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[bookmark: _je1xbluj8ukz][bookmark: _Toc213339787]1. Title of the study
“Exploring effective staff retention strategies in the UK fast food industry to address the issue of high staff turnover.” 
[bookmark: _a5vay9x58htb][bookmark: _Toc213339788]2. Research background 
Lack of staff motivation and poor retention strategies lead to a higher staff turnover, causing a shortage of skilled labour. According to Samašonok (2024), excessive job pressure and lack of employee benefits, job security, and career growth opportunities drive individuals towards seeking better opportunities, resulting in a high staff turnover. The average annual turnover for workers in the United Kingdom was approximately 34% in FY2022-2023 (CIPD, 2024). However, the employee turnover rate in the accommodation and food services industry is higher than all other industries. In 2023, around 52% workers who were associated with the food services sector left their jobs. More specifically, 40.7% workers quit their jobs to acquire better opportunities, and the rest 11.5% were not working [Refer to Figure 2.1]. Therefore, it is essential to identify influential factors that shape the higher turnover in the particular industry to develop effective employee retention strategies.    
[image: ]
Figure 2.1: Staff turnover across UK industries
(Source: CIPD, 2024)
Flexible scheduling helps in improving work-life balance for fast food employees. Especially, the workers of the fast food industry in the UK are mainly students, part-time workers or individuals who shuffle between different career opportunities (Butler and Hammer, 2020). Hence, they often leave due to excessive work pressure and insufficient work-life balance, as they do not have flexible shift options. Besides this, low competitive pay and employee benefits are other factors that influence turnover intention in the food sector. In addition, the zero-hour contract regulation in the UK is common in the fast food industry, which enables employers to not secure any minimum working hours (Gheyoh Ndzi, 2021). For instance, McDonald’s is one of the leading organisations that uses zero-hour contracts in the UK; though the firm offered minimum guaranteed hour contracts to 115,000 zero-hour workers back in 2017 (Ruddick, 2017). As a result, employees of the food indusrty face challenges regarding job security and often seek secure job opportunities. Henceforth, fast food brands need to ensure adequate employee motivation through competitive benefits, job security, growth opportunities, flexible shifting, work-life balance, and safe work culture to optimise employee retention. In this context, this study will provide constructive insights to food organisations regarding effective staff retention strategies to improve their engagement and loyalty towards organisational goals.     
[bookmark: _y31fdb586iw0][bookmark: _Toc213339789]3. Research problem and questions    
[bookmark: _eycd108oaudz][bookmark: _Toc213339790]3.1. Problem statement
UK’s food service industry has been found to be struggling in its operations in terms of constantly increasing employee turnover. The problem results in the lack of skilled and experienced workforce and increases the organisational expenses of recruitment and employee training. Equally, reduced efficiencies in operations and lower service quality are prevalent in this industry as skilled employees are quitting jobs at regular intervals (Dangaiso and Mukucha, 2024). The food service industry in the UK has recorded the highest level of turnover which is a clear indication that employers continue to suffer since they have not put adequate staff retention measures. Thus, it needs to define the most critical aspects that influence the morale and engagement of employees. Moreover, the contemporary fast food organisations lack a tangible structure of sustainable employee retention strategy that can maximise staff engagement and long time commitment. Therefore, the study will develop valuable insights about key aspects of employee training, competitive benefits, workplace culture, and employee management style which can ensure a total transformation of retention strategies.
[bookmark: _gd9ps2uzm840][bookmark: _Toc213339791]3.2. Research questions
· RQ1: What are the key factors that significantly contribute to consistently growing turnover rates in the UK’s fast-food sector?
· RQ2: How does employee satisfaction in the food service industry relate to a higher retention rate?
· RQ3: Which retention strategies can provide the best outcomes in terms of minimising staff turnover by ensuring employee satisfaction?    
[bookmark: _4c6xpk24224][bookmark: _Toc213339792]4. Aim and objectives of the research 
[bookmark: _agxn0a6c17l2][bookmark: _Toc213339793]4.1. Aim
The aim of the research is to explore effective staff retention strategies to mitigate the consistently growing turnover rate by ensuring long-term staff engagement in the UK’s fast food business.  
[bookmark: _j0xdwymqa02p][bookmark: _Toc213339794]4.2. Objectives
The research will accomplish the following objectives:
· To identify key factors that influence the rapidly growing turnover in the fast food businesses. 
· To explore the relationship between job satisfaction and employee retention in the food sector.
· To evaluate effective retention strategies that have the potential to minimise employee turnover by optimising job satisfaction.
[bookmark: _4dak6oe0prur][bookmark: _Toc213339795]5. Preliminary literature review
Fast food brands are facing challenges regarding employees’ turnover intention, which impacts service quality, productivity and organisational performance. Langove, Masood and Iqbal (2022) have compared three key job stressors and their impact on turnover intention in the fast food sector in their research. Job security, interpersonal conflict and role conflict have been selected as job stressors to analyse their impact on staff turnover. It has been identified from the findings that the lack of job security and role conflict due to not having a specific role distribution within the organisational structure have a significant influence on turnover intention among employees. However, no empirical evidence was found regarding the impact of interpersonal conflict on turnover. Additionally, work culture, HRM style, leadership approach, and employee benefits are other crucial factors that shape the behavioural intention of employee turnover (Alkaabi et al. 2024). 
According to Ghani et al. (2022), food service providers provide little attention to improving retention strategies despite encountering a high turnover rate. It causes poor service quality, organisational performance and productivity due to the loss of experienced staff. The findings of the research reveal a strong correlation between employee satisfaction and retention. Accordingly, employee satisfaction can be optimised through four factors, including a positive work environment, effective communication, adequate growth opportunities, and a sustainable selection process, along with structured on-boarding. Hence, prioritising these four factors in retention strategies ensures employee satisfaction and thus high staff retention. On the other hand, a partial impact of the work environment on employee loyalty has been identified through quantitative analysis (Edward et al. 2024). The research also evaluated that the pay scale also can improve staff loyalty; however, the relationship is not completely linear. Both the compensation and the working environment simultaneously have a greater impact on employee loyalty and retention. 
Effective retention strategies must comply with Maslow’s hierarchy of needs model to ensure employee satisfaction by fulfilling their needs. This hierarchy comprises psychological, safety, social, esteem, and self-actualisation needs, which are essential to fulfil to satisfy employees within organisations (Taş, 2024). These needs involve basic compensation, job security, and workplace safety, acknowledgement and career growth opportunities. Similarly, Herzberg’s two-factor theory also influences leadership and retention strategy by ensuring employee satisfaction. As per the studies of Lee et al. (2022), the two-factor theory involves intrinsic factors or motivators that directly influence staff satisfaction. Organisations often use these motivators like acknowledgement, recognition, appraisal, and growth opportunities, to motivate employees and engage them with organisational goals. However, staff engagement and loyalty do not rely only on motivators but significantly depend on extrinsic hygiene factors. These factors, including equal pay and working conditions, help HR professionals in preventing dissatisfaction (Ybañez, 2024). Staff loyalty can be affected due to poor working conditions, even after paying competitive compensation. Henceforth, the two-factor theory exhibits that retention strategies need to emphasise both motivators and hygiene factors collectively to optimise staff loyalty.
[image: ]
Figure 5.1: Maslow’s hierarchy of needs
(Source: Taş, 2024)
[bookmark: _6ef56x7chkob][bookmark: _Toc213339796]6. Proposed methodology 
[bookmark: _t2gxxvrvz1it][bookmark: _Toc213339797]6.1. Research philosophy
Research philosophy guides researchers regarding how to gather, understand and interpret data to acquire knowledge. Mostly, positivism and interpretivism philosophies are used in academic research works due to their comprehensive usefulness and distinctive nature. Ikram and Kenayathulla (2022) have stated that the positivism philosophy emphasises objective reality that can be measured comfortably, whereas the interpretivism philosophy relies on the assumption that reality is socially constructed and subjective. Therefore, reality can be varied based on individual beliefs and experiences, based on the interpretivism philosophy. This study will evaluate effective retention strategies based on existing perspectives rather than measuring them as specific phenomena; hence, the interpretivism philosophy will be followed here.    

[bookmark: _achwjzxk3ajp][bookmark: _Toc213339798]6.2. Research design
The exploratory research design is the most effective option in this research as it looks to explore effective retention strategies for fast food companies. This type of design is commonly used when the research topic is not completely understood. Here, the exploratory design will be employed to gain deeper understandings and meaningful insights into employee management issues and effective retention strategies rather than testing particular hypotheses. Accordingly, the qualitative method is going to be used to collect and analyse relevant data.    
[bookmark: _5coce8cch68n][bookmark: _Toc213339799]6.3. Research approach 
Research approach defines the path of collecting and interpreting data according to the research needs. Both the deductive and inductive approaches are widely used in business research. As per the views of Kumar and Ujire (2024), the deductive approach is useful in testing hypotheses that are developed based on the existing theory. On the contrary, the inductive approach helps in developing new ideas or theories based on the recognised pattern from the collected data. Hence, the study will incorporate the deductive approach to explore new insights regarding effective staff retention strategies. 
[image: ]
Figure 6.3: Research approach
(Source: Ujire, 2024)
[bookmark: _n4gubpxyqk42][bookmark: _Toc213339800]6.4. Data collection
Data collection methods are broadly categorised as primary and secondary methods. The primary method involves gathering crucial information directly from participants through surveys, interviews or focused-group discussions (Mazhar et al. 2021). It is generally time-consuming as it requires consent and the valuable time of each individual to gather relevant information. Conversely, the secondary data collection method is suitable for completing research within a restricted timeline, as information is collected from already existing knowledge sources. Hence, the secondary method will be used to collect data from journals, articles, case studies, and business reports from openly accessible sources.      
[bookmark: _e6gsx52ddk2j][bookmark: _Toc213339801]6.5. Data analysis
Thematic analysis will be performed to analyse the collected qualitative data on the research topic. Specific themes will be developed based on the research objectives and key variables to organise and interpret the collected data under each theme.  
[bookmark: _wc6gan4rwhvs][bookmark: _Toc213339802]7. Expected contribution
The research will provide a better understanding of the current human resource management practices of the fast food companies in the UK. It will help to understand both employees’ behavioural intention for leaving jobs and employers’ perspectives on retention strategies. The comprehensive understanding from qualitative analysis will portray the key factors that mainly impact employee satisfaction, leading to a higher turnover rate. It is necessary to recognise the root causes behind a problem to convincingly figure out effective solutions. Accordingly, the research will portray how the government regulations in the UK, such as the Employment Rights Act, Equality Act, Working Time Regulations, and National Minimum Wage, support employee motivation while analysing organisational compliance with these guidelines. Finally, effective human resource strategies will be discussed in terms of improving work culture, work-life balance, job security and employee benefits to optimise retention rate. This study will be an in-depth groundwork for the future researchers in order to assess the effectiveness of the recommended strategies in enhancing long-term staff engagement and loyalty.        
[bookmark: _6eyjzytkcmk][bookmark: _Toc213339803]8. Ethical consideration 
Following ethical considerations helps researchers in making a study ethically sound, reliable and authentic. Secondary data will be accumulated from relevant sources, by not misinterpreting the actual text. In this regard, the elimination of personal biases will be prioritised to make the data interpretation trustworthy. It is important to take consent of concerned authorities before collecting data from their works in the secondary method as well (Khan, Hussain and Alam, 2021). Therefore, crucial information will be gathered from published and openly accessible data sources only. Moreover, proper in-text citations and referencing help to mention the actual data source to ensure more reliable research findings. In this regard, authentic referencing and citations will be used to eliminate the threat of copyright strikes and plagiarism.     
[bookmark: _dw7t3m4rwkje][bookmark: _Toc213339804]9. Timeline
[image: ]
Figure 9.1: Timeline
(Developed by the researcher)
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