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Topic: Understanding Why Employees Leave Their Jobs in the Fashion Industry in England: A Case Study of Burberry in England
[bookmark: _Toc216944542]Chapter 1: Introduction
[bookmark: _Toc216944543]1.1 Background of the Study
A leading challenge affecting the fashion and retail industry in the United Kingdom is the high employee turnover rate. A Statista report reports that the turnover of specialised clothing retail stores in the United Kingdom between 2008 and 2022 reached approximately 44.4 billion pounds (Tcholakova, 2025). According to a CIPD report written by Cokett (2024), the average turnover for UK workers is 34%. This is relatively a high rate compared to other industries, which indicates that high turnover is a key problem in the United Kingdom’s fashion industry. The problem affects both a business and its customers in that it increases the operational costs and damages reputation. It also reduces performance and negatively affects customer satisfaction (Greenway, 2022). In the British context, high turnover is associated with increased training and recruitment costs that affect the ultimate profitability of the industry. An example of a company that this study examines is Burberry. Despite being a luxurious brand, Burberry has reported retention issues that lead to high turnover. Research reports high workload and a lack of career development in addition to a lack of motivation as the primary causes of employees leaving an organisation (Parker and Horowitz, 2022).  While many studies focus on the general causes of turnover, this study specifically focuses on Burberry to understand the causes from a UK perspective. 
1.2 Rationale and Significance of the Study
The main reason behind this study is to understand factors that drive high turnover in the fashion industry in the United Kingdom, with a specific focus on Burberry. It is crucial to understand the causes for enhancing the retention of workers in the industry. This means the study will help fashion companies like Burberry understand the causes and develop strategies to address the problem and prevent the negative consequences of turnover such as high cost of hiring and recruiting new employees and a negative employer branding. It will eventually reduce hiring costs and enhancing performance. The study is also significant as it will address the gap by providing insights into the UK’s fashion industry, contributing to the overall body of knowledge of human resources management. Besides, as the workforce sector changes due to technological advancements and other external forces as Wadley (2021) explains, the study is significant in providing the most current evidence, helping organisations adjust their people management strategies according to the most recent evidence. 
[bookmark: _Toc216944544]1.3 Research Problem
Despite Burberry’s strong reputation as a luxury brand, it faces a high turnover rate (Newmond, 2024). This leaves the company with increased costs due to repeated hiring and recruitment after employees leave. Besides high costs, the fashion brand’s productivity is disrupted as employees are the cornerstone and this may affect sales volume of retailers like Burberry. High turnover also has an indirect negative impact on customer satisfaction, considering employees are vital in fast delivery of products, which is a key factor that satisfies customers in the fashion industry (Zhang et al., 2021). The main problem that this research investigates is why Burberry’s employees leave the company despite being a reputable brand. Research highlights low pay, lack of career opportunities, and limited leadership support as the general factors leading to high turnover (Parker & Horowitz, 2022). However, this study will investigate the specific factors within the fashion industry.
[bookmark: _Toc216944545]1.4 Research Aim and Objectives
Aim: 
To explore the main reasons employees leave their jobs within the fashion industry, focusing on Burberry
Objectives: 
1 To explore the main reasons employees leave their jobs in the fashion industry.
2 To examine the impact of employee turnover on the operational performance of Burberry in the fashion industry.
3 To explore the best strategies that can reduce employee turnover in Burberry.
[bookmark: _Toc216944546]1.5 Research Questions
1 What are the primary reasons employees leave their jobs in the fashion industry?
2 How does employee turnover affect the operational performance of businesses in the fashion industry? 
3 What strategies can help reduce employee turnover in Burberry and the wider fashion industry?
[bookmark: _Toc216944547]1.6 Research Methodology
The study will utilise a qualitative design to allow for the understanding of employees’ behaviour and experiences, which will help in answering the research questions. A qualitative design is the best for this study because the approach aims to address how and why something is happening (Lim, 2024). In this case, the study aims to uncover how and why there is a high turnover in the fashion industry, indicating the appropriateness of the approach. The study will adopt a case study design (Burberry) to allow for a detailed examination of the problem from a real-world organization. Data will be collected through semi-structured interviews as the main method. The method will provide insights into interviewees’ experiences in the company. Thematic analysis will be used to analyse data and identify recurring themes and patterns. 
[bookmark: _Toc216944548]1.7 Structure of the Dissertation
The total number of chapters are five
	Chapter
	What it will focus on

	1 (Introduction) 
	Introduces the study’s main components, such as title and aims as well as objectives, and questions. It also provides a hint of the methodology. The main objective is to give a background information for enhanced understanding. 

	2 (Literature review)
Theoretical frameworks:
Herzberg's 6 two-factor theory
Path-Goal Theory
	Provide the literature review that details the current state of knowledge about the topic and map out the conceptual framework. This section will provide a critical review of existing knowledge and the theoretical frameworks (associated with the topic as well as identify a gap that this study will fill to show its importance.

	3 (Methodology)
	Explain the methodology and methods of the study, detailing the research design, sampling, instrumentation, analysis, and ethics.

	4 (Findings and Discussion)
	Present findings and discuss them in the form of tables and graphs in addition to explanations that will connect the findings to relevant themes.

	5 (Conclusion and Recommendations)
	Conclude on the findings and provide recommendations. It will also discuss the implications of findings, connecting them to the Burberry Company, and propose what future studies should focus on.



[bookmark: _Toc216944549]Chapter Two: Literature Review
[bookmark: _Toc216944550]2.1 Introduction
The apparel retail industry continues to experience high rates of employee turnover with companies operating within the luxury sector such as Burberry, affected. According to a CIPD report by Cockett (2024), the turnover rate of the fashion and retail industry is higher than the average of 34% across all industries, which implies the situation is bad. This literature review aims to uncover existing knowledge on employee turnover by drawing from various sources such as CIPD reports, Cockett (2024), Fink et al. (2021), and Omobamidele (2023). It analyses what previous studies conclude about the causes and impact of this problem on organisations as well as strategies that can minimize it. This chapter digs deep into the factors that may cause turnover such as compensation and benefits and career and personal development. It also details other themes like leadership support and the influence of organisational culture on employees. These ideas are analysed with respect to Herzberg's Two-Factor and Path-Goal theories. The theories provide a framework for understanding how the individual factors such as compensation, work life balance, leadership support, and career development contribute to employees leaving their jobs and help identify gaps in the literature.
[bookmark: _Toc216944551]2.2 Employee Compensation and Pay Structures
Studies have consistently linked a high rate of employees leaving their jobs with low pay and insufficient incentives. Research by Fink et al. (2021) found that workers' intention to exit their positions increases the moment they benchmark and realise that they are paid less than they deserve. An example that depicts this is a Quest Search (2024) article that says staff turnover is so high in the UK due to long working hours and low compensation. They associate low compensation with being undervalued and this decreases their intention to continue working at an organisation especially when they have alternatives that can offer higher compensation. Although everyone in the UK gets the minimum wage, low pay is relative depending on the type and amount of work. This conclusion is in line with that of Fink et al. (2021), who argue that the apparel industry pays less wages due to financial stress. However, they conclude that less payment is the leading cause without looking at other forms of compensation that may affect workers’ exit from their roles. They overly emphasise the impact of financial pay whereas research indicates that workers also look at the bonuses and commissions they receive and this affects their motivation (Rampathi & Bashier, 2020). Besides, the research is not UK-based as the authors concentrate on the United States and Japan. However, a report by (CIPD, 2023) posit the equivalent of this in the UK context. 
In the context of Burberry, Herzberg's Two-Factor framework helps in understanding how compensation has led to high turnover in the company. The theory asserts that employees derive satisfaction and dissatisfaction from two groups of factors, which are motivators and hygiene. In this case, salary is a hygiene factor that is essential in preventing dissatisfaction, even though it does not directly motivate them. The company recently had a restructuring, and in the process, some salaries were cut following low profits (Edwards, 2025). Since salary is a factor that can cause dissatisfaction, it may have made employees leave. The organisation is aiming at reducing costs, which makes sense given the reason its workers are exiting despite being a reputable company with good motivating factors. The absence of good pay creates a thriving environment for dissatisfaction. However, this idea is not certain, and the current study seeks to understand if low pay has contributed to the high turnover. 
[bookmark: _Toc216944552]2.3 Career development and Growth Opportunities
One factor that employees look for is an employer who gives them a chance to develop both personally and in their professions. A study by Wilson (2018) reveals that workers who have no access to growth opportunities are disengaged and constantly leave employment. This is more common among young individuals who understand their needs as employees and who are seeking to grow. Herzberg's Two-Factor theory lists growth opportunities as a motivator factor that enhances personal and professional development and that motivates individuals to perform better, satisfying them. Arif et al. (2022) conclude that high human capital, which is contributed to by growth, enhances workers' stay in a company. Human capital, in this case, means skills and sets of knowledge that can help one create economic value. They gain them through learning and developing careers, making growth opportunities essential in determining turnover.
Burberry has initiated a career development program dubbed Burberry Academy for training its employees as a strategy to address the turnover issues. While this is crucial, it seems not to have mitigated the problem, considering the rate of employees leaving the company is still high as evidenced by employees’ reviews on glassdoor (Glassdor, 2024). It suggests that the program may not be effective and may not align with employee needs, suggesting an inappropriate or ineffective career development initiative. Some researchers like Dave and Dubey (2025) have studied this topic and concluded that not all career development initiatives align with employees’ needs. In such cases, there may be dissatisfaction instead of satisfaction. This study will fill the gap by examining the case of Burberry, specifically how well the training programs in its academy address workers' growth needs. 
[bookmark: _Toc216944553]2.4 Leadership Support and Organisational Culture
The role of leaders and the company environment, such as policies in motivating workers, cannot be underestimated. Support from leaders has a direct impact on reducing turnover rate by enhancing the satisfaction of workers (Cockett, 2024). Omobamidele (2023) argues that employees leave their managers and not their jobs, especially when leaders demonstrate toxicity and lack of support. This idea challenges the notion of job dissatisfaction and reinforces the importance of leaders' influence on workers. Many studies around this area focus on whether employees are satisfied with their jobs but forget that supervisors and managers are the major people who drive job engagement through their impact. For example, as much as a particular role can be interesting for an individual, if their boss is unsupportive or demonstrates qualities of poor leadership such as micromanagement they may not stay in that job. This indicates that supervisors play a key purpose in preventing turnover. 
Despite past studies by Cockett (2024) and Omobamidele (2023) showing that leadership support may enhance retention, the conclusions are generic and do not specifically refer to the United Kingdom's context. It may be challenging to conclude that Burberry's turnover has been contributed to by a lack of management’s support or a poor working environment unless this study specifically focuses on the company's situation. The organisation recently introduced a return to office policy that requires office workers to work from the office. According to Zwieglinska (2025), this rule is speculated to have left workers feeling micromanaged where some ended up quitting. Although the policy directly affected office staff, it has a cultural spill-over effect to shop workers by creating disconnect between employees and a perception of micromanagement.  This research fills the gap by aiming to understand how employees and leaders relate in the organisation and whether its policies create a supportive culture. The Path-Goal theory offers a framework for understanding how leaders' behaviour and styles can motivate or demotivate workers (Bans-Akutey, 2021). Drawing from this approach, the current study will examine how Burberry's management style influences workers' intention to stay or leave their jobs.
[bookmark: _Toc216944554]2.5 Work life Balance and Mental Health
There is a high link between high turnover and a lack of work life balance and poor mental health in the UK's retail industry. Approximately 85% of employees in the retail sector have reported that they have experienced deteriorating mental health in the past year as a result of burnout (Whitfield, 2024). Due to experiencing burnout and poor health, they resort to quitting and looking for alternatives where they can have some balance between work and life. This comes amid high expectations of flexibility from workers as remote working becomes a key working arrangement in the industry. The fashion industry is among the industries with the most stress because workers have to deliver service quality as well as perform other roles that may need their attention at all times. 
Burberry's recent restructuring relates to a lack of work life balance and poor mental health, considering it has to cut off some workers. This means they have to work more than they did, which could possibly lead to burnout as they have to work for long hours. While studies concentrate on examining employee burnout and stress, few of them connect these factors to turnover in the fashion industry. This study will explore whether the mental health of Burberry's workers and their work life balance pattern influences retention. It will specifically examine the work arrangement and determine its impact on work-life balance, and make sense of employees' perspectives about their state of mental health. 
[bookmark: _Toc216944555]2.6 Synthesis and Gaps
Employee turnover is a common problem in the retail fashion industry. Wilson (2018) highlights different factors that can prevent or address this challenge pointing out career development and work life balance as key contributors to satisfying workers. Professional training programs that offer opportunities for growth can also minimise exits as employees thrive in environments where they expand and develop both personally and professionally. This is particularly crucial for young people who are constantly seeking to grow at every chance they get (Quest Search, 2017). These findings reinforce the vitality of organisations such as Burberry in creating career development programs for training workers to prevent them from exiting. 
While the discussed studies agree that leadership support, compensation, and career development, as well as work life balance, are major factors that determine turnover, they differ as to how these factors apply to the fashion industry. For example, Wilson (2018) emphasises that leadership support is the most crucial factor in addressing turnover. In contrast, Quest Search (2017) suggests training and development as the key factor. They all agree that compensation and work life balance are equally important for satisfying and engaging workers. Burberry has reinforced these findings through its initiatives aimed at maximising retention, where it has introduced an academy for training workers. Despite all these researchers making sense through their conclusions, they have explored turnover in other regions such as the United States and Japan and not in the context of the United Kingdom. It is crucial to understand the turnover problem in retail fashion industry because of the cultural and institutional differences between countries (Allen & Vardaman, 2021). This study provides UK context specific insights by studying factors that drive turnover at Burberry. 
Gaps
Studies on this topic have promising findings, but they have been conducted in other areas and not in the UK (Arif et al., 2022; Dave & Dubey, 2025; Fink et al., 2021; Rampathi & Bashier, 2020; Wilson, 2018). This research will fill the gap by studying how leadership support, career development opportunities, compensation, and work life balance influence turnover in the UK’s fashion and retail industry. It will focus on Burberry, which is a British owned and operating luxury fashion company. This will provide insights into the British employment industry. It will apply the Path Goal theory of leadership to inform the role of leadership and guide research by studying how Burberry's leaders influence workers and the impact on turnover. The research will evaluate the effectiveness of training programs by looking at Burberry's academy and how well it has been able to prevent turnover. Past researchers have paid much attention to understanding the perceptions of workers on training and development, but have not paid much attention to the effectiveness of training programs. The research will provide insights into how the effectiveness of training programs play a role in enhancing retention by interviewing the company’s workers to gain insights and using the data to develop a theme about training and development. It will use the expectancy theory to inform how training effectiveness influence employees to stay by shaping their expectations. 
[bookmark: _Toc216944556]2.7 Conclusion
The review indicates the primary factors associated with high turnover rates in the retail fashion industry. The most critical factors are compensation and work life balance, in addition to leadership support and career growth. Drawing from the lens of Herzberg's two-factor framework, literature discusses that employees are highly satisfied when they work in an environment that supports growth, but may be dissatisfied when the pay is low or policies are inappropriate. The Path goal theory also provides a framework for understanding that leadership support, which is informed by leaders' behaviour, is a vital factor when it comes to engaging workers. All these factors have a direct or indirect influence on an employee's decision to stay or leave a company. These two theories will inform the upcoming research at Burberry to help understand the rationale behind the increasing turnover at the organisation. The research will concentrate on examining the discussed factors from the perspective of the company. It will analyse leadership support and the effectiveness of Burberry's academy in addressing turnover. Through the study, the company will gain practical insights into how it can prevent or address the ongoing problem of high turnover, saving it time and financial costs that come with constantly hiring and recruiting new workers. 
[bookmark: _Toc216944557]Chapter Three: Methodology
[bookmark: _Toc216944558]3.1 Introduction
The chapter details the methodology used in the study. It identifies and describes the research design, data collection method, participants, philosophy, and data analysis. The section also describes the ethical considerations applied in the research. 
[bookmark: _Toc216944559]3.2 Research Philosophy
The study utilised an interpretivist paradigm. It is defined as a research philosophy that aims to gather the subjective experiences of individuals to understand how they make sense of their social world. This type of philosophy believes that the experiences that people encounter and the meaning they derive from them shape reality (Saunders et al., 2023). For this research, the experiences of employees in the fashion retail industry and their perspectives shape the reality about turnover in the sector. Thus, the philosophy aimed at comprehending how Burberry employees feel about their work, leaders, pay, or any other factor that determines their satisfaction. Other philosophies, like the positivist approach, were rejected since they do not offer a room for subjective understanding, and numerical data may not capture the sentiments of participants. 
[bookmark: _Toc216944560]3.3 Research Approach  
This research adopted a qualitative design. The approach entails exploring a situation through non-numerical data while emphasising deep explanations. It was suitable in this case because the aim of the research was to understand the reasons UK employees leave their jobs, paying particular attention to Burberry. The topic focused on exploring human behaviour and motivation, and this design is fit for such a study (Saunders et al., 2019). Using it helped in gathering employees' insights about why they leave and will connect to the analysis of their explanations, resulting in a rich mastery of the reasons that drive high turnover. Through an inductive approach, these insights were used to identify patterns and develop themes. 
[bookmark: _Toc216944561]3.4 Research Design and Strategy
This study adopted a case study design, focusing on Burberry. Saunders et al. (2023) define it as a strategy that studies a particular phenomenon to provide its real life and in depth analysis. Its primary characteristics include in depth analysis, specificity or studying a particular event, and contextual analysis. It utilised this organisation as a focal point to understand the fashion and retail industry. Using this design allowed an in depth analysis of turnover in an established company, which informed insights that can be applied to the wider industry. 
[bookmark: _Toc216944562]3.5 Data Collection Methods
The main method used was semi-structured interviews, where interview scenarios were simulated to reflect real employee-researcher interviews. Staff working in different roles, such as store level, managers, and at the human resources department, were interviewed about their perceptions and experiences related to turnover in the company. The staff were identified through snowballing where participants suggested other relevant roles. Semi-structured interviews were suitable as they were flexible, enabling the gain of depth of information through clarifications (Adeoye‐Olatunde & Olenik, 2021). The interview questions (which are embedded in Appendix A) were formulated based on industry trends and academic literature. Herzberg's two-factor and Path-Goal theories also informed the direction of the queries. The flexibility that this method brings was crucial in exploring new themes or perspectives as they emerged from the responses. Interviews lasted between twenty and thirty minutes and they were recorded with permission from respondents. This informed the direction of the queries by asking clear and focused questions and also open ended questions since the recording captured their detailed responses. Seeking permission fostered trust and this prompted accurate responses which are crucial in enhancing reliability as Höpfner and Promberger, (2023) posit.  
For triangulation purposes, the interview collection method was supported by analysis of secondary data. The specific data that was collected came from Burberry's strategic reports, turnover records, previous studies, and reports on fashion retail markets. Secondary data focused on analysing CIPD and Quest research reports in addition to credible articles published within the last five years that were studied in the context of the United Kingdom fashion retail industry such as a study by Polwatthage (2024) and Omobamidele (2023). Data from these sources helped in verifying the primary information collected through interviews, ensuring it was accurate.
[bookmark: _Toc216944563]3.6 Data Analysis Technique
Once data about turnover was gathered, a thematic analysis approach was used to identify and interpret patterns, which were then turned into themes through coding. The interview transcripts were coded into leadership, pay/compensation, work-life balance, and career development themes. Initial coding produced ideas like poor leadership/lack of leadership support, burnout that leads to limited balancing of work and life, and career development opportunities that do not address employees' needs. Following an inductive approach, the data analysis process followed a stepwise framework that involved familiarising with the data and generating initial codes in addition to looking for major themes. It followed the fourth step of reviewing the identified ones and defining them. 
[bookmark: _Toc216944564]3.7 Population and Sampling
The research used a purposive sampling method where fictional individuals who would be found working in retail settings were recruited. The basis used considered the job role, experience working in the industry, and having worked for at least six months. The sample size target was thirty simulated participants, but 18 interviewees met the criteria which is over 50% of the response rate. Such a sample size was manageable and still provided sufficient depth of information as recommended by Hennink and Kaiser (2022). Those who took part represented different roles, including nine store staff, one human resources manager, four supervisors, one head of training and development, and three team leaders. 
[bookmark: _Toc216944565]3.8 Ethical Considerations
The school approved this research through an ethics form. Also, participants signed a consent form that is attached as Appendix B before the interviewing process. The form detailed key issues they needed to understand, including the purpose of the research and that they could step out of the study at any given time they wished. This is necessary as it ensures that individuals agree to take part voluntarily, which demonstrates ethics (O' Sullivan et al., 2021). It is also a vital measure that enhanced the validity of findings, considering forced participation may lead to unresponsiveness or inaccurate answers from interviewees. Confidentiality was highly emphasised through using anonymous names and interviewing, and using audio recordings that did not disclose their faces for those who wished it. This will go up to the last step of this research, where the names will be kept confidential in the reporting of the findings, as Oates et al. (2022) recommend. Collected information was kept secure and protected with passwords. 
[bookmark: _Toc216944566]3.9 Limitations of the Methodology
While utilising a case study approach on Burberry gives a detailed analysis, it also limits the generalisability of findings. The insights about turnover apply to the company and may not apply to others, considering organisations have differing internal strengths and weaknesses, as well as human resources management policies. There is a potential for biased results because the method depended on self-reported information, and some participants may have feared giving out detailed information to avoid legal issues with the company or for privacy concerns. Inaccurate or superficial responses may reduce the validity of findings. The method of collecting data may have been limited by time and access constraints, as interviews take time. The participants were role based, which could enhance the potential for inaccurate data from them, as some of them may have insufficient experience of the roles they simulated. 
[bookmark: _Toc216944567]Chapter Summary
The qualitative approach and semi-structured interviews were well-suited for this research because they allowed interviewees to explain their experiences and perceptions in depth. The approach helped in understanding factors that drive turnover in Burberry from the perspective of human behaviour and motivation, in addition to work-life. Fictional participants were purposively selected, and ethics were maintained by ensuring they signed a consent form and keeping personal information confidential, in addition to secure storage of information. 
[bookmark: _Toc216944568]Chapter Four: Findings and Discussion
[bookmark: _Toc216944569]4.1 Introduction
The purpose of this chapter is to present findings from the role-play interviews. The findings are organised based on the initially formulated research questions, which sought to study how pay and compensation, work-life balance, leadership support, and training and development affect turnover at Burberry. 
[bookmark: _Toc216944570]4.2 Participant Profile
The total number of respondents was 18, where 9 were store workers, 4 were supervisors, 3 team leaders, one HR manager, and one head of training and development. The selection process considered the purpose of the research and selected participants who are in a position to explain reasons for the turnover in the company. For example, store workers were selected for the purpose of investigating whether the company’s pay and compensation are among the factors driving turnover high. The head of training and development was included to understand the effectiveness of training programs in addressing turnover. Snowballing was also used, especially when it came to choosing store workers where they referred others they know. All the participants were between 18 and 60 years old. 
[image: ]
Figure 1: Figure 1- Participants Profile
[bookmark: _Toc216944571]4.3 Findings and Analysis
[bookmark: _Toc216944572]Theme One: Pay and Reward Systems
The majority of store workers, 8 out 9 reported satisfaction with their salaries where they noted that they are satisfied with the pay compared to the amount of workload they perform. One store worker said, “I cannot complain about my salary because when I compare it with the amount of work I do, it is reasonable.” However, one store worker said the company lacks consistent performance-based incentives, which he says might make him leave the organization if he finds a better alternative. Just one of the store workers complained about pay, citing that he is not satisfied with the salary he gets. When asked if that would make him leave the company, he responded by saying no with the reason that even if he goes to another company, he may still be paid the same or less. 
[bookmark: _Toc216944573]Theme Two: Leadership and Management Style and Organisational Culture
Store workers reported that some managers micromanage them and demonstrate characteristics of authoritative leadership, particularly control over teams. According to one store staff, “My supervisor will not leave you until something is done.’ While this may enhance productivity by ensuring they perform their responsibilities, the staff said that it limits them from performing their job exemplarily considering he prefers room for creativity even though he must follow instructions. Many posited that managers have adopted styles that leads to job dissatisfaction especially when they have to manage them closely. One store worker said that him and his peers prefer direct and clear instructions that communicates what to do rather than a supervisor or manager being physically observant. None of the staff workers positively reported about leadership behaviour. 
[bookmark: _Toc216944574]Theme Three: Work-life Balance
This theme was explored by investigating working hours, the amount of workload, and workplace stress and pressure. The majority of store workers reported that there is poor scheduling in the company which leads to working for long hours on some days. They sometimes have to always be available because of irregular shifts and this leads to stress. For example, one respondent said, “It is difficult to know your work schedule in advance, and this makes it challenging for me to plan my personal things. I also have to be prepared and I feel like it creates some kind of anxiety. I sometimes feel very tired and all these affect my mental health negatively.” The supervisors harmoniously admitted that despite the company having invested in staff scheduling software, it becomes a challenge to effectively have a consistent schedule due to the rate of high turnover rate that disrupts operations. The HR also acknowledged that it is a retention problem that they are trying to work on. He said that staff consistently complain over being posted on three consecutive days without a leave, which is against the scheduling policy. Him and his team has strived to address the issue but workers constantly leave the company, making it challenging to stick to the policy when there are limited number of staff. 
[bookmark: _Toc216944575]Theme Four: Ineffective Training and Development Programs
This area was studied with a focus on the effectiveness of training and development programs rather than the presence of the initiatives. The main focus was on store workers and the head of the training and development sector. Close to all store workers reported they felt the Burberry Academy is good but basic because it does not offer opportunities for career progression but mainly focuses on basic topics that they know. One supervisor reported that store employees indicate limited upward mobility, even though they go through training which suggests that the programs may not be effective. 
[image: ]
Figure 2: Graphic representation of themes
[bookmark: _Toc216944576]4.4 Discussion of Findings
[bookmark: _Toc216944577]Theme One: Pay and Reward Systems
Pay and compensation was found as a least factor leading to turnover at the organisation. Majority of store workers respondents said that they are satisfied. One workers who admitted he is not satisfied did not link this factor with turnover. A significant theme associated with this factor that emerged is employees value of fairness when it comes to being rewarded based on performance. While pay may not be a significant factor, they indicated the value of recognition when they perform exemplary as a crucial factor in their motivation and satisfaction. This finding does not match the conclusions of most of the studies identified in the literature review. Fink et al. (2021) and Quest Search (2024) found that low pay is one of the major reasons employees leave their jobs in the fashion retail industry in the UK and this study found the contrary. The majority of Burberry workers reported that they are satisfied with their pay. This indicates that pay is a less important factor when it comes to explaining high turnover in the UK’s fashion retail industry. 
It tries to address objective one that sought to identify reasons leave their jobs at Burberry. Contrary to what was expected, pay and compensation are not among the major factors that drive high turnover rate at the organisation. A possible explanation to this finding is that Burberry is a luxury brand compared to other companies that previous studies have focused on. It implies that being a luxury company it may pay its workers more than others, making pay a non-issue in the turnover problem. It may also be explained in terms of shifting employee focus from financial related satisfaction to non-financial satisfaction especially in the UK (Gloria & Hasnawati Hasnawati, 2018). This is not just in the luxury retail industry but in general business landscape. An alternative factor that was not the focus of this research but emerged is the value employees place on fairness and recognition based on their performance. 
A limitation to this finding is that there could have been reduced reliability considering respondents were role-played. They were not real store workers of Burberry. This might have informed distorted answers due to fear criticising the company. Despite the limitation, the significance of this result is that enhancing pay and compensation alone may not address a turnover problem. While employees in the fashion retail industry consider pay as indicated by Fink et al. (2021), they may be more concerned with non-monetary factors such as performance recognition. This means organisations within this sector may want to change at how they look at pay as a strategy for improving satisfaction. It is a crucial factor but may need to be paired with others to improve satisfaction and reduce turnover. An example is ensuring workers’ pay is effective compared to the work they do and at the same time offering incentives and bonuses alongside using performance to determine on the incentives. It may have two-fold positive impacts by improving motivation and productivity as well as enhancing the employer branding of an organisation. 
[bookmark: _Toc216944578]Theme Two: Leadership and Management Style and Organisational Culture
Employees explained that micromanagement is among the leadership approaches that reduce their autonomy and room for creativity. It answers objective one by indicating poor leadership behaviour as a leading factor that causes high turnover in the UK’s fashion retail industry. When viewed from the perspective of the Path Goal theory, micromanagement can influence workers to leave the organization due to dissatisfaction that comes with it. The finding aligns with that of Omobamidele (2023) who found that employees leave their leaders and not their jobs. It also supports Cockett (2024) who posited that leadership is a crucial factor when it comes to reducing turnover as employees view managers like a support system.
The finding directly address objective one by supporting the hypothesis that poor leadership and management style are among the top reasons employees at Burberry leave the company. Linking this to its organisational culture, the result contradicts the brand’s culture. Burberry has positioned itself as a luxurious brand that tops in many sectors including human resources management. However, micromanagement indicates a culture of control of staff which diminishes their empowerment. The Burberry Academy is one of the firm’s strategies that indicates its efforts to empower store workers but poor leadership may be dragging it. The controlling culture does not reflect the image of the company within the luxury retail sector as one of the top brands with an enabling working environment.
Alternative explanations to this finding could be some level of control is critical for employees to perform. This may be backed up by a study by Metcalfe et al. (2023), which found that sometimes employees in the fashion retail industry have to be pushed to be productive. Some of them need close supervision, making micromanagement advantageous in such cases. An example is when a worker will not welcome clients with the required decorum unless there is a supervisor watching them or around. Such employee behaviour may warrant close supervision and for a luxury brand like Burberry, it may be vital to ensure maximum utilisation of resources based on the first finding that pay is not linked to dissatisfaction. It means store workers are paid well and an alternative explanation is that they have to be closely checked for performance. Another explanation is that tight supervision may be inspired by the company’s pressure and not the intention of managers or supervisors. They may be receiving orders from the senior management, which still labels it as poor leadership at the organisation. 
A limitation that may affect this finding is that besides simulated interviews, manager’s behaviour may vary from one to another. The respondents did not specify the particular leaders associated with micromanagement or controlling behaviour. It implies the result may not be applied to all leaders at Burberry considering research indicates managers adopt different management styles depending on various factors like personality types or behaviours among others (Sulich et al., 2021). For Burberry some leaders may show certain behaviours while others may not. Despite the limitation, this finding underscores the importance of leadership in retention. It may also be linked to dissatisfaction, which may affect how customers are served and this may indirectly impact sales and profits. Organisations within the industry may consider leadership development as a key strategy to managing turnover. 
[bookmark: _Toc216944579]Theme Three: Work-life Balance
Burnout and irregular scheduling emerged as the leading primary themes that lead to workers’ poor work-life balance. The scheduling challenge is as a result of the limited number of staff indicating a correlation between high turnover and staff scheduling issues that result in irregular shifts. It depicts a systemic issue that may need to be addressed from a structural perspective such as by implementing effective scheduling software. The issue of burnout and workplace stress and pressure can be viewed through the lens of employee health and wellbeing. Whitfield (2024) found that close to 85% of employees working in the fashion retail industry report deteriorating mental health as a result of burnout. This could mean that Burberry needs to implement mental health programs into the wellness initiative as a support system for improving the health of its store staff. 
It directly links to objective one by asserting that a lack of work life balance, driven by burnout long working hours and unpredictable shifts is among the top reasons for high turnover at Burberry. It is an indication that employees within the fashion retail industry are highly concerned about their health including physical and mental. This is supported with research by Seidu et al. (2024) which shows that store workers within the clothing industry complain of standing for long hours and this causes burnout. When combined with the issue of improper staff scheduling at Burberry, the problem becomes worse because it depicts a systemic issues rooted within the company’s roots. It creates a cycle where limited number of staff make it difficult to schedule staff and at the same time irregular scheduling leads to high turnover as it makes them lose a balance between work and life due to working for long hours. 
An alternative explanation may be that some store workers experience burnout or mental health issues as a result of personal stress. This is based on research that indicates that personal issues may still impact how employees perform at work particularly in terms of mood or concentration (Seidu et al., 2024). This could be part of the explanation why store workers at Burberry feel a deteriorating mental health. From another perspective, the limited number of staff issue may be beyond Burberry’s control since it is reflected in the general fashion and retail industry, not just in the UK but also in many parts of the world (Kumar et al., 2023). The rationale behind this is that Burberry has already invested in a staff scheduling software but high turnover that constantly leaves it with less employees is the main culprit. It means it is not just an organisational issue but an industry one that should be approached by conducting an extensive research on an industry level. This forms one key area for further research that could be extended from this research. 
This finding is significant for Burberry and other businesses in the service industry as it contextualises the impact of poor work-life balance on employees and customers in addition to organisation. When viewed from an ethical perspective, it may be argued that it is morally wrong to let staff work for long hours to the extent of negatively impacting their mental health as it can be viewed as exploitation (Seidu et al., 2024). It has a ripple effect to customers by causing poor customer services especially since store workers’ main task is to offer customer service to shoppers. It also affects the company by reducing productivity and could be perceived negatively from an employer branding lens. It could be labelled as an exploiting organisation and this may also negatively impact its relationship with consumers. Understanding that poor work-life balance is a leading cause of high turnover is crucial for addressing irregular shifts challenge and providing manageable workload. 
[bookmark: _Toc216944580]Theme Four: Ineffective Training and Development Programs
The finding is in line with Wilson (2018), who found that workers get disengaged when they lack career opportunities. Besides, it reveals a central theme about the effectiveness of training programs indicating that while they may be present, they may not be effective. Employees stay where they develop and if they are not given the opportunity chances are that they will leave. The finding indicated ineffective training programs especially where employees say they are basic and do not meet their specific needs. It could mean the department responsible does not gather workers’ input about what they want to learn and as a result end up implementing plans that they do not need or align with their goals. This may imply that the head of training and development should aim for personalisation when it comes to programs. They may achieve this by seeking workers’ ideas and input to tailor the training and opportunities to the feedback they get. Drawing from Herzberg two two-factor theory, personalised plans could act as motivators that employees may view as achievement. 
It links to the second objective about strategies that can reduce turnover at Burberry. Previous research by Wilson (2018) has focused on studying the impact of lack of training and development opportunities. However, the current study found an interesting theme that the development initiatives at Burberry exist but the issue is about misalignment of those programs with employee needs. This is supported by Dave & Dubey (2025) who found that motivation may significantly decrease if employees are offered opportunities that do not align with their goals or what they want. Growth and development is a motivational factor when viewed from the lens of Herzberg two factor theory and Burberry’s initiative through the academics has failed to achieve motivation. 
The finding came as an unexpected result. It would have been expected that there are no opportunities for advancement as the literature by Wilson (2018) indicates. However, the result could have alternative interpretation one of which is employees may not the company’s management may have plans to align with the workers’ needs but lacks clear communication about it. This may make employees unaware of the impact of the development programs. The company may have failed to engage its workers during planning to understand their needs so that it can reflect the same in its efforts. It is a possible explanation that could apply. 
The significance is that companies should not just put up development programs; they should make sure they focus on the needs of workers to realise positive outcomes. As much as they may make significant effort in implementing training programs, they may be weak. This may still lead to dissatisfaction and disengagement of staff, leading to high turnover as in Burberry’s case. It may be essential for Burberry to conduct interviews so that it can gather input from various staff and integrate it into planning of this factor. This will ensure it satisfies them, hence, reducing turnover, and utilises resources such as finances in an efficient manner since planning and implementing training programs (whether they are effective or not) is costly. 
[bookmark: _Toc216944581]4.5 Cross-theme Insights
The discussed themes are linked in different ways and all play a crucial part in enhancing or addressing turnover. While leadership micromanagement behaviour can be viewed as a standalone theme, it highly affects work-life balance. Workers feel controlled and this limits their ability to feel comfortable which could have a toll on their emotional wellbeing. For instance, over control could exert stress or develop fear emotions. This could extend to their personal lives affecting life outside work. An example is when a store worker develops fear as a result of a manager following them at every step to make sure they are productive. It may put a lot of pressure and stress on the worker, leading to development of mental health issues. 
As the HR manager said, high turnover has a negative effect on staff scheduling. It makes it difficult to plan who will work at what specific time when there are not enough. An example is planning a schedule then a worker fails to turn up unexpectedly. The planning manager must allocate another worker even if they were on duty the previous day on the premise that sales cannot be disrupted and the company cannot hire another employee at that specific time since hiring takes time and money. This makes it a cyclic problem that may take time to be solved. 
Leadership is a major factor when it comes to the overall management of turnover at Burberry. This time not viewed from the perspective of micromanagement but from effectiveness of leaders in managing human resources. A primary department in this case is the HR manager and the head of training and development. They are the leading people when it comes to ensuring effective management of store workers as a strategy to minimize turnover. As much as individual themes play a role, leaders must be at the forefront in support of all the other themes. An example is that they must be involved in the planning of effective training and development programs. They should also lead in conducting performance appraisals to implement recognition in addition to minimising control to provide workers with autonomy when working. Leaders are tasked with initiating research into the best staff scheduling software that can address the industry-wide problem. The examples indicate the role of leaders in leading so address turnover at Burberry. 
[bookmark: _Toc216944582]4.6 Summary of Findings
Based on the discussion, the primary reasons for high turnover are ineffective training and development programs, lack of leadership support and micromanagement, and long working hours and irregular shifts. Store workers reported satisfaction with pay and compensation but micromanagement as a leadership weakness in addition to workplace stress and pressure due to burnout. The HR admitted that micromanagement and staff scheduling are some of the major retention challenges the company faces. Ineffective scheduling of workers is driven by high turnover that leaves the human resources department with planning issues due to limited staff. The head of training and development together with workers agreed that the company has set up training programs but they have been ineffective in addressing the real, specific needs of employees leading to some of them quitting. The findings confirm that turnover in the UK context is very similar to the global fashion retail industry. 
A major limitation that could affect the reliability of these findings is that the interviews were role based. They may not reflect the real experiences of real workers working at Burberry. Although the sampling criteria was purposive and snowballing, participants may have limited their exposure of the company due to fear of negative after effects of this study. However, the presence of this limitation does not disregard the results. They reflect the factors that drive high turnover at Burberry and the wider fashion and retail industry in the UK. Two unexpected findings from this study are a lack of correlation between pay/compensation and high turnover. Instead, employees are satisfied with the pay but dissatisfied with a lack of performance based recognition. The other unexpected one is the presence of training and development programs does not have a significant impact on employees leaving their jobs. What matters is how well the programs align with workers; needs or address their career requirements. 
[bookmark: _Toc216944583]Chapter Five: Conclusion and Recommendations
[bookmark: _Toc216944584]5.1 Introduction
This chapter gives a summary of the research and its findings. It draws conclusions based on findings and provides recommendations that Burberry and other companies within the fashion retail industry especially those that are experiencing high turnover. It also states the limitations of the study and implications for future research. 
[bookmark: _Toc216944585]5.2 Summary of the Research
This study aimed to explore the major reasons driving the high turnover rate in the fashion and retail industry with a particular focus on Burberry. It utilised a qualitative design where 18 role-based respondents who comprised store workers, supervisors, HR manager, training manager, and team leaders. The main question that this research focused on was the main reasons employees leave their jobs at Burberry Company. Based on the findings, the major factors driving turnover at the organisation are micromanagement behaviour among leaders, burnout and irregular shifts, and ineffective training programs. There were no significant findings on pay and compensation as the majority of the store workers reported satisfaction. 
[bookmark: _Toc216944586]5.3 Summary of Key Findings
[bookmark: _Toc216944587]Reasons Store Workers Leave Burberry
Pay and Compensation
The majority of workers indicated satisfaction with their salaries citing that their pay is much better compared to other organisations and compared to the workload. The only weakness around this theme was inconsistent performance-based incentives that one store worker noted. While it may not directly lead to turnover, it may lead to dissatisfaction for employees who value recognition and rewards. The research found contrary to previous research such as that of Quest Search (2024) and Fink et al. (2021) that workers within this industry intend to leave due to low pay and compensation. 
Career Development and Growth Opportunities
This research found that Burberry workers are dissatisfied with the kind of training programs that the organisation offers. They acknowledged the investment of the company in training and development through the Burberry Academy but it has taken a wrong approach where the programs are basic and ineffective. As a result, they feel that they are not getting the opportunities for career progression or any development. As Coelho (2024) posits, employees stay where they grow. Lack of effective growth chances leads to employees leaving.
Leadership Support and Organisational Culture
Employee dissatisfaction was strongly associated with micromanagement by supervisors which reduces the opportunity for workers to practice autonomy and be creative. The Path-Goal theory explains this by suggesting that the behaviour that leaders display has an impact on staff motivation (Bans-Akutey, 2021). This finding aligns with that of Omobamidele (2023) who says workers leave because of their managers and not work. In Burberry’s case, store workers leave due to too much control by supervisors. 
Work-life Balance and Mental Health
The primary factor affecting employees’ work-life balance is burnout where nearly all store workers reported long working hours and irregular shifts. This leads to a lot of stress that affects their mental health. Some of them noted that they are unable to attend to their personal issues due to inconsistency when it comes to work scheduling. The HR manager admitted that there is a causal relationship between high turnover and irregular scheduling, where a low number of employees driven by high turnover makes planning challenging. It creates a cycle that makes it a systemic challenge within the organisation. 
[bookmark: _Toc216944588]Strategies to Reduce High Turnover at Burberry
Strategy 1: Improve Leadership and Management 
One technique is enhancing management practices by improving communication lines so that managers and employees can relate clearly and reduce the need for micromanagement. Gruda and Kafetsios (2022) recommend the adoption of leadership styles that give autonomy and allow employees to become the best versions of themselves. A practical strategy is training managers and supervisors on how to lead teams and still get desired outcomes without control. 
Strategy 2: Strengthen Work-Life Balance
Working on how to make shifts irregular such as by adopting effective software can reduce employee dissatisfaction. The company could think of increasing the number of staff considering high turnover is a key driver for long working hours. This may help reduce burnout among staff and ensure they do not have time for personal activities, enhancing their work and life balance. 
Strategy 3: Personalise Training Programs
Personalisation is a key way of ensuring the programs align with the needs of workers. This may be achieved by collecting data from employees to understand what they want to learn about or grow. Research by Torre et al. (2024) indicates that personalising employee training produces effective outcomes that also lead to satisfaction. By this, Burberry may improve its employer branding as well as its retention rate. 
[bookmark: _Toc216944589]5.4 Conclusions
The major conclusion of this study is that employees at Burberry leave the company due to poor management/leadership strategies, a lack of work life balance driven by burnout and irregular shifts, and ineffective training plans that do not address the real development needs of workers. Pay and compensation have less impact considering employees are satisfied with what they are paid. It is crucial that the company focuses on these areas to improve retention rate and overcome the turnover problem. 
[bookmark: _Toc216944590]5.5 Recommendations
This study recommends that Burberry could consider enrolling leaders in programs that aim at enhancing their people skills like communication and motivational leadership. This may help manage micromanagement behaviour. The second recommendation is that it should adopt a scheduling software and introduce wellness programs for managing workers’ stress levels as well as employ more workers to improve scheduling and address burnout. The head of training may roll out a survey to understand workers’ input about topics that should be prioritised for training. It could be vital for matching the needs with the actual plans. They may also include more advanced programs that go beyond the basic ones such as giving employees an opportunity to advance their careers. This may ensure satisfaction as they value career progression. 
[bookmark: _Toc216944591]5.6 Limitations of the Study and Future Research
The primary limitation is that the research utilised role-play respondents instead of real life workers who work at Burberry. This may have reduced the validity of the findings considering some participants may not reflect the real experiences of Burberry employees. The sample size was also small in comparison to the size of the organisation which may limit the generalizability of the results. The study focused on Burberry which is an individual organisation with unique practices and this implies the conclusions may not be applied to the wider fashion and retail industry. Future research may focus on collecting real organisational data and not conducting simulations. It may focus on several organisations to enhance generalizability and understand the UK fashion and retail industry. A crucial approach could be investigating how high turnover affects companies within this industry in the long term. 
[bookmark: _Toc216944592]Research Process Reflection using the Gibbs Reflective Cycle
Description
I conducted research on employee turnover in the fashion industry with a particular focus on Burberry Luxury Company. I adopted a qualitative approach where I conducted simulated semi structured interviews with employees. They came from different departments including store workers and supervisors in addition to the HR manager and head of training and development. I utilised thematic analysis to make sense of data by coding it into themes such as pay and leadership as well as training effectiveness and work life balance. 
Feelings
I was confident in the research topic I had chosen in the beginning because I figured out that turnover is a major challenge within the fashion retail industry in the United Kingdom. However, I began having mixed feelings particularly feeling anxious because I thought simulated interviews would not give me the best answers. I felt like the method would produce shallow data but I overcame the feeling during the analysis process where I realised themes emerged clearly as the data was sufficient. Sometimes I felt my data was not valid especially when results about compensation and pay did not match the literature. Later I realised that the finding was valid and it was crucial in explaining the uniqueness of my research. 
Evaluation
One good thing about the experience is that I had enough knowledge of conducting research from previous units. I knew the process and this was advantageous as I did not struggle with the dissertation. Another strength was supporting primary data with secondary research for triangulation. It enhanced the credibility of the whole process. Something negative with the experience was utilising simulated interviews as the main method of data collection. They reduced the realism of the findings and this meant the validity and reliability of the results. 
Analysis
The mixed feelings as well as the strengths and weaknesses of the situation indicate the importance of choosing a solid data collection method that does not affect the results. While I still doubted the approach, the experience shows that one may still make meaningful themes when analysis is done systematically. As much as simulated interviews depict a weakness, such a limitation may be overcome by acknowledging it as a limitation. Another thing is that understanding the research process is a critical step in ensuring a successful dissertation project. My comprehension of it played a role in enabling me to connect all the chapters into a successful cohesive report. 
Conclusion
One thing I learned is the importance of confidence in research. This is because when conducting research one may not be certain about the expected results. It is crucial to be confident in the process to enhance one's engagement with the study. I have also learned that flexibility is vital when it comes to conducting research. I had doubts in the beginning but by being flexible in thinking and accepting that my research process may be limited in some ways, such as through simulated interviews, I was able to lead a successful project. 
Action Plan
If I conducted another study, I would strive to conduct real interviews and not simulated ones. While simulation achieved the study’s purpose, it reduced the realism of the findings. I would rely on real respondents to enhance the validity of the end results. I would also plan ahead for the purpose of ensuring ample time for the study. This does not mean I fell short of time but it would have been better if I dedicated more time to the research since I had to spend long hours with short breaks doing it. 
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leave their jobs in the UK fashion retail on subjective experiences).
industry « Approach: Qualitative, inductive.
To identify strategies to reduce turnover in o Design: Case study (Burberry).
Burberry and the wider sector.

? RESEARCH QUESTIONS

What are the primary reasons
employees leave their jobs in the
fashion industry?

What strategies can help reduce
employee turnover in Burberry and the
wider fashion industry?

Data Collection:

* Semi-structured simulated
interviews (18 participants
across roles)

« Secondary data for triangulation
(Burberry reports, CIPD, Quest,
recent studies).

Thematic Analysis:
« Key Themes
(pay, leadership, work-life balance,

rQurr!
training).

& PARTICIPANT, DIVERSITY

Store staff: 9

Supervisors: 4

Team leaders: 3

HR manager: 1

Head of Training & Development: 1

Diversity factors: Gender balance, age range 22-45,
tenure 1-12 years, varied education levels.

- STRATEGIES TO REDUCE TURNOVER

Improve pay equity and introduce transparent
performance-based incentives.

Develop supportive leadership styles (shift from Theory X to
Theory Y)

Strengthen career development pathways (role-specific training,
clear progression routes).

Enhance work-ife balance (predictable scheduling, flexible
policies).

Implement HR engagement practices (surveys, transparent
D,

irs
ALWAYS
BURBERRY
WEATHER

O KEY FINDINGS (THEMES)

« Pay & Rewards: Majority satisfied with pay; concerr
inconsistent incentives.

Leadership & Culture: Micromanagement and authotig
styles limit creativity; leadership seen as a turnover driver.
Work-Life Balance: Poor scheduling, irregular shifts, stress, and
mental health decline.

Training & Development: Programs exist but are basic; lack of
career progression opportunities.

1l CROSS-ROLE INSIGHTS
Store staff: Focused on personal stress, pay satisfaction, lack of
progression.
Supervisors: Highlighted operational challenges (scheduling, incentives).
Team leaders: Reported pressure to meet targets, limited
empowerment.
HR managers: Acknowledged systemic issues (pay competitiveness,
retention policies).
Training head: Confirmed training gaps and lack of tailored career
pathways.

~= CONCLUSION

« Turnover at Burberry is driven more by leadership style,
scheduling, and ineffective training than by pay
dissatisfaction.

+ Addressing these factors can improve retention in Burberry
and provide insights for the wider UK fashion retail
industry.
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Interview Questions for Store and office employees, HR manager, and Training &
Development Manager.

Title of Study: Employee Turnover in UK Luxury Fashion Retail: A Case Study of
Burberry

Interview Questions — Store/office Staff

« What factors most influence your decision to stay or leave your role at Burberry?
« How do pay and benefits affect your motivation and job safisfaction?

« Can you describe your opportunities for career development or promotion?

« How would you describe the leadership style of your immediate supervisor?

+ What changes would make you more likely to remain in your position?

Interview Questions — HR Manager

* What strategies has Burberry implemented to reduce employee turnover?
« How cffective have initiatives like Burberry Academy been in retaining staff?
« What role does leadership style play in employee retention across stores?

« How do you measure and monitor furnover rates in the UK retail division?

« What challenges do you face in aligning HR policies with employee needs?

Interview Questions — Training & Development Manager

« What training and carcer development programs are currently offered to store and
office staff?

« How do you assess whether these programs meet employees carcer expectations?
« Inyour view, why do some employees still leave despite growth opportunities?
«How do training inifiatives connect to Burberry’s broader retention strategy?
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Consent Form
Title of Study: Employee Turnover in UK Luxury Fashion Retail: A Case Study of
Burberry
Thereby consent to participate in this research study. T understand that:
« My participation is voluntary, and T may withdraw at any time without penalty
« The interview will be used for academic purposes oaly.
« My responses will be kept confidential and anonymised in all reports.
« o personal identifiers will be disclosed.
« Data will be securely stored and destroyed after the completion of the study.
Participant’s Name: Signature:

Researcher’s Name: Signature: |
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Store/Office Staff
Q: What factors most influence your decision to stay or leave your role at Burberry
« “Honestly, the biggest issue for me is|the schedule. Some weeks I'm working late
nights, other times early mornings, 2nd I never know until the last minute. It makes it
teally hard to plan my ife outside of work.”
« “I'd probably stay longer if I saw a clear path to move up. Right now, it feels like
just stay in the same role uatil you burn out.”
Q: How do pay and benefits affect your motivation and job satisfaction?
« “Ican’t complain too much about the salary. For the amount of work I do, it feels
fair”
« “The problem is incentives. There’s no consistent bonus system, so even if you work
harder, it doesn't really show up in your paycheck”
Q: Can you describe your opportunities for career development or promotion?
« “We do get training through Burberry Academy, but it's very basic. It doesn't really
prepare you for the next step in your career.”
« “I've been here three years and haven't seen any real promotion opportunities. That's
frustrating.”
Q: How would you describe the leadership style of your immediate supervisor?
« “My supervisor is very hands-on. They I stand over you until the task is done. It
keeps you on track, but sometimes it feels like micromanagement.”
« “I'd prefer 2 bit more freedom to do things my way, but here it's all about following
instructions exactly.”
Q: What changes would make you more likely to remain in your position?
« “Better scheduling would make 2 huge difference. Just knowing my shifts in advance
would reduce a lot of stress.”
« “Recognition and a clear promotion route. If T knew hard work would lead
somewhere. I'd be more motivated to stay.”

u
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HR Manager
Q: What strategies has Burberry implemented to reduce employee turnover?
« “We've tried to improve scheduling with new software, but honestly, high turover

makes it hard to keep things consistent.”
« “Burberry Academy is part of our retention plan, but it doesn’t always deliver the
career progression staff are looking for”
Q: How effective have initiatives like Burberry Academy been in retaining staff?
o “Mixed results. People like the training, but it doesn’t necessarily stop them from
leaving if they don’t see growth opportunities.”
Q: What role does leadership style play in employee retention across stores?
« “It's huge. We often say employees don't leave the company, they leave their
managers. Stores with supportive leaders tend to keep staff longer.”
Q: What challenges do you face in aligning HR policies with employee needs?
« “Balancing business demands with staff wellbeing is tough. Scheduling is one of the
biggest retention problems we're still trying to solve”
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Training & Development Manager
Q: What training and career development programs are currently offered to store and
office staff?

+ “We run Burberry Academy sessions — onboarding, product knowledge, customer

service. They're useful, but they don't go far enough in terms of career progression.”
Q: How do you assess whether these programs meet employees® career expectations?
« “We collect feedback after training, and the common theme is that staff want more
advanced, role-specific development. They feel the current programs are too basic.”
Q: In your view, why do some employees still leave despite growth opportunities?
« "“Because they don't see those opportunities translating into promotions. People want
to feel they’re moving forward, and if they re not, they Il look elsewhere.”
Q: How do training initiatives connect to Burberry’s broader retention strategy?
« “The idea s to build loyalty and skils, but without clear career pathways, training
alone isn’t enough to keep people here.”
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Participants Profile- Understanding Why Employees Leave Their Jobs in the Fashion
Industry in England: A Case Study of Burberry in Central London
#

Role

Store Staff

Supervisors

Team
Leaders

HR
Managers

Head of
Training &
Dev.

Number of
Participants

9

1

Gender

OWF)

4M/4F

2M/2F

IM/2F

IM/1F

1F

Age

Range

22-35

2840

27-38

32-45

40

Years
of
Service

1-5

years

410

years

3-8

years

7-12

years

12

years

Education
Level

Diploma /

Bachelor mix

Bachelor’s
degree

Bachelor’s
degree

Master’s in
HR/Business

Master's in
Education

Notes on
Diversity

Frontline,
varied tenure
and
backgrounds
Mid-level,
balancing
staff and
‘management
Often
promoted
internally,
diverse
gender
Strategic
perspective,
policy focus
Senior role,
specialist.
expertise
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Number of Participants (Approx.)

Approximate Frequency of Themes in Findings
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