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Introduction
Background
Employee turnover refers to the rate at which employees leave a company and are replaced by new hires. According to Al-Suraihi et al. (1) employee turnover is a critical metric for businesses to track as it can have a significant impact on the productivity of the workforce. Kanchana and Jayathilaka (2) state that turnover rates can be indicative of underlying issues such as poor management, inadequate compensation, or a toxic work environment. In this regard, establishment the causes of employee turnover is essential in any organisation as one of the measures to establish existing human resource challenges and develop strategies to improve. 
Research Problem
Employee turnover is a critical issue for businesses, as it can result in significant financial losses and decreased productivity (Pidada, p. 129). Research studies such as Al-Suraihi et al. (1) and Pidada (130) show that turnover rates vary by industry. However, regardless of the industry, Kanchana and Jayathilaka (2) show that factors such as low job satisfaction, poor management, and inadequate compensation are the greatest causes of turnover. While it is evident that the issue of employee turnover has profound implications for organisations in all industries, there is hardly any research on the causes of turnover in a number of industries. The proposed research will focus on establishing the specific causes of employee turnover in the fitness industry by specifically focusing on a gym group in the UK. 


Research Aims, Objectives, and Questions
The overall aim of the proposed research is to identify the specific causes of employee turnover in the UK fitness industry by focusing on a gym group in the UK. This research will seek to achieve a number objectives which are:
· To find out the factors that cause turnover intentions among employees in the gym group.
· To establish which of the factors that cause turnover intentions actually lead employees to leave the gym group. 
· To identify strategies that can be used to reduce turnover intention among employees in the gym group. 
The proposed research will seek to answer the following research questions: 
RQ1:Which are the specific factors that cause employees in the gym group to think about leaving their jobs?
RQ2:What factors among the ones that cause turnover intentions actually lead to employee turnover?
RQ3: What specific strategies can be used to reduce turnover intention among employees in the gym group? 




Literature Review
This chapter provides an evaluation of the previous research studies that have been conducted in relation to employee turnover. The overall focus of this chapter will be to identify gaps that exist in the literature that the proposed research will bridge. 
Causes of Turnover Intention among Employees
Employee turnover intention can be caused by several factors. Sources such as Azeez et al. (110)and Mahdi et al. (1518) show that lack of job satisfaction is one of the leading causes of turnover intention among employees in different industries. According to Azeez et al. (110) low job satisfaction is caused by a variety of reasons including poor working conditions, lack of recognition, lack of career development opportunities, and a mismatch between job requirements and employee skills.The evaluation of job satisfaction as a cause of turnover intentions among employees shows that, in addition to addressing the interests of customers, organizations need to lay a strong emphasis on meeting the needs of their employees. Generally, the evaluation of sources mentioning lack of job satisfaction to be a cause of turnover intention shows that the inability of organizations to show interest in the comfort and growth employees causes them to think about seeking jobs elsewhere.
Inadequate compensation is also another profound cause of employee turnover in almost all sectors of the global economy. According to Bhatt and Sharma (374)employees tend to actively seek employment in other organisations when they feel that they are not being adequately compensated. This assertion is confirmed by Siregar and Maryati (340) who go ahead to reveal that the issue of inadequate pay is exacerbated by the perception among employees that their counterparts in other organisations are paid significantly more than them for similar work. Based on the insights provided by Bhatt and Sharma (374)and Siregar and Maryati (340) it is evident that organizations are usually in constant competition for the best talent in any given market. One of the approaches by which this talent can be attracted is through the provision of competitive remuneration packages. In this regard, employees in organizations that do not make significant efforts to provide competitive packages are highly likely to seek jobs in organizations that provide more competitive packages.
Numerous research studies show that poor management can also be a significant cause of employee turnover intention. Chang et al. (6) argue that when employees feel that their managers are not supportive, are unresponsive to their needs, or fail to provide clear direction, they may feel disengaged and seek opportunities elsewhere. This argument is confirmed by Long and Perumal (111-112) who highlight that general organizational leadership approaches have been established to significantly influence turnover intentions among employees. It is therefore essential for organizations to be deliberate in their overall management and leadership strategy in order to control turnover intention.
Strategies Used to Reduce Turnover Intention
Reducing turnover intention in organisations is critical to maintaining a stable and productive workforce. One effective strategy, according to Siregar and Maryati (340), is to offer competitive compensation packages that include benefits such as health insurance, retirement plans, and paid time off. This shows employees that they are valued and encourages them to stay with the company for the long term.Another strategy identified in research studies such as Azeez et al. (110) andMahdi et al. (1518) is to provide opportunities for professional growth and development. This can include training programs, mentorship opportunities, and career advancement paths. Finally, Chang et al. (6-7) point out that creating a positive work culture can also reduce turnover intention. Some of the specific actions identified by the researchers in this regard include fostering open communication, recognising and rewarding employee achievements, and promoting work-life balance. 
Gaps in the Literature
From the brief literature review presented above, it is evident that the causes of turnover intention are well evaluated in the general organizational context. There are also general insights in previous studies on strategies that can be used to reduce turnover intention. However, there are hardly any research studies that have evaluated the issue of turnover intention in the specific context of organizations in the fitness industry. The proposed research will bridge this gap by basing the inquiry on turnover intention on a gym group in the UK.







Methodology
Research Philosophy
This research will utilise the interpretivist research philosophy. According to Chowdhury (432), the interpretivist research philosophy rejects the idea of objective reality and instead focuses on the social and cultural context in which individuals live. In this regard, this research assumes that the issue of turnover in organizations in the fitness industry can be best understood from subjective information provided by employees rather than the relationship between variables.
ResearchDesign
The proposed research will focus on a single organization in responding to the research questions. In this regard, the researcher will use a case study research design. Starman(29) points out that the case study research design is a qualitative research method that involves the in-depth exploration of a specific case or phenomenon. This design is particularly useful when the research question is focused on "how" or "why" something happens. The proposed research is specifically interested in answering such questions hence its selection. 
Research Method
A qualitative research method will be used in the proposed research. According to Eyisi (91) one of the strengths of qualitative research is its ability to enable a researcher to collect in-depth data on any given research topic. Depth of data will be critical in the proposed research in responding to the research questions hence the selection of the qualitative research method.

Sampling and Data Collection
Data will be collected from 5 current and 5 former employees of the selected gym group. Semi-structured interviews will be used in the collection of the data. Each interview will be carried out face-to-face at the convenience of each participant. 
Data Analysis
Thematic analysis will be used in analyzing the data collected in this research. Thematic analysis is a method of analyzing qualitative data that involves identifying patterns and themes within the data (Braun & Clarke, p. 57). The interview responses will be categorised under themes aligned with the specific research questions presented in chapter 1 to ensure each question is answered without deviating to unnecessary details.
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