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[bookmark: _Toc215927785]Company Background and Rationale
[bookmark: _Toc215927786]Overview of The North Face
The North Face, founded in 1966, is an internationally recognised outdoor apparel and equipment brand well known for its focus on innovation, product quality, and environmental sustainability. Its London retail stores form a strategic part of the organisation’s European network, serving a customer base that values high-performance products and ethical production standards. As a premium brand, The North Face maintains high expectations regarding the consistency and authenticity of service delivered within its retail spaces, positioning employees as central contributors to both operational success and brand representation (The North Face, 2025).
[bookmark: _Toc215927787]Employee Roles and Brand Expectations
Employees in London stores perform dual functions; they are responsible for customer service and for representing the company’s ethos, particularly its commitment to responsible production and outdoor culture. This positioning differentiates The North Face from mass-market retailers and places heightened emphasis on employee engagement, product knowledge, and alignment with organisational values. The expectation that employees embody the brand’s identity creates a demanding work environment in which motivation, morale, and values align with effective performance.
[bookmark: _Toc215927788]Rationale for Investigating Workforce Challenges
In this context, staff turnover and declining morale present substantial organisational concerns. Turnover disrupts organisational continuity, weakens team cohesion, and increases training and recruitment expenditure. Similarly, low morale can reduce productivity, diminish service quality, and undermine employees’ ability to represent the brand. These challenges are especially consequential in a premium retail setting, where customer experience and brand consistency underpin competitive advantage. Understanding the underlying factors shaping turnover and morale at The North Face is therefore essential for developing HR strategies that support retention, motivation, and long-term organisational stability (CIPD, 2025).
[bookmark: _Toc215927789]Identification of the Business Problem
[bookmark: _Toc215927790]Nature of the Problem
The North Face in London is experiencing staff turnover and reduced employee morale, which collectively pose risks to operational efficiency and brand identity. These issues impact not only internal performance but also the quality of customer interactions, an essential element of premium retail.
[bookmark: _Toc215927791]Significance of the Issue
Turnover increases recruitment costs and disrupts workflow, while low morale contributes to lower productivity and weaker customer service. Together, these issues threaten the organisation’s ability to deliver a consistent brand experience and maintain an engaged workforce.
[bookmark: _Toc215927792]Debates and Developments in the Field
Research in the retail sector identifies several key contributors to turnover and low morale, including limited career progression, insufficient recognition, inconsistent leadership, and misalignment between personal and organisational values (CIPD, 2024). Although well documented, these findings stem largely from mass-market retail contexts that differ from premium, value-driven environments.
[bookmark: _Toc215927793]Gap in the Literature and Contribution of the Study
There is a notable gap regarding how turnover and morale interact within premium retail brands, where values alignment and authentic brand representation are central to the employee role. This study addresses this gap by examining the relationship between turnover and morale at The North Face and identifying HR strategies that enhance engagement, retention, and organisational stability.



[bookmark: _Toc215927794]Research Aim, Objectives, and Questions 
[bookmark: _Toc215927795]Research Aim
The research aims to explore the relationship between staff turnover and employee morale at The North Face in London, and to identify HR strategies to improve retention and motivation.
[bookmark: _Toc215927796]Research Objectives
To identify the key factors contributing to staff turnover at The North Face London.
To examine how turnover affects the morale, motivation, and engagement of remaining employees.
To assess the effectiveness of current HR practices aimed at supporting morale and retention.
To recommend practical HR strategies for improving employee morale and reducing turnover.
[bookmark: _Toc215927797]Research Questions
What are the main causes of staff turnover at The North Face London?
How does staff turnover impact employee morale and motivation?
What HR strategies can help maintain morale and reduce turnover rates?
[bookmark: _Toc215927798]Preliminary Literature Review
[bookmark: _Toc215927799]Employee Turnover and Morale in Context
Employee turnover and morale are interrelated factors that significantly impact organisational performance, employee engagement, and workforce stability. Turnover, defined as the rate at which employees leave an organisation, can disrupt team cohesion and increase workloads, while morale reflects employees’ satisfaction, motivation, and emotional well-being (Retail Trust & AlixPartners, 2025). Turnover often triggers stress and job insecurity among remaining staff, which in turn reduces motivation and organisational effectiveness (ONS, 2025). This dynamic is particularly relevant to The North Face London, where employees not only provide customer service but also act as brand ambassadors, making it crucial to understand how turnover influences morale to design an effective HR strategy.
[bookmark: _Toc215927800]Theoretical Foundations
Classical motivational theories underpin the relationship between turnover and morale. Herzberg’s (1959) Two-Factor Theory distinguishes between intrinsic motivators, such as recognition and responsibility, and extrinsic hygiene factors, like pay, suggesting that employee satisfaction relies more on meaningful work and personal growth. Vroom’s (1964) Expectancy Theory argues that employees are motivated when they perceive a clear link between their effort and valued outcomes. Together, these frameworks indicate that morale both affects and is affected by turnover, with alignment between personal values and brand ethos being particularly important in value-driven organisations like The North Face (Simbolon, Tanuwijaya & Gunawan, 2024).
[bookmark: _Toc215927801]Drivers and Consequences of Turnover for The North Face
Research highlights several drivers of turnover in retail, including limited career progression, lack of recognition, and inconsistent leadership (Chen et al., 2023). UK retail employees report burnout caused by irregular hours, high workloads, and poor managerial communication, with low morale contributing to intentions to leave (Retail Week, 2024; Retail Trust & AlixPartners, 2025). At The North Face London, where employees are motivated by the brand’s environmental mission, unmet expectations regarding recognition or development can be especially demoralising. Turnover disrupts knowledge continuity and team dynamics, creating a negative cycle where low morale fuels further departures (House of Commons Library, 2025).
[bookmark: _Toc215927802]HR Interventions and Organisational Implications
HR practices play a critical role in breaking the turnover–morale cycle. Transparent communication, supportive leadership, recognition, and structured development programmes are strongly linked to enhanced employee satisfaction and loyalty. Intrinsic motivators such as achievement and personal growth tend to be particularly effective in value-driven retail contexts, where initiatives like mentoring, regular feedback, sustainability recognition, and community engagement align with organisational culture and values (CIPD Voice, 2024).
[bookmark: _Toc215927803]Research Gap and Contribution
Despite extensive research on turnover and morale, there is limited evidence regarding premium, value-driven retail environments, where employee morale is often shaped more by value congruence than operational factors (Simbolon, Tanuwijaya & Gunawan, 2024; Chen et al., 2023). Employees may experience declining morale when personal and organisational values misalign, even if working conditions are satisfactory (ONS, 2025). This study addresses this gap by exploring how turnover influences morale at The North Face London and identifying HR strategies to strengthen engagement, retention, and motivation. The findings aim to contribute both theoretically, by extending research on turnover and morale in value-driven retail, and practically, by guiding evidence-based HR interventions aligned with brand culture.
[bookmark: _Toc215927804]Research Methodology and Design
[bookmark: _Toc215927805]Research Approach
This study adopts a qualitative research approach, which is the most appropriate methodology for exploring how staff turnover affects employee morale at The North Face. Qualitative research enables a detailed examination of past experiences, emotions, and perceptions, elements that are central to understanding morale and its relationship with organisational turnover (Saunders, Lewis & Thornhill, 2019). Unlike quantitative approaches that rely on numerical measurement, qualitative methods allow the researcher to gather rich, contextualised insights into how employees interpret changes in workload, team structure, leadership practices, and workplace culture (Driveresearch, 2024). While mixed-methods approaches can combine qualitative narratives with quantitative metrics to enhance robustness, this study prioritises qualitative inquiry due to its interpretivist stance, which seeks to understand subjective experiences in depth (Qualtrics, 2025).
[bookmark: _Toc215927806]Research Philosophy
The research is grounded in an interpretivist philosophical position. From this perspective, employees interpret the workplace through their own values, expectations, and emotional responses, and these interpretations influence workplace behaviours such as engagement and turnover intentions (Saunders, Lewis & Thornhill, 2019). This stance is particularly appropriate for examining morale, as morale represents a subjective and emotional construct rather than an objective, measurable variable. As Saunders, Lewis and Thornhill (2019) note, interpretivism requires researchers to explore the meanings individuals assign to their lived experiences, making it highly suitable for investigating how employees at The North Face understand and make sense of the effects of staff turnover. Adopting an interpretivist stance therefore acknowledges that employees’ experiences cannot be fully captured through quantitative indicators alone; instead, they must be explored through the nuanced, context-dependent narratives and interpretations that individuals ascribe to their workplace realities.
[bookmark: _Toc215927807]Sampling Strategy
According to Adams et al. (2007), purposive sampling is an effective strategy in qualitative business research for selecting participants who can provide relevant and informed insights. A purposive sampling approach will be used to include approximately eight to ten employees from varying roles and tenures, as well as two to four managers and assistant manager who have experience depending on the availability within the stores. This approach ensures that the collected data is rich, meaningful, and directly applicable to understanding the effects of turnover on employee morale at The North Face.
8-10 employees from different roles (full-time, part-time, sales assistants, supervisors)
2–4 managers who have experience managing turnover
[bookmark: _Toc215927808]Ethical Considerations
Ethical considerations will be addressed in accordance with university research guidelines and the UK General Data Protection Regulation (GDPR) (UK Statistics Authority, 2025). Participants will be fully informed about the purpose of the study, their right to withdraw, and the voluntary nature of their involvement. Written consent will be obtained from all participants. Confidentiality and anonymity will be strictly upheld, with pseudonyms used in all transcripts and final reporting. All data will be securely stored on password‑protected devices and used solely for academic purposes. Care will also be taken to avoid any potential psychological harm, questions will be phrased sensitively, and participants will be reminded that they may decline to answer any question they find uncomfortable. These practices reflect the ethical principles of consent, confidentiality/data security, legal compliance, and transparency (UK Statistics Authority, 2022).
[bookmark: _Toc215927809]Data Collection Methods
Data for this study will be collected through semi-structured interviews, which are well-suited to an interpretivist qualitative design. Semi-structured interviews will be conducted with employees and managers, providing flexibility for participants to describe how turnover has influenced their morale, workload, relationships with colleagues, and perceptions of organisational support. This method allows the researcher to explore emerging themes in depth while maintaining a core set of guiding questions. 
This research will generate meaningful insights into how employees at The North Face, experience the effects of turnover on morale. The chosen methodology not only captures the complexity of workplace emotions and interactions but also supports the development of practical HR strategies that align with the brand’s value-driven culture.
[bookmark: _Toc215927810]Business Relevance and Practical Implications
The findings of this research have the potential to significantly influence business practices at The North Face in London by providing evidence‑based insights into the factors contributing to staff turnover and employee morale (Al-Suraihi et al., 2021). By identifying the key drivers behind retention challenges, the research can inform more effective decision‑making around HR policies, recruitment approaches, and employee‑engagement strategies. These insights may support management in developing targeted interventions, such as improved training, clearer career‑progression pathways, or enhanced workplace communication, that strengthen employee satisfaction and organisational stability. Moreover, by addressing turnover and low morale, The North Face could improve service quality and customer experience, reduce costs associated with hiring and onboarding, and boost long‑term performance and staff loyalty, thereby sustaining competitiveness in the retail sector. Finally, the study may contribute to broader industry developments in retail workforce management, to enhance operational efficiency and long‑term performance within a highly competitive retail environment (Al‑Suraihi et al., 2021).
[bookmark: _Toc215927811]Plan of Work and Time Schedule
[bookmark: _Toc215927812]Plan of work
[image: ]
The Plan of Work outlines a clear and structured sequence of research activities, ensuring each stage is completed within the designated timeframe. It guides the project from initial preparation through to proposal submission, supporting an organised and academically robust investigation into The North Face London.
[bookmark: _Toc215927813]Gantt Chart
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This Gantt chart illustrates that during Month 1, the focus is on refining the research topic, clarifying objectives, and completing the required ethical documentation to ensure the study is compliant and methodologically sound. Month 2 involves developing a comprehensive literature review and the initial design of the methodology, thereby grounding the project in relevant theory and established academic frameworks. By Month 3, the methodological components are finalised, and the insights from earlier stages are consolidated to produce a coherent and academically robust proposal ready for submission.
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