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INTRODUCTION
[bookmark: _Hlk113631316]Research Aim
The aim of this study is to explore the impact of high staff turnover on employee well-being in a residential care home.
Research objectives
· To evaluate whether the level of staffing in the care home is perceived adequate.
· To determine any link between staff turnover and employee wellbeing.
· To recommend solutions that would reduce high staff turnover and vacancy rates for health and social care research, policy and practice.
Background (contextual information)
According to a study by Skills for Care (2016), the UK Social Care sector, which for this study comprises residential and nursing homes where care or nursing staff provide services like personal care, has high staff turnover and vacancy rates. Similarly, the National Audit Office (2014) study concluded that low pay makes the sector unattractive, increasing employee turnover, consequently putting pressure on care homes such that only basic needs are met, and homes have problems investing in staff training.
The latter view above seems consistent with the approach adopted in the current literature. For instance, the studies by  Allan and Vadean (2019), Antwi and  Bowblis (2018) and Huang and Bowblis (2018) found that workforce shortages and poor retention within the care home setting can impact the outcomes of care home residents. 
The rationale of the research
There seem to be little or no studies that focus on the impact of high staff turnover and vacancy rates on employee well-being. Where such studies exist, these studies seem to focus on a quantitative approach to address this problem. For instance, the study by Islam et al. (2017). However, to fully explore and understand this issue, it is the view of this study that a qualitative approach wherein the opinions of employees sought to make sense of the impact of staff turnover on their wellbeing. Therefore, this study aim to explore the impact of high staff turnover and employee wellbeing in a residential care home.
There are several reasons why the focus of this research is on high employee turnover and employee well-being. Although residential care homes are supposed to provide the support that an individual service user needs, which often ranges from social activities with other residents to 24-hour support from care staff. Care homes also offer service users a safe place to live, relieve their symptoms and improve their quality of life with dignity. This has become even more critical because of the UK’s ageing population, and with life expectancy growing, the well-being of employees providing this care should be considered. As the studies above all point to a high turnover rate in care homes, this makes their well-being very critical to the care given to service users.
[bookmark: _Hlk40068884]The study intends to contribute knowledge to the existing literature in a seemingly unexplored area (impact of high staff turnover and employee wellbeing in a residential care home). This would result in recommendations that would guide future research, policy and or practice. This would help in closing the gap not only in current literature but also between theory and practice. Helps the care setting understand the main issues and provide solutions on how to reduce staff turnover.
The findings would contribute to high staff morale which would contribute to improved outcomes for the resident and implementing recommendations could contribute to reduced costs of continually recruiting and training care staff.
[bookmark: _Hlk60050502]The research findings may also serve as a basis for change. They could serve as a valuable lesson for care homes in the UK, the UK government, policymakers, support agencies and society at large moving forward whose primary focus has been on increasing the quality of care service users can access. 












Methodology and methods	
The research methodology and methods chapter is valuable for analysis of the several methods that have been followed in this research to deal with and evaluate the research. Besides that, there are some key considerations which can be seen in the context of employee turnover and employee well-being. 
Hence, the methodology and methods are guided by the research problem and the questions. This is because the research methodology is a system of models, procedures, and techniques used to find answers to a research problem (Panneerselvam, 2014) and thus is the centre of how we know what we know (Adams, Khan and Raeside, 2014). Hence the first port of call is to understand what the research is interested in finding out.
Research questions
· What are the reasons for high employee turnover and vacancy rates in care homes?
· How does high staff turnover impact the wellbeing of employees in a care home setting?
· What is the impact of low employee well-being or morale on the service provided by employees to service users?
Research design and method
A research design is defined by Easterby-Smith et al. (2018) as a written explanation which describes and justifies what data is to be gathered, how and where the data is to be collected from, and how the data will be analyzed to address the research problem to help achieve the research objectives. Although the research design can be either quantitative, qualitative, or mixed-method research design (Gray, 2018). The qualitative research method is adopted in this research. The reason for this is that the qualitative research design is more concerned with words and meaning rather than numbers in collecting and analyzing data and because this study is interested in understanding the meanings, the qualitative design is adopted to provide new answers from findings from previous studies.
Therefore, the research approach adopted by this study is to collect and analyse secondary data from academic books, journal articles and credible private and government websites based on an inductive approach. This is key because not much is known about the impact of high staff turnover on employee well-being in a residential care home. According to Gray (2018); Saunders, Lewis and Thornhill (2016) and Wilson (2010), an inductive approach should be adopted when there seem to be limited studies on a research problem. Further, only studies within the last 10 years, conducted within care or nursing home setting in the UK and which when analysed contributes to the research aim are included.
The thematic data collection technique has been used. Thematic data collection is often viewed as a general approach to collecting qualitative data, used for recognizing themes and patterns across a dataset concerning a research question  (Braun and Clarke, 2013). Therefore, in this study, the themes that would emerge from the data collection would be based on the research questions.
Consideration of the importance of ethical practice in research
Ethics and ethical behaviour are the crucial pillars of research. The focus on ethical behaviour is essential in certain fields such as medicine, finance, or health and social care but is also gaining recognition in all disciplines engaged in research (Sivasubramaniam, et al., 2021). Further, a successfully governed research should consider ethics at the planning stages before research. However, despite its importance, it is often assumed that research in the social sciences does not require ethical appraisal or clearance, because of the alleged absence of harm in conducting such research (De Wet, 2010). This researcher views this as an inaccurate assumption because research in social sciences presents many complicated problems related to ethics.
Along similar lines, De Wet (2010) explained that ethics in research is huge, complex, and requires deep and thoughtful discussion. Adding further that ethical concerns are not only limited to the classic ethical rules of protecting research subjects or participants. These rules include respecting participants, minimising harm, ensuring confidentiality to the greatest degree, and engaging in meaningful and authentic informed consent (De Wet, 2010).
For this study, ethical research would imply that this study makes all attempts to ensure that the interests of all the studies from which the secondary data is collected are safeguarded. An ethical study ensures that the reason for conducting an investigation is explained to all readers. However, because this study would only utilise secondary data, this study would not be concerned about ensuring that all participants fully understand that their participation is voluntary. Neither would it seek to give informed consent. Notwithstanding, the study would ensure it was objective while presenting its findings. 





A thematic review of published literature 
The literature in this report is organised in a manner that reflects the most important concepts relevant to this research rather than a discussion of all concepts in literature.
Employee turnover
Employee turnover is defined by Heavey, Holwerda and Hausknecht (2013) as the levels of employee departures that occur within groups, work units, or organizations. The issue of employees leaving an organisation is not a new phenomenon in literature, in fact  Heavey, Holwerda and Hausknecht (2013) observed that this dates back to the early 1900s.
McGilton et al. (2014) acknowledged that residential and care homes in the UK are struggling to attract and retain staff. This notion is supported by a later study conducted by Costello et al. (2020) in UK care or residential homes and reported that in 2010, 36% of care home staff in England had been in their roles for less than 3 years, which had prompted the UK House of Commons to call for urgent action on high staff turnover and vacancies in dementia care.
For employers, the cost of recruiting and training new employees can range from 90% to 200% of a former employee’s annual salary, it can undermine team performance, decrease service levels, result in lost job knowledge, lower profits and sales (Li et al., 2016)
Well-being
Well-being is a multifaceted construct, and measuring well-being, both within particular groups and at a national level, is a priority for policy and practice (Dodd et al., 2021). This is a similar sentiment shared by Hameed, Ijaz and Sabharwal (2022), who noted that well-being is a broad concept and is reflected in the many definitions that have been put forward in current literature. The challenge of defining well-being has substantive implications for measurement (Linton et al., 2016). A variety of measures exist, and the constructs they assess vary depending on the framework informing the indicator. There is also recognition that measurement of well-being must be relevant for specific groups (e.g., age, health condition) as well as the level of interest (individual, community, population; for example, Huppert, 2017 cited in Dodd et al., 2021). However, broader variation in measurement approach has the potential to be problematic
On one hand, well-being can be viewed as a state of happiness and pleasure and on the other hand, well-being can be viewed from personal growth and self-realization, authenticity and personal expressiveness, and the pursuit of meaning in life (Helliwell et al., 2013). Either way, well-being is now viewed as critical in the workplace and societies today are more concerned about healthy workplaces than ever before (Burton, 2010) and are taking a keen interest in health issues not only to minimize health expenditures but also for using well-being as a key indicator of national prosperity as seen in national initiatives (Helliwell et al., 2013).
For this reasons, in this report, well-being is defined according to Hameed, Ijaz and Sabharwal (2022) whose definition of well-being focuses on employees; thus defining well-being as the perception of employees regarding the quality of their life and the quality of their psychological and social functioning.
Reasons for high employee turnover and vacancy rates in care homes
The care home sector relies on nurses and care workers to deliver care to residents living with frailty and complex needs. However, attracting, recruiting and retaining staff is one of the biggest challenges facing this sector, this is made worse because these settings attract staff with different ages and spectrum of experience  (Devi et al., 2021). Within literature very few studies seemingly to focus on establishing the reasons for this high turnover. Notwithstanding, for those studies that do, there is growing evidence available that describes factors that influence staff decisions to join and/or leave UK care homes causing high vacancy rates.
For example, Devi et al. (2021) found that the lack of individual rewards (such as feeling valued at work or training opportunities), relationships with colleagues and residents, supportive management or working arrangements (including flexible hours) are reasons for high turnover and vacancy rates in care and residential homes in UK. Similarly, Costello et al. (2020) explained that lack of job satisfaction, high stress and burnout are suggested to lead to high turnover and vacancy rates. The same study also found that the burnout in care staff working in long-term care facilities, the staff caring for residents with dementia experience an average low to-moderate burnout levels, though there may be at risk groups. 
In another study by Cowden et al. (2011) cited in the study by McGilton et al. (2014),  organizational commitment, job satisfaction, leadership practices, and work environment were also found to influence care staff intention to stay in all type of healthcare settings. Similarly, an earlier study by Hodgin et al. (2010) cited in the study by McGilton et al. (2014), found that job-related dimensions could be categorized as either benefits (pay, schedule flexibility and growth opportunity) or costs (travel time to work, patient behavior, facility conditions, supervisor relations, and family needs) and any subsets of these factors could be the trigger for care homes staff to leave.
The study by McGilton et al. (2014), found that conditions prompting care staff to consider leaving were: the impact of regulations on role flexibility and professional judgment; perception of an underfunded system; and a lack of supportive leadership. Of these conditions, the study added that the impact of regulations on the nurse and their perception of an underfunded system are novel. 
Heavey, Holwerda and Hausknecht (2013) organised the reasons for high turnover and vacancy rates in UK care and residential homes into six categories: HRM inducements and investments, HRM expectation-enhancing practices, shared attitudes toward the job and organization, quality of work group and supervisory relations, job alternative signals, and job embeddedness signals. Nursing home ownership style (profit vs. non-profit, facility quality, bed size, leadership style (consensus managers vs. shareholder managers, top management turnover, staffing levels, and aides’ involvement in interdisciplinary care plan meetings have all been related to employee turnover rates in nursing homes (Zhang, Punnett and Gore, 2014).
Impact of high staff turnover on employee wellbeing in a care home setting
McGilton et al. (2014) acknowledged that residential and care homes are struggling to attract and retain staff turnover of licensed nursing staff in long-term care settings (e.g., nursing homes) is a mounting concern and is associated with poor quality of care and low staff morale. Retention and turnover research in long-term care have focused primarily on direct care workers (i.e., nurse aides) leaving the issues largely unexplored for licensed nursing staff (i.e., registered nurses and licensed practical nurses). 
Zhang, Punnett and Gore (2014) found that incidences of high staff turnovers resulted in the mental health of employees in care homes being negatively impacted. The study added that positive employee mental health is positively associated with beneficial working conditions and negatively associated with intention to leave. Previous studies such as Muntaner et al. (2006) cited in Zhang, Punnett and Gore (2014) reported a strong association between poor mental health and intention to leave. This is because employees might choose to leave the job instead of burning themselves out when stressed by the poor work environment, which suggests turnover as a protective coping strategy taken by employees.
Islam et al. (2017) found that the impact of high staff turnover on the well-being of care staff is felt more in the nursing home settings; this is because the demands on nursing staff were significantly higher than on other carers. Islam et al. (2017) found that a shortage of staff caused by high staff turnover also affect the demands made on nursing staff such as supporting and supervising care staff and undertake administrative and managerial functions which in turn impact on their well-being.

Impact of low employee well-being/morale on the level of care provided by employees to service users
According to Thurston and Hammer (2022), one of the phenomena that is not often discussed in scholarly literature is the relationship between aspects of personal well-being, such as stress, staff burnout and professionalism of employees; noting that there are limited data available on this relationship even though society has expectations of the professional based characteristics noted above; however, when those expectations are not met, it usually makes headlines. Despite the latter above, low employee well-being leads to high turnover and lead to care home residents receiving poorer quality care.
Research shows businesses that focus on improving performance in areas impacting employee well-being are likely to see a comparable effect on customer satisfaction and retention (Knobbe, 2022). This is because when feelings of burnout arise, they can compromise the ability of staff to make sound decisions and may even lead to behaviors viewed as unethical or unprofessional (Thurston and Hammer, 2022).
McGilton et al. (2014) found that high levels of turnover results in poor work conditions which reduces staff morale or well-being and prevents them from being able to provide the level and quality of care that they would like to deliver.













Discussions of the findings of the review
Reasons for high employee turnover and vacancy rates in care homes
The thematic review of published literature revealed varied reasons for high employee turnover which ranges from lack of individual rewards, lack of job satisfaction, high levels of stress and employee burnout, lack of conducive work environment to name but a few. This findings is of concern not only because these factors are consistent across many studies but also because high employee turnover could lead to increased financial burden on the care and residential homes caused by hiring and training of new staff and it may cause a drop in the quality of care provided due to experienced staff leaving and gaps in new staff developing the required skills. This is a view supported by the study of Zhang, Punnett and Gore (2014).
From the review, it is clear that the turnover rates differ in different age groups and seniority levels. It is observed that younger staff would prefer jobs with meaning and are more responsive to attractive job adverts and employers who have a communication style that keeps them informed and where regular feedback is provided, which may not be the case in care and residential homes or for older staff extensive care experience. Therefore a range of strategies may be required to improve the recruitment and retention of staff, or factors that influence the quality of work life. Devi et al. (2021) explained that a due to this differences, range of strategies are documented in the literature however, it still remain unclear from the evidence which strategies are most effective for different staff groups.
Impact of low employee well-being/morale on the level of care provided by employees to service users
Furthermore, a productive employee is one that has a higher well-being. This is because higher well-being increases employees' satisfaction productivity and loyalty, and a strong negative correlation with staff turnover. Ultimately, higher wellbeing at work is positively correlated with more business-unit level profitability. The above is consistent with the study by Krekel, Ward and De Neve (2019) who studied the links between wellbeing and performance. With evidence showing that there is a clear link between high well-being and increased performance.
impact of high staff turnover on employee wellbeing in a care home setting
The thematic review of published literature revealed that high staff turnover impacts negatively on employee well-being. This finding is problematic for care and residential homes because it reduces the chances of either attracting or retaining skilled employees. This is not only bad for the drain of skilled employees away from the industry, but it poses financial pressures on the care and residential homes.
It is observed that in a nurturing workplace wellbeing improves the company’s culture. For this reason, employers should work towards making their company a company of choice (an employer that offers a fantastic work culture that attracts and retains superior employees). So not only will a culture based on workplace wellbeing help staff retention, but it will also help bring in new talent. Therefore, open, trusting and effective communication is critical to achieving high employee-well-being, because when employees know that they can talk to their managers, this would prevent the stress being kept to themselves.



















Conclusion and recommendations for future research, policy and/or practice
This review of literature revealed that high levels of employee turnover in care and residential homes negatively impacts on employee well-being, which in turn increases employee turnover. Further, this review revealed that staffing levels in care and residential homes are inadequate as a result of high turnover arising from inadequate levels of employee well-being. Therefore, the following recommendations below are suggested. In doing so, the research objectives developed in the introduction were achieved.
1. It is the recommendation that future research should explore or test the range of holistic strategies in the literature and detail individual, relationship and organisational considerations. The result of which could help the development of policy documents to improve well-being in care and residential homes in the next five years. 

2. It is recommended that care or residential homes ensure staff-supervisory and management relation is good with an open and trusting communication channel in place. Supportive work cultures which might include peer mentoring approaches and flexible working arrangements be put in place in the next two years. 

3. It is recommended that different strategies for the different staff groups (role, age, preparation) be implemented. This is because there is evidence that rates of staff turnover vary by seniority and experience in the sector. Care homes employ a wide range of age groups, ranging from school leavers to those with but close to retirement. The millennial generation may differ to older generations and those returning to work after a break. Hence, over the next five years, policy document should be developed that consider the different employee group rather the current one-size fits all approach being rolled across the sector.

4. It is recommended that employers actively encourage a supportive and meaningful relationships among care staff and their co-workers, as this is an  important factor influencing their intention to stay. 
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