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Background of Vietnam Airlines
Vietnam Airlines, the national flag carrier of Vietnam, plays a central role in the country’s’ aviation industry and economic development. In recent years, the airline has undergone significant organisational restructuring following the impacts of the COVID‑19 pandemic, including workforce downsizing, cost‑reduction measures, and strategic reforms (Nguyen & Rangaraju, 2024). While the company has shown signs of financial recovery (Vietnam Airlines, 2023), a critical challenge remains high staff turnover and difficulty retaining skilled personnel, particularly pilots, engineers, and cabin crew.
Employee turnover in the aviation sector has become a growing concern due to its direct impact on operational performance, service quality, and safety (Lee, 2005). As competition intensifies among domestic and international airlines in Vietnam, retaining experienced staff has become increasingly difficult. High turnover disrupts operational stability, raises recruitment and training costs, and undermines morale among remaining employees. These issues can ultimately affect the airline’s ability to maintain consistent service standards and meet strategic goals.
[bookmark: _Toc215416283]Identification of the Business Problem
Vietnam Airlines, the national carrier of Vietnam, has faced significant challenges in retaining skilled and experienced employees, particularly in the aftermath of the COVID‑19 pandemic and the subsequent organisational restructuring (Vietnamnet, 2019). The pandemic forced airlines worldwide to implement workforce downsizing, cost-cutting measures, and operational adjustments, and Vietnam Airlines was no exception (Nguyen & Truong, 2020). As a result, many employees reconsidered their career paths, leading to increased mobility among pilots, engineers, and cabin crew who sought better employment conditions, competitive compensation, and greater career development opportunities with other domestic and international carriers (Ha, 2023).
The high rate of staff turnover has had multiple operational and financial consequences for Vietnam Airlines. Operational disruptions have become more frequent due to the departure of experienced personnel, affecting flight scheduling, maintenance efficiency, and overall service reliability (Lee, 2005). Recruiting and training new staff require substantial financial and temporal resources, which increases operational costs and places additional strain on management. Moreover, frequent turnover undermines service quality and the consistency of passenger experience, which can negatively impact customer satisfaction and the airline’s brand reputation (Mobley, 1982; Griffeth & Hom, 2001).
Beyond operational and financial implications, staff turnover also affects employee morale and organisational culture. Remaining employees often face increased workloads and stress, which can reduce engagement, job satisfaction, and long-term commitment (Kiernan, 2018). This creates a cyclical problem where dissatisfaction among existing staff may lead to further turnover, exacerbating workforce instability. In highly safety-critical industries such as aviation, maintaining a stable and experienced workforce is essential not only for operational performance but also for ensuring compliance with regulatory standards and maintaining passenger safety (Efthymiou, 2021).
Despite Vietnam Airlines’ efforts to implement recovery strategies and business reforms, workforce instability remains a critical challenge. Retaining skilled employees is essential for operational efficiency, sustaining service quality, and maintaining a competitive edge in the rapidly evolving Southeast Asian aviation market (Nguyen & Rangaraju, 2024). Understanding the underlying causes of turnover and developing effective human resource management strategies is therefore vital for improving employee retention, reducing costs, and enhancing organisational performance in both the short and long term.
[bookmark: _Toc215416284]Business Problem:
High staff turnover at Vietnam Airlines is negatively affecting organisational performance by increasing operational costs, reducing service quality, and undermining workforce stability (Lee, 2005). The central business problem is that Vietnam Airlines is experiencing high staff turnover, which is negatively affecting its organisational performance. Frequent employee departures lead to operational inefficiencies, increased costs, and a loss of institutional knowledge. The challenge for management is to understand the underlying causes of turnover and develop effective human resource strategies to retain talent, improve employee engagement, and sustain performance.
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[bookmark: _Toc215416286]Research Aim
The primary aim of this study is to examine the impact of staff turnover on the organisational performance of Vietnam Airlines and to recommend effective strategies to reduce employee turnover and enhance operational efficiency and service quality.
[bookmark: _Toc215416287]Research Objectives
To examine staff turnover at Vietnam Airlines and its impact on organisational performance. 
To identify the main causes of employee turnover and understand how these factors affect the airline’s operational efficiency, productivity, and service quality. 
To evaluate the effectiveness of existing human resource management (HRM) practices in managing staff retention. 
To propose practical strategies to reduce turnover and enhance overall organisational performance, contributing to a more stable and committed workforce.
[bookmark: _Toc215416288]Research Questions
To achieve these objectives, the study is guided by the following research questions. First, what are the main factors contributing to staff turnover at Vietnam Airlines? Second, how does staff turnover influence the airline’s organisational performance? Third, how effective are current HRM practices in managing and controlling employee turnover? Finally, what strategies can Vietnam Airlines implement to reduce turnover and improve performance?
By addressing these questions, the study aims to provide a comprehensive understanding of both the causes and consequences of staff turnover, while identifying actionable solutions to strengthen workforce stability and support the airline’s long-term success.
[bookmark: _Toc215416289]Background and Context

[bookmark: _Toc215416290]Rationale: Why the Issue is Significant and Worth Researching
Turnover in aviation affects critical operations such as flight scheduling, maintenance, and customer service. It increases costs related to recruitment, training, and overtime, thereby reducing profitability. The aviation industry relies heavily on experienced personnel to ensure passenger safety and service excellence. High turnover can compromise these standards, harming the airline’s reputation and customer trust. Studying this issue provides valuable insights into how Vietnam Airlines can enhance its HR strategies, strengthen employee motivation, and reduce attrition. For Vietnam Airlines to sustain its competitive position in the growing Southeast Asian aviation market, building a stable, skilled, and committed workforce is essential (IATA, 2023). Turnover in aviation affects critical operations such as flight scheduling, maintenance, and customer service. It increases costs related to recruitment, training, and overtime, thereby reducing profitability. The aviation industry relies heavily on experienced personnel to ensure passenger safety and service excellence. High turnover can compromise these standards, harming the airline’s reputation and customer trust. Studying this issue provides valuable insights into how Vietnam Airlines can enhance its HR strategies, strengthen employee motivation, and reduce attrition. For Vietnam Airlines to sustain its competitive position in the growing Southeast Asian aviation market, building a stable, skilled, and committed workforce is essential.
[bookmark: _Toc215416291]Academic and industry debates on staff turnover focus on several key themes:
Employee retention is influenced by a range of organisational and individual factors. Scholars have identified job satisfaction, compensation, leadership style, organisational culture, and opportunities for career advancement as key determinants of whether employees remain with an organisation (Mobley, 1982; Griffeth & Hom, 2001). Research consistently shows that high staff turnover is associated with reduced productivity, increased operational costs, and lower customer satisfaction. In the aviation industry specifically, turnover can have additional operational consequences, affecting safety, punctuality, and the reliability of services.
Modern human resource management (HRM) approaches emphasise strategies such as employee engagement, talent management, and work-life balance as effective means of improving retention. In the Vietnamese context, cultural values and collectivist work environments play a significant role in shaping employees’ commitment to their organisations (Nguyen & Truong, 2020). The COVID-19 pandemic further disrupted the aviation workforce, leading to layoffs and prompting many employees to reconsider their career paths, which increased mobility between airlines.
Addressing staff turnover is therefore a strategic priority for Vietnam Airlines. Effective retention strategies not only support operational excellence but also enhance customer satisfaction and ensure long-term organisational sustainability. By understanding the drivers of turnover and implementing targeted HR practices, the airline can strengthen workforce stability and maintain a competitive edge in the post-pandemic aviation sector.
[bookmark: _Toc215416292]Preliminary Literature Review
Staff turnover is a critical concern in the aviation industry because it directly affects operational efficiency, safety, and service quality. Research shows that retaining skilled employees including pilots, engineers, and cabin crew and it is essential for both organisational performance and customer satisfaction. This literature review analyses relevant academic and industry sources, identifies gaps in current knowledge, and situates study within the broader research context.
[bookmark: _Toc215416293]Impact of Staff Turnover on Organisational Performance
Staff turnover has a significant impact on the overall performance of organisations, particularly in the aviation industry. One of the primary areas affected is operational efficiency. High turnover can disrupt scheduling, maintenance operations, and crew rostering, often resulting in flight delays and cancellations. The departure of experienced personnel reduces operational flexibility, making it more challenging for the organisation to respond effectively to unexpected disruptions (IATA, 2023).
Financial performance is also heavily influenced by staff turnover. The recruitment, training, and onboarding of new employees, especially those in highly skilled roles, incur substantial costs. Replacing experienced technical staff can require significant financial resources, placing a notable burden on organisational budgets and affecting profitability.
Service quality and customer satisfaction are further compromised by frequent staff changes. Regular turnover among cabin crew and other customer-facing personnel reduces the consistency of service delivery, which can negatively influence passenger experience, weaken brand reputation, and diminish customer loyalty. Safety constitutes another critical area impacted by staff turnover. Aviation operations rely on experienced personnel and strict compliance with regulatory standards. High turnover among technical staff and pilots can elevate operational risk if replacements lack sufficient experience or comprehensive training, thereby affecting both safety standards and organisational credibility (Boeing, 2023).

[bookmark: _Toc215416294]Human Resource Strategies for Reducing Turnover
Effective human resource management is essential for mitigating the negative effects of staff turnover. Career development programs that provide clear pathways for progression and skill development help to enhance employee satisfaction and retention. Competitive compensation and incentive structures aligned with industry standards support the retention of highly skilled personnel. Employee engagement initiatives, including recognition programs, flexible work schedules, and supportive leadership, contribute to reducing turnover intentions and improving overall workforce morale. Additionally, succession planning and the development of internal talent pipelines ensure continuity in key roles, reducing dependence on external recruitment and mitigating the operational and financial impact of turnover (Mobley, 2011).

[bookmark: _Toc215416295]Gaps in the Literature
Most studies focus on Western airlines; there is limited empirical research on staff turnover in Vietnamese airlines specifically. The COVID-19 pandemic significantly reshaped employment patterns in aviation, yet few studies examine post-pandemic turnover in Vietnam Airlines. While turnover causes are widely studied, there is less evidence quantifying the direct impact of turnover on operational and financial performance in Vietnamese carriers. This research addresses the identified gaps by investigating the specific causes of staff turnover at Vietnam Airlines, assessing the impact of turnover on operational efficiency, service quality, and organisational performance, and evaluating current HR practices while recommending context-specific strategies to improve employee retention in a Vietnamese aviation context. By doing so, the study contributes to both academic literature and practical HR management in Vietnam’s airline industry (Nguyen and Tran, 2022).
[bookmark: _Toc215416296]Research Approach
[bookmark: _Toc215416297]Research Methodology
This study employs a mixed-methods approach, combining quantitative and qualitative techniques to examine the impact of staff turnover on organisational performance. The quantitative component assesses relationships between turnover and key performance indicators such as retention rates, operational efficiency, and financial outcomes. The qualitative component explores employees’ experiences, motivations, and perceptions, providing contextual insights that complement the quantitative data.
[bookmark: _Toc215416298]Data Collection
A structured survey will be administered to 30-50 Vietnam Airlines employees across pilots, cabin crew, technical staff, and ground personnel, using Likert-scale questions to measure turnover factors, HR practices, and perceived performance impacts. Secondary data, including HR records and company reports, will also be analysed. Semi-structured interviews with 15–20 employees, managers, and HR personnel will collect in-depth perspectives on retention strategies and turnover causes.
[bookmark: _Toc215416299]Sampling
A stratified purposive sampling strategy will ensure representation across employee categories, capturing diverse insights from critical organisational roles.
[bookmark: _Toc215416300]Ethical Considerations
All participants will provide informed consent, with voluntary participation, confidentiality, and anonymity assured. Data will be securely stored and destroyed after the study, and participants may withdraw at any time without consequences. Measures will ensure that participation does not affect workplace standing.
[bookmark: _Toc215416301]Research Design
The study will follow three phases. First, a quantitative survey will be conducted and analysed to identify turnover patterns and their impact on organisational performance. Second, qualitative interviews with key personnel will explore the causes of turnover and evaluate HR retention strategies. Finally, findings from both methods will be integrated to provide a comprehensive analysis, identify gaps in HR practices, and offer actionable recommendations. This design combines empirical data and employee perspectives for a robust understanding of staff turnover.
[bookmark: _Toc215416302]Business Relevance and Practical Implications
The findings of this study have important implications for business practice and strategic decision-making (Lee, 2005; Mobley, 1982). By revealing key findings, the research provides evidence-based insights that can help organizations optimize operations, enhance competitiveness, and achieve sustainable growth.
The results offer guidance for managerial decisions, suggesting that organizations may benefit from practical action, e.g., adopting specific technologies, refining supply chain strategies, or adjusting marketing approaches. By relying on data-driven insights, managers can reduce risk and improve efficiency.
Additionally, the study informs management strategies by highlighting key trends, which can support better resource allocation, employee engagement, and customer satisfaction. On a broader scale, understanding these trends enables industry stakeholders to anticipate market shifts, innovate products, and develop adaptive strategies.
Overall, this research bridges theory and practice, demonstrating that its findings provide actionable guidance for improving business performance, informing strategic decisions, and supporting long-term sustainability.
[bookmark: _Toc215416303]Plan of Work and Time Schedule
The research will be conducted over a period of six months, divided into five key stages:
	Stage
	Activities
	Duration

	Stage 1
	Literature review and development of research instruments (survey and interview guide)
	Month 1

	Stage 2
	Quantitative data collection (survey distribution and follow-up)
	Month 2

	Stage 3
	Quantitative data analysis
	Month 3

	Stage 4
	Qualitative data collection (semi-structured interviews)
	Month 4

	Stage 5
	Qualitative data analysis and integration with quantitative findings
	Month 5

	Stage 6
	Writing up thesis, final revisions, and submission
	Month 6





	Month
	1
	2
	3
	4
	5
	6

	Literature Review & Instrument Development
	███
	
	
	
	
	

	Quantitative Data Collection
	
	███
	
	
	
	

	Quantitative Analysis
	
	
	███
	
	
	

	Qualitative Data Collection
	
	
	
	███
	
	

	Qualitative Analysis and Integration
	
	
	
	
	███
	

	Thesis Writing and Submission
	
	
	
	
	
	███



This schedule ensures that each research stage is completed sequentially, allowing sufficient time for data collection, analysis, integration, and thesis writing. The phased approach facilitates a systematic progression from data gathering to final reporting while maintaining research quality and adherence to deadlines.
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