK with BREXIT. Schomberg and Smout (2017) describes that the UK industrial production is shrinking due to unstable BREXIT negotiations this is causing turbulent and erratic economical times that businesses are reacting to with decreased investment and consolidating existing operations denoting the importance of this study. O'Connell & Kung (2007) describe the importance of employee retention strategies through analysis of the cost to the organisation, stating that the cost is not only of training and recruiting a new member of staff but also psychological factors to the current workforce having detrimental effects on productivity of the organisation, attesting to the importance of the subject of the thesis for organisations that have or predict similar challenges.
[bookmark: _Toc513698622]TATA Steel
TATA Steel Group is an Indian global steel company which operates in five continents. The company has just under 80,000 employees globally. Marketline (2017) describes the company as being in the top ten for producing steel globally. The company is split into four sections under TATA Steel; Tata Steel India, Tata Steel Europe, NatSteel, and Tata Steel Public Company which is based in Thailand. Marketline (2017) explains that the capacity of the company to produce steel is 10.65 million tons of steel which has given the company a turnover of 12.6 billion British pounds in the year 2016. 
Port Talbot Steel Works was bought by TATA Steel in 2007 for 6.2 billion pounds (Harrison, 2007). This buy out was the largest foreign buyout merging the company Corus with TATA to become at the time the fifth largest steel firm globally. 
With the slow down to global economic growth and the decline for the demand for steel due to the adoption of protectionism policies, high import tariffs for foreign goods, and China’s dumping of steel has made the industry unstable, (Bowler, 2016), many companies have sort to downsize operations, such as TATA (Ruddick & Stewart, 2016). This downsizing of the Port Talbot plant would destroy the economy built around the plant leading to an era of high unemployment for the region (Tovey, 2016). 
The reputational damage has been caused by the misalignment of TATA’s company values; of Integrity, Excellence, Unity, Responsibility, and Pioneering (TATA Steel, 2018), and the miscommunication to the workforce. The miscommunication to the workforce is credited to the confusion surrounding the plants future, job security of the workforce, pensions and the actions and corporate messages, these acts have been perceived as unfair and is causing conflict within the business between the company and the employees (Limaye, 2016).
The current corporate reputational damage that has been incurred by TATA, caused by the instability of the plants future under the company, has had dramatic effects on the retention of employees this thesis will explore the correlation between the two fields of study and aim to further knowledge to aid the organisation and other companies that are having similar effects therein.




[bookmark: _Toc513698623]Chapter 2 - Literature Review
0. [bookmark: _Toc513698624]Introduction
The chapter shall be undertaken to complete the first objective of the thesis:
I. [bookmark: _Hlk513679383]To evaluate and assess current academic literature in the field of retention and corporate reputational effects on employees.
The chapter shall be composed of sources which include academic theories and models, academic literature and journals, company reports and websites, reports undertaken by third party bodies (ACAS, CIPD), and relevant information gathered from newspaper articles to underpin and advise the methodology for the data gathered in interviews. Throughout the chapter definitions shall be given to explain terminology or models and then apply and describe to the case study of TATA Steel. The chapter shall address Retention and Reputation and the links within strengthened by academic theory. The conclusion shall demonstrate the links between the theory and the limitations of current theory and data.
[bookmark: _Toc513698625]Retention
Retention has a number of definitions that vary dependant on situation for the purpose of this thesis the working definition shall be used:
‘The ability to hold onto those employees you want to keep, for longer than your competitors’ (Johnson, 2000, p. 45).
Retention is the rate at which the employer can keep employees within the organisation and can be measured against turnover, where employees exit the firm, and can be conveyed as a percentage (CIPD, 2017).
The strategic significance of retention within an organisation can be firstly accredited to the high cost of the employee life cycle (Phillips & Connell, 2003). The employee life cycle is a model that shows the path of an employee from recruitment through to exit of the organisation; attract candidate, recruit, onboard, develop, coach, retain and separation (Thompsen, 2009). The cost of attracting a new staff member can be broken down into advertising internally/externally or outsourcing through a recruitment agency, interview process of multiple candidates and then induction of successful employee into the organisation, this cost has been reviewed at £4,000 to £7,000 per employee depending on job specifics and size of company hiring in 2014 (Oxford Economics, 2014). 
Furthermore the report undertaken by Oxford Economics (2014) shows that that the actual cost of employee turnover to the organisation is much higher, £25,000 to £30,000 per employee, due to the loss of output of productivity that can be accredited to; the time in which there is no employee in the role, the disruption to the team surrounding the individual that has left, loss of specific refined skills, and integration of new candidate (Branham, 2000). 
[bookmark: _Toc513698626]Factors to Retaining Employees
Maslow (2013) shows the relationship between needs of the individual and increased motivation with a model called the hierarchy of needs.
[image: Image result for maslow's hierarchy of needs]
[bookmark: _Toc513771987]Figure 2‑1 Maslow’s Hierarchy of Needs (Maslow, 2013)
Physiological: where the need can be met with the basic payment of the individual by an organisation, Safety: this is a bi-fold with the actual safety of the work provided and job security, Belonging: where an individual feels comfortable and trusts the organisation, Esteem: at this point the nurture of the employee transcends the need for pay as a reward and relies on feeling valued within the organisation as a true motivator (Silverman, 2004), leading then to the self-actuation.
When an employee feels valued by the organisation the likelihood of retention of that individual increases (Lake, 2000). Once an employee feels valued there are other benefits to the organisation such as increased motivation, productivity, trust, and increased indoctrination into the organisations values and goals (Robbins, 1993).
[bookmark: _Toc513698627]The Taylor Review
The Taylor review a Government report, (Taylor, et al., 2017), describes six key factors: QuInnE Indicators, for what is good work and highlights that with ‘Good Work’ the workforce feels valued within the organisation; wages, employment quality, education and training, working conditions, work life balance, and consultative participation and collective representation.

[bookmark: _Toc513771988]Figure 2‑2 QuInnE indicators of Good Work in reference to the Taylor Review (Taylor, et al., 2017).
[bookmark: _Toc513698628]Fair Pay
Fair pay for the output of the work done can be related to the first stage of the hierarchy of needs: physiological (Maslow, 2013), where the employee can spend the money gained from employment on food, rent, and other needs. High pay is not necessarily a factor in which engages employees but the perception of what is fair pay for the job role is of high importance for an individual to stay within a company and become more engaged (Higginbotham, 1997; Kochanski & Ledford, 2001). If this fair pay is not reached the employee will disengage and/or look for new employment (Akerlof & Yellen, 1990; Velasquez, 2012).
[bookmark: _Toc513698629]Employment Quality
Employment quality is the job security within the type of contract the employee has; zero-hour contracts, agency work, full time, and part-time. This is subjective to the individuals needs but there is correlation to regular hours and engagement, motivation, and trust for the organisation (Lindner, 1998; Yousef, 1998). This fulfils one of the secondary tier motivators of Malow’s Hierarchy of Needs; Security (Maslow, 2013). Lazear (1990) describes that there is correlation between employment quality and job value but also indicates that there are other factors that can be attributed due to expectation of employees such as economic climate or location of worker capital to jobs thusly these expectations of what is quality work can fluctuate with market demand increasing or decreasing retention within industries or locales.
[bookmark: _Toc513698630]Working Conditions
Applying to the second of the secondary tier motivators of the hierarchy of needs (Maslow, 2013), this relates to the need that the working conditions and work are safe, this is realised with appropriate Health and Safety policies and procedures of the company showing that the care for the employees physical safety is of paramount to the organisation (Institution of Occupational Safety and Health, 2015). 
Furthermore, working conditions also incorporate the culture of the organisation this includes management practices, core beliefs and values, and shared assumptions (Schien, 1992). There is a direct relation to the type of culture that is developed within a company and employee satisfaction and morale (Kotter, 2011), key indicators of retention (Mainey, 2003). The large proportion of the culture of an organisation is unseen like an iceberg, these nuances have far reaching consequences to the psychological welfare of the employee (Hall, 1976). Beehr & Newman (1978) describe that the incorrect management of the welfare of employees with management style and culture can drive employees away or decrease engagement and productivity (Bass, 1985). For instance, a culture of high stress that is not brought on by the work but the style of management of the organisation, competing (Thomas & Kilmann, 2002), can increase employee burnout (Sales, 1970).
Cooper (2015) shows that a company that looks at the culture of an organisation and the welfare of the employee, supportive culture, are more likely to become successful not only in retaining employees but also the increasing the bottom line figure. This supportive culture breeds the ethos of safety and care within the organisation that spreads to the unseen aspect of the cultural iceberg  (Hall, 1976).
Working conditions do not just include the physical but also encompasses the psychological wellbeing of the employee, employers who recognise this can then build a positive working environment which can increase employee motivation and productivity (European Agency for Safety and Health at Work, 2013).
Psychological safety has been shown with the report Project Aristotle: a Google based review of workplace dynamics, productivity, and efficiency, has shown that the number one attribute for high performing teams is the psychological safety of the individuals within the team (Duhigg, 2016).
[bookmark: _Toc513698631]Education and Training 
Developing Education and training programs can have advantages for retention for example high outcomes of training initiatives have been shown for theory Z employees; employees that want the firm to do well and that is the reward, these are built when an employee’ feelings of belonging and trust for the organisation are high (Ouchi, 1981). Baldoni (2017) shows that for an employee to feel belonging there must be meaning to job or task that is undertaken, sense of pride of work, fit with the culture and other workers, and the work outputted must be recognised. Education and training can be used as a format to show recognition of the employees’ good work offering roads to promotion and that the employee is valued with time and resources spent upskilling (CIPD, 2015).
Mentoring as a form of training has been shown to increase employee belonging within an organisation through learning of shared values of the mentor and then the employee feeling valued in the one to one sense instead of being a number (Russell & Adams, 1997). One to one mentoring can also increase the sense of the organisation as a family and the increase in wanting to belong (Deshpande, et al., 1993; Bateman & Organ, 1983).
[bookmark: _Toc513698632]Work Life Balance 
Advantages to correct work life balance are that employees that have regularity in down-time have been shown to have decreased absenteeism due to stress and illness, higher perceived organisational performance and increased employee engagement and retention (Smeaton, et al., 2014; Gray & Tudball, 2003).
The balance of work to life is an important stepping stone to the employee reaching full potential, without the correct balance of family life, social life, and work life the employee will never reach the final stage of Maslow’s Hierarchy of Needs; Self-Actualisation (Reiter, 2007). Reiter (2007) shows that there are different needs of balance for each demographic of employee; Younger or Employees with families require flexible work, Older generation require more focused work that is enjoyable. This balance is shown to underpin self-esteem and the generation of enrichment to life satisfaction (Rasid, et al., 2011), showing that with the right balance of work to life the enrichment flows into both factors; the individuals work motivation and productivity increases and happiness at home also has been seen to rise (Greenhaus & Powell, 2006).
[bookmark: _Toc513698633]Consultative Participation and Collective Representation
This the last of the Taylor Reviews (2017) indicators relates to two of the hierarchal needs; esteem and self-actualisation. With initiatives to increase the balance of power within an organisation such as employee voice and collective bargaining, employees feel more involved in company decisions which increases employee morale and esteem (McCelland & Burnham, 2003). 
Employee voice can be described where routes of communication to upper management are used, such as employee boards and consultations on business decisions, this increases the employees trust in the organisation through transparency and the ability to have power over the future of employment and the business (Rees, et al., 2013). The benefits also include increase in ownership of work through valued opinions of the workforce, information on changes on workforce morale or engagement with new policies or procedures and can also negate some effects of reputational damage (ACAS, 2016).
Collective bargaining is where unions or an employee board is set up to negotiate on behalf of all the workforce on issues such as change of contract, working conditions, pay, grievance procedures, and other needs of the workforce (ACAS, 2017). Katz (1993) shows the importance of this practice on employee morale, engagement, and importantly trust by engaging with the workforce organisations show that they value the employees and will listen to improve the conditions if needed.
These practices generally attract highly engaged employees that want to better the organisation and wish to be involved in the process transcending the roles given to them: self-actualisation (Schaufeli & Salanova, 2014). Higher employee engagement is an important factor for higher retention within a company (Blyton & Turnbull, 2004).
These initiatives have lasting positive impressions on the psychological contract, what the employee perceives to owe the employer and what the employee is owed in return, developing the non-monetizable rewards such as relationship between employee and employer (Robinson, et al., 1994).
[bookmark: _Toc513698634]Factors of retention specific to Steel Industry Workers
Steel workers are a very different type of employee from retail workers or office workers, the jobs within the steel industry in Port Talbot have been there for generations handed down from grandfather through to grandson and there is an inbuilt sense of pride to identify as a steelworker (Cresci, 2016). Elleners, et al (2017) shows that groups that possess high work identity have different motivators, needs, and culture for instance Steel Workers have an inbuilt us versus them attitude to higher management and ingrained mistrust (Jackman & Jackman, 1983).
 Lucas & Buzzanel (2004) illustrate that the blue-collar workers do not have career progression needs the same as other sectors but rely on the work becoming life for fulfilment of employment: becoming all absorbed in the culture of the work place and taking on the occupational narratives of the job role. 
Blue collar workers heavily rely on Unions for mediation between management and employees due to the differing work skills and abilities and have high regard and trust of these organisations (Bingham, 2004). 
Unfortunately, the breakdown of trust between Unions and Steel workers at Port Talbot steel works brought on by changing deals on pension plans and more job cuts has left the employees with less power to lobby the government and the company TATA (Williamson, 2017).
With this shown there are different retention strategies needed for this type of employee.
[bookmark: _Toc513698635]Reputation
Corporate reputation and brand image are intangible assets that have consequence throughout the firm such as: gaining shareholders, influencing stakeholders, competing against other like companies for customers, clients, and employees (Fombrun & Shanley, 1990; Rindova, et al., 2010).
[bookmark: _Toc513698636]Managing Corporate Reputation
Managing of the Corporate identity or image and brand are paramount to success within an industry or market (Fombrun, 1996).Corporate Identity
Corporate Communication
Corporate Image and Corporate Reputation
Competitive Advantage
Exogenous factors
Feedback
Through
Creates
Can lead to





[bookmark: _Toc513771989]Figure 2‑3 Managing Corporate Reputation and Image (Gray and Balmer, 1998).

The model shows the steps in which to manage and build a competitive advantage through corporate reputation and image. The model shall be described below.
[bookmark: _Toc513698637]Corporate Identity
Corporate identity is the image that the company presents to outside parties such as stakeholders and shareholders, building from the values, goals, mission, and vision (Olins, 1990; Lewllyn, 2002). To utilise the competitive advantages and positives of reputation organisations must begin within the entity and distil the image and culture into working ethos; if the company cares for the employee and the attention Is given to valued work the perception of the company is a company that cares leading to the company then cares about the product, the customer, the stakeholder (Alsop, 2004).
[bookmark: _Toc513698638]Corporate Reputation
Corporate reputation are the actions which the firm takes to uphold the perception of the corporate image (Balmer & Greyser, 2003). This is communicated and created through transmissions that the company releases within the company; culture and management style, and externally through marketing and press releases but also can be affected by actions that the firm takes in the internal and external environments (Gray & Balmer, 1998). Furthermore, reputation can be affected by uncontrollable factors such as change in shareholder or stakeholder priorities, political change, affiliation with parties that become unfavourable, and economic change where the company needs to action unfavourable measures; such as downsizing of the workforce (Love & Kraatz, 2009).
[bookmark: _Toc513698639]Difficulties and Threats of Corporate Reputation
The difficulty of reputation is that it is subjective; one stakeholder may think ill of a company for one action, but another the action works in benefit to aligned values, beliefs or outcomes (Gotsi & Wilson, 2001). Reputation and trust are intertwined, having lasting effects of the view of the organisation within psychology of stakeholders which can take years to repair and is costly (Shadbolt, 2016).
The potential threats to reputational damage are a multitude and can come from internal and external factors either that can be predicted or some unseen (Honey, 2017). Fombrun, et al. (2000) show that with each stakeholder there is an associated risk; loss of earnings or customer base, restrictions on trade due to legislation, loss of skilled workers or the ability to hire new workforce or fall in share price which could all lead to the organisation quickly folding or have other negative impacts if not managed correctly.
[bookmark: _Toc513698640]Solutions to Managing Corporate Reputational Risk
Some risks to reputation can be predicted and therefore managed. The main forms of management of risk to reputation are through communication and constant analysis of the perception of the corporate identity in differing stakeholders’ views as new factors come in to play such as actions taken by the company or reactions to outside forces (Carvalho, 2004). 
Correct management of stakeholders and allocating resources correctly can be accessed with stakeholder mapping (Freeman, 2010). Stakeholder mapping is a tool which shows the power of a stakeholder versus interest in the company; an employee, if the business model allows is of high power, if backed by Government legislation and Unions, and high interest, this group would need high resource allocation and would be important to keep informed and appease if the company can. 
[bookmark: _Toc513698641]Competitive Advantage
Having a competitive advantage built on reputation has a number of advantages for the firm; trust is built up of your product or service which can increase customer or shareholder base increasing profits of the company (Smith, et al., 2013). A competitive advantage built on reputation also has effects within the organisation increasing employee trust, morale, and retention (Lado & Wilson, 2017). 
[bookmark: _Toc513698642]Current reputation of TATA Steel
Tata Steel bought Corus in 2007 and was hailed to be the saviour of the UK Steel industry especially the plant in Port Talbot, (The Times of India Business, 2016), the buy fitted with the current ethos of the company: 
‘At the Tata group we are committed to improving the quality of life of the communities we serve’ (TATA Steel, 2018, p. N.P.).
The core values are described as Integrity, Excellence, Unity, Responsibility, and Pioneering (TATA Steel, 2018). 
With the decline for steel worldwide due to numerous factors such as economic slowdown decreasing expansion of cities and industries, China’s dumping of steel, President Trumps policies on protectionism and high tariffs to importing steel, and Europe cheaper steel (Bowler, 2016), TATA Steel have discussed and started downsizing the UK arm of the Steel sector (Ruddick & Stewart, 2016). The repercussion to this on Port Talbot would devastate the local economy leading to 20 years of unemployment for the community (Tovey, 2016).
The problems of this unseen economic decline in the demand for Steel has had large repercussions for TATA and the reputation of the firm due to mismanagement of communication and misalignment of company identity and values (Limaye, 2016).
The main reputational damage has been from the perceived unfair treatment of the workforce and the differing deals and situations the organisation has communicated to the employee and other stakeholders. 

[bookmark: _Toc513771990]Figure 2‑4 Time-Line TATA Steel 2016 (Kelsey, et al., 2016)
This happened in 2016 currently, 2018, the plant has not been sold, TATA is trying to jettison the employees pensions (Barry, 2017), TATA is investing 30 million in the plant (Tovey, 2017), there are plans to merge the plant with a German firm TyssenKrupp (Barry, 2017). 
This misinformation and instability has had massive implication on the trust of the organisation from the workforce (West, 2016).
[bookmark: _Toc513698643]Links between Reputational and Retention
Stigler (1962)  and Koch (2017) show that the choice of a semi-skilled or unskilled worker entering the labour market relies on several factors; wage, hours, locale of work, friendship groups already established within the company, availability of other work, type of work, and reputation of the firm. 
Burgess (2016) explains the direct link with employment and reputation showing that with a bad reputation and low public or workforce opinion companies do not gather the best applicants for the job role and that this can cost the organisation more in turnover and search for candidates. Furthermore, Burgess (2016) shows that the largest factors which effect employment reputation are job security, poor leadership, and dysfunctional teams.
Tanwar & Prasad (2016) go further explaining that branding that was once thought of as a way in which to attract new customers or employees now influences the current retention of the workforce building brand advocates within the workforce speaking positively to other employees, this then has effects on the psychological contract as would if the employees were speaking negatively.
Bupa (2018) with a study into the value of trust and employee retention have shown that 53% of employees see trust as a reason to exit or stay within an organisation while 24% of candidates have left an organisation due to mistrust of company, managers, reputation of firm, and culture of the company.
Stability and predictability in leadership and job security has taken high precedence in strategies to retain staff this is gleaned with the ability to trust managers and the company as a whole (ACAS, 2014).
With blue collar workers, in this case Steel Workers, shown through empirical evidence, the highest factor of control and retention of the workforce is trust in the company and the reputation to core values held by the organisation (Grund & Harbring, 2009).

The chapter has shown that there is a direct link between reputation and retention. However, with the subjective nature of the theories and models there is no definitive conclusion for every possible example of retention. The differing needs of each sector and the different approaches of what is deemed trustworthy in the eyes of the workforce is still up for consideration to produce advice or recommendations. In the case of TATA Steel and retention and reputation there has been other outside uncontrollable factors or factors specific to the location such as Trumps trade restrictions on importing steel, the impacts of Brexit on the UK steel industry, the locale of the plant and its effect on the workforce; Port Talbot, and then the different culture and narrative that is built into each blue-collar plant making this thesis relevant and necessary for the time frame in which it sits.

Chapter 3 shall discuss and evaluate best practices for the methodology of data collection and analysis that shall be utilised by the researcher in gathering primary data on the case study of TATA Steel Port Talbot.


[bookmark: _Toc513698644]Chapter 3 - Methodology 
0. [bookmark: _Toc513698645]Introduction
This chapter shall identity the method in which the research shall be undertaken including the strategy, data collection and analysis methods deployed to reach the research aims and objective;
II.    To collect and analyse qualitative data from respondents that have been or are employed by TATA Steel and have a relation to the thesis subject of employee retention and corporate reputational damage.
[bookmark: _Toc513698646]Research Methodology; Research Onion
Research has many definitions for this thesis the working definition by Collis & Hussey (2009) shall be utilised:
‘a process of enquiry and investigation, systematic and methodical, increases knowledge’ (Collis & Hussey, 2009, p. 55)
The researcher shall adopt a systematic and methodical approach to research that can be understood and referred to at any point for this a model shall be used to organise the undertaking; The Research Onion (Saunders, et al., 2009).
[image: https://www.allassignmenthelp.co.uk/blog/wp-content/uploads/2017/07/onion.jpg]
[bookmark: _Toc513771991]Figure 3‑1 The Research Onion (Saunders, et al., 2009).
The Research Onion shall be applied within this chapter to explain the stages and method of the project.
Due to the gathering of qualitative data, the philosophy of study shall be interpretivism, where the researcher shall consider that there are multiple perceptions or opinions which may overlap to one situation, matching with this the inductive approach shall be used for analysis (Hudson & Ozanne, 1988). The case study research method shall be used because of the social context of the thesis’ research, this method allows for analysis of behaviour driven factors. Cross-sectional and Mono-method approach shall be deployed with semi-structured interviews giving qualitative data. This rich data will give more depth to research allowing for attitudes and feelings to be analysed and a more truthful human representation of the difficulties that lie within reputation of a firm and retention (Silverman, 2015).
[bookmark: _Toc513698647]Interpretivism
The researcher is choosing the Interpretivism epistemology where the awareness of different perceptions or realities exist within the same experience (Hudson & Ozanne, 1988). Rigid structures do not work for the collection of this data and the framework used for data gathering must be flexible to extract meaning from the human perceptions of the event or knowledge (Black, 2006). Interpretivism tries to make sense of what the subjects interpretation of the world surrounding them is, including actions which have not been perceived but have had a direct effect on the candidate such as policies or actions of Upper management on employees (Urus, 2013).
Saunders, et al. (2009) acknowledges that this form of research is a great resource to business and management research studies particularly within organisational management due to the ever-fluctuating business environment and the human variable of the workforce. This design matches the nature of the thesis; Reputation and Retention, making use of the paradigms lesser sampling size, and the use of expert respondents for quicker data saturation (Bognar, et al., 2009), giving rich qualitative data to analysis the meaning or reality of the challenges on the workforce. 
[bookmark: _Toc513698648]Inductive Research
Inductive research is where patterns are drawn from observations within data collected to generate new meaning or understanding from a topic, this new understanding is viewed as a generalisation for further development or study offering a good fit for the time restraints and limited resources available for bachelor dissertations (Collis & Hussey, 2009).
The study of this thesis is based within Human Resources which is a social science, the inductive research approach will allow the researcher to develop understanding between the social realities and perceptions of the candidates and the theory (Bernard, 2012).
The evaluation of inductive findings then can be applied to multiple realities or situations due to the subjective nature of the analysis (Onwuegbuzie & Daniel, 2003). 
[bookmark: _Toc513698649]Case Study
Case Study research method is defined as:
‘as an empirical inquiry that investigates a contemporary phenomenon within its real-life context; when the boundaries between phenomenon and context are not clearly evident; and in which multiple sources of evidence are used’ (Yin, 1984, p. 23).
The researcher is using prior academic thinking and new data gathered from employee’s past and present of TATA Steel who have felt the effects of reputational damage on employee retention to analysis the correlation between the two subject areas.
A single case study design shall be used to evaluate the links of reputation and retention within TATA Steel but the results may have uses within all blue-collar industries which are going through retention difficulties due to outside influences on the company, in the UK this is prevalent with companies having the possibility of downsizing due to Brexit (Musaddique, 2017).
The advantages of this method to the researcher is that all data gathered and researched shall be relevant to the thesis and focus on the variables or factors within the subject area, the data researched may form links to real-life scenarios and can contribute to refuting or upholding current academic theory or thinking (Zaidah, 2003).
[bookmark: _Toc513698650]Cross-sectional, Mono-Method
Cross-sectional research design is a method where different variables or population sample are analysed within the constraint of a single time frame (Mann, 2003).
[image: ]
[bookmark: _Toc513771992]Figure 3‑2 Cross-sectional Study (Collis and Hussey, 2009)
The cross-sectional approach to research is useful for analysing correlations between risk factors at a given point in time (Hair, 2007), the research of this thesis is concerned with reputational damage and retention of workforce. This approach will give the researcher a snap-shot of the relationship between the two factors and the ability to analysis different variables that could have an impact. 
One method or Mono-Method shall be used for the collection of primary data: interviews, these methods are chosen due to the time restraints of the project and cost factors (Saunders, et al., 2009). The mono-method design approach also allows for one type of data to be collected in this thesis case qualitative data which maps with the aim of the study to analysis candidate’s beliefs and feelings of a situation while Cross-sectional approach also benefits from being able to observe the behaviours of a specific demographic within a corresponding situation (Kelle, 2006).
[bookmark: _Toc513698651]Data Collection and Analysis 
[bookmark: _Toc513698652]Qualitative Data
The data gathered will be in the form of qualitative data; data which is descriptive rather than numerical or statistical (Collis & Hussey, 2009). Qualitative data is used for understanding the perceptions of the respondents on a given topic, develops an understanding or parameters for further research, to understand the human response to business decisions, and gives a rich set of data that consists of reasons to underlying motivations, behaviours or reactions (Taylor, et al., 2015). Qualitative data has the advantage of understanding the respondents experience and how they interpreted that situation, the data given in this manner shows depth without constraints of numerical evaluation allowing the researcher to identify factors which were not considered prior to the undertaking of the project (Atieno, 2009). 
The six-step method developed by Braun and Clarke (2006) shall be utilized to form a narrative of the qualitative data gathered from the semi-structured interviews, mind maps shall be draw from the data for high level themes, then the program Nvivo will aid in organisation of the data using codes for evaluation of trends and patterns of theory within the data (Saldana, 2009). The transcripts of the data will be organised into nodes then sub categories shall be used to analysis further trends to form the evaluation of the data. This evaluation shall be presented in thematic narrative form, (Riessman, 1993), underpinning or disputing current existing theory.
[bookmark: _Toc513698653]Purposive Sample
The researcher shall use a purposive sample of interviewees to gather primary data due to time restraints for data collection and analysis. The purposive sample method allows for only data to be gathered that has direct relevance to the undertaking of the thesis (Lavrakas, 2008).
[image: Image result for purposive sampling image]
[bookmark: _Toc513771993]Figure 3‑3 Purposive Sampling (Saunders, et al., 2009)
The data gathered from the sample can give a generalisation or overview to the analysis even though different perceptions may be viewed, all candidates will have experienced the event attributed to the case study analysed under the thesis (Shaw, 1999). 
With the nature of the thesis taking on a case study, the subcategory of expert or snowball sampling shall be used where each candidate has worked under the effects of reputational damage and retention within TATA Steel (Bernard, 2012). Bognar, et al. (2009) describe that the use of a small sampling size, in the thesis case 3-5, is only adequate when expert respondents are used, achieving quicker saturation of data; where themes correlate between respondents and are easily identified to be analysed.
[bookmark: _Toc513698654]Interviews
The researcher shall interview the candidates under a semi-structured format where there will be a series of open question topics where the interviewee can widely speak under these restraints and give rich data for later analysis (Barriball & While, 1994). 
Semi-structured interviews are a form of interview that has less constraints than a fully structured interview, the interview is structured around certain topics or goals that the research align to without having the restrictions of standardised questions. The researcher guides the respondent through the topics chosen with probing open-ended questions such as; What do you think about this, What would you do differently, Is that how you saw the event (Hutchinson & Skodol-Wilson, 1992). Probing also puts the interviewee at ease with the interviewer building a rapport and can then help with recall of further information with clarification on accounts (Smith, 1975; Gordon, 1975).
Semi-structured interviews are a method of data collection that have advantages that include; overcoming low responses to questionnaires (Austin, 1981), allows for respondents to frame answers in own words for a more complete accountability (Bailey, 1987), questions can be tailored to each candidates understanding of the topic giving an overarching meaning (Treece & Treece, 1986), and rapport can be built up within interview that allows trust to form and then this encourages more truthful responses (DiCicco-Bloom & Crabtree, 2006).
[bookmark: _Toc513698655]Process
For the thesis the researcher, within the constraints of time and also resources, is aiming for a saturation of knowledge (Bertaux, 1981), where the researcher has enough data to have recurring patterns in the candidate’s experiences (Glaser & Strauss, 1967). The target for the number of interviews will be three to five due to access to candidates specific to the criteria of the thesis; TATA Steel employees. Using this number of expert candidates, such as HR representatives, Steel workers, agency workers, will give a broad amount of data that will be able to draw patterns that the researcher can evaluate (Dexter, 2006). Expert candidate interviews give the researcher the advantage of experiences and knowledge that is directly related to the field of study and give greater knowledge or understanding of a topic, this allows for lower amounts of interviewees to reach a saturation of knowledge that is required for qualitative data analysis (Bognar, et al., 2009).
The interviews will aim to take between half an hour and an hour depending on the interviewee and willingness to answer open ended questions, the researcher will be polite and hold no time constraints on the process. The researcher shall review the questions with the dissertation supervisor to support the flow of questioning and if the questions gather relevant information for the thesis. A mock up interview will take place to make sure that the researcher has practiced the interview process before interviewing the real respondents this allows the researcher to be at ease with the interview focusing more time on the responses and aids the flow of the real interviews (King & Horrocks, 2010). A question shall be asked again at the midway point of the interview to check the respondent’s consistency, this allows the researcher to check if the reasoning still applies to the question once the researcher has built rapport with the candidate (Groves, et al., 2001).
The interviews will be recorded with two devices, Dictaphone and Phone, for back up purposes, this method of data collection also negates human error in the note taking processes and then allows for a more natural interview (Myers & Newman, 2007). This data then shall be transcribed via talk to text software to cut out human error in the typing of transcripts.
The data shall then be analysed with NVivo a software package that categorizes links in the data with coding (NVIVO, 2018). The data shall be first open coded for large connections between interview responses and then the large connections shall be analysed for sub-category links called axial coding, this method allows the researcher to understand any underlying correlations within the data for a more in-depth conclusion to the subject (Saldana, 2009). This process is akin to the Braun & Clarke (2006) six step method where the researcher shall analysis the data thematically by reading through the transcribed interviews then a mind map of themes shall be coded, the codified data shall be re analysed, a list of themes shall be made, these themes shall be then categorised and subcategorised, leaving the last stage to merging these themes and categories into concepts which shall be evaluated to produce a report on the findings.
[bookmark: _Toc513698656]Credibility and Dependability 
Guba & Lincoln (1981) show that for all research there must be credibility and dependability in the data gathered for analysis to be worthwhile but there is differing qualities of credibility and dependability dependant on the type of data gathered and the methodology involved. 
For qualitative data, to define what is credible and reliable is difficult compared to quantitative statistical data due to the subjective nature of the data gathered and the researchers own knowledge and bias of topic undertaken (Pole & Lampard, 2002). 
Life (1994) explains that the problems of replication of interviews in the same snap shot which was experienced by the researcher makes credibility and dependability difficult for the qualitative researcher to access.
[bookmark: _Toc513698657]Credibility
As there are difficulties in measuring credibility of data gathered from qualitative methods the researcher must use standardised practices and competencies to underpin accuracy and validity;
· Case study. The case study of TATA Steel Port Talbot will be used to gather data from respondents this allows the researcher to analysis themes within the data that have a fixed context.
· Triangulation. Using multiple sources of data to evaluate a specific phenomenon: different respondents referring to the same situation and being or have been employed by the same company.
· Respondent Creditability. The research uses respondents who have had a direct relationship with the topic in study; workers of TATA Steel
(Collis & Hussey, 2009).
[bookmark: _Toc513698658]Dependability 
Conway, et al. (1995) show that the dependability of interviews can be low but the researcher can increase the dependability of data gathered by using one-to-one interviews, recording all data in a systematic standardised approach, the interviewer trained or practiced in the structure of the interview, and using the same interviewer throughout gathering of the data to give the same bias to all respondents.
Later with the change of technology available to researchers, (Denscombe, 2014) explains another approach that can increase dependability of the research gathered; recording all interviews with Dictaphone and using talk to text software to transcribe, this limits human error.
[bookmark: _Toc513698659]Ethical Concerns 
One concern of the research proposed is the nature of the questions asked around the sensitive nature and emotive nature of retention, talking about job experience in times of job insecurity can cause respondents stress (Burgard, et al., 1982). The researcher shall act in a professional and empathetic manner to minimise stress of the subject area (Denscombe, 2014). The researcher will also before the interview commences reiterate the purpose of the interview and the study to be as transparent as possible and state that the interview is confidential and anonymous giving reassurance responses given will not affect their current job or future prospects within the organisation studied. The participants will also have the option to view the finished thesis to make sure that data given is not construed by the researcher.
[bookmark: _Toc513698660]Limitations 
Limitations of the research gathered at bachelor’s level are the time constraints of the study to gather respondents and analysis the data given and cost factors of gathering the data.
The overarching limitation to the thesis can be accredited to the dependability of method of data collect, qualitative data, and if the validity of the study can be verified with replication by another researcher (Life, 1994). The methodology which shall be used throughout data collection and analysis of semi-structured interviews is a standard practice used in the field of qualitative data collection backed by previous academic research (Guba & Lincoln, 1981). To aid further validity of the data analysis the appendices shall include transcribes of all interview questions and data. 

Chapter 4 will use the methodology of data collection described within the current Chapter to discuss and analysis themes within the data gathered. 



[bookmark: _Toc513698661]Chapter 4 - Data Analysis
0.3 [bookmark: _Toc513693462][bookmark: _Toc513694379][bookmark: _Toc513696851][bookmark: _Toc513698090][bookmark: _Toc513698492][bookmark: _Toc513698578][bookmark: _Toc513698662]
[bookmark: _Toc513698663]Introduction 
The Chapter is undertaken to analyse the data gathered through the primary research method of semi-structured interviews as shown by Chapter 3 and to accomplish objective 3 of the thesis:
III. To evaluate the results of the qualitative data against the current literature and assess if the findings correlate.

[bookmark: _Hlk513669468]The six-step method developed by Braun and Clarke (2006) shall be utilized to form a narrative of the qualitative data gathered from the semi-structured interviews, mind maps shall be draw from the data for high level themes, then using the program Nvivo to organise the data using codes for evaluation of trends and patterns of theory within the data (Saldana, 2009). The transcripts of the data will be organised into nodes then sub categories shall be used to analysis further trends to form the evaluation of the data. This evaluation shall be presented in thematic narrative form, (Riessman, 1993), underpinning or disputing current existing theory.
[bookmark: _Toc513698664]Background for findings
The researcher shall assess the transcripts of the data for any over lapping themes that are reoccurring and establish if these correspond to the theory evaluated within Chapter 2 or form new links to theory that was not prior assessed (Denscombe, 2014). The evaluation will be presented using the narrative format correlating main points from the interviews tied to the use of graphical and pictorial data taken from the analysis using Nvivo to allow for a clearer understanding of the qualitative data (Braun & Clarke, 2006; Riessman, 1993; Saldana, 2009). The findings are all based on the mono-method of research, collection from semi-structured interviews, taken from employees from the case-study regarding TATA Steel Port Talbot.
Three different types of employees were interviewed; Agency Worker, Apprentice Steel Worker, and HR Manager, these employees give a more holistic viewpoint of the current situation within TATA Steel Port Talbot in line and aiding to the thesis topic of Reputation and Retention. The interviews consisted of 14 question topics which allowed for the researcher to ask probing questions when needed. A double-blind question was asked half way through the interview once rapport had been built and the candidate felt comfortable in speaking more freely allowing for comparison and validity of data gathered once the theme of the thesis or narrative understanding of the topic had been gained by the interviewee giving more quality rich data to be able to be gleaned.
[bookmark: _Toc513698665]Main Findings
The main findings have shown the links between reputation and retention to be trust and communication which shall be discussed and be split into three sections; reputation, retention, and links between the subjects. The analysis shall start with a high-level query and move into deeper evaluations including demographic of workforce differing perceptions and attitudes to the topics.
[bookmark: _Toc513698666]

Participants

	
	Level in organisation
	Demographic

	Interviewee 1
	Apprentice
	18-26

	Interviewee 2
	Agency
	35-45

	Interviewee 3
	HR Manager
	30-40


[bookmark: _Toc513771994]Figure 4‑1 Table of demographic of participants

[bookmark: _Toc513698667]Reputation
Using Nvivo the researcher established all interview data correlating to the theme of Reputation under one Node and split this into sub-categories of Attitude; Positive and Negative, and also Type of Group; TATA Group, TATA Steel, Management, Union, Older Workforce, Younger Workforce, and Agency. 
[image: ]
[bookmark: _Toc513771995]Figure 4‑2 High-level word cloud of Reputation (TATA Interview Data, 2018)
Running a high-level query on the node Reputation involving all sub-nodes; Attitude and Type of group, the word cloud shows that the most frequent words used by interviewers whilst talking about the topic of reputation. The word cloud indicates that trust, communication and management are frequently attributed to the topic of reputation within TATA Steel, showing correlations to Fombrun (1996): Reputation can be managed through correct use of communication through internal channels, management acting and communicating messages in line with the company values building the corporate image. 
[image: ]
[bookmark: _Toc513771996]Figure 4‑3 Attitude toward Reputation within TATA (TATA Interview Data, 2018)
The high-level overview towards the attitude of the Reputation of TATA within the interview data is that of an overwhelming negative attitude towards the organisation.
‘I do think that it has been damaged by being in the news so often, at one stage it was in the news every week’ (Interviewee 1).
‘I think people did sort of fall out of love with TATA because they were always seen as really strong set of values around responsibility and looking after the workforce and protecting the communities’ (Interviewee 3).
This negative feeling towards the perception of the reputation of TATA is taken from an overview of the data gathered further analysis shows differing perceptions of reputation in specific contexts. 
[bookmark: _Toc513698668]Demographic perception of Reputation within TATA
[bookmark: _Toc513698669]Younger Workforce
The perception of reputation is conflicting within the younger workforce the research question asked if the respondent trusted TATA establishing a link to the reputation that is perceived and job security.
 ‘Not 100%, No’ (Interviewee 1)
‘People my age feel more secure’ (Interviewee 1)
The younger generation of TATA Steel Port Talbot employees have not been involved with the disputes and the changing issues to instability of employment within the plant, the views of this demographic are based from two conflicting points; TATA have invested in them for their career and being guided by the older generation in their formation of opinions concerning the reputation of the organisation. Lau & Liden (2008) show that this is common place for a new worker to feel conflicted when an organisation is going through internal reputational damage. Lau and Liden describe that the new worker is guided by the community of peer workers surrounding them and takes on the attitudes and perceptions of the firm before gaining first-hand experience and building a personal perception of the reputation or situation.
‘The thing with the pensions, I not sure exactly what was going on because I am younger and not concerned with it but um, I don’t know them trying to change everything and um hearing all the older boys and they know what they are talking about and they don’t trust TATA and it’s kind of like its dropped down to us as in they don’t trust them we don’t trust them, we like they understand more but no I don’t really trust them 100%’ (Interviewee 1).
‘You’ll always get that because a big part of the younger guys training is by the older workforce, you’ll always get trickle down and that will take a long time to go’ (Interviewee 2).
Olmedo & Leon (2014) describe that reputation of the organisation can be influenced by management and team-leaders close to the new employee this is stated to negate some of the effects of peer influence. When questioned about the company values of integrity, excellence, unity, responsibility and if the respondent thought there was a match within the workplace and the reasons behind this evaluation the response below was given.
 ‘Yeah’ (Interviewee 1)
 ‘it’s team leaders and a lot through email to us from upper management’ (Interviewee 1)
‘I trust all my management they’re great I trust them all’ (Interviewee 1)
The interviewee shows trust towards management and the message of company values being conveyed. Alsop (2004) describes the attention or care paid to employees by management can build internal reputation of the company as a whole but these messages or actions must be matched to the company ethos or values guiding the internal culture of the workplace. Throughout the study there has been shown a detachment between the reputation of the company and the reputation of close management. This analysis shows that with good management skills and focus put on individual managers, corporate reputational damage can be circumvented with the younger demographic of the workforce.
[bookmark: _Toc513698670]Older Workforce
The Older Workforce have had more experience towards perceiving the reputation of TATA thusly with being directly involved with the problems with the company the Older Workforce has a negative approach to the organisation instilling and perpetuating the internal reputational damage.
 ‘the older boys and they know what they are talking about and they don’t trust TATA’ (Interviewee 1)
‘The older generation have seen it go from a national to private and then see what they have had be eroded so the level of trust would be lower there than the younger boys.’ (Interviewee 2)
‘I think people did sort of fall out of love with TATA because they were always seen as really strong set of values around responsibility and looking after the workforce.’ (Interviewee 3)
The data shows correlation to the reputation of organisation as a whole as negative in the perception of the Older Workforce.
‘the managing director had put this plan together to try and turn the business around, and things had started to improve, prior to the announcement by TATA, because people really believed in this plan and believed in this guy, (Interviewee 3)
Delving deeper into the data shows different attitudes of the Older Workforce towards management reputation upholding Neef’s (2012) findings that managers who engage and show support towards the workforce can circumvent the perception of negative reputation of the organisation increasing morale and productivity through personal reputation. 
‘It actually had taken a long time for TATA to build a brand up to be honest’ (Interviewee 3)
‘if you walked around the sites CORUS branding was still all over the place, so you would still see road signs and such, because they bought the company off of CORUS in 2008 for over the odds and the arse fell out of the market they were in the shit immediately so there wasn’t money to invest, so for a long period of time there wasn’t a big bang and now WE BELONG TO TATA!’ (Interviewee 3)
The separation towards the reputation of the organisation TATA and the reputation of management from the older workforce can be directly related to the organisations lack of brand image, one of the pillars of building internal organisational reputation (De Chernatony, 1999).
‘Not really, not that I’ve come across because a lot of the guys who are in the management positions have come through, I think they’ve come through the ranks.’ (Interviewee 2)
This positive attitude can be seen to come through because the management close to the workforce understand the culture therein because they once were in the same employment position, this helps calm effects of reputational damage (Kilduff & Krackhardt, 2017).
‘all I know is we were looking at the stockpiles of raw materials getting being depleted but not replenished.’ (Interviewee 2)
‘TATA have said many things, made many promises and over the period they have been in Port Talbot all they have done is whittle away at what is there, they have pretty much run it into the ground’ (Interviewee 2)
Throughout the time of the problems within TATA Steel Port Talbot the older workforce saw job losses and cut backs including basic stock not being replenished these actions caused further reputational damage due to job insecurity supporting Brammer & Pavelin’s (2004) findings that internal reputation can be linked to the perception of job security.
[bookmark: _Toc513698671]Investment and positive effects to the perception of Reputation
Throughout all interviews a common thread to positive perceptions upon reputation has been when the organisation has invested in the organisation or the workforce. Investment within a company gives belief to job security within the workforce, this form of positive communication can increase the reputation of a firm (Charness, et al., 2017).
 ‘confidence is back up a bit because they are seeing investment being put back in’ (Interviewee 2)
‘there are is quite a high degree of trust because of the reinvestment because they think that they won’t do this to us again.’ (Interviewee 3)
The confidence and trust gained through the company investing in the workforce through training and the long-term investment in the plant has helped to rebuild some of the reputation of the parent company TATA Group, (Tovey, 2017), after the company indicated that the works would be looked to be closed (Ruddick & Stewart, 2016). 
[bookmark: _Toc513698672]Communication
Communication plays an important part of building internal reputation. Dortok (2006) shows the correlation between internal communication and effects to corporate reputation with a qualitative study. The study shows with good clear lines of communication the internal reputation of the organisation improves and can begin to change the internal culture of the company, likewise with miscommunication it builds the opposite negative attitude towards corporate reputation, this is in agreement with Gotsi & Wilson (2001).
‘found out that the announcement of TATA pulling out of the UK was found out via a BBC news alert. So that’s to me not in line with the values of integrity and responsibility towards your workforce’ (Interviewee 3)
‘With the we’re going to sell up thing, yeah definitely but TATA Steel is a very small part of the TATA group its massive but TATA Steel I think there has been genuine confidence loss and the share price has gone through the floor’ (Interviewee 2)
‘Yeah defiantly cause it’s my place of work and I deserve to know before everyone else knows because people are coming up to you mentioning something that’s happening in the news and you’re like well this is the first I’m hearing of it.’ (Interviewee 1)
In all interviews all interviewees mention the miscommunication by the company to have a negative effect to the perception of the reputation of the organisation, this shows strong correlation to the model describe by Gray & Balmer (1998) showing that internal communications create perceptions to corporate reputation.
[bookmark: _Toc513698673]Culture
Chun (2005) describes that the internal culture has immediate effects to the reputation of a firm this culture is built and primarily by the workforce and can be difficult to change once instilled.
[image: Image result for workplace culture iceberg model]
[bookmark: _Toc513771997]Figure 4‑4 Iceberg Model of Culture (Hall, 1976)
Hall (1976) describes that culture has three distinct factors split into what the can be seen; Behaviours and Customs, and what is unseen; Attitudes and Beliefs, and Core Values. The driving force of this internal culture is based on what is unseen and is driven by the workforce’s attitudes to the reputation of the company (Ravasi & Schultz, 2006).
‘they don’t trust TATA and its kind of like its dropped down to us as in they don’t trust them we don’t trust them’ (Interviewee 1)
‘I don’t think trust from a personal point of view will increase or go up anyway I think there is always going to be a deep routed scepticism’ (Interviewee 2)
‘you’ll always get trickle down and that will take a long time to go’ (Interviewee 2)
‘no one down there works incredibly hard they’ve all lived off the back of the union mentally, the attitude of the older TATA guys especially is you go to work and you do the minimum during the day’ (Interviewee 2)
The data shows that the older workforce and Union are instilling the negative culture into younger generation, this is a difficult task to change for the company. Kotter (2012) shows that negative culture can be changed within the workplace through communication and trust. This new culture begins with core values that the company must not deviate from, as has been seen by TATA Group. As the interview data shows a big part of the new workforce training is formed from mentoring and this is where the culture is formed and the perception of the reputation of the company. Chong (2007) describes that the correct choice of mentor that is aligned to company values and has a positive perception of the reputation of the firm is imperative to forming a positive working culture and an increase in the positive perception of the organisations reputation. 
[bookmark: _Toc513698674]Retention 
Using Nvivo the researcher established all interview data correlating to the theme of Retention under one Node and split this into sub-categories of Attitude; Positive and Negative, and also Type of Group; TATA Group, TATA Steel, Management, Union, Older Workforce, Younger Workforce, and Agency.
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[bookmark: _Toc513771998]Figure 4‑5 High Level Word Cloud of Retention (TATA Interview Data, 2018)
Running a high-level query on the node Retention involving all sub-nodes; Attitude and Type of group, the word cloud shows that the most frequent words used by interviewers whilst talking about the topic of retention. The word cloud indicates that trust, security, managing, community, investment, and miscommunication are frequently used words throughout all three interviews, which builds correlation to the QuInnE indicators of what is necessary for good work highlighted within the Taylor Review (Taylor, et al., 2017).
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[bookmark: _Toc513771999]Figure 4‑6 Attitude toward Retention within TATA (TATA Interview Data, 2018)
The high-level overview towards the attitude of Retention of TATA within the interview data is not as biased to one side as previously with reputation showing a small difference in attitude towards the subject.
‘I feel if they were to lay off people it would be older people rather than me who they have just put through all the training.’ (Interviewee 1)
‘the older generation feel a bit insecure’ (Interviewee 1)
‘job security I think the confidence is back up a bit because they are seeing investment being put back in’ (Interviewee 2)
‘job security was well I think most people thought there wasn’t a lot of job security at that time. That was five or six months after announcement that TATA were going to pull out of the UK, Um and during that period of time lots of people were considering their future and didn’t know what was going to happen’ (Interviewee 3)
‘South Wales the job security is better now than in 2008,’ (Interviewee 3)
The data shows differing opinions in the perception of retention within TATA is attributed to demographic, but the perception is slowly changing towards positive with investment being a factor increasing trust and belief in job stability agreeing with the findings of Fazzari, et al. (1988).
[bookmark: _Toc513698675]Demographic perception of Retention within TATA
[bookmark: _Toc513698676]Younger Workforce
The perception of the subject of retention within the younger demographic within the organisation can be seen as highly positive, this can be attributed to that the younger workforce has not lived the negative aspects caused by the cutbacks and instability of the plant.
‘I feel if they were to lay off people it would be older people’ (Interviewee 1)
‘everyone’s job is pretty secure’ (Interviewee 1)
‘re-established their graduate and apprenticeship programs and just one award for it, so all of that stuff indicates that there is a perceived future for the business because why would they be training up grads and apprentices if there they were thinking of pulling out.’ (Interviewee 3)
The data shows that this positive opinion of the younger workforce can be credited to the training given to the younger workforce, apprenticeships, the belief that the job is secure due the company putting money into the apprentices’ career is a positive motivating factor which supports the QuINNE indicator of Education and Training within the Taylor Review, (Taylor, et al., 2017), as a factor to Good Work and then retention of the employee (CIPD, 2015).
‘Very much so, it’s a well-paid job’ (Interviewee 2)
‘rates of pay um in comparison to other unskilled jobs, excellent over time rates, shift rates, so yeah huge incentives for people to want to work for that business, it was one of the most desirable places to work in the area’ (Interviewee 3)
For the younger generation of workforce, within the area of South Wales, high basic pay reward is a massive motivator to employment, with TATA offering training in the form of apprenticeships and then the high pay for a relatively low-skilled work the younger workforce feels positive to the employment given satisfying the QuINNE indicator of Fair Pay, (Taylor, et al., 2017), and this gives a higher chance of retaining this type of employee as per the findings of Velasquez(2012) highlighted in Chapter 2.
‘I trust all my management’ (Interviewee 1)
‘I can be on site and speak my mind and go to management and be fairly comfortable saying if something is wrong or they are wrong’ (Interviewee 2)
‘I believed they personally did hold the TATA values’ (Interviewee 3)
The views of close management to the interviewees have been identified as highly positive and showing trust through being integrated to the true values of the company; responsibility, responsibility, integrity, excellence, and unity. This shows correlation to the QuINNE indicator of Working Conditions, (Taylor, et al., 2017), showing that the culture trying to be built by management within TATA is having a positive effect on the workforce helping retention of staff (Beehr & Newman, 1978). 
‘I feel that my job is quite secure.’ (Interviewee 1)
The perception of job security within the younger generation strengthened by the positive perception of management, the high pay and the company investment into the employee’s education and training contribute to the QuINNE indicator of Employment Quality, (Taylor, et al., 2017). This indicator describes that job security is a factor to retaining staff with a foundation of trust towards regular working hours as also highlighted as a motivator to work by Yousef (1998).
The data shows that the positive perception towards these indicators for the younger workforce has increased the attitude to retention of this employee, showing that for the younger worker this job is highly sort after and once in employment is less likely to want to look for other work.
[bookmark: _Toc513698677]Older Workforce
Unlike the younger generation of worker, the researcher found that the older workforce have seen all the problems that the plant have been through including large amount of job cuts, (Ruddick & Stewart, 2016), and this has led to the negative attitude towards the subject of retention this can be largely attributed to the lack of trust or ‘deep routed scepticism’, (Interviewee 2), towards TATA held by this demographic. 
 ‘job security a couple of years ago did help them make the move’ (Interviewee 1)
‘they cut 3500 workers down in Port Talbot prior to the deal with the Unions, it hasn’t done them any favours.’ (Interviewee 2)
‘I think most people thought there wasn’t a lot of job security at that time. That was five or six months after announcement that TATA were going to pull out of the UK, Um and during that period of time lots of people were considering their future’ (Interviewee 3)
The perception of job security for the older workforce the researcher has found to be overarchingly negative due to the perception of job security, QuINNE indicator of Employment Quality (Taylor, et al., 2017). Job security as describe by Lazear(1990) if thought of as insecure has a detrimental effect to employee morale leading to decreased trust of the organisation and can led to decrease in productivity.
 ‘Pensions effects the older generation and they are more concerned’ (Interviewee 1)
‘I’m going to be here until um I get my pension’ (Interviewee 3)
‘Yes, huge motivator of the workforce to stay would have been the pension, because it was one of the best pensions out there which was final salary based on length of service, so the pension the pot for someone working there for 35 years would have been massive.’ (Interviewee 3)
‘but there is still uncertainty around the pension fund so that was an issue’ (Interviewee 3)
Due to the differing attitude towards what is Fair Pay of this demographic; Fair pay does not just include the basic pay but also the extra benefit of the pension that have been built up over the years of service to the job, this has caused dispute and conflict between the older work force and the company. The researcher asked the respondent if the concern around the instability of the reward structure effected the older workforce’s productivity highlighting the reasons for this.
‘Not the whole workforce different members of the workforce yeah. Pensions effects the older generation and they are more concerned not the youngers’ (Interviewee 1)
‘Yeah it does because they’ll take time out of work to speak to each other obviously then it does affect then’ (Interviewee 1)
‘They do have official Unions meetings but then when they should be doing work they are panicking and have to see someone else, it’s not scheduled, so they are actually taking time off work’ (Interviewee 1)
The interview data shows that the insecurity around the pensions are of high concern to the older workforce having a direct effect to the productivity of this demographic of the workforce correlating with the findings of Akerlof & Yellen (1990) that show that if the perception of fair pay is not reached employees will disengage from duties and concentrate effort and worry on attaining the fair pay. This also aligns to Maslow’s Hierarchy of Needs (2013) where the workforce is focusing on gaining the first tier; physiological and safety through pay and detaches away from the belonging to the organisation and further tiers such as self-actualisation the self-motivating tier.
‘management they seem to be getting it easier than us’ (Interviewee 1)
‘If you were an operator down on the shop floor and not party to those conversations and only get what’s in the newspaper you are going to think of course they knew what was going on, of course they knew this was going to happen.’ (Interviewee 3)
‘my experience of Unions was that every single thing that you wanted to change regardless of where ever it was for the good and it was going to improve efficiency or save money or in the long run be better for the workforce they put a barrier up about it because they were always the management has an agenda, they would never think that we were doing it for the best they thought we did everything to get rid of jobs’ (Interviewee 3)
Within the older workforce an ethos of us vs them culture has emerged and has been perpetuated by the Union and miscommunication from the company, this has caused negative feelings towards the actions of management. The effects of this negative culture towards management has trickled down to the younger workforce breeding mistrust even though previous data has shown the trust in management there is a disconnect when involving management decisions and the close manager to the employee correlating to the findings of Neef (2012). This culture of mistrust and us vs them leads to decreases in productivity, morale, satisfaction, and engagement and can cause employees to leave due the perception of unfairness (Beehr & Newman, 1978).
[bookmark: _Toc513698678]Mobility of Workforce 
The workforce at TATA has been shown within the data to also have another sub-divide high-skilled and low-skilled, these demographics have different attitudes to retention.
‘Generally, people are leaving because of the money’ (Interviewee 1)
‘the people who have left are quite high-level engineers’ (Interviewee 2)
‘Yes, absolutely people left due to the miscommunication and instability within TATA, but people left especially people with high potential and high skilled.’ (Interviewee 3)
The interview data shows agreement to high-skilled workers leaving due to instability, miscommunication and reductions in pay. The high-skilled worker have the mobility to move employment due to high demand in the labour market for the employees skill set this is in correlates to Krugman & Wells (2012) findings that the higher the skill of an individual that correlates to the home countries economy the easier to find employment due to high demand and low supply within the labour market.
‘Yeah and how do we replace them, they are hard to find and who’s going to come work for a company that might not exist in six months, no-one’s going to. So we had no way to back fill because our reputation or ability to be able to offer someone a job with job security was zero. Who would of applied to work for us at that time. So the damage that was done during that time we did leak talent’ (Interviewee 3)
‘our retention rate for high skill not low skill but high skill engineers and technical people, chem engineers was substantial and damaging because they are not easy to replace.’ (Interviewee 3)
This shows the damage that the company incurred due to the instability of the company and the flow of high-skilled workers out of the organisation.
The researcher asked if the locale of the plant had any effects to retention of employees and factors which may be favourable.
‘Very much so, the workforce is from Port Talbot, Swansea, Porthcawl, it’s a nice easy commute, Welsh Steel or TATA Steel is what it is, it’s all a lot of these families know about its part of their DNA.’ (Interviewee 2)
‘Yeah because there are not a lot of that type of work available within this region, its low skilled and very well paid for what it is.’ (Interviewee 3)
The locale of the plant, Port Talbot, the high pay for low-skilled workers and the economic situation in South Wales, low paid work and high unemployment (Dickins, 2017), is a high contributing factor to employee retention linking to Mowday, et al. (2013). The low-skilled worker or a worker that has built a family structure within the close proximity of the plant relies on the work given and the pay structure in place including the pensions, this reliance has been ingrained through generations working for the steel industry in South Wales and the loss of the plant would dramatically affect the local economy of Port Talbot,  (Tovey, 2016). This shows a different attitude towards retention needs in agreement with Stigler (1962) and Koch (2017); semi-skilled or unskilled workers have different motivators for choosing or staying within an organisation; locale, availability of other like work, family commitments, and already established friendship groups.
[bookmark: _Toc513698679]Links between Reputation and Retention
Throughout the interview process the researcher found common threads of Trust and Communication that flowed through and effects attitudes towards both the subject areas of reputation and retention attaining to Bupa (2018) and Gray & Balmer (1998); reputation and retention can be increased internally by trust and transparent communication.
[bookmark: _Toc513698680]Trust
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[bookmark: _Toc513772000]Figure 4‑7 High-level word cloud of Trust (TATA Interview Data, 2018)
Running a high-level query on the node Trust involving all sub-nodes; Attitude and Type of group, the word cloud shows that the most frequent words used by interviewers whilst talking about the topic of trust. The word cloud shows the link between trust and all aspects of working life from the management through to pay and communication. 
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[bookmark: _Toc513772001]Figure 4‑8 Attitude toward Trust within TATA (TATA Interview DATA, 2018)
The attitude of trust flowing through all interviews in the context of TATA shows that there is overall negative attitude towards the perception of trust but there are still positives within the company. As previously stated this could be attributed to the negative attitudes of the older workforce and union flowing through to the younger workforce but also there is a positive attitude that is slowly growing with investment and management personal trust.
‘You’ll always get that because a big part of the younger guys training is by the older workforce, you’ll always get trickle down and that will take a long time to go, I think its slowly changing though.’ (Interviewee 2)
‘more with the older generation than the younger, they’re gradually seeing sense.’ (Interviewee 2)
‘I think there are is quite a high degree of trust because of the reinvestment because they think that they won’t do this to us again’ (Interviewee 3)
[bookmark: _Hlk513596754]The findings of the interview analysis correlate to Dirks & Ferrin (2001) that trust is a huge motivator of the workplace environment effecting all aspects of an organisation including corporate reputation and retention factors.
[bookmark: _Toc513698681]Communication
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[bookmark: _Toc513772002]Figure 4‑9 High-level word cloud of Communication (TATA Interview Data, 2018)
The high-level word cloud of communication is very similar to the trust word cloud of frequently used words showing that communication is a factor that effects and is intrinsically tied to trust within the workforce upholding the theory produced by Hosmer (1995).
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[bookmark: _Toc513772003]Figure 4‑10 Attitude toward Communication within TATA (TATA Interview Data, 2018)
The perception of communication within TATA shows an overwhelming negative attitude towards the subject area and can be directly attributed to the effects on trust within the workforce following the findings of Hurley (2006) miscommunication can make employees feel betrayed.
‘It’s the mistrust and all the miscommunication and the stuff going on in the papers’ (Interviewee 1)
‘No. TATA have said many things, made many promises and over the period they have been in Port Talbot all they have done is whittle away at what is there’ (Interviewee 2)
‘Yes, absolutely people left due to the miscommunication and instability within TATA’ (Interviewee 3)
Due to miscommunication to the workforce by TATA by corporate messages not being aligned to the company values and the differing or lack of communication about the plant closures and in essence the workforce job security and lively hood mistrust was created causing numerous problems to internal corporate brand reputation perception and difficulties with retention this is the key linking factor to the majority of problems that occurred within Port Talbot Steel Works.

Chapter 5 shall show a summary of the findings culminating in a model designed to show the correlation between reputation and retention for the simplification of the analysis held within the current Chapter. The implications, limitations and recommendations for further research shall be addressed by the following Chapter.




[bookmark: _Toc513698682]Chapter 5 – Conclusion and Recommendations
0. [bookmark: _Toc513698683]Introduction
The chapter shall discuss what the correlating factors are between retention and reputation to highlight challenges within the subjects, taking into account the information gathered from employee interviews connected to the case study of TATA Steel Port Talbot achieving Objective 4:
IV. To acquire an understanding between the correlation within retention and corporate reputation which can be used to form recommendations for retention strategies.
[bookmark: _GoBack]The current academic theory, (Bupa, 2018; Stigler, 1962; Grund & Harbring, 2009), has shown links relating to retention and reputation, but gaps in application and research have been found, a summary and interpretation of the findings shall be discussed with an evaluation of how the research objectives of the thesis have been met. The discussion shall continue with the limitations of the study including further future directions of research.
[bookmark: _Toc513698684]Summary of findings
The analysis in Chapter 4 found important linking factors between reputation and retention within the primary data gathered, semi-structured interviews, relating directly to better understand the challenges that organisations with reputational damage will incur with retention. The overarching correlation between the subjects has been found to be trust and communication, these two factors directly affect the firm’s ability to increase positive perception of corporate reputation and the ability to retain staff. 
The study found that within TATA Steel Port Talbot the perception of the organisations reputation is driven by internal communication, primarily by the older workforce. This has been shown to have negative effects on the younger generations perception of the organisation’s reputation, but the younger generation are conflicted in their views because of the positive effects of investment through education and training, apprenticeships and graduate programs. The study has shown that this negative perception has been instilled in the younger generation of the workforce through employee mentoring programs because of the trust and respect that is built and maintained between a mentor and a mentee through the process. 
Throughout the study there has been shown to be a disconnection between the reputation of the organisation TATA and the reputation of close management; low levels of trust towards the organisation whilst high levels of trust towards management, this can be directly attributed to the lack of branding communication and detachment to the organisational values and ethos shown by the actions of the company towards the workforce and the plant. 
The analysis has shown an underpinning influence in the differing retention rates of a further sub-divide of the workforce; high-skilled and low-skilled. High-skilled workers in times of job insecurity have the ability to move organisations where the low-skilled workforce cannot. This has been shown to form a culture of loyalty towards the locale of the steel works and not the company which owns the plant, supporting the reasoning for the disconnect between the reputation and trust towards the organisation and management.
The researcher within the literature review, Chapter 2, gained an understanding from current academic sources in relation to retention and reputation attaining research Objective 1. With the collection of semi-structured interview data from candidates having a relation to TATA Steel Port Talbot and the thesis’s topics retention and reputation the researcher achieved Objective 2. Through the evaluation and analysis of the qualitative data, with aid of the program Nvivo, the researcher was able to correlate findings tested against current academic theoretical understanding reaching Objective 3.
Objective 4 as well as the overarching aim of the thesis; understanding the correlation between corporate reputation and employee retention, shall be reached within this Chapter showing interpretations and implications of the findings culminating in recommendations for the organisation.
[bookmark: _Toc513698685]Interpretations of findings
The findings within the thesis provide knowledge about the reputational damage that TATA has incurred and the effects of employee retention at the Port Talbot Steel works. The thesis has shown the direct relationship between corporate reputation and employee retention; trust and communication, supporting previous academic literature culminating in the development of a theoretical model which is the contribution to knowledge within the field of study.
[image: ]
[bookmark: _Toc513772004]Figure 5‑1 Primary Development of the TCRR; Trust, Communication, Reputation and Retention, model (Steer, 2018)
The model identifies that ‘trust’ is the central focal point to reputation and retention effected by ‘communication’. Communication has been characterised as the transforming dynamic for the process; through transparent communication organisations can increase trust and therefore increase corporate reputation perception and decrease retention problems substantiating the findings of Dirks and Ferrin (2001): the perception of trust effects all aspects of an organisation including corporate reputation and retention. The model also shows that, with miscommunication, as seen by the actions of TATA Group, it has a negative effect on employee trust which leads to the negative perception of corporate reputation and increases problems with employee retention. 
Context of findings
The thesis research used the case study of TATA Steel Port Talbot which has seen the effects of reputational damage on employee retention allowing for a critical analysis of current theoretical knowledge identified in the literature review. The use of qualitative data collection using the methodology described in Chapter 3 has allowed for rich data to be used in the analysis of the theory to identify gaps in previous knowledge or if the current thinking applies to the situation within TATA Steel Port Talbot. Using this standard methodology practice has allowed the researcher to have validity when correlating the subjective nature of qualitative data and links within academic literature to the subject areas allowing for bias of the researcher to be reduced in the findings. The model that has been proposed collaborates with the previous studies, (Bupa, 2018; Stigler, 1962; Grund & Harbring, 2009), in the fields that highlight trust and communication to have effects to retention and reputation.
[bookmark: _Toc513698686]Implications of findings
The findings of this thesis give support to the current academic literature around the subject area of reputation and employee retention through the information gathered from individuals that have first-hand experience of the problems that corporate reputation can have on retention.
The proposed model based on the findings of the thesis shall aid managers, HR, and organisations in the understanding of the dynamics and correlation of reputation and retention in a simplified format helping companies that are undergoing reputational damage and employee retention issues.
The thesis has shown that with correct transparent communication within a company, employees are more trusting increasing the perception of reputation and decreasing retention problems, this then can be a self-perpetuating model for positive or negative outcomes.
The study demonstrates that internal communications and perceptions of the corporate reputation are driven by longer serving employees and the attitudes held by this demographic are carried through to the younger employee. This highlights the importance of correct selection of mentees that uphold and believe in the positive perception of the organisation’s reputation allowing for this positive perception to flow through to the new employee instilling a culture of trust towards the organisation.
With the current UK economic situation, the uncertainty of the outcomes and effects of BREXIT, the thesis is of importance to all companies within the UK showing that miscommunication to the workforce can have drastic damaging effects to both reputation, internal and external, and employee retention. 
[bookmark: _Toc513698687]Limitations of the research
The overarching limitation to the thesis can be attributed to the dependability of method of data collection, qualitative data, and if the validity of the study can be verified with replication by another researcher. The methodology used throughout data collection and analysis of semi-structured interviews is a standard practice used in the field of qualitative data collection backed by previous academic research. To aid further validity of the data analysis the appendices shall include transcribes of all interview questions and data. 
The use of the program Nvivo for codifying the data can absorb some of the subjective nature of coding the data and researcher bias. A double-blind question has also been used within the interview process to allow the researcher to build rapport and knowledge of the subject area with the interviewee, this process allows for comparison of data helping substantiate the responses given. 
To build trust and rapport for ease of communication and data gathering all interviewees names were not recorded to aid in the disclosure of sensitive issues surrounding the study, the interviewee’s career. This process helped ease any concerns the interviewee had with being identified by the organisation, TATA, and any repercussions that could be incurred.
The limitations and difficulties that researcher found in the application of collecting and analyse of the data were: sample size, the cost of the study, timescale, and researcher bias.
The sample size, three semi-structured interviews, was adequate to reach data saturation but the sample could have been bigger to produce a wider frame of reference of the topic and situation within the organisation. Due to the difficulties with access to TATA Steel employees and working with their timescales made this unfeasible for the thesis. One method thought of to negate this was skype calls but the researcher felt that rapport could not be built and therefore less reliability in the data gathered.
With the high cost of the study including buying data collection instruments the researcher with less financial restrictions could have developed other methods of collection.
The time-scale of an undergraduate thesis was a limitation to the data collection and analyse, if more time and more financial backing was given the study could have collected more interview data.
The researcher felt that researcher bias may have formed due to the closeness of family members to Steel Unions, this has however been negated to the change in opinions of Union activities: not all Union activities are beneficial to the workforce and some are self-serving. This for the researcher was a difficult obstacle to overcome but with the evaluation has felt that a nearly non-biased evaluation has been given. 
[bookmark: _Toc513698688]Recommendations for future studies
Due to the subjective nature of the research methodology, qualitative data collection, further study is recommended to authenticate the research and counteract researcher bias. Furthermore, the study can lead to a quantitative study to substantiate the findings and to test the model proposed.
The case study of TATA Steel Port Talbot was used for the thesis, but the main findings also can be applied by other companies and industries that are going through similar difficulties of reputational damage and incurring increases in retention problems. Using this thesis to build similar studies in differing industries will allow for the application and testing of the model proposed, validifying and testing strengths and weaknesses of the analysis of the findings. 
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
PARTICIPATION CONSENT FORM

	TEITL Y PROSIECT: / PROJECT TITLE: Reputational Damage and problems of Retention a case study of TATA Steel Port Talbot.



Name of Researcher:										         	
Please initial box

1.	I confirm that I have read and understand the information sheet dated XXXX for the above study. I have had the opportunity to consider the information, ask questions and have had these answered satisfactorily.

2.	I understand that my participation is voluntary and that I am free to withdraw at any time, without giving any reason.

3.  I understand that any information given by me may be used in future reports, articles or presentations by the research team.

4.  I understand that my name will not appear in any reports, articles or presentations.

5.	I agree to take part in the above study.



________________________	________________	_____________________________
Name of Participant	Date	Signature



_________________________	________________	_____________________________
Researcher	Date		Signature

You may decline to participate in this study. You may end your participation in this study at any time. If you decide to remain anonymous, maintaining your anonymity will be a priority and every practical precaution will be taken to disguise your identity. If you prefer anonymity, there will not be any identifying information on audiotapes or transcripts of this or any interview. No-one will hear any audiotapes or see any transcripts without your prior consent. All materials generated from this or any interview will remain confidential.

When completed, please return in the envelope provided (if applicable).  One copy will be given to the participant and the original to be kept in the file of the research team at: UWTSD SWANSEA BUSINESS SCHOOL


	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
FFURFLEN GANIATÂD CYFRANOGIAD
	
SAMPLE PARTICIPANT INFORMATION SHEET


	TEITL Y PROSIECT: / PROJECT TITLE: Reputational Damage and problems of Retention a case study of TATA Steel Port Talbot.





Dear Participant: 

My name is David Steer and I am studying in the School of Business.

I would like to invite you to participate in my research project. 

*Attached to this letter is the interview questions developed by David Steer which will assess Retention and Reputational Damage within TATA Steel Port Talbot. I believe your opinions will be extremely helpful to me. 

Through your participation in the interviews, I hope to ascertain the relation between Reputational Damage and Retention within TATA Steel. 

All questionnaires will be kept strictly confidential to the researchers involved and at NO time will individual questionnaires be released to the general public. This gives you a chance to express your views on your programme a confidential and anonymous forum and still be able to make a difference. Your participation in this study is completely voluntary so you can withdraw from the questionnaire at any stage. 

Our questionnaire should take about 30-40 minutes to complete, but there is no time constraint. There are also no right or wrong answers. Attached to this letter along with the questionnaire is a consent form. As this is a new project, your feedback is also important to us and we would be much obliged if you could also complete the feedback sheet along with the questionnaire. We understand that your time is at a premium, but your opinions are very valuable to us. 

After careful and precise analysis of the data obtained from these interviews, I will be happy to provide you with a copy of the findings at your request. The results of this questionnaire will hopefully enhance my understanding of Retention and Reputational Damage and will be stored at UWTSD Swansea Business School. The results of the research will be fed back to the University.

We thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 


	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
David Steer
69 North Hill Road
Swansea
SA1 6XS
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	Cyfranogwr Rhif Adnabod: 
Participant Identification Number:
	

	
CWESTIYNAU CYFWELIAD SAMPL 

	
SAMPLE INTERVIEW QUESTIONS 


	TEITL Y PROSIECT: / PROJECT TITLE: Reputational Damage and problems of Retention a case study of TATA Steel Port Talbot.





	1


	What is the current job security of the Workforce at TATA Steel?

	2


	What effect does this have on productivity of the workforce?


	3


	[bookmark: _Hlk513765521]Do you think the company values of Integrity, Excellence, Unity, Responsibility, and Pioneering, that are portrayed by TATA are in line with the company’s actions in Port Talbot?


	4


	What do you think makes a shop floor steel worker, different than other workers for instance in retail or an office job?


	5


	Are there specific needs of this worker to stay employed under TATA?


	6


	Do you think the reputation of TATA has been damaged? 	If so how?


	7


	What are the effects to this on the workforce if any?


	8


	From your point of view how does the workforce feel about job security? 


	9


	Have people been leaving TATA? What are the reasons? Do you think this has increased due to the reputational damage that has been caused by the recent events of instability and miscommunication from the company?


	10


	Do the workforce trust TATA?


	11
	If not, what would increase this trust?

	12
	Who do you trust at work, why? As in your colleagues, management, supervisors, HR, Union Reps. If you do not trust one of these bodies, why?

	13
	What do you think of the communication between management and the workforce at TATA?

	14
	Is there anything else you would like to add to this discussion?




	ENW A CHYFEIRIAD YR YMCHWILYDD
	NAME & ADDRESS OF RESEARCHER
David Steer
69 North Hill Road
Swansea
SA1 6XS
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Interview with Respondent One
Researcher (‘R’)
Respondent 1 (‘A1’)

R: What is the current job security of the workforce at TATA Steel Port Talbot?
A1: Well, I feel that my job is quite secure at the moment. 
R: What do you do?
A1: I’m a mechanical fitter
R: So why do you feel it is secure there?
A1: Um me being only 24, fresh out of my apprenticeships, I feel if they were to lay off people it would be older people rather than me who they have just put through all the training and college I’m fresh.
R: So, you feel valued there because TATA has given you the training and your job is secure because of that?
A1: Yeah that’s right, I feel that I would be more secure than other people and with what’s going on with everything in the news with pensions, there is a lot of uncertainties but at the moment I feel that everyone’s job is pretty secure
R: Why do you feel that everyone’s jobs are secure at the moment?
A1: Um, just within the company you speak to management and they do, a lot of news is filtered down and we understand where the workforce stands and were we are basically

R: What effects does this have, if any on productivity? Do you think the plant is running at capacity at the moment?
A1: Yeah well at the moment for me in my area we are down on men we could do with more, employing more people, the work load is large, um other areas more management they seem to be getting it easier than us I suppose

R: Do you think the company values of Integrity, Excellence, Unity, Responsibility, and Pioneering, that are portrayed by TATA are in line with the company’s actions in Port Talbot?
A1: Yeah, 
R: How would you describe that what msges are coming 
A1: We hear a lot of news from productivity and customer feedback which filters down to us, ultimately its us that is producing the product
R: Do you feel valued?
A1: Without me doing my job they wouldn’t be able to produce their product
R: Is that the msg put across by management or a constant msg
A1: Not so much meetings its team leaders and a lot through email to us from upper management
R: How many emails do you receive?
A1: Quarterly updates about performance, weekly we get more from planning and team leaders
R: You’re always kept in the loop?
A1: Yeap, we are always.

R: What do you think makes a shop floor steel worker, different than other workers for instance in retail or an office job?
A1: Well I’ve never worked in retail, but I know you’re always busy and its physical work, I don’t know the difference
R: Is there a community that you feel a part of?
A1: Yes
R: How does it come across within the workplace?
A1: I feel us as a whole are a community but there are separate sections within that as well, in Port Talbot, there’s us and then four other areas within that

R: Are there specific needs of this type of workers?
A1: It’s a physical job role but I don’t think there are, but I don’t have other experience

R: Do you think the reputation of TATA has been damaged?
A1: I do think that it has been damaged by being in the news so often, at one stage it was in the news every week. Always with different problems and different people expressing different concerns

R: With those different concerns do you think that effects the work force?
A1: Not the whole workforce different members of the workforce yeah. Pensions effects the older generation and they are more concerned not the youngers
R: So, you think it effects their productivity?
A1: Yeah it does because they’ll take time out of work to speak to each other obviously then it does affect then
R: The way you said they are taking time out of work to speak to each other, is that through Unions or is that just with each other, what are they trying to get out of this?
A1: They do have official Unions meetings but then when they should be doing work they are panicking and have to see someone else, it’s not scheduled, so they are actually taking time off work
R: Is this the older generation or throughout?
A1: Yeah is it the older generation that are doing that

R: From your point of view what do the workforce feel about job security?
A1: For me like I said my job is secure, and I don’t really know how to speak for others, but I suppose they feel the same, people my age feel more secure but then the older generation feel a bit insecure

R: Have people been leaving TATA? What are the reasons? Do you think this has increased due to the reputational damage that has been caused by the recent events of instability and miscommunication from the company?
A1: A lot of people in the passed year have left that I know because of more money or prefer shift work and have moved away for this, and others then I don’t really know, Generally, people are leaving because of the money
R: Is that better jobs in the locale?
A1: A lot of moved away to Birmingham at the car manufacturing plant, job security a couple of years ago did help them make the move

R: Do the current workforce trust TATA Steel or TATA as a company?
A1: It’s a difficult question.
R: Do you trust TATA?
A1: Not 100% No
R: Why?
A1: The thing with the pensions, I not sure exactly what was going on because I am younger and not concerned with it but um, I don’t know them trying to change everything and um hearing all the older boys and they know what they are talking about and they don’t trust TATA and its kind of like its dropped down to us as in they don’t trust them we don’t trust them, we like they understand more but no I don’t really trust them 100%

R: What do you think would increase trust within TATA?
A1: That’s a hard one again. In an ideal world if someone else bought over TATA and they just disappeared and someone else took over the Steel Works
R: Why do you think this?
A1: It’s the mistrust and all the miscommunication and the stuff going on in the papers 

R: Who do you trust at work, why? As in your colleagues, management, supervisors, HR, Union Reps. If you do not trust one of these bodies, why?
A1: I trust all my management they’re great I trust them all, there’s some I wouldn’t want to upset more than others, but HR is the one I wouldn’t fully trust because they keep making things difficult and nothings straight forward with them for example make it difficult anything you do, say overtime trying to book those hours in sometimes you wont get paid for three or four months after.

R: What do you think of communication between management and workforce at TATA?
A1: We always have emails from them management we see about on the shop floor and they’re all quite friendly, so you can always speak to them
R: When stuff comes up in the news papers are you told by management beforehand or are you told after it occurs and then they deal with it then?
A1: Usually come slightly after because they aren’t even told about what’s happening in the news and a lot of stuff gets out before it even gets to us,
R: Do you think that’s a problem?
A1: Yeah defiantly cause it’s my place of work and I deserve to know before everyone else knows because people are coming up to you mentioning something that’s happening in the news and you’re like well this is the first I’m hearing of it.

R: Is there anything else you would like to add?
A1: There’s nothing I can think of at the moment
R: Thank you very much for your time, that’s great



[bookmark: _Toc513698695]Appendix 5 – Interview 2
Interview with Respondent One
Researcher (‘R’)
Respondent 1 (‘A1’)

R: What is the current job security of the workforce at TATA Steel Port Talbot?
A1: Well, I feel that my job is quite secure at the moment. 
R: What do you do?
A1: I’m a mechanical fitter
R: So why do you feel it is secure there?
A1: Um me being only 24, fresh out of my apprenticeships, I feel if they were to lay off people it would be older people rather than me who they have just put through all the training and college I’m fresh.
R: So, you feel valued there because TATA has given you the training and your job is secure because of that?
A1: Yeah that’s right, I feel that I would be more secure than other people and with what’s going on with everything in the news with pensions, there is a lot of uncertainties but at the moment I feel that everyone’s job is pretty secure
R: Why do you feel that everyone’s jobs are secure at the moment?
A1: Um, just within the company you speak to management and they do, a lot of news is filtered down and we understand where the workforce stands and were we are basically

R: What effects does this have, if any on productivity? Do you think the plant is running at capacity at the moment?
A1: Yeah well at the moment for me in my area we are down on men we could do with more, employing more people, the work load is large, um other areas more management they seem to be getting it easier than us I suppose

R: Do you think the company values of Integrity, Excellence, Unity, Responsibility, and Pioneering, that are portrayed by TATA are in line with the company’s actions in Port Talbot?
A1: Yeah, 
R: How would you describe that what msges are coming 
A1: We hear a lot of news from productivity and customer feedback which filters down to us, ultimately its us that is producing the product
R: Do you feel valued?
A1: Without me doing my job they wouldn’t be able to produce their product
R: Is that the msg put across by management or a constant msg
A1: Not so much meetings its team leaders and a lot through email to us from upper management
R: How many emails do you receive?
A1: Quarterly updates about performance, weekly we get more from planning and team leaders
R: You’re always kept in the loop?
A1: Yeap, we are always.

R: What do you think makes a shop floor steel worker, different than other workers for instance in retail or an office job?
A1: Well I’ve never worked in retail, but I know you’re always busy and its physical work, I don’t know the difference
R: Is there a community that you feel a part of?
A1: Yes
R: How does it come across within the workplace?
A1: I feel us as a whole are a community but there are separate sections within that as well, in Port Talbot, there’s us and then four other areas within that

R: Are there specific needs of this type of workers?
A1: It’s a physical job role but I don’t think there are, but I don’t have other experience

R: Do you think the reputation of TATA has been damaged?
A1: I do think that it has been damaged by being in the news so often, at one stage it was in the news every week. Always with different problems and different people expressing different concerns

R: With those different concerns do you think that effects the work force?
A1: Not the whole workforce different members of the workforce yeah. Pensions effects the older generation and they are more concerned not the youngers
R: So, you think it effects their productivity?
A1: Yeah it does because they’ll take time out of work to speak to each other obviously then it does affect then
R: The way you said they are taking time out of work to speak to each other, is that through Unions or is that just with each other, what are they trying to get out of this?
A1: They do have official Unions meetings but then when they should be doing work they are panicking and have to see someone else, it’s not scheduled, so they are actually taking time off work
R: Is this the older generation or throughout?
A1: Yeah is it the older generation that are doing that

R: From your point of view what do the workforce feel about job security?
A1: For me like I said my job is secure, and I don’t really know how to speak for others, but I suppose they feel the same, people my age feel more secure but then the older generation feel a bit insecure

R: Have people been leaving TATA? What are the reasons? Do you think this has increased due to the reputational damage that has been caused by the recent events of instability and miscommunication from the company?
A1: A lot of people in the passed year have left that I know because of more money or prefer shift work and have moved away for this, and others then I don’t really know, Generally, people are leaving because of the money
R: Is that better jobs in the locale?
A1: A lot of moved away to Birmingham at the car manufacturing plant, job security a couple of years ago did help them make the move

R: Do the current workforce trust TATA Steel or TATA as a company?
A1: It’s a difficult question.
R: Do you trust TATA?
A1: Not 100% No
R: Why?
A1: The thing with the pensions, I not sure exactly what was going on because I am younger and not concerned with it but um, I don’t know them trying to change everything and um hearing all the older boys and they know what they are talking about and they don’t trust TATA and its kind of like its dropped down to us as in they don’t trust them we don’t trust them, we like they understand more but no I don’t really trust them 100%

R: What do you think would increase trust within TATA?
A1: That’s a hard one again. In an ideal world if someone else bought over TATA and they just disappeared and someone else took over the Steel Works
R: Why do you think this?
A1: It’s the mistrust and all the miscommunication and the stuff going on in the papers 

R: Who do you trust at work, why? As in your colleagues, management, supervisors, HR, Union Reps. If you do not trust one of these bodies, why?
A1: I trust all my management they’re great I trust them all, there’s some I wouldn’t want to upset more than others, but HR is the one I wouldn’t fully trust because they keep making things difficult and nothings straight forward with them for example make it difficult anything you do, say overtime trying to book those hours in sometimes you wont get paid for three or four months after.

R: What do you think of communication between management and workforce at TATA?
A1: We always have emails from them management we see about on the shop floor and they’re all quite friendly, so you can always speak to them
R: When stuff comes up in the news papers are you told by management beforehand or are you told after it occurs and then they deal with it then?
A1: Usually come slightly after because they aren’t even told about what’s happening in the news and a lot of stuff gets out before it even gets to us,
R: Do you think that’s a problem?
A1: Yeah defiantly cause it’s my place of work and I deserve to know before everyone else knows because people are coming up to you mentioning something that’s happening in the news and you’re like well this is the first I’m hearing of it.

R: Is there anything else you would like to add?
A1: There’s nothing I can think of at the moment
R: Thank you very much for your time, that’s great
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Interview with Respondent Three
Researcher (‘R’)
Respondent 3 (‘A3’)

R: What is the job security at TATA whilst you were working there as you are a previous employee?
A3: I left 18 months ago and at the time job security was well I think most people thought there wasn’t a lot of job security at that time. That was five or six months after announcement that TATA were going to pull out of the UK, Um and during that period of time lots of people were considering their future and didn’t know what was going to happen and didn’t know there was going to be any future of the Steel Industry in South Wales or even in the UK as a whole, so there was a huge concern amongst senior management that we were going to start leaking talent that people in the workforce that had the most potential to help sustain the business would be looking elsewhere and eventually leave.
R: So leaking talent was that because of problems with reputation or just the job security at the time?
A3: I think people did sort of fall out of love with TATA because they were always seen as really strong set of values around responsibility and looking after the workforce and protecting the communities and have a fantastic reputation in India for doing this and it had followed them to the UK. It actually had taken a long time for TATA to build a brand up to be honest in South Wales because even when I started there in 2012 they took over the business in 2008 and if you said I work for TATA Steel people would say ‘who are they’ and then you would have to say ‘oh the Steel works in Port Talbot’ ‘oh you mean Corus’ so even after four years TATA still hadn’t really made a name for itself in South Wales, but by the time the announcement made in 2016 they had really become the parent of the workforce, they were seen as this responsible employer and they had bailed us out so much and invested a lot of money even when times were tough so at no point did anyone think they are not going to keep doing that, so it was a massive shock that they said ‘we’re out’

R: So what effects did this have on the workforce in that time of instability?
A3: It was really bizarre actually because you would of thought that it would have had the effect of demotivating the workforce but actually what happened was it was more of a case of we are gonna show them um and at the time the managing director had put this plan together to try and turn the business around, and things had started to improve, prior to the announcement by TATA, because people really believed in this plan and believed in this guy, 
R: More than TATA?
A3: I think so yeah, I think they thought he was the guy to save the business
R: So it was trust in him and not in TATA?
A3: Yeah at that time yeah, so the workforce really got behind the MD and productivity actually improved which is opposite of what you think should of happened, but it was a case of we have to demonstrate we are a viable business because the opportunity for us to continue is to make someone think that we are viable and for them to buy us. Cause if we don’t get bought we’re out. So that was a massive motivator in terms of.

R: Do you think the company values of Integrity, Excellence, Unity, Responsibility, and Pioneering, that are portrayed by TATA are in line with the company’s actions in Port Talbot?
A3: Not in 2016, prior to I do believe they did but TATA had a different Chief Executive then, probably with a different set of values, the new Chief Exec saw we were in trouble and would be difficult to turn it around due to the external environment and um yeah, totally out of the blue with no prior indication the workforce including myself found out that the announcement of TATA pulling out of the UK was found out via a BBC news alert. So that’s to me not in line with the values of integrity and responsibility towards your workforce.

R: What do you think makes a shop floor steel worker, different than other workers for instance in retail or an office job?
A3: I think for me coming from retail background, fast passed ever changing workforce and new people all the time, then going into TATA and people being there for 20-25-35 years creates a different culture, there were fair more people working there that thought this was a job for life, I’m never going to have to do anything different, I’m never going to want to do anything different, I’m going to be here until um I get my pension, completely different from retail where people should be using it as a stepping stone.

R: Are there specific needs of this worker to stay employed under TATA?
A3: Yes, huge motivator of the workforce to stay would have been the pension, because it was one of the best pensions out there which was final salary based on length of service, so the pension the pot for someone working there for 35 years would have been massive. So that was a huge incentive to stay over a long period of time. So pension was a huge motivator and rate of pay they got excellent rates of pay um in comparison to other unskilled jobs, excellent over time rates, shift rates, so yeah huge incentives for people to want to work for that business, it was one of the most desirable places to work in the area, everyone wanted to work in Port Talbot.
R: Do you think that was to do with the locale of the plant?
A3: Yeah because there are not a lot of that type of work available within this region, its low skilled and very well paid for what it is.

R: Do you think the reputation of Tata has been damaged?
A3: I think now they’ve rebuilt trust, but during that time the announcement period, and just after I left they announced that they weren’t with drawing so March to October there was a huge period where of uncertainty and during that time I think trust was just um gone but now probably that trust has been rebuilt because of the reinvestment but there is still uncertainty around the pension fund so that was a issue. What I think happened ultimately improved the visibility the of the TATA brand but not the perception of it, because then everyone in South Wales knew that TATA owned the business but prior to that 50% had never heard of them.

R: What are the effects to this on the workforce if any?
A3: But from an external perspective I think they are is quite a high degree of trust because of the reinvestment because they think that they won’t do this to us again. Some people thought it was a ploy to get to the government to step in and do something to support TATA to stay so they’ve been asking for help and it wasn’t forth coming, some people think that the company threw their bears out of the pram to get attention, and it had its desired effect because people were paying attention to what was going on and put things in place to counter act the things that were going on in the external environment such as Chinese Steel dumping, and when the company got the result that they wanted they said oh we are not really going to go. 
R: But that instability caused by upper management during this ploy was realised by the workforce?
A3: No, at that time I think that I think that people only thought that afterwards not during. During that six-month period people genuinely thought that if we didn’t find a buyer that was us done, genuinely believed that and our retention rate for high skill not low skill but high skill engineers and technical people, chem engineers was substantial and damaging because they are not easy to replace.
R: So the higher paid workers got up and left?
A3: Yeah and how do we replace them, they are hard to find and who’s going to come work for a company that might not exist in six months, no-one’s going to. So we had no way to back fill because our reputation or ability to be able to offer someone a job with job security was zero. Who would of applied to work for us at that time. So the damage that was done during that time we did leak talent although we did do a lot of stuff internally to stop that but people did leave and we couldn’t recruit to back fill those rolls.

R: From your point of view how does the workforce feel about job security? 
A3: There are a lot of good things that are going on, probably in South Wales the job security is better now than in 2008, 
R: Do you think the workforce feel that?
A3: Yes, I think that from what is in the public domain it is very positive, for that site at the moment, things are going well there’s been a lot of investment and good news stories and the investment makes the workforce feel valued and this increases their perception of job security. When TATA invested in the new blast furnace, 120 million in the end, people kept saying all the time that they wouldn’t leave because of all the money they have invested, so it doesn’t necessarily mean that it wouldn’t happen again because history might repeat itself, but it does mean that it is unlikely. I stay in contact with a lot of people who work there and there is a lot of positive feeling there, they’ve re-established their graduate and apprenticeship programs and just one award for it, so all of that stuff indicates that there is a perceived future for the business because why would they be training up grads and apprentices if there they were thinking of pulling out. That sends out positive messages of look we’ve taken on um 50 placement students or grads we are training people for the future.
R: Have people been leaving TATA? What are the reasons? Do you think this has increased due to the reputational damage that has been caused by the recent events of instability and miscommunication from the company?
A3: Yes, absolutely people left due to the miscommunication and instability within TATA, but people left especially people with high potential and high skilled.

R: Do the workforce trust force trust TATA?
************Respondent answered this question previously, so the researcher moved on****

R: What would increase the trust?
A3: That is difficult to say as an outsider, but I know there was a lack of visibility around the parent company of TATA whilst I was there, although they occasionally did visit the site as in people from TATA group, but I don’t know if that visibility has increased um the strength of the brand helps.
R: Going from that question, the TATA Group they basically just left TATA Steel works to get on with it and didn’t really step in visibly?
A3: Yeah there was obviously the money and investment came from TATA Group but yeah it never really felt for a long time like we were like TATA, if you walked around the sites CORUS branding was still all over the place, so you would still see road signs and such, because they bought the company off of CORUS in 2008 for over the odds and the arse fell out of the market they were in the shit immediately so there wasn’t money to invest, so for a long period of time there wasn’t a big bang and now WE BELONG TO TATA!, lets paint all the doors blue, and put the brand over everything, we literally were handing out policy booklets which still had CORUS stamped all over them in 2015.
R: And that was because of the industry and not because of TATA?
A3: Basically, it was because they needed to invest in essentials and rather than the massive branding exercise, but I think that there has been a lot more of that recently which helps with people buying into the brand, because if you buy into the brand then that builds trust.

R: Who do you trust at work, why? As in your colleagues, management, supervisors, HR, Union Reps. If you do not trust one of these bodies, why?
A3: Upper management yes, colleagues yes, I trusted upper management because I had a close relationship with the Managing Director and the HR Director, um who both a result of the announcement put their heads on the chopping board and said we are going to set up a business and we are going to buy the Steel Works, they were essentially what rallied the workforce and make this business a success, so they were prepared to put themselves out there and lose extremely well paid jobs huge pension pots, and say we believe in this place and put ourselves at risk and we are going to make a sustainable business for the workforce, so I 100% trusted them. Probably not so much above that level, so I’m talking about senior management of TATA Group.
R: Why?
A3: Well because of what happened and the way in which it happened, that they said we are not going to support you any more, in what seemed to come out of the blue, 
R: And then was it because they kept changing their minds?
A3: Yeah and the communication, as well, and the mind changing, and the comms wasn’t brilliant about what was going to happen, I trust my own boss and colleagues, my boss was very supportive she even said don’t worry about what happens here I can get you a job in Netherlands because they were not at risk. I never trust Unions so um that stood I guess, I always felt a little bit at TATA that they were holding the business back and stuck in that traditional mindset of jobs for the boys and its all about protecting peoples jobs here and now and not thinking about the future of the business and understanding the impact that that had if you kept protecting people and maintaining the workforce and not losing jobs where is that going to leave us in 6 months, 1 year, 5 years, it just can’t be done.
R: Do you think the Unions were holding the company back by enforcing a do the bare minimum amount of work as possible and instilling that ethos?
A3: I don’t know because I wasn’t close enough to the shop floor, my exposure was minimum because I worked in a different area of the business. So I don’t know there was a work to rule in that period of time, my experience of Unions was that every single thing that you wanted to change regardless of where ever it was for the good and it was going to improve efficiency or save money or in the long run be better for the workforce they put a barrier up about it because they were always the management has an agenda, they would never think that we were doing it for the best they thought we did everything to get rid of jobs, or um they want to make more money.
R: So they were instilling an us vs them culture?
A3: Yeah, from my perception yes and interaction yes.

R: What do you think of communication between management and workforce?
A3: It was pretty good, there were lots of events and there was lots of different methods of communication, one of the things that was a very traditional approach was the site newspaper which you could get from newspaper stands on site, and although it was a quite an old fashioned approach but because of the type of workforce that we had not everyone had access to a computer or an email account, so it was one of the most effective ways to communicate with the workforce, and it came out every fortnight and was usually tabloid size and min of 16 pages and all sorts of news would be in there and a column from the managing director, communicating what was going on good or bad. So that was a really good method of communication we had others such as intranet and email and townhall meetings where very senior members of TATA Steel Europe would attend with 300 of the workforce and answer questions.
R: So why even though with all these lines of communication with the workforce, why do you feel there was a miscommunication or mixed message that was coming from TATA Steel?
A3: Because that was that was comms from TATA Steel not TATA Group. TATA Group was the problem with miscommunication whilst TATA Steel was fine. I mean not even the senior people at TATA Steel Europe knew what was going to happen on that day. The board of directors of TATA Group had miscommunication or no communication on discussions that were made at the very top to TATA Steel Europe and then the flow down to the workforce at Port Talbot. TATA India and all the steel groups were in the shit because of the steel dumping by China and TATA Group had to do something because they were chucking millions of quid at us, million a day at one point, but they made that decision in all accounts in total isolation, so representatives from Port Talbot and the Union went to India on that day for talks to say look we have a plan we going to save the business, look this is how we are going to do it and its going to take this amount of time to turn it around, they were really positive about the plan and there was proof that it was working, so they took the plan to the board of TATA Group in India and the board said no thanks we’re out with no prior warning what so ever. So everyone from Hans Fisher and the CEO of TATA Steel Europe didn’t know that this was going to happen, so it wasn’t lack of communication from our board it was from the very senior guys at TATA. So that’s where the breakdown of trust was, it wasn’t with TATA Steel it was TATA Group.
R: But then for the upper management of TATA Steel Port Talbot, if you’ve got a workforce that your then senior bosses aren’t giving you the information about them then how can that workforce trust you as in TATA Steel management?
A3: Yeah well they couldn’t cause they kept telling us; TATA Steel Europe, that we don’t know, we don’t know what’s going on, we don’t know what’s going to happen, we don’t know what the plan is, and of course must of the workforce is going yeah of course they don’t know what is happening, and they think its bullshit, where in actual fact it was the truth and only if you operating a specific level within the organisation could you appreciate that, and what was going on because you could see that. If you were an operator down on the shop floor and not party to those conversations and only get what’s in the newspaper you are going to think of course they knew what was going on, of course they knew this was going to happen.
R: Do you think this was backed by the us versus them mentality? 
A3: Yeah, so I mean, because I had such a good relationship with the MD and the HR Director I knew they were being honest because I could see in their eye and knew they weren’t the type to be dishonest and I believed they personally did hold the TATA values, responsibility and integrity and if they had info they would of disseminated it.

R: Is there anything else you would like to add?
A3: So um, in essence I absolutely do think there was reputational damage because of the nature of the way they went about things and yes it did have an impact on people wanting to stay working for us and for people wanting to work for us.
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