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Introduction
The researcher has for a period of time worked in the manufacturing sector for a prestigious food manufacturer that is part of a renown international privately own corporation as a recruitment and compliance coordinator. Previously the researcher worked in the retail sector as a deputy store manager for a leading multinational grocery retailer.  In the researcher’s considerable experience of twenty plus years the researcher has witnessed an abundance of developments within the disciple of employee turnover and how organisations have worked to understand the mechanics of this issue and working to potentially stabilising this behaviour. By this instance the researcher felt that they needed more information and attended the University of South Wales on a master’s course in Human Resources Management and gained a Master of Science and a CIPD level seven in this speciality.  At this juncture the researcher hypothesised that there was another layer of knowledge within the discipline of HR that could answer some of the researchers unanswered questions.
Need for this study
Organisations, Scholars, and authors have invariably been unable to completely eradicate employee turnover, however, organisations have strived to slow it down (Long et al., 2012; Dunnette and Hough, 1992; Hancock, 2016; Hom et al.,2017; Nelson, 1995; Michaels and Spector, 1982).
Employee turnover has been viewed, studied, researched, considered, and interpreted at every possible gradient; however, this predicament continues to be an affliction that a myriad of organisations and businesses face incessantly. Through a multitudinous of investigation and research a wealth of theories, clarification, frameworks, and models have developed to support organisations to manage this predicament over the last decade (Long et al., 2012; Dunnette and Hough, 1992; Hancock, 2016; Hom et al.,2017; Nelson, 1995; Michaels and Spector, 1982). 
Persistently this dilemma remains steadfast for countless organisations, which have become burdened with issues like low morale, high employee absence, decreased productivity, poor employee motivation and damage to their overall employer brand (Ambler and Barrow, 1996; CIPD, 2019). The subsequent implication being a further increased employee turnover as fatigued and discontented employees look to other stable and forward-thinking organisations to gain employment (CIPD, 2019). 
Ultimately this effects the organisational bottom line, which successively can impose detriment to the penetralia of the integrity of the organisation and by way of association, companies that are affiliated to it. This commonalty can be recognised as the ripple effect (Ambler and Barrow, 1996).
The researcher theorises that there are other considerations that has been previously explored but has not been fully recognised and by examination of the literature they hope to expand on this theory. The purpose of this inquiry is to understand why turnover after centuries of research is still a discipline that fails to stabilise in many organisations.
Aims of this Inquiry
The aim of this inquiry is to investigate cultural, social, and generational prospectives of employees and their attitudes to motivation in their employment? What is important to the employee?
Does the attitude and thought process of the “generation Z” and the “generation Y” population call for a new thought process to develop in HR to allow for a more understanding approach compared to “generation X”. Have expectations changed?
Are multiple culture workforces really contemplated when strategies are considered or are organisations using a “one size fits all approach” because of time limitations and costs to the business? Or is this because of equal rights legislation?
Should organisations be more pro-active and perceptive when using strategies – does the organisation need to have more than one plan of action for employee turnover?
If the theorisation contained in this inquiry should prove expedient it has the potential to be benevolent to many organisations who struggle with this predicament. Moreover, it may support and sustain employee turnover theories that have otherwise been discounted or abandoned.
By using a qualitative approach (Creswell, 2007, p.41), it is the intention of the researcher to evaluate the evidence of the literature both historical and contemporary to provide a theoretical and functional elucidation to the questions the researcher endeavours to comprehend. By using the available frameworks and philosophical, psychological, social, and organisational theories the researcher will attempted to ascertain a potential pathway for the objectives to reach a satisfactory or conclusive determination. 
It is the intention of the researcher to investigate any impediments that arise in consequence of or as a culmination to this inquiry. 
Literature Review 
The Revolving Door on a Merry-go-Round.
A study of the literature surrounding employee turnover 
The dilemma of people turnover has been a recurring paradigm since the word human resources was conceived by Commons in1893 (Jeffery, 2022; Morgan, 2015).  According to Hom et al. (2017, p.530), research into people turnover was established in 1920 by “Bills” with their research into employee turnover in the insurance sector (Bills, 1925; Hom et al., 2017, p.530; Rubenstein et al., 2017). However, there is a clear indication and guidance to show that preliminary and rudimentary studies began before this which laid down the groundwork for the research into this paradigm (Nelson, 1995, pp.97–98; Hom et al., 2017, p.530; Ross, 1958).
A multitude of authors, such as Nelson (1995), Hom et al. (2017), Dunnette and Hough, (1992), have intensively studied the subject of employee turnover (Long et al., 2012; Dunnette and Hough, 1992; Hancock, 2016; Hom et al.,2017; Nelson, 1995; Michaels and Spector, 1982). Portents from much of the literature indicate that there is a multitude of continuing paradigm shifts (Hom et al., 2017; Joy, 2020) encompassed in the discipline of employee turnover that can be accredited to job satisfaction, work-life balance, and Salary (Hackman and Oldham, 1976; Hancock, 2016; Hom et al., 2017; Gallup, 2023). 
The contemporary and gerontogeous data on employee retention and turnover illustrates that those employees who leave their profession and complete an exit interview or questionnaire provide a multitude of justifications for this occupational adjustment (Lee, 1996; Rubenstein et al., 2017). These can be accredited to one of five main categories which the literature and data reflect as being present historically, these motivators predictably include work life balance, development, salary, respect, and value (Gallup, 2023; Hackman and Oldham, 1976; Hom et al., 2017; Lee, 1996; Rubenstein et al., 2017; Wiley, 1997).  Wiley (1997 p.278) describes these categories as motivators and further signifies that by comparing the motivational factors over the decade that it revealed that employee’s motivational preferences vary over time. The results of a 1992 survey indicate that “the factors that motivate today’s workers are more extrinsic than they used to be” and further proposed that the results of their research reveal that the “job-related factors that motivate employees change over time and may vary significantly across subgroups and ages” (Wiley, 1997 p.278). According to Dysvik and Kuvaas (2010) and other contributors, it is acknowledged that the motivators for employee commitment theories are congruent to the discussion as to why employees choose to leave their employment (Dysvik and Kuvaas, 2010; Gallup, 2023; Wiley, 1997). According to a survey conducted by the CIPD in 2022, “thirty five percent of participants left their current employment for better pay and benefits, twenty seven percent wanted to increase job satisfaction, twenty four percent were looking for a better work life balance and twenty three percent wanted to do a different type of work” (CIPD, 2022). By comparison a similar report by Vivian et al., (2016) implies that renumeration or salary is the biggest incentive for employee resignation at thirty four percent, long working hours at thirty three percent and lack of career development at thirty percent (Vivian et al., 2016).
Some contributors such as Cotton and Tuttle (1986) and Hom et al. (2017) propose that the question of job satisfaction should be challenged and critically reevaluated on a continuum due to its inherent nature (Cotton and Tuttle, 1986; Hom et al. 2017; CIPD, 2022).  However, if the figures reported by the CIPD (2022) are to be compared with the other motivators, then financial recompense or reward is more important to employees (CIPD, 2022).  According to Bachmann, Ligon and Skerritt (2022), Grissom, Viano and Selin, (2015) and other researchers, these motivators as mutually significant in their entirety to the employee and should be treated proportionately when they eventualise (Bachmann, Ligon and Skerritt, 2022; Dysvik and Kuvaas, 2010; Gallup, 2023; Grissom, Viano and Selin, 2015; Shuck et al., 2014; Wiley, 1997). 
Evidence in the literature encompassing these motivators suggests that culture, gender, social and generational influences can be seen to denote the thought processes of the employee (Bachmann, Ligon and Skerritt, 2022; Dysvik and Kuvaas, 2010; Gallup, 2023; Grissom, Viano and Selin, 2015; Shuck et al., 2014; Wiley, 1997). Scientific research and theoretical evidence indicate that as each new generation evolves, the motivators remain consistent and constant (CIPD, 2022; Shuck et al., 2014; Vivian et al., 2016; Wiley, 1997 p.278). Nevertheless, the prioritisation for each motivator in the hierarchy of this configuration systematically fluctuates depending on the cultural, social, and financial climate of that time juncture (Ceniza-Levine, 2022; Dysvik and Kuvaas, 2010; Gallup, 2023; Wiley, 1997 p.278).  Current data and literature indicate that these motivators are not immutable (Hackman and Oldham, 1976; Hom et al., 2017; Lee, 1996; Rubenstein et al., 2017; Wiley, 1997) as advocated by Adams (1965) with the inception of the Equity Theory (Adams and Freedman, 1976),  Maslow (1943) Hierarchy of Needs, and Herzberg, Mausner, and Snyderman’s (1959) Two Factor Theory additionally denote in their individual motivational theories (Adams and Freedman, 1976; Herzberg, Mausner, and Snyderman, 2017, p.59; Maslow, 1943, p.5–38) that the emotional motivators are determined in a designated sequence (Adams and Freedman, 1976; Herzberg, Mausner, and Snyderman, 2017, p.59; Maslow, 1943, p.5–38). 
In contrast according to Joy (2020) there is theoretical and empirical evidence that demonstrates these emotional motivators revolve and are in a permanent state of flux (CIPD, 2019; Joy, 2020; Rubenstein et al., 2017; Wiley, 1997) corroborating the presence of a paradigm shift.  Rubenstein et al. (2017 p.57) emphatically conclude in their 2017 research into the behaviours of motivators for employee turnover that they “advocate for a paradigm shift into turnover research” further suggesting that their research is not conclusive but should be used as a “Check point” for subsequent further research into employee turnover (Rubenstein et al., 2017 p.57).  Evaluating this research by Rubenstein et al (2017) against similar research developed by Griffeth, Hom and Gaertner (2000) evidence suggests that a myriad of paradigm shifts is evident but not originally recognised by the authors and contributors (Griffeth, Hom and Gaertner, 2000).
Authors such as Hom et al., (2017), cite that this combination of emotional motivators are in a permanent paradigm shift, with evidence indicating that there is no individual determinant or cause (Hom et al., 2017; Joy, 2020; Rubenstein et al., 2017).  Contributors who continue to investigate this paradox advise that the contemporaries of each generation continue to ameliorate and appreciate different attitudes to work and work life balance (Bachmann, Ligon and Skerritt, 2022; Dysvik and Kuvaas, 2010; Gallup, 2023; Grissom, Viano and Selin, 2015; Shuck et al., 2014; Wiley, 1997). This is further evidence when exploring these motivators to leave their employment. Although the clarification behind the employee’s decision to terminate their employment stay congruent, the sequencing in priority fluctuates, thus causing an alternative paradigm which is recognised as a paradigm shift (Dysvik and Kuvaas, 2010; Gallup, 2023; Wiley, 1997, Kuhn, 1962). 
[bookmark: _Hlk156761107]Some conclusions can be drawn by comparing this to Khuns Model as illustrated by his research into scientific revolutions (Kuhn, 1962, p. 93).  Kuhn (1962) determined that scientific problems or questions are not immobilized or linear, as previously appropriated by scholars such as Popper (1952). Kuhn (1962) made the discovery that a scientific problem or question revolved and did not come to a stop if no known resolution could be formed or that if a determination was actualised that this was not finite. Kuhns hypothesis proved that a paradigm or question moved into a different pattern or sequence of new questions when challenged under certain conditions or thought processes thus causing what is known as a paradigm shift (Kuhn, 1962, p. 93).  
Some contributors such as Cotton and Tuttle (1986) and Hom et al. (2017, p.531) propose that the question of “job satisfaction should be challenged and critically reevaluated on a continuum” due to its inherent nature (Cotton and Tuttle, 1986; Hom et al. 2017, p.531; CIPD, 2022). However, Bachmann, Ligon and Skerritt (2022) make the claim that “it is financial reward” that should be the principal consideration (Bachmann, Ligon and Skerritt, 2022) and yet Gabčanová (2011 p.1-11) argues that communication is the important factor (Gabčanová, 2011 p.1-11). The CIPD (2023) advise that “employees resign for many different reasons. Sometimes it's the attraction of a new job or prospect outside the workforce that 'pulls' them. On other occasions they are 'pushed' to seek an alternative because they are dissatisfied in their present job” (CIPD, 2023; Hom et al., 2017; Mitchell, Holtom, and Lee, 2001).
Bachmann, Ligon and Skerritt (2022) indicate that although there is empirical research and evidence that define that motivator’s such as “financial reward”, encourage employees to remain in their employment “only two thirds of companies involved with our survey adopted this as part of company program. The other third involved in the survey were too absorbed with the overall cost, which the organisations believed was too expensive to be of benefit” (Bachmann, Ligon and Skerritt, 2022). 
It is evident by analysing the available literature that many organisations seek a better understanding of this dilemma so that practices may be put in place to circumvent unnecessary high employee turn-over and poor employer branding (Bachmann, Ligon and Skerritt, 2022; Long et al. 2012; CIPD, 2023; Dunnette and Hough, 1992; Hancock, 2016; Mitchell, Holtom, and Lee, 2001;). According to Bersin, (2013) “the cost to an organisation is around one and a half to two times the employee’s annual salary” (Bersin, 2013), however this figure varies depending on the length of experience and time the employee has been employed by the organisation (CIPD, 2023). 
Academics and practitioners have additionally identified a secondary financial cost to an organisation in the way that it presents itself to its employees in the form of employer branding, Poor employer branding can ultimately lose organisation excellent employees and gain a poor reputation as an employer (Ambler and Barrow, 1996; Long et al., 2012; CIPD, 2019; CIPD, 2023; Sokro, 2012). 
Long et al. (2012 p. 283) determines that “one is struck by the fact that there have been over 1,500 studies into people turnover” and further comments that “this is not surprising when one considers the costs of turnover in terms of hiring, training, and productivity loss” (Long et al., 2012 p. 283).
[bookmark: _Hlk156761356][bookmark: _Hlk156761380][bookmark: _Hlk156761404][bookmark: _Hlk156761431][bookmark: _Hlk156935831]Long et al., (2012) examined a myriad of turnover models such as the Mobley model (Mobley, 1977), The Met-Expectation model (Porter and Steers, 1973), the Causal Model of Turnover (Price, 2001), and the Job Embeddedness Model (Mitchell et al., 2001) amongst others that are available to support organisations in to determining why and how employees withdraw from their employment (Long et al., 2012; Griffeth, Hom and Gaertner, 2000; Govindaraju,2018). Long et al. (2012 p.290) determines that although there are conformities in the models, the “models capture important avenues for attracting and retaining employees in the dynamic and current work environment” (Long et al., 2012 p.290). Hancock et al. (2013 p.600) argues that “the key differentiation between functional and dysfunctional turnover has been largely ignored” in these models when examining the literature for this review, this could indicate that the substantiation or outcome of these models is distorted (Hancock et al., 2013 p.600). Additionally, Currivan, (1999) argues that there are limitations within the models that can be obstructive in finding accurate and comprehensible data (Currivan, 1999).
The researcher found that contributors and authors believe that a diminutive proportion of employee turnover is acceptable and, in some instances, necessary. It is suggested by Lawler (2016) that this type of employee turnover provides the capability to incorporate contemporary conceptualisations and to facilitate organisational expansion and development (Lawler, 2015). Lawler (2015) states that “turnover can be beneficial if it leads to the right individuals leaving and if it produces an organization that is more agile and better able to adapt to the rapidly changing business environment that most organizations face today” (Lawler, 2015).
Much of the literature and research information diverges into a simple principle that is key to comprehending and interpreting the knowledge that is available. Analysis reflects that the perception processes of the employee is the predominant mechanism that can illuminate the explanation as to why personnel leave their employment (Bachmann, Ligon and Skerritt, 2022; Hom, et al., 2017; Lee, 1996; McEvoy and Cascio, 1985; Maslow, 1943). By using a strategic planned approach and the myriad of conceptual models available, practitioners express that it should be possible to support retention at an optimal rate (Michaels and Spector, 1983). However organisational psychologists, contributors, scholars, and practitioners have for a considerable amount of time, have attempted to execute this task (Lee, 1996; McEvoy and Cascio, 1985; Michaels and Spector, 1983; Ross and Zander, 1957; Woods and West, 2020). 
It is evident that research and analysis both quantitative and qualitative has been scrutinised, researched, and documented with no individually maintainable protracted resolution (Hom et al., 2017). Employee turnover constantly remains in flux with a recommended figure of around fifteen percent turnover as a comparative number being viewed as average or acceptable by practitioners in the field (Bersin, 2013). Yet a myriad of organisations augment with the times and use the unequivocal data and research provided by scholars and practitioners in this vast subject still incur tribulations when retaining their employees (CIPD, 2023; Hom et al., 2017; Vivian et al., 2016; Roberts, 2021).
There is irrefutable evidence that points to the need for constant divergence with expedience to stay competitive in the employment market. It is suggested that certain industries are more susceptible to higher turnover than others (CIPD, 2023; Field et al., 2021; Roberts, 2021; Vivian et al., 2016). The CIPD (2023) suggest that industries in the “lower paid sectors” demonstrate this paradox far more then industries with higher rumination (CIPD, 2023) which is further emphasised by research completed by Porter and Steers (1973) and Bachmann, Ligon and Skerritt (2022). Both authors maintain that when operating this principle that the effectiveness of this convention varies in success, determined by the reactiveness and continuity of the organisational administration (Bachmann, Ligon and Skerritt, 2022; CIPD, 2023; Porter and Steers,1973; Vivian et al., 2016).
Other variables can be justified as critically challenging to some of the motivational theories by the inclusion of experience, age, and culture (Baron, Hannan and Burton, 2001; Carnegie, 2023; Vickberg, 2023).  Younger employees are not as acquiescent of some procedures, working hours and rumination in comparison to older workers who indicate that personal needs, job security and values that are disparate from those of the younger generation (Baron, Hannan and Burton, 2001; Carnegie, 2023; Vickberg, 2023). As the generational change becomes effective so does the initial motivational factor of the employee (Carnegie, 2023). Young workers from generation Z would not respond to identical organisational motivators as a generation X employee who would have been influenced by a diverse set of values and expectations (Baron, Hannan and Burton, 2001; Carnegie, 2023; Wiley, 1997). It is also significant to discuss the community of international workers who have chosen to settle in the UK. Over the past two decades these migrant workers have brought with them their own beliefs, familial culture and ethics that are disparate to the beliefs of the home-grown employee (Baumeister, 2016; Hofstede, 2011; Jiang and Korczynski, 2024). However, organisation are predisposed to offer these groups identical motivators, whether it be through organisational choice or legislative dictates. According to contributors a myriad of organisations do not think the benefit outweighs the cost and opt to not engage their people this way (Bachmann, Ligon and Skerritt, 2022; Carnegie, 2023; Omoigui, 2022; Vickberg, 2023; Wiley, 1997). 
It is undeniable that employee retention and turnover will always require constant contemplation and consideration (Hom et al., 2017). This is further evidenced by the literature and information that human nature is key to understanding the choices employees make (Wiley, 1997). As human needs, values, and motivators fluctuate depending on multiple variables (Maslow, 1943), authors suggest that it may not be possible as an induvial exercise (Baumeister, 2016; CIPD, 2023). The researcher found that some of those choices can be managed, achieved, and supported, while others will be beyond an organisations control. Employee turnover is in a never-ending paradigm shift which will bring new and old challenges (Joy, 2020; Kuhn, 1962; Rubenstein et al., 2017). This literature review gives the researcher some Insite to the fact that it is better to be pro-active rather than re-active when dealing with this paradox, however, it is evident that employers cannot be prepared for every eventuality when dealing with human expectations and emotions as the human mind has its own preconceived ideas, opinions, and in-depth cultures (Baumeister, 2016; Hofstede, 2011). 
Model and Framework considerations 
In the course of this inquiry, the research has reflected upon and examine models and frame works that have become contributive to this inquiry. In this chapter the researcher deliberates over these frameworks and models, presenting a diminutive elaboration on the pertinence and practicality to this inquiry.
The Scientific Revolution Theory (Kuhn, 1962)
Kuhn (1962, p.43) determined that Scientific problems or investigations did not always align or performed singular or specified manor as proposed by Popper (1952). Kuhn (1962) discovered that the problem or question would revolve causing patterns. These are known as paradigms. In relation to this he also discovered that as this scientific problem revolved it did not cease to exist at the end of the revolution if it is not solved. It simply produces additional paradigms that commence to revolve, inducing what is known as a paradigm shift. By reflecting on this philosophy and examining the available literature it can be recognised that within the behaviours of employee turnover there are numerous paradigm shifts (Hom et al., 2017; Joy, 2020) 
Popper (1952) claims that scientific research has something called falsifiers by which he purports that only scientific research displays these falsifiers, he further supports this theory by saying non-scientific research dose not have falsifiers so therefore cannot be proven true. He also proposes that scientific research should be tested by mathematical predictions or clarifications. If these predictions or expectation do not match the prediction under examination, then it should be concluded to be false. Popper (1952) believed that non-scientific theories have a place in “scientific and theoretical research, however, Popper also indicates that research would not be able to identify these as truths (Popper, 1952). On examining Popper (1952) work in this process, the researcher determine that it is a philosophy better suited to quantitative research rather than qualitative research. Because of this motive, the researcher considered it would hold no value to a work that is purely qualitative at this stage.
The Hierarchy of Needs (Maslow, 1943).This motivational theory by Abraham Maslow expresses that hu man beings need five specific emotional needs that need to be fulfilled to feel happy. The motivational needs in this model are in stages one through to five, with each requiring fulfilment to be successful (Maslow, 1943, pp.5–38). Although the model is presumed to be correct later authors discuss that needs or motivators change over time as the attitudes of humans change (Wiley, 1997). 
The Motivation-Hygiene Theory also known as the dual-factor or two-factor theory by Herzberg, Mausner, and Snyderman (2017, p.59) addresses the principle that the employee needs certain fundamentals to allow them to be content in their work. Herzberg, Mausner, and Snyderman (2017, p.59) state that “there are job factors that result in satisfaction and others that do not” (Herzberg, Mausner, and Snyderman, 2017, p.59). 
The final model the researcher considered was The Equity Theory by Adams (1965). The assumptions for this theory are that employees work on a stratagem of fairness, Adams (2005) argues that employees are conscious of levels of egalitarianism around them and can democratically endeavour to re-establish coherence in the presences of imbalance (Adams, 2005, p.134). The researcher hypothesised that this theory was representative of how employee turnover is affected by the motivation of the employee, although its similarly linear to The Hygiene Theory and The Hierarchy of Needs, The Equity Theory does concentrate on the actuality of human emotions and the substance of thought process.
The Mobley model (Mobley, 1977), The Met-Expectation model (Porter and Steers, 1973), The Causal Model of Turnover (Price, 2001), and The Job Embeddedness Model (Mitchell et al., 2001) are all models for measuring employee turnover. When the researcher examined these models, they discovered that for quantitative research they could hold value. When investigating these models from a qualitative perspective it is indicate by authors that they would only gather evidence in a very unconsolidated principle with authors and scholars concluding that  they are to inaccurate and indiscriminate (Currivan, 1999; Hancock et al., 2013 p.600).


Research Methodology 
In this chapter the researcher will explore the several types of methodology that are available to support this inquiry. It is important to understand that some of the methodology may seem appropriate, but it has however been rejected as it did not fit the confines of the overall research. The researcher will explain why each is suitable or inappropriate for this research paradigm throughout this analysis.
When looking for the correct type of methodology the researcher simply asked the question how many diverse types of methodology are there? Saunders, Lewis, and Thornhill (2007) show in their “Research Onion” there are three, “mixed method, mono method and multi method”. According to Saunders, Lewis, and Thornhill (2007) each of these methodology headings has a “method” that then forms the research approach. For example, “mixed method” contains the processes of both quantitative and qualitative methodology, which according to Saunders, Lewis, and Thornhill (2007) “allows for the researcher to work within two different timing structure or spaces with qualitative and quantitative becoming the method of data or research gathering” (Saunders, Lewis, and Thornhill, 2007, pp.130–132).  
This type of Methodology is often confused with the triangulated method which incorporates other methodologies rather than just qualitative and quantitative research methods (Flick, 2018). 
Saunders, Lewis, and Thornhill (2007) remark that “Mono Method” is applied singularly for qualitative or quantitative research methods. Lastly, Saunders, Lewis, and Thornhill (2007) describe the “multi method”, which they indicate is when diverse types of research is undertaken at the same time with divergent methods of investigation to look for the same outcome or explanation (Saunders, Lewis, and Thornhill, 2007, pp.130–132). 
According to Cresswell (2014) “Quantitative research is used when harvesting data, analysing the gathered data, then writing the results of that study”. Qualitative research is “a means for exploring and understanding the meaning individuals or groups ascribe to in a social or human problem” (Creswell, 2014). While examining qualitative research Creswell (2014) developed this methodology further by separating qualitative research in to five complimentary methods, “narrative enquiry, phenomenology, grounded theory, ethnography, and case study” (Creswell, 2014).
Each of these headings gave the researcher the ability to look at the issue from a unique perspective or angle that would enable them to see the bigger picture.
By using narrative enquiry, it enabled the researcher to have a greater understanding of research participants stories and experiences. This also allowed the researcher to ask questions and fill in missing gaps when no other clear data was available. A myriad of the participants answered with similar narratives, when asked the research question “why did you want to leave or leave your employment with organisation A”? However, it sometimes needs an unpersonal prospective in understanding to make sense of what is really being said. This form of inquiry is intensive and time extensive, although it is helpful when dealing with long term ongoing issues such as high employee turnover. Narrative enquiry deals with the events of single individual or individuals, through interviews, letters, talking to connections of the participants, and photographs to establish timelines and evidential research data (Creswell, 2014; Flick, 2014, pp.2–20)
Phenomenology is similar to narrative enquiry; however, its focus is on more shared experiences rather than singular circumstances. It is especially useful for dealing with large groups, events, or proceedings when there has been an issue or problem. Due to the nature of the question being investigated by the researcher they found phenomenology to be contributive when grouping the individual answers given when using narrative enquire. As with narrative enquiry it does take time to build trust and repour for the participants to be fully engaged with the researcher. This form of investigation is exceptionally helpful when building action plans developed from the actual outcomes and findings for this research (CIPD, 2023). The researcher found it could also identify patterns and historical timelines without the need of quantitative research. Nevertheless, quantitative research in this case could support any practical and theoretical outcome as secondary form of investigation. Phenomenology has also been described as having four components, “descriptive - meaning to describe or illustrate, interpretive - how people make sense of their experiences, hermeneutic - the lived experience of the participant, and narrative - how participants make sense of the event or outcome” (Creswell, 2014; Flick, 2014, pp.2–20).
“The Grounded Theory”, was first introduced by Glaser and Strauss (1965) and was formally known as the “Constant comparative method” (Tie, Birks, and Francis, 2019). According to Cresswell (2014 p.21) “the grounded theory gives a theoretical prospective while using common and established conceptions and principles of the contributors” (Creswell, 2014, p.21; Tie, Birks, and Francis, 2019). According to Thornberg and Charmaz (2014 p.153) the “Grounded theory (GT) is a research approach in which data collection and analysis take place simultaneously” (Thornberg and Charmaz, 2014, p153). Corbin and Strauss (1990) argue that the main principles of the Grounded Theory are that to reach a beneficial and clear conclusion all areas within the data collection and research field must be correct in the outcome that is derived from the information. It is similar in strategy to a musical score when there is a key change. Each set of data and research leads to a consistent pattern that is continuously re-adjusting, this type of research is driven by both the participant and the researcher. It cannot be a singular focused event as this could lead the researcher into inaccurate data fields (Corbin and Strauss, 1990; Thornberg and Charmaz, 2014, p153). 
This type of research usually involves a practice described as coding. This entails that the researcher takes the information from each piece of the research and place it into subgroups or headings. According to Thornberg and Charmaz (2014) it is at this point that the researcher can make sense of the data and start to build a theory (Thornberg and Charmaz, 2014, p. 153 - 168).
For the Grounded Theory to be effective it is recommended by authors that the researcher would need to have around forty to fifty participants. It is also noted that this type of researched is protracted and lengthy with the researcher having to defend much of their outcomes due to the information having many different interpretations. For this reason and the length of the study involved in this inquiry the researcher has chosen to omit this type of research at this present time.  If this inquiry was to become a lengthier study, this type of investigation would be compatible with Phenomenology and Narrative Enquiry acting as a primary and or a secondary form of exploration in to gathering evidence. 
Creswell and Poth (2016 p.64) state that there are “two popular approaches to grounded theory, which are the systematic procedures of Strauss and Corbin (1990, 1998) and the constructivist approach of Charmaz (2005, 2006). These approaches are distinctly different and treated differently when used (Creswell and Poth, 2016, p64).
Ethnography is the method normally used when studying people from different cultures, customs, and principles. It can be used when groups are from the same type of employment where behaviours and beliefs span a group when participants are from a different culture but still work within the established employment. A group could be a few people or a larger environment depending on the particular area of investigation the researcher is looking at. The researcher is interested in the mindset of these groups and the culture that has developed with in this conclave. It is suggested that this would be a good method for understanding culture within a specific workforce to support understanding the diversity of company culture. The organisation within the area of this research is very multi-cultural with many diverse pathways. In this sense the research found this to be an adequate tool and very purposeful to the needs of those involved. It is a tool specifically develop to help understand the way participants think and their mutual thought process, behaviours, and habits in comparison with other cultures, groups, and formations.
Willig (2014) states that “The aim of ethnographic research is to obtain an insider view of a particular dimension of people’s everyday lives by participating, overtly or covertly, in it for a sustained period of time” (Willig, 2014). It is suggested that the best practice to deal with this type of method is to establish your theme from the beginning without any preconceived ideas.  Write a balance literature review around the known contributors on this topic, including both for and against authors so that it is a balanced piece of work. At this point it is alleged that you should have opened a balanced repour with your participants and started to collect the data or information. Lastly you analyse your data and write up your findings into either your report or thesis depending on the number of groups you are dealing with and how far the researcher is along with their investigations. The research may be able to gain secondary Insite from literature involved with the culture, buildings, and historical references (Creswell and Poth, 2016).
The case study is particularly useful tool when dealing with the other four elements or methods of investigation discussed previously. The case study can indicate and highlight potential peaks and troughs in the evidence when examining the research. It can also change the prospective of an outside in approach to an inside out point of view.  Flick (2014, pp.2–20) explains that “Perhaps the most common strategy for retaining contextual information in qualitative research is the ‘case study.’ In this approach, the data are interpreted within the unique context of each case in order to provide an account of a particular instance, setting, person, or event” (Flick, 2014, pp.2–20). It is advised by contributors that once the area of consideration has identified that a script or guide be produced to focus the research that is the intended area of study.  This will also assist the researcher in establishing key areas of the case study. The research will then gather the data and write the findings from this task. They may look to revisit the task and run the findings through a triangulated method, using field notes and documentation (Sameen, 2019). The triangulated method can be used to “triangulate” the data or information through more than one research method which can be used to further validate or disseminate the research data fields (Creswell and Plano Clark, 2011, pp.21–37).
The case study has a Myriad of benefits to support the researcher where there is insufficient data within the given field of study or when the researcher is looking for other avenues within a given environment that outwardly has no solution. The case study can also be seen as a method to help develop the researchers’ theories by supporting the other forms of evidence and data.  Authors suggest that case studies are often evaluated as being biased to or against the subject of enquiry. It is also the case that they are not substantive and not supported by other evidence in the data field (Crowe et al., 2011; Flick, 2014; Sameen, 2019). 
When designing the strategy for this inquiry, authors, and contributors such Denzin (2009) suggest that an action plan and a simple model of the procedure the researcher intends would support the ability of the researcher remain within the Schedules timeline. Creswell (2007, p.41) states that "there is no set process when designing the way research, the research is conducted”, he goes on to express that for most researchers it is the choice of the individual and what allows them to feel confident (Creswell, 2007, p.41). This is further endorsed by Flick, (2004, pp.146–152) conveys that there are “two processes that he suggests that the researcher could follow”, citing “Cresswell (1998)” Flick (2004, pp.146–152) then presents a short guide of questions or outcomes to be achieved by the researcher (Flick, 2004, pp.146–152).  However, some authors suggest a script or guide will aid the researcher when dealing with more than a singular methodology (Denzin,2009; Flick, 2004; Cresswell, 2007).
The researcher has chosen in this instance to use both a Gnant chart and a script of questions for the research. As the researcher would need to consider the ethics of this research by having a preplanned questionnaire the participants will remain anonymous to all, but the researcher and the Viva team should they require the information. Anonymity covers both the participant and the participating organisations; Although it is not necessary as the participants have verbally communicated their consent, it is always advisable to obtain some form of written consent. Researchers are still governed by the laws of the Data Protection Act 2018, the Equality’s Act 2010, the Human Rights Act 1998 and the EU General Data Protection Regulation (GDPR) (Gov.org, 2020). Other ethical considerations the researcher must be aware of is unconscious bias and keeping an open mind. Failure to proceed this could lead to incorrect and misleading results if not carefully kept in check the participant it the most import tool in the research when doing a qualitative study as this type of research delivers a natural source of qualitative data to explore (Denzin,2009; Flick, 2004; Cresswell, 2007).
Ethical Considerations
It is advised by academics that all questionnaires should remain confidential using a password protected vault for any online data. Any paperwork would be scanned to the vault, which would have data encryption and password manager software to protect the participant anonymity and the researcher’s data. The researcher should always give participants their contact details as they may wish to withdraw their permissions and made aware they may do this at any time. Other ethical considerations are that the participant is fully aware of the research they are taking part in and what the data will be used for- this is called informed consent. It is also suggested that data protection checklist be added to the researcher’s itinerary as a step-by-step guide (Manti and Licari, 2018, Denzin,2009; Flick, 2004; Cresswell, 2007).
It is always considered good manners to keep research participants appraised of the progress of the different avenues of investigation and the conclusions. Some may become invested in this research; others may not. It is emotionally ethical to keep all parties informed of the progress and the outcomes (Creswell, 2012). The researcher considers this to be polite.
Below is a model designed by the researchers on how they regard the importance of ethics, it simply defines the importance of ethical considerations.

The Ethical Considerations Model
[image: A diagram of a diagram
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[bookmark: _Hlk156761630]It suggested that using an ethical framework such as the Blanchard and Peale Framework (Blanchard and Norman Vincent Peale, 1988, p.20) as a guide the researcher is encouraged to build their ethical framework to suit the needs of the current inquiry or avenue of investigation. It suggested that it should not be overly complicated and built into any script that may be in use. Further investigation reflects there are four schools of thought on the ethical model process. 
Deontological which considers that some factors are acceptable for the sake of the investigation to be relevant and legitimate in its outcome, it is described as being a normative ethical consideration and is based on the assumption of due process and rules without the concept of empathy or feeling (Barrow and Khandhar, 2023). 
The Virtue model principles are moral virtue, moral wisdom in a realistic sense and successful, it assumes that the behaviours of the researcher will always be in the best interest of the research subjects at all times (Crossan, Mazutis and Seijts, 2013). 
Communitarianism is based around the philosophical assumption that the needs of a group are more important than one individual. This ethical consideration considers that each individual needs to think of others within group putting their own feelings and needs second to the needs of the group (Bell, 2020). 
Utilitarian ethics works on the perspective that the outcome of the research should be in respect to the greater advantage for the majority of participants involved. It occupies the believe it is only ethical when the majority of the convocation is advantaged rather than the minority (Mill, 2008). 
These ethical models are described as normative ethical models and are the rationalisation of the decision-making framework. They often described as the personal ethics framework (Chonko, 2012; Kagan, 2018).
Conclusion
When reviewing the literature for this inquiry it was considered by the researcher that the answers to the essential questions would be evident. Although on the surface the answers are seemingly fathomable, it is realistically exceedingly complicate. There is an unambiguous philosophy that argues that motivation is the component that connects the intricacies that are channelled toward this principle (Adams, 2005; Atchison and Lefferts, 1972; Ceniza-Levine, 2022; CIPD, 2023; Dysvik and Kuvaas, 2010; Hall, 2022; Herzberg, Mausner, and Snyderman, 2017; Adams and Freedman, 1976; Rubenstein et al., 2017; Schooley, 2016; Vickberg, 2023; Wiley, 1997).  If this is archetypical then the next dilemma would be reasonable to consider is the justification for this to remain unsolved. According to practitioners this can be rationalised as there are too many attributes when dealing with humanity to comprehensively incorporate every human motivator, and emotion (Cotton and Tuttle, 1986; Vivian et al., 2016). Maslow (1943, pp.5–38) argues that “humans have five basic needs to achieve actualisation” (Maslow, 1943, pp.5–38), with this theory being constantly since its inception by both authors and practitioners within the field of HR. Herzberg, Mausner, and Snyderman (2017, p.59) theory states that “there are two sets of factors, hygiene and motivation that need to be met to achieve a balance” (Herzberg, Mausner and Snyderman, 2017, p.59) and Adams and Freedman (1976, p.43-90) indicates that it is a sense of balance or fairness that is the equilibrium (Adams and Freedman, 1976, p.43-90). 
 Joy (2020) argues that there is evidence to support a continuing paradigm shift, which is also stated by Hom et al. (2017). By comparison of Kuhn’s model of scientific revolutions to the perspective of the employee turnover, the paradigm shift is evident and has been recognised by a myriad of practitioners (Hom et al., 2017; Joy, 2020; Kuhn, 1962; Long et al., 2012; Rubenstein et al., 2017).  Yet evidence suggests that this paradigm shift is only chronicled and not capitalised upon. The validation for this can be demonstrated in the functioning of the five main headings of motivators most commonly found to supremely dominate employee satisfaction surveys in organisations throughout the UK (Hom et al., 2017; Lawler, 2015; Long et al., 2012; McEvoy and Cascio, 1985; Omoigui, 2022). It is often found that when organisations react to the employee survey it is often to late. Most will have planned this work before the start of the financial year using the results of the previous year’s employee survey results (Morels -Samuels, 2002). Evidence reveals this is erstwhile as the employees’ motivation are governed by the cultural, political, financial, and generational implications of that time Juncture and can be seen as time imperative (Hofstede, 2011). Often no consideration is given to generational or cultural significance, with organisation choosing the ultimate of the one size fits all approach when choosing to action their employee motivational strategy (Baumeister, 2016; Carnegie, 2023; Omoigui, 2022; Rubenstein et al., 2017; Vickberg, 2023; Wiley, 1997; Woods and West, 2020). Evidence suggests that although many practitioners argue for more focus on the employee many organisations allow the financial side of the organisation influence this policy. 
This inquiry has discovered a myriad of conclusions to the three original research questions, however, like all paradigm shifts it has also instigated a significant number of dilemmas. It is unsurprising, inasmuch, as this topic of research has been argued for comparatively the last four decades. Nevertheless, there are sectors that have limited amounts of research, which in this current climate of diversity and inclusion is baffling. What is conclusive is that this paradox will perpetuate further perplexities and quandaries for countless authors, scholars, and practitioners to come (Long et al., 2012; Dunnette and Hough, 1992; Hancock, 2016; Hom et al.,2017; Nelson, 1995; Michaels and Spector, 1982).
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