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The What?
This study examines the relative contribution of organisational support, value alignment and fairness perceptions to intention to stay/leave, focusing on factors that foster commitment and those that contribute to withdrawal intentions.

A mixed-methods design will be used. An online survey of staff will provide an overview of patterns across the organisation, followed by small group discussions. This combination allows both measurable trends and richer explanations.

The survey will focus on constructs linked to retention, including perceived fit with organisational values, fairness, learning and development, flexibility, communication and wellbeing. These domains are informed by more recent work on organisational commitment, perceived organisational support and employee turnover (for example Hom et al., 2017; Meyer, Stanley and Parfyonova, 2016; Kurtessis et al., 2017). This approach will ensure questions are anchored in current theory rather than being based only on local assumptions.

The Why?
The purpose is to generate practically useful evidence to inform decisions about staff retention at Tribus. A pragmatic stance supports selecting methods that most effectively address the research question, combining quantitative breadth with qualitative depth where appropriate (Creswell and Plano Clark, 2018; Saunders, Lewis and Thornhill, 2019).

Retention is a strategic concern for Tribus because high turnover is costly, disruptive and can erode continuity, morale and relationships (Hom et al., 2017). More recent research continues to show that retention is influenced by perceived organisational support, value alignment and the quality of the employment relationship (Meyer, Stanley and Parfyonova, 2016; Kurtessis et al., 2017).

The How?
The study focuses on permanent employees across Tribus’ four departments. All permanent staff will be invited by email to complete a voluntary online survey. This census-style invitation maximises coverage, but non-response bias remains a limitation (Saunders, Lewis and Thornhill, 2019). Response rates will be reported by department.

After the survey, a smaller sub-sample of respondents will be invited to take part in group discussions. Selection will seek variation in department, job level and length of service, in order to explore whether different groups experience the organisation differently. This sampling is appropriate for qualitative work that seeks depth and variation rather than statistical generalisation (Palinkas et al., 2015; Guest, Namey and Mitchell, 2017).

The online survey will be administered using Microsoft Forms and will use scaled items aligned to the constructs above. Items will be piloted with a small group of staff to check clarity and face validity. Group discussions will use a short topic guide informed by survey findings and retention literature; notes will be coded into themes to clarify and challenge the quantitative patterns (Hom et al., 2017; Guest, 2017).

Survey data will be analysed using descriptive statistics and simple cross-tabulations to identify patterns by key staff characteristics. Where appropriate, correlation analysis will be used to explore relationships between perceived support, value alignment and intentions to stay, recognising that correlation does not imply causation (Saunders, Lewis and Thornhill, 2019; Hom et al., 2017).

Qualitative data from the group discussions will be transcribed and analysed using reflexive thematic analysis (Braun and Clarke, 2019). Quantitative and qualitative findings will then be compared and integrated to identify areas of convergence, divergence and complementarity, strengthening the credibility of the overall interpretation (Creswell and Plano Clark, 2018).

Ethics, adverse outcomes and potential risks
Ethical approval will be obtained in line with institutional requirements and Tribus policies. Participation will be voluntary. Before completing the survey or joining a group discussion, staff will receive clear information about the study and will be asked to provide informed consent. They will be reminded that they can withdraw at any time without giving a reason and without negative consequences.

Data will be handled in line with the company data protection policy, the HR manual and relevant Kenyan law. Survey responses will be anonymised and qualitative data will be de-identified.

The study is low risk but not risk free. Staff may feel uncomfortable discussing issues such as workload, particularly because the researcher is the Managing Director. To reduce this risk and mitigate power imbalances, the Head of HR and the Employee Relationship Council will lead the group discussions and this arrangement will be made explicit to participants. Participation in group discussions will be clearly voluntary and staff will be able to opt out without adverse consequences.

There are also organisational risks. The findings may highlight dissatisfaction with management, communication or recent changes. To manage this, results will be reported at an aggregate level, avoiding identification of individuals and will be contextualised alongside existing organisational data and constraints (Saunders, Lewis and Thornhill, 2019).
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