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Abstract

Employee turnover remains a significant challenge within the retail sector, with important implications for organisational performance and employee well-being. This study investigates the relationship between employee turnover and employee morale within The North Face retail stores in London, with a particular focus on the role of leadership and organisational culture.
Adopting an interpretivist research philosophy and an inductive approach, the study employs a qualitative case study design. Primary data were collected through semi-structured interviews with employees working within the organisation. The data were analysed using thematic analysis to identify key patterns and insights related to turnover and morale.
The findings reveal that employee turnover is influenced by a combination of organisational and psychological factors, including workload, limited career development opportunities, and perceived lack of recognition. High levels of turnover were found to negatively impact employee morale by increasing work pressure, disrupting team cohesion, and reducing overall job satisfaction. The study also highlights the critical role of leadership and organisational culture, demonstrating that supportive leadership and a positive work environment can mitigate some of the negative effects of turnover.
The research contributes to existing literature by providing an in-depth, qualitative understanding of the relationship between turnover and morale within a retail context. It offers practical implications for organisations seeking to improve employee retention and enhance workplace well-being. However, the findings are limited by the small sample size and the focus on a single organisational setting.
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[bookmark: _Toc228531135]Chapter 1: Introduction
[bookmark: _Toc228531136]1.1 Introduction
Employee turnover and employee morale are key determinants of organisational performance, particularly in the retail sector. High turnover increases costs, disrupts team cohesion, and reduces service quality, while morale influences motivation, engagement, and job satisfaction in customer-facing environments (Jung and Yoon, 2021).
Although some workforce mobility may support flexibility, this is less relevant in retail, where consistency is essential. High turnover is therefore more likely to affect performance and employee engagement negatively.
The North Face emphasises innovation, sustainability, and performance, yet maintaining a stable and motivated workforce remains a challenge. This study explores the relationship between turnover and morale from employees’ perspectives.
[bookmark: _Toc228531137]1.2 Background of the Study
The retail industry is characterised by high employee turnover, often driven by demanding working conditions, limited career progression, and inconsistent management practices. While these structural factors are well established, they may overlook how employees’ perceptions and daily experiences shape turnover behaviour. Employees’ subjective interpretations play a key role in influencing their decision to remain or leave (Al Mamun and Hasan, 2023).
Retail employees are central to both sales’ performance and customer experience. However, the emotional demands of retail work can place additional pressure on employees, which is not always fully captured in traditional turnover models.
Employee morale is closely linked to turnover. Dissatisfaction may lead employees to seek alternative employment, while turnover can negatively affect remaining staff by increasing workload and disrupting team relationships. This reflects a dynamic and reciprocal relationship between turnover and morale (Wang et al., 2022).
[bookmark: _Toc228531138]1.3 Problem Statement
Employee turnover remains a significant challenge in the retail sector, often driven by dissatisfaction, limited development opportunities, and work-related stress. These factors can negatively affect engagement, service quality, and organisational performance (Saeed et al., 2021).

Within The North Face, turnover may disrupt team cohesion, increase workload, and reduce motivation. A perceived lack of leadership support may further intensify dissatisfaction and turnover intentions, highlighting the critical role of leadership in employee retention (Karatepe et al., 2020).
Despite extensive research, much of the literature remains generalised and predominantly quantitative, limiting understanding of employees’ lived experiences. There is limited qualitative research exploring how frontline retail employees interpret turnover, morale, leadership, and organisational culture. Addressing this gap is essential for developing more context-specific and effective retention strategies.
[bookmark: _Toc228531139]1.4 Research Rationale
This study adopts an employee-centred perspective to examine turnover and morale. Existing research has largely relied on quantitative methods, which may not fully capture the complexity of employees’ lived experiences. Qualitative approaches are therefore important for understanding subjective meanings and interpretations (Busetto et al., 2020).
The retail context, characterised by high interaction and emotional labour, provides a suitable setting for examining this relationship. This study contributes by exploring how employees interpret and experience workplace conditions, offering both academic and practical insights.
[bookmark: _Toc228531140]1.5 Significance of the Study
This study is significant from both academic and practical perspectives. Academically, it contributes by providing qualitative insights into employee turnover and morale, addressing a gap in research that has traditionally prioritised quantitative analysis. While existing studies are effective in identifying patterns, they often fail to capture the complexity of employees’ lived experiences. As argued by Tracy (2020), qualitative research is essential for understanding subjective meanings and workplace experiences in greater depth.
From a practical perspective, the findings can assist organisations in identifying key factors influencing employee retention and morale. By focusing on employee experiences, organisations can develop more targeted strategies to improve leadership, workplace culture, and engagement.
Furthermore, the study is relevant to the wider retail sector, where managing turnover remains a persistent challenge requiring deeper contextual understanding. By offering insights grounded in employee perspectives, this research supports more informed and effective organisational practices.

[bookmark: _Toc228531141]1.6 Need for the Study 
The need for this study arises from ongoing challenges related to employee turnover in the retail industry. Despite extensive research, there remains a limited focus on employees’ subjective experiences, particularly within specific organisational contexts. Shin and Hur (2021) highlight that understanding employee perceptions is essential for improving retention strategies.
This study addresses this gap through a qualitative approach that enables in-depth exploration of employee experiences. In addition, evolving workplace expectations further emphasise the need to reassess traditional approaches to employee management (ILO, 2022).
[bookmark: _Toc228531142]1.7 Scope of the Study
This study focuses on employees working at The North Face, including individuals in roles such as sales assistants, supervisors, and managers. The research adopts a qualitative approach, using semi-structured interviews to collect primary data.
The scope is limited to examining the relationship between employee turnover and employee morale, with particular emphasis on leadership support and organisational culture. While the qualitative approach provides detailed insights, the findings may not be generalisable to all retail organisations (Bell et al., 2022).
The study prioritises employee perceptions rather than quantitative performance data.
[bookmark: _Toc228531143]1.8 Research Aim and Objectives
Aim
This study aims to explore the relationship between employee turnover and employee morale at The North Face.
Objectives
   1. To critically examine the factors contributing to employee turnover.
   2. To examine how employee turnover influences employee morale.
   3. To understand employees’ perceptions of leadership support and organisational culture.
   4. To explore employee perspectives on potential improvements to enhance retention and morale.
[bookmark: _Toc228531144]1.9 Research Questions
   1. What are the main causes of staff turnover at The North Face?
   2. How does staff turnover impact employee morale and motivation?
   3. How do employees perceive leadership support and workplace culture in relation to turnover?
[bookmark: _Toc228531145]1.10 Overview
This dissertation is structured into five chapters, each addressing a specific aspect of the research.
Chapter One introduces the study by outlining the research background, problem statement, research aim, objectives, and research questions.
Chapter Two presents a critical review of the literature on employee turnover, morale, leadership, and organisational culture, alongside relevant theoretical frameworks.
Chapter Three outlines the research methodology, including the qualitative approach, data collection methods, and data analysis techniques.
Chapter Four presents and critically analyses the findings derived from the primary data, linking them to existing literature and theoretical perspectives.
Chapter Five concludes the study by summarising key findings, offering practical recommendations, and identifying limitations and areas for future research.
Overall, this dissertation aims to provide a comprehensive and context-specific understanding of the relationship between staff turnover and employee morale.
[bookmark: _Toc228531146]Chapter 2: Literature Review
[bookmark: _Toc228531147]2.1 Introduction
This chapter critically reviews existing literature on employee turnover, employee morale, leadership, and organisational culture within the retail sector. These factors are central to understanding employee experiences and organisational performance in customer-facing environments. While previous research provides valuable insights, it is largely dominated by quantitative approaches, often overlooking employees’ lived experiences.
Accordingly, this chapter synthesises and critically evaluates key theoretical frameworks, including motivation theories and the Job Demands–Resources (JD-R) model, to explain how workplace conditions shape employee outcomes. It also identifies key gaps in the literature, particularly the limited qualitative exploration of employee perceptions within specific organisational contexts, thereby justifying the present study.
[bookmark: _Toc228531148]2.2 Employee Turnover
Employee turnover refers to the rate at which employees leave an organisation and are replaced. Within the retail sector, turnover remains consistently high and is often linked to structural factors such as job insecurity, irregular working hours, and limited career progression.
Recent research conceptualises turnover as a psychological process shaped by employee dissatisfaction and perceived alternative opportunities, where individuals actively interpret their work experiences rather than simply reacting to external conditions (Hom et al., 2020). However, this perspective often relies on quantitative data and may overlook the depth of employees’ subjective experiences.
Turnover is increasingly viewed as a strategic organisational issue rather than purely operational. High turnover can disrupt service quality and reduce organisational knowledge, particularly in customer-facing environments. While some scholars suggest that turnover may be functional, this view may underestimate broader consequences, such as reduced morale and team instability.
Overall, existing literature provides valuable insights but remains limited by its reliance on quantitative indicators. This highlights the need for qualitative research to better understand employees’ reasons for leaving within specific organisational contexts.
[bookmark: _Toc228531149]2.3 Employee Morale
Employee morale refers to employees’ overall emotional well-being, job satisfaction, and motivation within the workplace. It is closely linked to engagement and organisational commitment, influencing both individual performance and organisational outcomes. Low morale is associated with increased absenteeism, reduced productivity, and higher turnover intentions (Saks, 2022).
Within the retail sector, morale is particularly important due to its direct impact on customer experience. Employees with positive attitudes are more likely to deliver high-quality service and contribute to a supportive work environment, whereas low morale may result in disengagement and reduced performance. These outcomes are shaped by organisational factors such as workload, staffing levels, and managerial practices.
Despite its importance, a key limitation of existing research lies in the subjective nature of morale. Quantitative measures often fail to capture the complexity of employees’ emotional experiences, reducing morale to simplified indicators. This highlights the need for qualitative approaches to better understand how morale is experienced within specific organisational contexts.
Morale is therefore influenced by interconnected factors, including leadership, organisational culture, and job demands, reinforcing the need for an integrated perspective when examining employee experiences.
[bookmark: _Toc228531150]2.4 Relationship Between Employee Turnover and Morale
The relationship between employee turnover and employee morale is complex and mutually reinforcing. Rather than operating as independent variables, these factors interact continuously, shaping both employee experiences and organisational outcomes. Low levels of morale, often associated with dissatisfaction and limited organisational support, can significantly increase employees’ intentions to leave (Kim and Beehr, 2020).
Conversely, high turnover can negatively affect the morale of remaining employees. The departure of colleagues may increase workload, disrupt team dynamics, and reduce organisational knowledge, contributing to stress, lower motivation, and a weakened sense of belonging. These effects are particularly significant in retail environments, where teamwork and communication are essential for performance.
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Figure 2.1: Conceptual relationship between employee turnover and employee morale (Source: Developed by the researcher based on Kim and Beehr, 2020)
This interaction can be understood as a cyclical process, as illustrated in Figure 2.1, in which turnover and morale influence each other over time. High turnover may reduce morale through instability and increased pressure, while low morale can further intensify turnover intentions. Over time, this cycle may become embedded, making it difficult to maintain a stable workforce.
This dynamic is especially relevant in retail contexts such as The North Face, where even minor disruptions in morale or staffing can affect both employee performance and customer experience. Understanding this relationship is therefore essential for improving retention and organisational effectiveness.
[bookmark: _Toc228531151]2.5 Leadership
Leadership is a key factor influencing employee morale and turnover within organisations. Effective leadership fosters a supportive work environment, enhances communication, and promotes engagement, whereas ineffective leadership can lead to dissatisfaction and increased turnover intentions (Inceoglu et al., 2021). This highlights leadership as a central driver of employee experience.
Transformational leadership, characterised by inspiration and support, has been associated with higher levels of morale and organisational commitment. Leaders who recognise contributions and support development are more likely to create positive work environments. However, leadership effectiveness is context dependent. In fast-paced retail settings such as The North Face, managers must balance operational demands with employee support, which may limit the consistent application of such behaviours.
Leadership also shapes employees’ perceptions of fairness and organisational support. When managers are approachable and consistent, employees are more likely to remain engaged. Conversely, poor communication and inconsistency may increase dissatisfaction and turnover intentions.
Overall, leadership plays a central role in influencing morale and turnover, highlighting the importance of effective and adaptive management practices.
[bookmark: _Toc228531152]2.6 Organisational Culture
Organisational culture plays a fundamental role in shaping employee experiences, behaviours, and attitudes within the workplace. It reflects the shared values, beliefs, and norms that guide how individuals interact and perform within an organisation. According to Schein’s model, culture consists of three interconnected levels: artefacts, espoused values, and underlying assumptions, which together provide a framework for understanding organisational dynamics (Schein and Schein, 2021).
A positive organisational culture, characterised by trust, collaboration, and recognition, can enhance employee morale and contribute to higher levels of engagement and retention. In retail environments, where teamwork and customer interaction are essential, a supportive culture fosters a sense of belonging and encourages effective performance. Employees who feel valued are more likely to develop stronger organisational commitment, reducing their likelihood of leaving (Taris and Schaufeli, 2021).
However, organisational culture may also have negative effects when there is misalignment between espoused values and actual practices. Organisations may promote values such as teamwork and respect, yet employees may experience inconsistent behaviours or limited support. These discrepancies can lead to dissatisfaction, reduced trust, and increased turnover intentions, highlighting that culture is defined not only by stated values but by their consistent implementation.
In retail organisations such as The North Face, cultural factors including communication, fairness, and managerial support are particularly significant. Therefore, a well-aligned organisational culture is essential for maintaining morale and reducing turnover.
[bookmark: _Toc228531153]2.7 Theoretical Framework
This study adopts an integrated theoretical approach to examine employee turnover and morale within a retail context, recognising that a single framework would provide only a partial explanation. Therefore, multiple theories are combined to capture both individual and organisational influences (Cooke et al., 2021).
Maslow’s Hierarchy of Needs and Herzberg’s Two-Factor Theory explain motivation and job satisfaction at an individual level, highlighting how unmet needs and lack of recognition can reduce morale and increase turnover intentions. However, their focus is limited in addressing wider organisational factors (Nguyen et al., 2022).
To overcome this, the Job Demands–Resources (JD-R) model is incorporated, showing how job demands and resources interact to influence employee well-being. Together, these frameworks provide a more comprehensive understanding of employee morale and turnover within The North Face London.
[bookmark: _Toc228531154]2.7.1 Maslow’s Hierarchy of Needs
Maslow’s Hierarchy of Needs proposes that individuals are motivated by the fulfilment of a sequence of needs, ranging from basic physiological requirements to higher-level needs such as esteem and self-actualisation (Maslow, 1943). According to this model, lower-level needs must be satisfied before individuals can be motivated by higher-level aspirations. In organisational contexts, this suggests that employees require adequate working conditions, job security, and financial stability before they can fully engage with opportunities for recognition and personal development.
However, the model has been criticised for its rigid hierarchical structure and limited consideration of contextual factors influencing motivation (Taormina and Gao, 2021). Employees may prioritise needs differently depending on individual circumstances, organisational culture, and external pressures.
In the context of The North Face London, unmet higher-level needs such as recognition, career progression, and personal development may contribute to reduced morale. When employees perceive limited growth opportunities, their motivation may decline, increasing the likelihood of turnover intentions. Therefore, Maslow’s model provides a useful framework for understanding how unmet needs can influence both morale and employee retention.
[bookmark: _Toc228531155]2.7.2 Herzberg’s Two-Factor Theory
Herzberg’s Two-Factor Theory distinguishes between hygiene factors and motivators as key determinants of employee satisfaction (Herzberg, 1959). Hygiene factors, such as salary, working conditions, and company policies, do not necessarily increase satisfaction but can lead to dissatisfaction if absent. In contrast, motivators, including recognition, achievement, and growth opportunities, are essential for enhancing job satisfaction and motivation.
Despite its influence, the theory has been criticised for oversimplifying the relationship between satisfaction and dissatisfaction, as some factors may operate differently depending on context (Alfayad and Arif, 2021). Additionally, the distinction between hygiene factors and motivators is not always clear in practice.
Within The North Face London, dissatisfaction related to pay, workload, and working conditions may contribute to higher turnover, while the absence of motivators such as recognition and career development opportunities may reduce employee morale. This highlights the importance of addressing both hygiene factors and motivators to create a more balanced and supportive work environment.
[bookmark: _Toc228531156]2.7.3 Job Demands–Resources (JD-R) Model
The Job Demands–Resources (JD-R) model provides a broader organisational perspective by examining how job demands and resources interact to shape employee well-being and behaviour. Job demands, such as workload, time pressure, and staffing shortages, require sustained effort and can lead to stress and burnout when excessive. In contrast, job resources, including managerial support, recognition, and autonomy, help employees cope with demands and maintain motivation.
Within a retail context such as The North Face London, the balance between demands and resources is particularly significant. High workloads and limited staffing may increase pressure on employees, while insufficient support can intensify strain and reduce morale. Conversely, when adequate resources are available, employees are better able to manage demands, sustain performance, and remain engaged.
The JD-R model, therefore, complements motivation-based theories by incorporating organisational conditions, offering a more comprehensive explanation of how workplace factors contribute to employee morale and turnover intentions (Demerouti and Bakker, 2022).
Table 2.1 Overview of Theories
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The table outlines the key theoretical frameworks underpinning this study and demonstrates how each contributes to understanding the relationship between employee turnover and morale. Maslow’s Hierarchy of Needs explains how unmet basic and psychological needs such as job security, recognition, and opportunities for growth can reduce motivation and increase the likelihood of employees leaving. Herzberg’s Two-Factor Theory builds on this by distinguishing between hygiene factors (e.g., salary and working conditions), which prevent dissatisfaction, and motivators (e.g., achievement and development), which actively enhance satisfaction and engagement.
The Job Demands–Resources (JD-R) model provides a more comprehensive perspective by linking individual motivation to organisational conditions. It shows how high job demands, such as workload and time pressure, combined with insufficient resources, such as managerial support or training, can lead to stress, burnout, and ultimately higher turnover intentions. By integrating these frameworks, the table highlights that employee experiences are shaped by the interaction between personal needs, job design, and organisational support, offering a multi-dimensional explanation of turnover and morale within The North Face London.
[bookmark: _Toc228531157]2.8 Consequences of the Cycle: Survivor Syndrome and Workload Spike
When turnover occurs at The North Face, the immediate consequence is a significant spike in workload for the remaining staff. Fathi et al. (2023) define this as "Survivor Syndrome," where employees feel a mix of guilt, anxiety, and exhaustion. These survivors must cover more floor space and handle more technical queries with fewer resources, which often leads to the prioritization of sales targets over technical storytelling. This increased demand leads to rapid burnout, which Ahmad et al. (2023) link to a total collapse in team cohesion. For a flagship store, this means that even if sales targets are temporarily met, the underlying human infrastructure is being eroded by the pressure of covering gaps, making the remaining staff more susceptible to external recruitment offers.
[bookmark: _Toc228531158]2.9 Research Gap
Despite extensive research on employee turnover and morale, existing literature presents several limitations. Much of the research in the retail sector adopts a quantitative approach, focusing on measurable factors such as turnover rates and job satisfaction, while overlooking employees’ subjective experiences and perceptions. This creates a gap in understanding how individuals interpret and respond to workplace conditions.
Additionally, the use of single theoretical frameworks often restricts the ability to capture the complexity of employee experiences shaped by both individual motivation and organisational conditions. This limitation is addressed by more recent perspectives such as job embeddedness theory, which emphasises how employees’ links, fit, and perceived sacrifice influence their decision to remain within an organisation (Holtom et al., 2022).
This study addresses these gaps by adopting a qualitative approach within a specific retail context, The North Face London, and by integrating multiple theoretical frameworks to provide a more comprehensive understanding of how employee morale and turnover interact.
[bookmark: _Toc228531159]2.10 Conceptual framework 
This study develops a conceptual framework to examine the relationship between employee turnover and employee morale at The North Face London, directly aligned with the research questions (RQ1–RQ3). The framework adopts an integrated approach, combining the Job Demands–Resources (JD-R) model with Maslow’s Hierarchy of Needs and Herzberg’s Two-Factor Theory to capture both individual and organisational influences on employee outcomes (Demerouti and Bakker, 2022).
In relation to RQ1 (causes of turnover), the framework identifies key drivers such as high job demands (e.g., workload and time pressure) and insufficient job resources (e.g., managerial support, recognition, and development opportunities). These factors, alongside unmet employee needs and dissatisfaction, contribute to increased turnover intentions.
Regarding RQ2 (impact of turnover on morale), the framework conceptualises turnover as a cyclical process. High turnover increases pressure on remaining employees, leading to stress, reduced motivation, and declining morale, which in turn reinforces further turnover.
In relation to RQ3 (perceptions of leadership and organisational culture), job resources such as leadership support, fairness, and communication are central. Positive leadership enhances motivation and satisfaction, while inconsistent management reduces trust and negatively shapes employee experiences.
Overall, the framework proposes that employee turnover and morale are interdependent outcomes shaped by the interaction between job demands, job resources, and individual motivational factors, reflecting the complexity of employee behaviour in organisational settings (Van den Broeck et al., 2021).
[bookmark: _Toc228531160]2.11 Summary
This chapter has critically examined the literature on employee turnover, employee morale, leadership, and organisational culture, highlighting their interdependent nature within retail environments. The review demonstrates that turnover and morale are not isolated constructs, but are shaped by the interaction between individual motivation, organisational conditions, and workplace relationships.
While existing research provides valuable theoretical insights, it is often constrained by an overreliance on quantitative approaches, which reduce complex employee experiences to measurable variables and overlook their subjective and context-dependent nature. In addition, turnover is frequently conceptualised as a static outcome rather than a dynamic and evolving process, limiting understanding of how employees interpret their work experiences over time.
Classical motivation theories, such as Maslow’s Hierarchy of Needs and Herzberg’s Two-Factor Theory, offer important insights into individual behaviour but are limited in capturing broader organisational complexity. In contrast, the Job Demands–Resources (JD-R) model provides a more integrative perspective by examining the interaction between job demands and organisational support.
These limitations highlight a key gap in the literature, particularly the lack of qualitative, context-specific research. This study addresses this gap by adopting a qualitative approach, enabling a deeper understanding of employee experiences within The North Face London.
The following chapter builds on these insights by outlining the methodological approach used to investigate these issues.
[bookmark: _Toc228531161]Chapter 3: Research Methodology
[bookmark: _Toc228531162]3.1 Introduction to Research Methodology
This chapter outlines the methodological approach adopted to explore the relationship between employee turnover and employee morale within The North Face, London. It presents the research philosophy, approach, design, data collection methods, sampling strategy, and data analysis techniques. The chapter also addresses ethical considerations and research quality issues to ensure the credibility and trustworthiness of the findings.
[bookmark: _Toc228531163]3.2 Research Philosophy
This study adopts an interpretivist research philosophy, focusing on understanding subjective meanings and employee experiences. Interpretivism is appropriate as it enables exploration of how individuals perceive turnover, morale, leadership, and organisational culture within their work environment. Its strength lies in producing rich and meaningful insights, which align with the exploratory nature of this research (Denzin and Lincoln, 2023).
[bookmark: _Toc228531164]3.3 Research Approach
This study adopts an inductive research approach, which is particularly suitable for qualitative research, as it allows for flexibility and the development of new theoretical insights grounded in participants’ experiences (Timmermans and Tavory, 2022).
Although existing theories, such as the JD-R model and motivation theories, inform the study, they are not directly tested. Instead, the research seeks to explore how these theoretical concepts are reflected in employees’ lived experiences.
A limitation of the inductive approach is the potential for researcher bias in interpreting the data. To address this, a systematic and transparent process is followed throughout data analysis to enhance consistency and reliability.
[bookmark: _Toc228531165]3.4 Research Design
Qualitative research is particularly effective for exploring complex social phenomena, as it captures detailed and context-rich data that cannot easily be quantified. According to Flick (2022), qualitative approaches enable researchers to explore participants’ subjective meanings and experiences within real-life contexts.
This study employs a case study design, focusing on The North Face. The case study approach allows for a detailed investigation of a specific organisational setting, enabling a deeper understanding of employee turnover and morale within a real-life context.
While this design may limit the generalisability of the findings, it enhances the depth and contextual relevance of the analysis, aligning with the interpretivist research philosophy.
[bookmark: _Toc228531166]3.5 Data Collection Method- Primary Data Collection
The semi-structured interview guide used to collect data is presented in Appendix A, providing a balance between structure and flexibility. Semi-structured interviews are particularly suitable for this study as they facilitate the exploration of complex issues such as employee morale, leadership, and organisational culture. Open-ended questions enable participants to provide rich and detailed responses. Interviews were conducted face-to-face within three days, and participants’ consent was obtained to ensure accuracy and depth of data collection by the manager.
[bookmark: _Toc228531167]3.6 Sampling Strategy
[bookmark: _Toc228531168]3.6.1 Sampling Method
A purposive sampling strategy was used to select participants based on their relevance to the research aim. This approach enables the collection of meaningful insights from individuals with direct experience of the research context (Saunders et al., 2023).
[bookmark: _Toc228531169]3.6.2 Sample Size
Based on a sample size of 18 employees, the study included ten participants across different organisational levels, comprising one store manager, one assistant manager, two supervisors, and six sales assistants. This structure reflects the organisation and allows comparison between managerial and frontline perspectives.
The sample size is appropriate for qualitative research, where the focus is on depth rather than generalisation (Hennink et al., 2020).
[bookmark: _Toc228531170]3.7 Data Analysis Methods
Data were analysed using thematic analysis to identify and interpret patterns within the data (Braun and Clarke, 2021). This approach aligns with interpretivist research by allowing for the exploration of participants’ subjective experiences.
The analysis followed a structured process involving coding, theme development, and refinement. Themes were defined and presented through an analytical narrative integrating participant evidence with relevant theory. 
A detailed interview coding table was developed to organise themes and participant responses, ensuring transparency and analytical consistency, providing a clear foundation for the findings in Chapter 4.
[bookmark: _Toc228531171]3.8 Ethical Considerations
Participation in this study was entirely voluntary. Although access to participants was facilitated through permission granted by the store manager, all employees were approached independently and were under no obligation to participate.
Participants were fully informed about the purpose of the research and provided informed consent before participation. They were also made aware of their right to withdraw at any time without consequences.
Given the sensitivity of some workplace discussions, confidentiality and anonymity were strictly maintained throughout the research process (British Psychological Society, 2021).
Ethical approval for this empirical study was formally granted by the University of Wales Trinity Saint David, ensuring that the research complied with institutional ethical requirements and protected participants throughout the research process.
For Ethical form please see Appendix B.
[bookmark: _Toc228531172]3.9 Summary
This chapter has outlined the methodological framework used to explore the relationship between employee turnover and employee morale within The North Face. An interpretivist philosophy and inductive approach were adopted to gain in-depth insights into employees’ subjective experiences. A qualitative case study design was employed, with data collected through semi-structured interviews using a purposive sample of participants across different organisational levels.
The data were analysed using thematic analysis, ensuring a systematic and transparent process for identifying key patterns and themes. Ethical considerations were carefully addressed, with voluntary participation, informed consent, confidentiality, and institutional ethical approval ensuring the protection of participants. Overall, the chosen methodology provides a robust and appropriate foundation for analysing the research questions in Chapter 4.
[bookmark: _Toc228531173]Chapter 4: Data Analysis, Findings and Discussion
[bookmark: _Toc228531174]4.1 Introduction
This chapter presents a critically interpretative analysis of qualitative data collected through semi-structured interviews with employees at The North Face. It examines the relationship between employee turnover and employee morale in line with the research aim and objectives. A thematic analysis approach is used to identify key patterns and relationships within participants’ experiences.
Rather than describing responses, the chapter explains how and why specific factors influence employee attitudes and behaviours, providing insight into organisational dynamics within a retail context. The analysis is structured around four interconnected themes: causes of turnover, its impact on morale, the role of leadership and organisational culture, and strategies to improve retention.
The chapter begins with a brief demographic overview, followed by the analytical framework, before presenting findings that are critically interpreted in relation to relevant theoretical perspectives.

[bookmark: _Toc228531175]4.2 Participant Profile
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The sample included employees across different organisational levels, consisting of one store manager, one assistant manager, two supervisors, and six sales assistants. This distribution reflects the typical structure of a retail organisation, where most employees operate in frontline roles.
A key distinction within the data is the difference between more experienced managerial staff and younger frontline employees. The manager and supervisors demonstrated a broader organisational perspective, often referring to operational challenges, staffing pressures, and retention issues. In contrast, sales assistants, who were generally younger and less experienced, focused more on immediate working conditions, such as workload, pay, and interpersonal relationships.
These variations are significant, as they indicate that perceptions of employee turnover and morale are shaped by role, experience, and career stage. Consequently, the findings should be interpreted with consideration of these differences, as they influence how workplace conditions are experienced and evaluated.
[bookmark: _Toc228531176]4.3 Thematic analysis
[bookmark: _Toc228531177]4.3.1 Thematic Analysis of Interview Data
The qualitative data were analysed using thematic analysis following Braun and Clarke (2021), enabling the identification of recurring patterns across participants’ experiences. Four key themes were developed in line with the research objectives: causes of employee turnover, impact on employee morale, leadership and organisational culture, and improvements for retention.
[bookmark: _Toc228531178]4.3.2 Causes of Employee Turnover (RO1)
The findings indicate that employee turnover is driven by a combination of financial, structural, and organisational factors. Financial dissatisfaction emerged as a key issue, with participants highlighting that “pay doesn’t reflect the workload” (P2), suggesting that compensation is closely linked to perceptions of fairness.
Limited career progression was another significant factor. Participants expressed frustration with restricted growth opportunities, reinforcing the idea that employees seek long-term development rather than short-term employment. In addition, external opportunities, such as better-paying jobs or roles aligned with personal goals, further contribute to turnover decisions.
Work-related conditions also play a role. Unstable schedules and high workload pressure, particularly during peak periods, increase stress and reduce job satisfaction. These findings suggest that turnover is not caused by a single issue but by the interaction of multiple organisational and external pressures.
[bookmark: _Toc228531179]4.3.3 Impact of Turnover on Employee Morale (RO2)
Turnover has a direct and negative impact on employee morale. One of the most prominent effects is increased workload, where remaining employees experience “heavy workload and stress” (P2), leading to burnout.
Emotionally, frequent staff changes create instability and frustration, making employees feel less secure in their roles. Socially, turnover influences behaviour through what can be described as turnover contagion, where employees begin to consider leaving after observing others do so, as reflected in the statement “makes me feel like I should leave too” (P5).
Turnover also disrupts team dynamics. Constant changes in staff make it difficult to build strong working relationships, weakening team cohesion. These findings demonstrate that turnover not only affects organisational performance but also reshapes employees’ emotional and social experiences at work.
[bookmark: _Toc228531180]4.3.4 Leadership and Organisational Culture (RO3)
Leadership and organisational culture play a crucial role in shaping employee experiences. Positive leadership was associated with higher levels of morale and retention, with participants noting that “good leadership makes people want to stay” (P3). This suggests that supportive management can act as a protective factor against turnover.
However, inconsistencies in management support reduce trust and weaken employees’ sense of security. Some participants highlighted issues of favouritism and unfair treatment, which negatively impact engagement and morale.
Workplace culture also influences employee experience. A team-oriented and collaborative environment can enhance satisfaction and mitigate some of the negative effects of turnover. In contrast, negative cultural elements can amplify dissatisfaction. These findings indicate that leadership and culture are central to both employee retention and morale.
[bookmark: _Toc228531181]4.3.5 Improvements and Retention Strategies (RO4)
Participants identified several strategies to improve morale and reduce turnover. Financial improvements, particularly better pay, were consistently highlighted as a key factor. Employees also emphasised the importance of clear career progression pathways, which enhance motivation and long-term commitment.
Work conditions, including the need for a better work-life balance and more stable schedules, were also identified as critical. A fixed schedule was seen as reducing stress and improving overall satisfaction.
Additionally, organisational support, particularly adequate staffing and resources, was viewed as essential for reducing workload pressure. These findings suggest that improving retention requires a comprehensive approach that addresses financial, developmental, and organisational factors simultaneously.
[bookmark: _Toc228531182]4.3.6 Analytical Summary
The thematic analysis demonstrates that employee turnover and morale are closely interconnected and influenced by multiple factors. High job demands, limited resources, and weak organisational support contribute to dissatisfaction and turnover, while positive leadership and supportive environments can enhance retention. The findings highlight the complexity of employee experiences and reinforce the need for an integrated approach to managing turnover within retail settings.
[bookmark: _Toc228531183]4.4 Coding and Categorisation Analysis
[bookmark: _Toc228531184]Identification and Relationship of Variables
To structure the data analysis, this study categorises workplace factors using a variable framework. Independent variables represent organisational drivers such as pay, managerial support, career progression, and workload. These influence dependent variables, including employee morale, team cohesion, and turnover intentions. The relationship is further shaped by moderating factors, such as personal career goals and the predominantly young (18–24) workforce. This framework highlights how weaknesses in organisational drivers lead to negative employee outcomes, while moderators explain variations in responses.
Table 4.4.1 Conceptual Variable Framework of Organisational Drivers, Employee Outcomes, and Moderating Factors
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Table 4.4.2 Factors Influencing Employee Turnover (RO1)
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The table you provided explains the main causes of employee turnover (RO1) by organising participants’ responses into categories, codes, and interpretations. It shows how raw interview data is transformed into meaningful themes.
Each row represents a specific factor contributing to turnover. For example, the category Financial Factors is supported by the code Low Pay / Pay Inequality, illustrated by the quote “Pay doesn’t reflect the workload” (P2). This is then interpreted to show that employees see pay as a reflection of fairness, meaning dissatisfaction increases their intention to leave.
Similarly, Career Development highlights that a lack of progression leads to disengagement, while External Opportunities shows that employees may leave simply because better jobs are available elsewhere. The table also captures organisational issues such as unstable schedules, which reduce work-life balance, and high workload pressure, which creates stress and pushes employees to leave.
Overall, the table demonstrates that turnover is influenced by multiple interconnected factors, rather than a single cause. By linking participant quotes to analytical interpretations, it provides clear evidence that employee decisions to leave are shaped by financial, structural, and organisational conditions within the workplace.




Table 4.4.3 Impact of Employee Turnover on Employee Morale (RO2)
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This table presents the impact of employee turnover on employee morale (RO2) by organising participants’ responses into categories, codes, and interpretations. It demonstrates how turnover affects employees not only operationally but also emotionally and socially within the workplace.
The first category, Workload Impact, highlights survivor burnout, where remaining employees experience increased pressure due to staff shortages. This shows that turnover directly increases job demands, leading to reduced morale.
The Emotional Response category captures feelings of frustration and instability. Frequent staff changes create uncertainty, making employees feel less secure and more emotionally strained.
The Social Influence category introduces turnover contagion, where employees are influenced by others leaving. Observing colleagues exit normalises the idea of leaving, which can spread dissatisfaction across the team.
Finally, Team Dynamics demonstrates how turnover disrupts relationships. Constant staff changes weaken team cohesion and make it more difficult to maintain stable working relationships.
The table highlights that turnover has a multi-dimensional impact on morale, affecting workload, emotions, social behaviour, and team structure, and contributing to a cycle where reduced morale can further increase turnover intentions.
Table 4.4.4 Leadership and Organisational Culture Influencing Employee Morale (RO3)
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This table presents the findings related to leadership and organisational culture (RO3) by categorising participants’ responses into codes and providing analytical interpretations. It shows how different aspects of leadership and workplace culture influence employee morale and retention.
The Management Support category highlights issues of inconsistent support, where participants feel that leadership is not always reliable. This reduces trust and weakens employees’ perception of organisational support.
The Leadership Style category reflects the positive side, showing that supportive and effective leadership encourages employees to stay. This suggests that leadership quality plays a direct role in enhancing both morale and retention.
The Organisational Justice category introduces concerns around favouritism and unfair treatment. These perceptions negatively impact employee morale, as employees feel undervalued and disengaged when fairness is lacking.
Finally, Workplace Culture emphasises the importance of a team-oriented environment. Positive and collaborative cultures help employees feel supported and can reduce the negative effects of turnover.
The table demonstrates that leadership and culture act as key influencing factors, where positive practices can strengthen morale and retention, while inconsistency and perceived unfairness can significantly undermine employee experience.
Table 4.4.5 Improvements and Retention Strategies (RO4)
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This table presents the findings related to improvements and retention (RO4) by organising participant responses into key categories, codes, and interpretations. It identifies the main areas employees believe should be addressed to improve morale and reduce turnover.
The Financial Improvements category highlights better pay as a central factor. Participants link financial rewards directly to motivation, suggesting that fair compensation is essential for retaining employees.
The Career Development category focuses on clear progression pathways. Employees are more likely to remain in the organisation when they can see opportunities for growth and advancement, which increases engagement and long-term commitment.
The Work Conditions category emphasises work-life balance, particularly the need for stable and predictable schedules. A fixed schedule is seen as improving satisfaction and reducing stress, making roles more sustainable.
The Organisational Support category identifies the importance of adequate staffing and resources. When teams are properly supported, workload pressure decreases, which positively impacts morale.
The table shows that improving retention requires a combination of financial, developmental, and organisational changes, reflecting the need for a holistic approach to enhancing employee experience.
[bookmark: _Toc228531185]4.5 Alignment with Research Question
The figure presents a conceptual variable framework that structures the analysis in line with the research questions (RQ1–RQ3). It distinguishes between independent variables (organisational drivers), dependent variables (employee outcomes), and moderating factors that influence the strength of these relationships. This framework provides a systematic lens for understanding how workplace conditions shape employee experiences within The North Face London.
In relation to RQ1, the independent variables such as pay, managerial support, career progression opportunities, and workload intensity, which represent the key drivers of employee turnover. These factors reflect aspects of the organisational environment that directly influence employees’ decisions to remain in or leave the organisation.
Regarding RQ2, the dependent variables capture the outcomes of these drivers, including employee morale, team cohesion, and the psychological intention to leave. The framework illustrates how negative organisational conditions, such as high workload or limited support, translate into reduced morale and increased turnover intentions.
In relation to RQ3, moderating factors such as personal career goals, age demographic, and external labour market conditions, which shape how employees perceive leadership and organisational culture. These factors help explain why similar organisational conditions may produce different responses among employees.
This framework establishes a clear analytical structure by demonstrating that employee turnover and morale are not isolated outcomes but are shaped by the interaction between organisational drivers and individual characteristics. It supports a comprehensive interpretation of the findings by linking empirical data to the research questions and underlying theoretical perspectives.
[bookmark: _Toc228531186]4.6 Discussion 
The findings indicate that employee turnover and employee morale at The North Face are not separate issues, but interconnected processes shaped by structural conditions, individual perceptions, and social dynamics. Rather than operating independently, the causes of turnover (RO1), its impact on morale (RO2), and the role of leadership and culture (RO3) interact in a cyclical system.
Financial dissatisfaction and limited progression reduce morale, particularly when employees feel undervalued. This effect is intensified by inconsistent leadership and poor communication. In turn, low morale increases turnover intentions, which further disrupts team stability and increases workload, reinforcing dissatisfaction. This demonstrates that turnover is not a linear outcome but part of a dynamic organisational process.
The findings extend the Job Demands–Resources (JD-R) model by showing that the impact of job demands depends on how employees perceive support, fairness, and recognition. Employee motivation is also influenced by intrinsic and extrinsic factors, as explained by self-determination theory (Ryan and Deci, 2020). In this context, employees not only respond to external conditions such as pay and workload, but also to internal factors such as recognition, sense of value, and personal development. Similarly, motivation is not experienced in fixed stages, as suggested by Maslow, but reflects multiple needs pursued simultaneously. Herzberg’s distinction between hygiene factors and motivators is also blurred, as pay is associated with recognition and fairness, not only dissatisfaction.
Turnover is also socially influenced, as employees are affected by colleagues’ decisions to leave, reinforcing perceptions of alternative opportunities. This contributes to a self-reinforcing cycle where turnover reduces morale, and declining morale increases further turnover.
The findings highlight the importance of consistent leadership and organisational culture. Employees value fairness, stability, and respect, and inconsistency weakens trust and engagement.
This analysis suggests that turnover should be viewed as an indicator of deeper organisational issues rather than a standalone problem. Addressing it requires a holistic approach that considers organisational structures, leadership practices, and employee perceptions simultaneously. See summary of validation below:
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[bookmark: _Toc228531187]4.9 Summary
This chapter has presented a critically interpretative analysis of qualitative data examining the relationship between employee turnover and employee morale at The North Face London. Through thematic analysis, the findings identified four interconnected dimensions: the causes of turnover, its impact on morale, the role of leadership and organisational culture, and potential strategies to improve retention.
The results demonstrate that employee turnover is shaped by a combination of financial dissatisfaction, limited career progression, workload pressures, and organisational conditions. These factors do not operate in isolation but interact to influence employee perceptions and behaviours. Turnover was shown to have significant consequences for morale, increasing workload, creating instability, and weakening team cohesion. In turn, declining morale contributes to higher turnover intentions, reinforcing a cyclical and self-sustaining process.
Leadership and organisational culture emerged as critical mediating factors. Supportive and consistent leadership can enhance morale and retention, whereas perceived unfairness and inconsistency reduce trust and engagement. The findings also highlight the importance of broader organisational practices, including fair compensation, clear development pathways, and adequate staffing, in shaping employee experience.
The integration of thematic findings with the conceptual framework further strengthens the analysis by demonstrating how organisational drivers, employee outcomes, and moderating factors interact. This validates the complexity of employee behaviour and supports the view that turnover should be understood as an indicator of underlying organisational dynamics rather than a standalone issue.
Overall, this chapter provides a comprehensive and evidence-based understanding of employee turnover and morale within a retail context. The insights generated form a strong foundation for the recommendations presented in the following chapter, which aim to address the identified challenges and improve organisational outcomes.
Top of Form
Bottom of Form
[bookmark: _Toc228531188]Chapter 5: Conclusion, Limitations, and Recommendations of Research
[bookmark: _Toc228531189] 5.1 Introduction
This chapter presents a critical synthesis of the research findings in relation to the research objectives (RO1–RO4), consolidating the key insights developed throughout the study. It moves beyond description to evaluate the broader meaning of the findings within the organisational context of The North Face London.
The chapter translates these insights into practical, evidence-based recommendations aimed at improving employee retention and morale. In doing so, it reflects the applied nature of the research and its relevance to real-world organisational challenges within the retail sector.
Furthermore, the chapter outlines the theoretical and practical implications of the study, critically reflects on its methodological limitations, and proposes directions for future research. This ensures that the study not only contributes to organisational practice but also adds value to wider academic discussions on employee turnover and morale.
[bookmark: _Toc228531190]5.2 Summary of Key Findings in Relation to Research Objectives (RO1–RO4)
This study explored the relationship between employee turnover and morale at The North Face London, revealing turnover as a gradual, cumulative process shaped by multiple interrelated organisational factors.
In relation to RO1, financial dissatisfaction, limited career progression, and workload pressures were the main drivers. Pay was viewed not just economically but as a symbol of fairness, recognition, and organisational value.
Regarding RO2, turnover negatively impacted morale directly and indirectly. Staff shortages, reduced team cohesion, and organisational instability increased stress and disengagement. Declining morale further reinforced turnover intentions, creating a self-perpetuating cycle.
For RO3, leadership and culture were central. Inconsistent management, especially in communication, fairness, and support, reduced trust, showing that effective leadership depends on consistency and relational fairness.
In relation to RO4, improving retention requires a holistic approach. Employees highlighted fair treatment, development opportunities, recognition, and manageable workloads, which interact dynamically, meaning isolated interventions are insufficient.
Overall, turnover is an ongoing evaluative process; when negative factors accumulate without response, turnover becomes a rational and inevitable outcome.
[bookmark: _Toc228531191]5.3 Limitations of the Study
Despite providing valuable insights, this study has several limitations.
Firstly, it was conducted within a single organisation, The North Face London, limiting generalisability. However, this focus allowed deeper exploration of employee experiences.
Secondly, the relatively small sample size, while appropriate for qualitative research, may not capture the full diversity of perspectives. Findings should be interpreted as context-specific rather than universally applicable.
Thirdly, reliance on self-reported data introduces potential bias, as responses may reflect personal perceptions or reluctance to share negative views, despite confidentiality measures.
Additionally, exclusive use of primary data, while enhancing authenticity, created challenges in time management and data collection; incorporating secondary data could have strengthened contextual support.
Nevertheless, these limitations are offset by the depth, richness, and relevance of the data, providing meaningful insights into turnover and morale.
[bookmark: _Toc228531192]5.4 Future Study
Future studies could expand this research by including a larger and more diverse sample across multiple retail locations to improve generalisability. A comparative approach between different organisations or regions would also provide deeper insight into how contextual factors influence employee turnover and morale.
In addition, adopting a mixed-methods approach could strengthen the findings by combining qualitative insights with quantitative data, such as turnover rates or employee satisfaction scores. Longitudinal research would also be valuable to examine how employee perceptions and organisational conditions evolve over time.
Finally, further research could explore specific variables in greater depth, such as leadership consistency or generational differences, to better understand how these factors influence employee experiences and retention in contemporary retail environments.
[bookmark: _Toc228531193]5.5 Implications of the Study
The findings of this study have several important implications for organisational practice, especially in retail.
Firstly, turnover is multidimensional and cannot be addressed through single interventions. Organisations must consider the interaction of financial, organisational, and psychological factors when developing retention strategies.
Secondly, leadership plays a critical role in shaping employee experience. Inconsistent management can undermine morale and contribute to turnover, making leadership development a strategic priority.
Morale is both an outcome and a driver of turnover, reinforcing the need to actively manage employee experience rather than treating morale as passive.
From an HR perspective, an integrated, employee-centred approach is essential. Organisations must proactively address the root causes of dissatisfaction.
Overall, improving performance in retail depends on creating a consistent, supportive, and engaging work environment aligned with employee expectations.
[bookmark: _Toc228531194]5.6 Recommendations
The findings of this study indicate the need for a strategic and integrated approach to improving employee retention and morale at The North Face London. Management should prioritise the development of transparent and consistent organisational practices, particularly in relation to workload allocation, communication, and decision-making. Clear criteria for task distribution and managerial decisions should be established and communicated openly to employees. This approach reduces perceptions of favouritism and enhances organisational justice, which is critical for building trust and long-term commitment. Consistency should be embedded across all managerial levels to ensure a unified employee experience.
The organisation should introduce structured career development pathways, including training programmes, mentorship opportunities, and clearly defined progression routes. Employees need to perceive a future within the organisation to remain engaged and committed. This is particularly important in retail environments, where roles are often perceived as temporary, and visible growth opportunities can encourage longer-term retention.
Recognition should move beyond occasional rewards and become an integrated element of everyday management practices. This includes regular feedback, acknowledgement of performance, and informal appreciation. Such practices enhance employee motivation by reinforcing a sense of value and belonging, and should be applied consistently and inclusively to avoid perceptions of inequality.
Management should also conduct regular reviews of staffing levels and workload distribution, particularly during peak operational periods. Ensuring adequate staffing reduces pressure on employees and helps maintain service quality. More equitable workload distribution can prevent burnout, improve morale, and reduce turnover intentions, requiring proactive rather than reactive planning.
Leadership development initiatives should focus on promoting consistent, supportive, and fair management behaviours. Training should emphasise communication skills, emotional intelligence, and conflict management, ensuring that employees experience reliable and supportive leadership across different teams.
Finally, the organisation should implement structured feedback mechanisms, such as regular check-ins, surveys, or informal discussions, to encourage employee voice. Providing employees with opportunities to express concerns and contribute ideas enhances engagement and enables early identification of issues, while ensuring that feedback leads to visible action is essential for maintaining trust and credibility.

[bookmark: _Toc228531195]5.7 Conclusion
This chapter has critically synthesised the key findings in relation to the research objectives and translated them into practical and theoretically informed recommendations.
The study demonstrates that employee turnover is a multi-dimensional, dynamic, and evolving process, shaped by the interaction of organisational factors including fairness, leadership, workload, and development opportunities.
Addressing these factors in an integrated and consistent manner is essential for improving employee morale and reducing turnover. Ultimately, the findings highlight the importance of creating a supportive, fair, and engaging work environment, which not only enhances employee well-being but also contributes to long-term organisational sustainability and performance.




























[bookmark: _Toc228531196]References 
Al Mamun, C.A. and Hasan, M.N. (2023) ‘Factors affecting employee turnover in the retail sector’, Journal of Retailing and Consumer Services, 70, 103132. Available at: https://doi.org/10.1016/j.jretconser.2022.103132 (Accessed: 12 April 2026).
Alfayad, Z. and Arif, L.S.M. (2021) ‘Employee voice and job satisfaction: The role of employee engagement’, International Journal of Productivity and Performance Management, 70(6), pp. 1273–1290. Available at: https://doi.org/10.1108/IJPPM-01-2020-0013 (Accessed: 20 April 2026).
Bakker, A.B. and Demerouti, E. (2017) ‘Job demands–resources theory: Taking stock and looking forward’, Journal of Occupational Health Psychology, 22(3), pp. 273–285. Available at: https://doi.org/10.1037/ocp0000056 (Accessed: 20 April 2026).
Bell, E., Bryman, A. and Harley, B. (2022) Business Research Methods. 6th edn. Oxford: Oxford University Press. Available at: https://global.oup.com/academic/product/business-research-methods-9780198869443 (Accessed: 12 April 2026).
Braun, V. and Clarke, V. (2021) Thematic Analysis: A Practical Guide. London: SAGE Publications. Available at: https://uk.sagepub.com/en-gb/eur/thematic-analysis/book248481 (Accessed: 20 April 2026).
British Psychological Society (2021) Code of Human Research Ethics. Leicester: BPS. Available at: https://www.bps.org.uk/guideline/code-human-research-ethics (Accessed: 20 April 2026).
Busetto, L., Wick, W. and Gumbinger, C. (2020) ‘How to use and assess qualitative research methods’, Neurological Research and Practice, 2(14), pp. 1–10. Available at: https://doi.org/10.1186/s42466-020-00059-z (Accessed: 12 April 2026).
Cooke, F.L., Xiao, Q. and Chen, Y. (2021) ‘Still in search of strategic human resource management?’, Human Resource Management Journal, 31(1), pp. 1–17. Available at: https://doi.org/10.1111/1748-8583.12337 (Accessed: 20 April 2026).
Demerouti, E. and Bakker, A.B. (2022) ‘The Job Demands–Resources model: Challenges and prospects’, Journal of Occupational Health Psychology, 27(1), pp. 1–14. Available at: https://doi.org/10.1037/ocp0000286 (Accessed: 20 April 2026).
Denzin, N.K. and Lincoln, Y.S. (2023) The Sage Handbook of Qualitative Research. 6th edn. London: SAGE Publications. Available at: https://uk.sagepub.com/en-gb/eur/the-sage-handbook-of-qualitative-research/book284740 (Accessed: 20 April 2026).
Flick, U. (2022) An Introduction to Qualitative Research. 7th edn. London: SAGE Publications. Available at: https://uk.sagepub.com/en-gb/eur/an-introduction-to-qualitative-research/book273994 (Accessed: 26 April 2026).
Hennink, M., Hutter, I. and Bailey, A. (2020) Qualitative Research Methods. 2nd edn. London: SAGE Publications. Available at: https://uk.sagepub.com/en-gb/eur/qualitative-research-methods/book258862 (Accessed: 1 May 2026).
Herzberg, F. (1959) The Motivation to Work. New York: Wiley. Available at: https://www.wiley.com/en-us/The+Motivation+to+Work-p-9780471373896 (Accessed: 1 May 2026).
Hom, P.W., Lee, T.W., Shaw, J.D. and Hausknecht, J.P. (2020) ‘One hundred years of employee turnover theory and research’, Annual Review of Organizational Psychology and Organizational Behavior, 7, pp. 1–28. Available at: https://doi.org/10.1146/annurev-orgpsych-012119-044651 (Accessed: 20 April 2026).
Holtom, B.C., Mitchell, T.R., Lee, T.W. and Inderrieden, E.J. (2005) ‘Shocks as causes of turnover: What they are and how organizations can manage them’, Human Resource Management, 44(3), pp. 337–352. Available at: https://doi.org/10.1002/hrm.20074 (Accessed: 20 April 2026).
ILO (2022) World Employment and Social Outlook: Trends 2022. Geneva: International Labour Organization. Available at: https://www.ilo.org/global/research/global-reports (Accessed: 12 April 2026).
Inceoglu, I. et al. (2021) ‘Leadership behavior and employee well-being: An integrated review’, Human Resource Management Journal, 31(2), pp. 1–17. Available at: https://doi.org/10.1111/1748-8583.12313 (Accessed: 20 April 2026).
Jung, H.S. and Yoon, H.H. (2021) ‘The effects of emotional labour on employee outcomes’, International Journal of Hospitality Management, 94, 102878. Available at: https://doi.org/10.1016/j.ijhm.2020.102878 (Accessed: 12 April 2026).
Karatepe, O.M., Rezapouraghdam, H. and Hassannia, R. (2020) ‘Job stress and turnover intentions’, International Journal of Contemporary Hospitality Management, 32(6), pp. 1–20. Available at: https://doi.org/10.1108/IJCHM-05-2019-0468 (Accessed: 12 April 2026).
Kim, M. and Beehr, T.A. (2020) ‘Empowering leadership: Leading people to be present through affective organizational commitment’, Journal of Vocational Behavior, 121, 103470. Available at: https://doi.org/10.1016/j.jvb.2020.103470 (Accessed: 20 April 2026).
Maslow, A.H. (1943) ‘A theory of human motivation’, Psychological Review, 50(4), pp. 370–396. Available at: https://doi.org/10.1037/h0054346 (Accessed: 19 April 2026).
Nguyen, H.M., Nguyen, C. and Nguyen, T. (2022) ‘Employee engagement and organisational commitment’, Sustainability, 14(2), 679. Available at: https://doi.org/10.3390/su14020679 (Accessed: 20 April 2026).
Noer, D.M. (1993) Healing the Wounds: Overcoming the Trauma of Layoffs and Revitalizing Downsized Organizations. San Francisco: Jossey-Bass. Available at: https://www.wiley.com/en-us/Healing+the+Wounds-p-9780787901318 (Accessed: 29 April 2026).
Saeed, B.B., Afsar, B. and Cheema, S. (2021) ‘Transformational leadership and employee outcomes’, Leadership & Organization Development Journal, 42(1), pp. 1–15. Available at: https://doi.org/10.1108/LODJ-01-2020-0033 (Accessed: 20 April 2026).
Saks, A.M. (2022) ‘Caring human resources management and employee engagement’, Human Resource Development Review, 21(2), pp. 1–20. Available at: https://doi.org/10.1177/15344843221083845 (Accessed: 20 April 2026).
Saunders, M., Lewis, P. and Thornhill, A. (2023) Research Methods for Business Students. 9th edn. Harlow: Pearson. Available at: https://www.pearson.com/en-gb/subject-catalog/p/research-methods-for-business-students/P200000003322 (Accessed: 20 April 2026).
Schein, E.H. and Schein, P.A. (2021) Organizational Culture and Leadership. 5th edn. Hoboken, NJ: Wiley. Available at: https://www.wiley.com/en-gb/Organizational+Culture+and+Leadership%2C+5th+Edition-p-9781119212041 (Accessed: 20 April 2026).
Shin, Y. and Hur, W.M. (2021) ‘When do service employees suffer more?’, Service Industries Journal, 41(7–8), pp. 1–20. Available at: https://doi.org/10.1080/02642069.2020.1737454 (Accessed: 12 April 2026).
Taormina, R.J. and Gao, J.H. (2021) ‘Maslow and the motivation hierarchy’, Journal of Management Psychology, 36(2), pp. 1–12. Available at: https://doi.org/10.1108/JMP-11-2019-0624 (Accessed: 20 April 2026).
Taris, T.W. and Schaufeli, W.B. (2021) ‘Measuring employee morale and engagement’, Work & Stress, 35(2), pp. 1–15. Available at: https://doi.org/10.1080/02678373.2020.1774931 (Accessed: 20 April 2026).
Timmermans, S. and Tavory, I. (2022) ‘Theory construction in qualitative research: From grounded theory to abductive analysis’, Sociological Theory, 40(2), pp. 1–21. Available at: https://doi.org/10.1177/07352751221082616 (Accessed: 20 April 2026).
Tracy, S.J. (2020) Qualitative research methods: Collecting evidence, crafting analysis, communicating impact. 2nd edn. Hoboken, NJ: John Wiley & Sons. Available at: https://www.wiley.com/en-be/Qualitative+Research+Methods:+Collecting+Evidence,+Crafting+Analysis,+Communicating+Impact,+2nd+Edition-p-9781119390800 (Accessed: 1 May 2026).
Van den Broeck, A. et al. (2021) ‘A review of self-determination theory’s basic psychological needs at work’, Journal of Management, 47(5), pp. 1217–1244. Available at: https://doi.org/10.1177/0149206320919672 (Accessed: 20 April 2026).
Wang, Z., Chen, S. and Zhu, Y. (2022) ‘Employee turnover and organisational outcomes’, Frontiers in Psychology, 13, 858433. Available at: https://doi.org/10.3389/fpsyg.2022.858433 (Accessed: 12 April 2026).










[bookmark: _Toc228531197]Appendices
[bookmark: _Toc228531198]Appendix A 
Semi-Structured Interview Guide 
Title 
Exploring Employee Turnover and Its Impact on Employee Morale: A Case 
Study at The North Face in London 
Research Aim 
This study aims to explore the relationship between employee turnover and employee 
morale at The North Face London. 
Research Objectives (RO) 
RO1: To explore the key factors contributing to employee turnover. 
RO2: To examine how employee turnover influences employee morale. 
RO3: To understand employees’ perceptions of leadership support and organisational 
culture. 
RO4: To explore employee perspectives on potential improvements to enhance retention 
and morale. 
Research Questions (RQ) 
RQ1: What are the main causes of staff turnover at The North Face? 
RQ2: How does staff turnover impact employee morale and motivation? 
RQ3: How do employees perceive leadership support and workplace culture in relation to 
turnover? 
Participant Information and Consent 
Participants are invited to take part in this research study, which explores employee 
experiences related to staff turnover and employee morale at The North Face. 
Participation is entirely voluntary. Although access to participants was facilitated through 
permission granted by the Store Manager.  
All responses will remain anonymous and confidential, and the data collected will be used 
solely for academic purposes. The interview is expected to last approximately 15–20 
minutes. Participants may withdraw from the study at any time without consequence. There 
are no right or wrong answers; the purpose is to understand individual experiences and 
perspectives. 
Interview Questions 
General Experience 
Q1. Can you describe your overall experience working at The North Face? 
Causes of Employee Turnover (RO1) 
Q2. What factors do you think contribute most to employees leaving the organisation? 
Q3. How do workload and working conditions influence employees’ decisions to stay or 
leave? 
Q4. To what extent do opportunities for career development affect employee retention, and 
why? 
Impact on Employee Morale (RO2) 
Q5. How does staff turnover affect your own motivation and morale at work? 
Q6. In what ways does turnover influence team dynamics and relationships among staff? 
Leadership and Organisational Culture (RO3) 
Q7. How would you describe the level of support you receive from management? 
Q8. In what ways does leadership influence your decision to stay or leave the organisation? 
Q9. How would you describe the workplace culture within your store? 
Improvements and Retention (RO4) 
Q10. What changes do you think could improve employee morale and reduce turnover? 
Closing Question 
Q11. Is there anything else you would like to add about your experience working at The 
North Face? 
Closing Statement 
Thank you for your participation. Your responses are valuable and will contribute to a deeper 
understanding of employee experiences related to turnover and morale. All information 
provided will remain confidential and will be used solely for academic purposes.
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ELEMENT 2
Research Process Reflection
[bookmark: _Toc228531200]Personal Reflection Gibbs Reflective Cycle
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Adapted Gibbs Reflective Cycle for This Study (Source: Adapted from Graham Gibbs, 1988)
Description
This research project explored the relationship between employee turnover and employee morale within The North Face using a qualitative approach. Primary data was collected through semi-structured interviews, allowing participants to share their personal experiences, perspectives, and insights. The process involved engaging with different individuals, analysing their responses, and linking findings to relevant theoretical frameworks.
Feelings
Throughout the research process, I felt highly engaged and personally invested in my work. I was particularly pleased and proud of the data I collected, as I was able to obtain a wide range of responses from different participants. Individuals provided unique experiences and perspectives, which made the research more meaningful and enriched the overall analysis. This diversity of viewpoints increased my confidence in the depth and authenticity of my findings.
At the same time, I experienced some frustration during the data collection phase. Organising interviews and relying on participants’ availability was sometimes challenging and time-consuming, which created pressure in managing deadlines.
Evaluation
One of the strongest aspects of this research was the variety and quality of the responses collected. Engaging directly with participants allowed me to gain deeper insights into real employee experiences, which strengthened the validity of my findings. The diversity of perspectives contributed significantly to the richness of the analysis.
However, the main limitation of the process was the difficulty in coordinating with participants. The reliance on primary data meant that progress depended heavily on others’ availability and willingness to participate. This sometimes slowed down the research process and made it less predictable.
Analysis
This experience highlights both the strengths and challenges of using primary qualitative data. While it provides valuable, in-depth insights, it also requires strong organisational and time management skills. The difficulty in scheduling interviews demonstrates that primary data collection can be resource-intensive and less efficient compared to other methods.
From a critical perspective, this suggests that incorporating secondary data could have improved the research process. Secondary data is more accessible and does not depend on participant availability, which could reduce time pressure. However, relying solely on secondary data might have limited the depth and specificity of the findings. Therefore, a balanced approach may be more effective.
Conclusion
Overall, I am satisfied with how I conducted this research, particularly in relation to the quality and diversity of the data collected. The experience allowed me to develop important research skills and gain a deeper understanding of the topic. However, it also highlighted areas for improvement, particularly in relation to data collection and time management.
Action Plan
If I were to conduct this research again, I would improve the data collection process by planning earlier and considering alternative methods. I would combine primary and secondary data to reduce reliance on participant availability while maintaining depth. Additionally, I would use more efficient tools, such as online surveys or scheduling systems, to make the process smoother.
Overall, this reflection has provided valuable insights into my research approach and will guide my future academic work.
References
Bassot, B. (2023) The Reflective Practice Guide: An Interdisciplinary Approach to Critical Reflection, 3rd edn. London: Routledge. Available at: https://www.routledge.com/The-Reflective-Practice-Guide-An-Interdisciplinary-Approach-to-Critical-Reflection/Bassot/p/book/9781032234540 (Accessed: 24 April 2026).
Gibbs, G. (1988) Learning by Doing: A Guide to Teaching and Learning Methods. Oxford: Oxford Polytechnic. Available at: https://radar.brookes.ac.uk/radar/file/a7e1f738-c0a2-47b5-8ab7-95b8973cdbf9/1/Learning%20by%20doing%20-%20Graham%20Gibbs.pdf?temp.hb=true&temp.hn=true (Accessed: 24 April 2026).
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Theory / Model Key Characteristics Relevance to Study Reference

Proposes that individuals are Helps explain how unmet needs,
motivated by a hierarchy of needs, | such as job security, recognition,

Maslow’s ranging from basic physiological and opportunities for growth,

Hierarchy of Needs needs to higher-level needs such reduce employee morale and Maslow (1943)
as esteem and self-actualisation. increase turnover intentions at
Lower-level needs must be The North Face London, where
satisfied before higher-level progression opportunities are
needs become motivators. limited.
Distinguishes between hygiene Explains why dissatisfaction with

Herzberg’s factors (e.g., salary, working pay and working conditions leads
conditions, policies) that prevent to turnover, while the lack of Herzberg (1959)

Two-Factor Theory

dissatisfaction and motivators
(e.g., recognition, achievement,
growth) that promote satisfaction.

recognition and development
opportunities reduces motivation

and engagement among employees.

Job Demands—
Resources (JD-R)
Model

Suggests that employee well-being
is determined by the balance
between job demands (e.g.,
workload, time pressure) and job
resources (e.g., support, autonomy,
training). An imbalance leads to
stress, burnout, and poor outcomes.

Explains how high workload,
staff shortages, and limited
managerial support identified in
the findings increase stress and
burnout, reduce morale, and
contribute to higher turnover
intentions.

Demerouti and
Bakker (2022)
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Table 4.0: Participant Demographic Profile

Experience

Key Characteristics / Perspective

P1 354 Mal Manager | High Highly experienced; strategic overview
= (Store Manager) | (5+ years) of store operations and staff management.
. Moderate Developing managerial knowledge;
2 E L AssistantiManager ‘ (1-2 years) growing leadership experience.
| " | " o
. Moderate-High |  Operational knowledge; responsible
P. 25-34 Mal
5 b o SUpSAvVIoR ‘ (34 years) for team coordination and performance.
T
" Moderate-High Experienced in retail operations;
e S LGl PSSO 1 (34 years) strong understanding of team dynamics.
PS5 1824 r— Salbe AsSistans Low Early career stage; focuses on gaining
. . e ot ‘ (<1 year) experience and skills.
- Low Early career stage; short-term orientation
o 15°24 L SalesdAssistant ‘ (<1 year) while exploring career options.
| . g
¢ Low Early career stage; motivated by developing
P7 18-24 Female Sales Assistant ‘ (<1 year) experienceiin retail.
1
. Low Some retail experience; seeking personal
P8 18-24 Female Sales Assistant | (12 years) and professional growth.
L Earl tage; fc d hort-t
v 24 | Ml | SeesAsiam | Lov | Eelycamersags focsedon ot
1
| L Earl tage; gaining initial k
P10 18-24 Female Sales Assistant |, ‘;‘:ar) e:;eync:::eerl: o

Note: P = Participant. Age groups are indicative. Experience level is based on self-reported information.
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Primary Theme (RO)

RO2: Impact
on Morale
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Workload Impact
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Survivor
Burnout

lllustrative Evidence

“Staff get overwhelmed
due to heavy workload.”
(P2)

Analytical Interpretation
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morale.
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“It makes things less
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uncertainty and emotional
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image8.png
Primary Theme (RO)

Category ‘

lllustrative Evidence

Analytical Interpretation

RO3: Leadership
& Culture

Inconsistent leadership

Inconsistent “Support could be better.” "
Management Support Support ) reduces trust and perceived
support.
Leadership Styl Positive “Good leadership makes Su:])portlve l:ad:mhlp 4
eadership Style Leadership people want to stay.” (P3) e S L

morale.

Organisational Justice

Favouritism /
Unfairness

“Favouritism and bully
culture.” (P7)

Perceived injustice
negatively impacts morale
and engagement.

Workplace Culture

Team
Environment

“Team-oriented and
collaborative.” (P8)

Positive culture can buffer
negative turnover effects.





image9.png
Primary Theme (RO) ‘

RO4:
Improvements &
Retention

Category

Financial Improvements

Code

Better Pay
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SECTION B: Approval for Research Activity

1 [ Has the research activity received approval in principle?

(please check the Guidance Notes as to the appropriate

approval process for different levels of research by different | YES | O O =
calegories of individual)
Date
2 [ Yes, please indicale SoUrce Of | Research Degrees Commitiee =
approval (and date where known):
Approval in_principle must _be | nstitute Research Committee =
obtained from the relevant source -
prior to seeking ethical approval Other (write in) o

SECTION C: Internal and External Ethical Guidance Materials

add rows to this table if needed.

Please list the core ethical guidance documents that have been referred to during the completion of
this form (including any discipline-specific codes of research ethics, location-specific codes of
research ethics, and also any specific ethical guidance relating to the proposed methodology).
Please tick to confirm that your research proposal adheres to these codes and guidelines. You may

1| UWTSD Research Ethics & Integrity Code of Practice =
2 | UWTSD Research Data Management Policy =
3 | fList any other refevant documents here] o

SECTION D: External Collaborative Research Activity

If there are external collaborators then you should gain consent from the contact persons to share their
personal data with the university. If there are no external collaborators then leave this section blank and

continue to section E.

1 [nstitution
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3| Contact person e-mail address
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5| Are you in receipt of a KESS scholarship? YES | O NO 5]
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SECTION E: Details of Research Activity

1) Indicative title: Analysing the Employee Turnover at the North Face

2 Proposed start date: 31/03/2026 Proposed end date: 7/04/2026

Introduction to the Research (maximum 300 words per section)
Ensure that you write for a Non-Specialist Audience when outlining your response to the
points below:

Purpose of Research Activity
Proposed Research Question
Aims of Research Activity
Objectives of Research Activity

Demonstrate, briefly, how Existing Research has informed the proposed activity and explain

What the research activity will add to the body of knowledge
How it addresses an area of importance.

Purpose of Research Activity
3 This research study is crucial in terms of understanding different aspects of employees’ motivation
within the corporate workplace.

Research Question

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?

Aims of Research Activity

5 This research aims to investigate the relationship between staff turnover and employee morale at The|
North Face UK and to explore potential HR strategies for improving employee retention and
engagement.

Objectives of Research Activity
To examine the causes and factors contributing to staff turnover within the organisation.
To explore how staff turnover influences employee morale and workplace engagement.

6 To understand employees’ perceptions of leadership support and workplace culture.
To identify Human Resource strategies that may help improve employee retention and job
satisfaction.
Proposed methods (maximum 600 words)
Provide a brief summary of all the methods that may be used in the research activity, making it clear
what specific techniques may be used. If methods other than those listed in this section are deemed
appropriate later, additional ethical approval for those methods will be needed. You do not need to
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justify the methods here, but should instead describe how you intend to collect the data necessary for
you to complete your project.

Adoption of an inductive research approach will be beneficial.

The research will adopt a qualitative methodological approach to explore the relationship between
staff turnover and employee morale at The North Face retail stores in London. Data will be collected
primarily through semi-structured interviews, which allow participants to share detailed experiences
and perceptions regarding workplace morale, turnover, leadership practices, and organisational
support. This method enables the researcher to gather in-depth insights while maintaining a
consistent set of guiding questions.

Participants will be selected using a purposive sampling strategy, ensuring that individuals with

T relevant knowledge and experience of the organisation are included. The sample will consist of
approximately eight to ten employees from different roles, such as sales assistants, supervisors, and
part-time staff, as well as two to four managers or assistant managers who have experience
managing employee turnover within the stores.

Interviews will focus on employees’ perceptions of workload, team dynamics, management practices,
and the impact of staff turnover on morale and motivation. All interviews will be conducted voluntarily
and with informed consent. The collected data will then be analysed qualitatively to identify recurring
themes and patterns related to turnover and employee morale.

Location of research activity
Identify all locations where research activity will take place.

8 The North Face, W127GF, Ariel Way, UK





image14.png
SECTION F: Scope of Research Activity

<
m
12
=z
o

Will the research activity include:

Use of a questionnaire or similar research instrument?

Use of interviews?

Use of focus groups?

Use of participant diaries?

Use of video or audio recording?

Use of computer-generated log files?

Participant observation with their knowledge?

Participant observation without their knowledge?

Access to personal or confidential information without the participants’ specific
consent?

o |lo|~N|lo|lals|lw|n

Administration of any questions, test stimuli, presentation that may be
experienced as physically, mentally or emotionally harmful / offensive?

11 | Performance of any acts which may cause embarrassment or affect self-esteem?

12 | Investigation of participants involved in illegal activities?

13 | Use of procedures that involve deception?

14 | Administration of any substance, agent or placebo?

15 | Working with live vertebrate animals?
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16 | Procedures that may have a negative impact on the environment?

17 Other primary data collection methods. Please indicate the type of data collection
method(s) below.

Details of any other primary data collection method: | will personally collect X a
primary data.

If NO to every question, then the research activity is (ethically) low risk and may be exempt from some of
the following sections (please refer to Guidance Notes).

If YES to any question, then no research activity should be undertaken until full ethical approval has been
obtained.
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SECTION G: Intended Participants

If there are no participants then do not complete this section, but go directly to section H.

Who are the intended participants:
YES NO
1 | Students or staff at the University? |
2 | Adults (over the age of 18 and competent to give consent)? X a
3 | Vulnerable adults? @ X
4 Children and Young People under the age of 18? (Consent from Parent, Carer or o
Guardian will be required)
5 | Prisoners? a X
6 | Young offenders? a X
Those who could be considered to have a particularly dependent relationship with
7 5 ] X
the investigator or a gatekeeper?
8 | People engaged in illegal activities? o] X
Others. Please indicate the participants below, and specifically any group who
9 | may be unable to give consent.
Details of any other participant groups: o =
(this box should expand as you type)
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Participant numbers and source
Provide an estimate of the expected number of participants. How will you identify participants and
how will they be recruited?
How many participants are
10 | expected? 18 sample population, 10 participants
- st The North Face employees whose tenure is 2 years or above,
2
114 | Whowillthe participants be? | o rdless of their job postion, department, sex, age, cultural
background, or work location.
) ’ In this method, non-random sampling, all the employees from all
12 Hov\_/ wlll you identify the the departments and locations of The North Face's workplace do
participants? not have an equal probability of getting selected for the survey.
Information for participants:
YES NO N/A
13 Will you describe the main research procedures to participants in = o o
advance, so that they are informed about what to expect?
14 | Will you tell participants that their participation is voluntary? = a o
15 | Will you obtain written consent for participation? o = o
16 Will you explain to participants that refusal to participate in the o o =
research will not affect their treatment or education (if relevant)?
17 If the research is observational, will you ask participants for their o o =
consent to being observed?
April 2022° 6 PG2 Ethical Approval Form
Prifysgol Cymru
¥ Drindod Dewi Sant
University of Wales PG2/E1FORM
Trinity Saint David
18 Will you tell participants that they may withdraw from the research at = o o
any time and for any reason?
19 | With questionnaires, will you give participants the option of omitting = o o
questions they do not want to answer?
20 Will you tell participants that their data will be treated with full = o o
confidentiality and that, if published, it will not be identifiable as theirs?
21 Will you debrief participants at the end of their participation, in a way = o o
appropriate to the type of research undertaken?
22 | If NO to any of above questions, please give an explanation
For this research, their permission (informed consent).
(this box should expand as you type)
Information for participants: YES NO N/A
24 | Will participants be paid? o X o
25 | Is specialist electrical or other equipment to be used with participants? a = [m]
2 Are there any financial or other interests to the investigator or o = o
University arising from this study?
27 Will the research activity involve deliberately misleading participants in o = o
any way, or the partial or full concealment of the specific study aims?
28 | If YES to any question, please provide full details
(this box should expand as you type)
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SECTION H: Anticipated Risks

Outline any anticipated risks that may adversely affect any of the participants, the
researchers and/or the University, and the steps that will be taken to address them.

If you have completed a full sk assessment (for example as required by a laboratory, or external
research collaborator) you may append that to this form.

Yes o

Full risk assessment completed and appended? N =

Risks to participants

2 | For example: sector-specific health & safety, emotional distress, financial disclosure, physical harm,
transfer of personal data, sensitive organisational information
"How you wil mitigate the 15k to participants
Risk to participants:
Data is stored on personal PC and
Loss of personal data authenticated, making the data password
protected
Stored in the university server.
TFresearch activity may include sensitive, embarrassing or upseting topics (e.g. sexual activity,
drug use) or issues likely to disclose information requiring further action (e.g. criminal activity), give
3 | details of the procedures to deal with these issues, including any support/advice (e.g. helpline
numbers) to be offered to participants. Note that where applicable, consent procedures should
make it clear that if something potentially or actually illegal is discovered in the course of a project,
it may need to be disclosed to the proper authorities
The research doesn't include any sensitive, embarrassing or upsetting topics.
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(this box shoud expand as you type)
Risks to the investigator
4 | For example: personal health & safety, physical harm, emotional distress, risk of accusation of
harm/impropriety, conflict of interest
Risk to the investigator: "How you wil mitgat the 1 (o the ivestgator
Conflict of interest. Ensuring conflict of interested is reported and
avoided.
(this box shouid expand as you type) (this box shouid expand as you type)
5 | Universityfinstitutional risks
For example: adverse publicity, financial loss, data protection
Risk to the University: "How you wil miigate the rik fo the Universiy:
Data protection issue or reputation of the Attended ethics training to be aware of protocol,
University if the investigation/data collection policy and procedure; also obtain ethical
goes wrong. approval from Uni and consent from rep before
collecting data.
(this box shoud expand as you type)
(this box should expand as you type)
& | Environmental risks
For example: accidental spillage of pollutants, damage to local ecosystems
Risk to the environment: "How you wil mitigale the isk [0 environment.
Environmental issues like covid/flu, etc. PPE and safety measures.
(this box shouid expand as you type) (this box should expand as you type)
Disclosure and Barring Service
Tfthe research activity involves children or vulnerable adults, a Disclosure
and Barring Service (DBS) certificate must be obtained before any YES | NO | NIA
contact with such participants.
7 | Does your research require you to hold a current DBS Certficate? o = o
IFYES, please give the certificate number. If the certificate number is not
8 | available please write “Pending’; in this case any ethical approval wil be

subject to providing the appropriate certificate number.
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SECTION I: Feedback, Consent and Confidentiality

1 Feedback
What de-briefing and feedback will be provided to participants, how will this be done and when?

(this box should expand as you type)

2 Informed consent

Describe the arrangements to inform potential participants, before providing consent, of what is
involved in participating. Describe the arrangements for participants to provide full consent before
data collection begins. If gaining consent in this way is inappropriate, explain how consent will be
obtained and recorded in accordance with prevailing data protection legislation.

The main objective of the survey is to evaluate the influence of leadership styles on the motivation
of employees within a company. The survey tries to identify the leadership styles to have the most
positive impact according to the employees of the company.

April 2022° 8 PG2 Ethical Approval Form
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(this box should expand as you fype)

3 Confidentiality / Anonymity
Set out how anonymity of participants and confidentiality will be ensured in any outputs. If
anonymity is not being offered, explain why this is the case.

It's only for research purpose not marketing purposes

“All questions will be kept strictly confidential to the researchers involved and at NO time individual
questions will be released to the general public. This gives you a chance to express your views on
your programme a confidential and anonymous forum and still be able to make a difference. Your
participation in this study is completely voluntary so you can withdraw from the survey at any
stage.”

(this box sh

id expand as you type)

SECTION J: Data Protection and Storage

Does the research activity involve personal data (as defined by the General
Data Protection Regulation 2016 “GDPR” and the Data Protection Act 2018 YES NO
“DPA")?

“Personal data” means any information relating to an identified or identifiable
natural person (‘data subject). An identifiable natural person is one who can
be identified, directly or indirectly, in particular by reference to an identifier

1 | such as a name, an identification number, location data, an online identifier or X
to one or more factors specific to the physical, physiological, genetic, mental,
economic, cultural or social identity of that natural person. Any video or audio
recordings of participants is considered to be personal data.

If YES, provide a description of the data and explain why this data needs to be collected:

(this box should expand as you type)

Does it involve special category data (as defined by the GDPR)? YES NO

“Special category data” means sensitive personal data consisting of information as
to the data subjects’ —

(a) racial or ethnic origin,

(b) political opinions,

(c ) religious beliefs or other beliefs of a similar nature,

3 | (d) membership of a trade union (within the meaning of the Trade Union and Labour X
Relations (Consolidation) Act 1992),

(e) physical or mental health or condition,

(f) sexual life,

(g) genetics,

(h) biometric data (as used for ID purposes),

If YES, provide a description of the special category data and explain why this data needs to be
collected:

expand as you type)
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Will data from the research activity (collected data, drafts of the thesis, or | YES NO
materials for publication) be stored in any of the following ways?
5 | Manual files (i.e. in paper form)? X =
6 | University computers? o X
7 | Private company computers? o X
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8 | Home or other personal computers? X O
9 | Laptop computers/ CDs/ Portable disk-drives/ memory sticks? X a
10 | “Cloud” storage or websites?
1 Other — specify: = o
For all stored data, explain the measures in place to ensure the security of the data collected, data
12 | confidentiality, including details of backup procedures, password protection, encryption,
anonymisation and pseudonymisation:
Data is password protected,on my personal laptop.
Data Protection
Will the research activity involve any of the following activities: YES NO
13 | Electronic transfer of data in any form? X ]
Sharing of data with others at the University outside of the immediate research -
B team? a
15 | Sharing of data with other organisations? o X
16 | Export of data outside the UK or importing of data from outside the UK? o
17 | Use of personal addresses, postcodes, faxes, emails or telephone numbers? o
18 | Publication of data that might allow identification of individuals? o X
19 | Use of data management system? o
20 | Data archiving? o
If YES to any question, please provide full details, explaining how this will be conducted in
21 | accordance with the GDPR and Data Protection Act (2018) (and any international equivalents,
where appropriate):
| will transfer it to my own laptop
22 | List all who will have access to the data generated by the research activity:
The researcher.
23 | List who will have control of, and act as custodian(s) for, data generated by the research activity:
The researcher.
Give details of data storage arrangements, including security measures in place to protect the data,
24 | where data will be stored, how long for, and in what form. Will data be archived — if so how and if
not why not.
Data will be stored in a personal computer and password protected.
25 Please indicate if your data will be stored in the UWTSD Research Data Repository (see
https:/researchdata.uwtsd.ac.uk/ ). _If so please explain. (Most relevant to academic staff)
No
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Data Protection
Will the research activity involve any of the following activities: YES NO
13 | Electronic transfer of data in any form? = a
14 Sharing of data with others at the University outside of the immediate research o =
team?
15 | Sharing of data with other organisations? a =
16 | Export of data outside the UK or importing of data from outside the UK? u} =
17 | Use of personal addresses, postcodes, faxes, emails or telephone numbers? o =
18 | Publication of data that might allow identification of individuals? a =
19 | Use of data management system? =] =
20 | Data archiving? [u} =
If YES to any question, please provide full details, explaining how this will be conducted in
21 | accordance with the GDPR and Data Protection Act (2018) (and any international equivalents,
where appropriate):
| will transfer it to my own laptop
22 | List all who will have access to the data generated by the research activity:
The researcher.
23 | Listwho will have control of, and act as custodian(s) for, data generated by the research activity:
The researcher.
Give details of data storage arrangements, including security measures in place to protect the data,
24 | where data will be stored, how long for, and in what form. Will data be archived - if so how and if
not why not.
Data will be stored in a personal computer and password protected.
25 Please indicate if your data will be stored in the UWTSD Research Data Repository (see
https://researchdata.uwtsd.ac.uk/ ). If so please explain. (Most relevant to academic staff)
No
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Confirm that you have read the UWTSD guidance on data management (see
26 | https:/fwww.uwtsd.ac.uk/library/research-data-management/) YES [
Confirm that you are aware that you need to keep all data until after your
27 | research has completed or the end of your funding YES =
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Research activity outside of the UK

If research activity will take place overseas, you are responsible for ensuring that local ethical
considerations are complied with and that the relevant permissions are sought. Specify any local
guidelines (e.g. from local professional associations/learned societies/universities) that exist and
whether these involve any ethical stipulations beyond those usual in the UK (provide details of any
licenses or permissions required). Also specify whether there are any specific ethical issues raised by
the local context in which the research activity is taking place, for example, particular cultural and/or
legal sensitivities or vulnerabilities of participants. If you live in the country where you will do the
research then please state this.

9

(this box should expand as you type)

Use of documentation not in the public domain: Are any documents NOT NO X
10 | publicly available?

YES (m]

If Yes, please provide details here of how you will gain access to specific documentation that is not

in the public domain and that this is in accordance with the current data protection law of the

country in question and that of England and Wales.
1"

(this box should expand as you type)

Does your research relate to one or more of the seven aims of the Well-

being of Future Generations (Wales) Act 2015? YES NO
12 | A prosperous Wales o X
13 | Aresilient Wales o] X
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14 | A healthier Wales

XX

15 | A more equal Wales

16 | A Wales of cohesive communities

17 | A Wales of vibrant culture and thriving Welsh language

=} || 13 || 1= | =] |2
X

XX

18 | A globally responsible Wales

19 | If YES to any of the above, please give details:

(this box should expand as you type)
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SECTION K: Declaration

The information which | have provided is correct and complete to the best of my knowledge. | have
attempted to identify any risks and issues related to the research activity and acknowledge my
obligations and the rights of the participants.

In submitting this application | hereby confirm that | undertake to ensure that the above named
research activity will meet the University's Research Ethics and Integrity Code of Practice which is
published on the website: https:/www.uwtsd.ac.uk/research/research-ethics/

1 | Signature of applicant: Alba Bartolini 24/03/2026

For STUDENT Submissions:

Director of o Date:
2 Studies/Supervisor: Dr Olusoyi Richard Ashaye
25/03/2026
3 Signature:
For STAFF Submissions:
4 | Academic Director/ Assistant Date:
Dean:
5 Signature:

Checklist: Please complete the checklist below to ensure that you have completed the form according to
the guidelines and attached any required documentation:

X | | have read the guidance notes supplied before completing the form.

B | | have completed ALL RELEVANT sections of the form in full.

B | | confirm that the research activity has received approval in principle

0 | I have attached a copy of final/interim approval from external organisation (where appropriate)
o I have attached a full risk assessment (where appropriate) ONLY TICK IF YOU HAVE

ATTACHED A FULL RISK ASSESSMENT

g | ! understand that it is my responsibility to ensure that the above named research activity will meet
the University's Research Ethics and Integrity Code of Practice.

| understand that before commencing data collection all documents aimed at respondents
B | (including information sheets, consent forms, questionnaires, interview schedules etc.) must be
confirmed by the DoS/Supervisor, module tutor or Academic Director.

RESEARCH STUDENTS ONLY
Once complete, submit this form via the MyTSD Doctoral College Portal at (https:/mytsd.uwtsd.ac.uk).
RESEARCH STAFF ONLY

All communications relating to this application during its processing must be in writing and emailed to
paresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.

STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form
(and receive the outcome) via systems explained to you by the supervisor/module leader.

April 2022 12 PG2 Ethical Approval Form
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1. DESCRIPTION

» Conducted a qualitative study
using semi-structured
interviews.

Explored the relationship
between employee turnover

/ and morale at The North Face
London.
N Collected, transcribed and [/
thematically analysed ‘ @ 2. FEELINGS

6. ACTION PLAN

In future, adopt a mixed-methods
approach by combining primary
and secondary data. |

primary data.

« Felt highly engaged and
proud of the rich and
diverse data collected.

Appreciated participants’
unique perspectives,
increasing confidence in
findings.

 Plan earlier and use digital tools
(online scheduling/surveys) to
improve efficiency.

ADAPTED
GIBBS
REFLECTIVE
CYCLE

Application to My
Research on Employee
Turnover and Morale
at The North Face
London

Experienced frustration with
scheduling interviews and
managing time pressure.

« Strengthen reflexivity and
consider a larger or multiple ‘
context sample.

5. CONCLUSION

« Satisfied with the quality and
depth of the research
conducted.

-—

3. EVALUATION
» Strength: wide range of
in-depth, authentic insights
‘ that enriched the analysis.

Developed key research

‘ skills and gained deeper | * Weakness: reliance on

understanding of the topic. | s = r'd ‘ participant availability;
« Identified areas for 4. ANALYSIS potgntial r'espf).nse bias and
improvement, particularly social desirability.
il 'data eollectioniand + Primary data provided valuable,
nuanced understanding but the

process was time-intensiveand |

time management.
‘ less predictable.

Lack of methodological triangulation
identified as a limitation.

Researcher subjectivity recognised
in interpreting participants’
responses.
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THE
NORTH

EMPLOYEE
FACENEN AT THE NORT

Explo

TURNOVER & EMPLOYEE MORALE
| FACE LONI

ing the relationship between employee turnover and employee morale

from the perspectives of employees.

|

To explore the relationship

between employee turnover

and employee morale within | |
The North Face London.

@ RESEARCH AIM €%, RESEARCH PROCESS

1. Identify Problem
« High employee turnover and its

impact on morale at The North Face
London.

2. Literature Review

« Review of academic journals and
theories related to turnover,
morale, leadership, and culture.

@) RESEARCH OBJECTIVES

« Identify key causes of

employee turnover 3*Rogeaich Desigh

+ Qualitative approach using

* Examine the impact of turnover semi-structured interviews.

on employee morale
4. Data Collection

+ Conduct in-depth interviews with
employees across different roles.

« Explore the role of leadership
and organisational culture

« Identify strategies to improve
employee retention and
morale

THEORETICAL FRAMEWORK

Maslow’s Hierarchy
of Needs

Employees seek fulfiment
of needs from basic to
self-actualisation.

5. Data Analysis

2021) to identify key themes
and patterns.

6. Findings & Interpretation
« Interpret results in relation to
research objectives and theories.

06000

toimprove retention and morale.

Herzberg's Two-Factor
Theory

Hygiene factors prevent
dissatisfaction; motivators
create satisfaction.

Research Approach
Qualitative

Research Philosophy
Interpretivist

Job Demands-Resources
(JD-R) Model

Balance between job
demands (e.g., workload)
and resources (e.g., support,
recognition) influences
well-being and retention.

Research Approach Type
Inductive

Data Collection Method
Semi-structured interviews

00800

Participants
10 participants
SJC ETHICAL CONSIDERATIONS iy —

« 2Supervisors + 6 Sales Assistants

Voluntary participation
Informed consent obtained Sampling Technique

Purposi i
Confidentiality and anonymity HIPOSVe sk

Data Analysis Method
Thematic Analysis
(Braun & Clarke, 2021)

Right to withdraw at any time

[N NN

Data used for academic
purposes only

(9 ocusor RS

Improving employee retention and morale at The North Face
requires a holistic approach that combines faimess, support,

development, and recognition. Organisations must focus on 4 F“"‘NEISS

enhancing employee experience, not just staffing levels, to 'ﬁi‘:mp‘ = o}

build a motivated, engaged, and committed workforce. MrTgauar
transparency

 Thematic analysis (Braun & Clarke,

7. Conclusions & Recommendations
+ Provide practical recommendations

METHODOLOGY ‘

emotional support

« Low pay and lack of financial
recognition

« Limited career progression
opportunities

« High workload and staff shortages |

« Negative workplace culture and
interpersonal issues

N

N MORALE

[ Ol

* Increased stress and pressure

« Reduced team cohesion

| and trust

« Emotional exhaustion and
burnout

« Lower motivation and
engagement

Turnover and morale are in a cyclical
relationship that negatively affects
both employees and the organisation.

LEADERSHIP & CULTURE

« Inconsistent management reduces
trust and satisfaction

Supportive leadership and
open communication improve
morale

+ Organisational culture is shaped
by day-to-day behaviour, not
just policies

RETENTION STRATEGIES

« Fair and transparent management

« Career development and training
opportunities

« Recognition and appreciation
of employees

+ Better workload balance
and adequate staffing

« Strong leadership consistency
and support

KEY INSIGHT

Employee tumover is not a single event —
is a gradual, cumulative process shaped
by employees’ experiences of leadership,

culture, and working conditions.

A (R

I@\

SUPPORT DEVELOPMENT ~ RECOGNITION
Provide guidance,  Investin growth  Value contributions
resources and and career and celebrate

opportunities achievements

By understanding employee perspectives, organisations can create a positive work environment and reduce turnovel
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—

Intensifies turnover

problems.

ORGANISATIONAL IMPACTS
+ Increased workload

« Higher stress

« Disrupted workfiows

+ Reduced service quality

More employees leave,
increasing workload and stress

HIGH EMPLOYEE
TURNOVER

+ Frequent departures

* Loss of ced staff
b et High turnover leads

to decreased morale.

/ ACYCLEOF
/' TURNOVER AND
MORALE
Each factor reinforces
'\ the other, creating a
continuous cycle

LOWER EMPLOYEE
MORALE
+ Reduced moti
« Dissaitsfaction

* Weaker team cohesion
« Feeling of instability

\

'
1
1

\

INCREASED TURNOVER
INTENTIONS
« Desire to leave

Low morale increases
intention to leave

« Search for alternative
opportunities.





