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Abstract: Employee turnover is a critical business issue whose impacts extend beyond business 
performance and operations. This case study explores the influences of employee retention on 
business and employee productivity by examining Apple UK to understand the UK business 
environment further. The primary research objective is to identify key effective strategies that UK 
business leaders could adopt to address high turnover among the highly skilled staff often needed in 
the IT sector. The research mainly employs a qualitative approach but adopts mixed methods using 
qualitative and quantitative data drawn from a broad array of secondary and primary resources. 
These resources constitute Apple's annual performance reports, national labour statistics, scholarly 
literature and other relevant data. The study is mainly grounded in two core theoretical models 
including Herzberg's two-factor and Vroom's expectancy theories. These theories mainly help in 
interpreting motivational and satisfaction-related elements of employee retention used throughout 
the research. Multiple key themes emerge from the study in alignment with the research objectives, 
which include the role of incentives, job satisfaction, work-life balance and a supportive work culture 
in this context. The study underscores that certain non-financial factors like employee recognition 
and inclusion should not be ignored as they have of greater impact on retention than monetary 
alternatives alone. The data analysis approach follows a thematic model to align these findings to the 
initial research aims and helps in evaluating their significance within Apple UK's operations. Some 
of the research recommendations include the need for business leaders to create comprehensive 
employee engagement strategies, focusing on recognition, emotional intelligence, flexibility at work 
and transparency. Most of these improvements should help foster stable, motivated and top-
performing workers in UK companies. 
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1. Introduction 

1.1. Introduction and Background of the Study 

Employees are among the key entities within the organisation whose influence extends beyond 
corporate performance as their expertise defines success, annual returns and other priority business 
areas today. Thus, maintaining skilled workers is essential but multiple employers across the globe 
face immense challenges due to high turnover rates. Here, the UK tech sector and global brands like 
Apple face similar issues in this competitive sector. While retaining the most skilled IT personnel is 
essential in this industry, high turnover rates introduce high costs and such multinationals often 
struggle due to disruptions in innovation. Researchers find that replacing an IT professional costs 
more than 50% of such workers' annual salaries (Mitrovska and Eftimov 2016). Moreover, the recent 
global COVID-19 pandemic intensified issues in maintaining a stable or top-performing workforce 
and environment, let alone in this sector. Therefore, it is essential to understand the key drivers of 
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staff retention among UK employers who seek to boost operational continuity and financial 
performance. This study primarily explores employee retention factors that have influenced Apple’s 
UK operations and further highlights strategic measures that this employer can use to mitigate 
turnover rates in future. 

1.2. Organisational Overview 

Founded in early 1976 by Steve Jobs alongside Steve Wozniak, Apple Inc. is a global leader in 
the technology sector and offers multiple product or service categories ranging from the iPhone, and 
Apple Music digital platform to various accessories. The multinational's organisational structure 
blends both hierarchical and divisional models that support product-specific expertise while 
maintaining centralised oversight (AAPL 2022). This structure undoubtedly fosters the brand's 
innovation but Apple still significantly faces close competition. The key competitors include 
Samsung, Meta and Alphabet, among others, who are similarly striving for top talent that is needed 
in this sector. This crisis exposes vulnerabilities within Apple UK's retention strategies as the brand 
has been linked with senior executives' departure in the past. Thus, it is essential to reevaluate 
internal practices that will help Apple maintain market leadership in the UK and beyond. 

1.3. Problem Statement 

This research majors on the high turnover rates among the highly skilled IT personnel at Apple 
UK as failure to retain these professionals is a direct threat to operational efficiency, innovation and 
long-term profitability. This issue influences Apple and many UK firms’ operations and the rising 
competition primarily from rival tech firms introduces more challenges. In this case, the extra costs 
linked to recruitment, training new hires and the lost expertise can not be ignored. High turnover 
rates especially among some executives were also a key factor to Apple UK’s historic £1.5 billion post-
Covid, which was a 61% revenue surge between 2021 and 2022 (AAPL 2022). Thus, it is essential to 
examine the underlying turnover causes to develop ideal targeted retention strategies that will 
sustain Apple UK’s competitive edge. 

1.4. Aims, Objectives, Research Questions, Hypothesis, Propositions 

The main aim of this study is to investigate employee retention influences on performance and 
primarily focuses on Apple UK’s operations. The research objectives include: 

1.4.1. Research Objectives 

1. To assess the key aspects affecting employee retention. 
2. To explore the impacts of retention on Apple UK’s annual performance. 
3. To evaluate efficient staff retention strategies. 
4. To examine the relation between employee retention and satisfaction levels. 

1.4.2. Research Questions 

a) What factors can UK organisations adopt to enhance employee retention? 
b) How does employee retention influence business performance at Apple? 
c) Why have previous methods to improve retention failed, and what recommendations can 

address these challenges 

1.5. Rationale/Importance of the Research 

The purpose of this study is to offer a valuable contribution to business practices through a 
deeper examination of retention challenges primarily within the UK IT sector. While multiple studies 
have significantly examined retention strategies across industries, it is essential to conduct content-
specific research among multinationals within technology in the UK. The findings of this research are 
essential for modern business executives and human resource management as the insights will 
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inform key business areas. More importantly, it should help in effective hiring and training, making 
informed decisions, especially within IT, creating innovative employee engagement programs and in 
business performance. 

1.6. Methodology 

This study relies mostly on peer-reviewed secondary research and annual performance reports 
to examine this context across the UK business setting. 

1.7. Scope of the Study/Demarcation 

This study focuses on employee retention within Apple's United Kingdom operations, 
specifically examining national-level challenges and strategies in the UK technology sector. 

1.8. Structure of the Dissertation 

The research is organized into five chapters that highlight further details regarding this business 
issue and major primarily on the case of Apple UK. 

1.8.1. Chapter One 

This chapter introduces the research context and examines the relevance of workforce retention 
within Apple and the UK technology sector. The highlighted sections include the research 
background, problem statement, study aims, objectives and questions. These sections lay the 
foundation for a deeper exploration of the influences of retention on corporate performance 
examined in the next chapters. 

1.8.2. Chapter Two 

This chapter mainly reviews underpinning theories and past research on employee retention to 
highlight the urgency of developing innovative strategies ideal for UK IT sector employers. To 
establish a solid foundation for investigating ideal retention methods, this chapter analyses common 
motivators, dissatisfaction factors and corporate practices that also appear in Apple UK's operations. 

1.8.3. Chapter Three 

This chapter details the overall philosophical, paradigmatic and methodological framework that 
is guiding this case study. This section justifies the use of interpretive, qualitative, induction and case 
study approaches in this study alongside multiple secondary resources. Other discussed aspects 
include the chosen data collection and analysis methods, sample and ethical considerations taken 
into account during research. 

1.8.4. Chapter Four 

This chapter mainly analyses qualitative and quantitative data obtained from various resources 
to investigate the influences of attrition on business performance in the UK alongside the Apple UK 
case study. Some of the major identified research themes include the role of incentives or employee 
recognition in turnover rates, work-life balance, career growth and corporate culture. These findings 
are precisely mapped onto the initial research objectives and questions. The results reveal that pre-
existing retention initiatives have often failed due to impractical objectives that could lack tangible 
outcomes, especially in employee recognition and development programs. Nevertheless, Apple's 
current proactive strategies offer instructive lessons that could help UK employers strengthen further 
employee commitment and performance. 

1.8.5. Chapter Five 
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This chapter offers remarks and recommendations based on the research to further affirm that 
employee retention plays an essential role in reshaping corporate performance. The research findings 
acknowledge that a combination of flexible work policies, fair employee compensation, ideal 
leadership and transparency are essential in retaining top talent. However, the research faces 
limitations due to scope and the methodology used but it makes meaningful contributions to theory 
and practice. The case study also opens avenues for future research that can help refine and enhance 
some of these conclusions using more performance metrics, turnover ratios and other aspects. 

2. Literature Review 

2.1. Introduction 

Generally, employee turnover has become a modern-day business concern and multiple studies 
have heavily examined the main causes across diverse demographic or regional contexts. This study 
further offers an overview of core variables that are influencing retention rates primarily in the UK 
IT sector. To achieve the same, the study incorporates an extensive review of multiple scholarly 
articles sourced from reputable journal platforms like SAGE Journals, IEEE Xplore, Sabinet, Science 
Direct and others. These secondary resources offer valuable insights regarding the primary factors 
linked to employee turnover rates among IT professionals. The studies were chosen based on 
relevance to the case study and quality while those with overlapping content or insufficient have 
been excluded. Other utilized credible resources include government publications and annual 
performance reports from Apple or other relevant UK institutions. This literature review section 
mainly examines key notions like job satisfaction, motivation among IT employees, work 
dissatisfaction and optimal talent retention methods that will potentially bring changes within Apple 
UK's stores. 

2.2. Base Theory of the Sub-Discipline/Different Background Aspects of the Concept 

Employee retention remains a major business challenge affecting core business areas as 
employees are essential stakeholders redefining most firms' annual revenue (Khan 2020). Moreover, 
institutions’ ability to retain top talent often correlates with their capacity to perform well within 
competitive markets to ensure uninterrupted product or service delivery (Mazlan and Jambulingam 
2023). A recent study further emphasizes the need to establish a positive relationship between 
retention and corporate success strategies as high retention has been directly linked to better business 
performance across industries (Kundu and Gahlawat 2016). The various workforce retention 
methods like adopting ideal incentive programs further often play an essential role in motivating 
employees to remain within the firm. Mazlan and Jambulingam (2023) find that reducing these 
turnover levels not only saves employers more on recruitment and training costs but also enhances 
productivity and operational efficiency. Thus, losing talented personnel is detrimental to profitability 
and beyond operations, which mandates addressing this context to identify long-term strategic 
solutions. 

2.2.1. Common Workplace Incentives 

While turnover has far-reaching influences across multiple business areas, losing specialised 
skills may have profound economic impacts and interruption, especially in the IT sector. To address 
this issue, organisations need to create reliable comprehensive incentive programs that can encourage 
staff retention. Turnover rates are impacted by both internal and multiple external factors. Some of 
the external influences may consist of the work settings or conditions and the work culture, while 
internal influences may be the incentivization structure, policies and salaries. These aspects directly 
define employee retention and most employers today strive to adopt the best programs comprising 
monetary rewards, profit sharing, performance-based employee bonuses or even stock options (Al-
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Suraihi et al. 2021). For instance, large firms like Apple, Vanguard UK and Walmart offer stock 
options and monthly dividends as an efficient compensation tool. 

Incentives are important and capable of improving employees' willingness to remain within a 
firm in anticipation of substantial future returns. Additionally, pension schemes and other common 
long-term investments offer workers a sense of security that further encourages them to stay. Others 
like wellness programs, flexible job schedules, paid time off and career growth opportunities 
contribute to higher employee satisfaction levels (Tamers et al., 2024). These are core business aspects 
that influence work-life balance and apply also beyond the technology sector. 

2.2.2. Key Talent Retention Strategies 

Most widely used employee retention methods constitute enhancing job satisfaction, work-life 
balance, career growth opportunities and positive work culture in various ways. Job satisfaction is 
primarily the positive feelings or attitude that workers have towards their work and this aspect is a 
central element in employee turnover (Dziuba et al. 2020). Unfortunately, employers may not easily 
find a universal solution or model to reinvent their workers' satisfaction levels as this is a multi-
faceted business context. Research finds that younger employees are twice as likely to leave their 
work roles than their older counterparts and modern institutions need to adapt their retention 
strategies to the younger demographics' needs (Kanchana and Jayathilaka, 2023). Fortunately, some 
of the commonly used motivators like personnel recognition, incentives and the nature of work can 
effectively boost satisfaction levels. 

On the other hand, investing heavily in employees' career growth through updated and 
personalized training programs can reduce turnover rates. Employers understand these programs' 
integral role in reducing turnover rates and in fostering brand loyalty. Shiri et al. (2023) similarly find 
reliable evidence from over 7000 publications that development and training programs highly 
enhance employees' intention to stay in a current role and lower early retirement instances. More 
often, proper training equips workers with the needed skills to excel in their work and their 
productivity is a direct benefit to the firm's overall performance. 

It is also integral to maintain a strong work-life balance today for the workers' well-being. A 
poor work-life balance contributes to burnout, fatigue and dissatisfaction which are all key elements 
in high-turnover workplaces (Mendis and Weerakkody, 2017). In this case, the tech sector is more 
demanding as most roles can be fairly practical. Thus, prioritising offering this balance is vital and 
can potentially lower turnover rates. Thus, any UK employer invested in flexible work schedules and 
personal well-being is well-positioned towards creating a more satisfying work setting. Other 
strategies like enhancing job happiness are also key determinants of retention levels. Employees who 
are emotionally fulfilled may be less likely to abandon their employers than the latter. Thus, 
businesses need to create the best work environment that ensures workers feel valued and supported 
as their input also influences profitability. Recent research also acknowledges that the most satisfied 
workforce often has lower turnover rates and higher productivity (Gazi et al. 2024). Also. Ideal 
organisational leadership and communication strategies may not be ignored as they are essential in 
fostering a positive work culture, job satisfaction and ultimately higher retention. 

2.3. Theoretical Frameworks/Models, and Related Research Issues 

Various theoretical models can be used to explain the key factors involved in employee retention 
and turnover intentions. This research relies on Vroom’s Expectancy Theory and Herzberg’s Two-
Factor Theory as these frameworks highlight the relevance of key aspects like incentives and job 
satisfaction. 

2.3.1. Herzberg’s Two-Factor Theory 

The two-factor theory states that several factors in the work environment affect an employee's 
efficiency. According to Bexheti and Bexheti (2016), these categorised as dissatisfaction and work 
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satisfiers are also motivation or drive and hygiene variables, respectively. These two elements as 
depicted in Figure 2.3 are entirely independent of one another. This approach prioritises the 
advantages and overall health of the employees. More precisely, both elements belong to the group 
of motivators, which contains common characteristics including work-related challenges, 
participation in decision-making, responsibilities, recognition of achievements, and a sense of 
community inside the organisation (Bexheti and Bexheti 2016). According to Lee et al. (2022), this 
promotes the sense of fulfilment that comes from one's growth and progress. 

Research finds is a link between hygiene another aspect and the worker's pay and well-being 
(Bexheti and Bexheti 2016). This aspect is categorised as "Hygiene" in Herzberg's model since it has a 
direct connection to maintenance and outside variables related to the job. Along with their pay in the 
form of incentives or salary, it might also cover the organization's practices and general well-being 
(Bexheti and Bexheti 2016). This implies that employees might not be able to perform their duties in 
the absence of particular conditions. Lastly, this model suggests that while enhancing hygiene factors 
may eliminate dissatisfaction, employee motivation requires mostly offering achievement and 
personal development opportunities. Thus, any institution that balances both hygiene and 
motivation factors should be well-positioned towards fostering a satisfied and committed workforce 
that could mitigate turnover issues. 

 

Figure 2.3. Overview of Underpinning Herzberg’s Two-Factor Theory. 

2.3.2. Vroom’s Expectancy Theory 

According to Vroom's Expectancy Theory, employees act in a way that maximises their pleasure 
and minimises their distress (Baakeel, 2018). In this model, employees are driven by the anticipated 
correlation between their input (effort) and output or rewards. Thus, employees will remain with a 
company longer if they think their efforts will result in the rewards they want. Managers need to 
know what employees value to ensure that the rewards they deliver match their expectations. In this 
approach, elements like instrumentality, anticipation, and valence are crucial, especially in modern 
workplaces. To accomplish their goals, managers need to ascertain what motivates their staff, make 
sure they have the tools they need, and fulfil their incentive commitments (Lokman et al., 2022). 

2.4. Previous Studies and Lessons Learnt 
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Many industries are significantly developing and the need for a larger IT workforce is attributed 
to the rising globalisation rate, technology and solutions to competitiveness in such environments 
(Aničić and Nestorović 2020). Subsequently, the UK companies' potential for success relies primarily 
on their capacity to function properly, adaptability and innovation in such settings. Researchers 
highlight that such outcomes are also reliant on trained IT personnel who are assets in the modern 
competitive environment (Hameed et al., 2021). Unfortunately, employee turnover primarily in the 
technology sector, let alone in the UK, is a global concern that imposes significant financial and 
operational burdens. Al-Suraihi, Samikon and Ibrahim (2021) find that the cost of replacing an IT 
professional amounts to around 50-150% of their annual salary mainly due to added hiring, training 
and productivity loss costs. Thus, UK employers need to prioritise strategic retention methods that 
will mitigate some of these impacts effectively. 

2.5. Gaps Identified to Situate Own Research 

Despite the evident need to focus on employee retention strategies, a research gap in 
understanding specific interventions that would be revolutionary in the technology sector and 
among UK companies like Apple. Current studies arguably lack more data that directly correlates to 
certain business outcomes, which can limit actionable insights. As a result, employers in the tech 
sector may struggle to develop specialised strategies that will align with broader performance and 
corporate objectives. This research is focused on these issues and strives to offer tailored or evidence-
based solutions. 

2.6. Summary of Chapter 2 

This chapter mainly reviews underpinning theories and past research on employee retention to 
highlight the urgency of developing innovative strategies ideal for UK IT sector employers. To 
establish a solid foundation for investigating ideal retention methods, this chapter analyses common 
motivators, dissatisfaction factors and corporate practices that also appear in Apple UK's operations. 

3. Research Methodology 

3.1. Introduction 

This chapter outlines the overall methodology used in this research to investigate the influences 
of employee turnover on UK companies’ performance and focuses primarily on the case of Apple 
UK. This section discusses the study’s philosophical stance, research paradigm, approaches, 
methodological position, strategies and the adopted design. To generate actionable insights, 
secondary data from multiple reputable resources have been utilized to further identify key patterns 
linked to attrition today. Also, this chapter further discusses the targeted population and research 
sample alongside ethical considerations taken into account during the study. 

3.2. Philosophical Position of the Research 

This study adopts an interpretive philosophical stance or a qualitative approach to address this 
attrition crisis. Interpretivism is primarily a research approach that majors on understanding how 
people behave and their experiences by often examining these behaviors' meaning and relevant social 
phenomena (Pervin and Mokhtar, 2022). In this case study, this approach is used to identify the 
causes and influences of staff turnover based on employer and employee perspectives. More 
specifically, this study focuses on how individuals perceive certain corporate practices and the 
immediate impacts on their decision to leave or stay. Unlike the positivism method which primarily 
seeks quantifiable and generalised facts, using this qualitative model supports a more in-depth 
exploration of some of these complex human behaviours. It should also allow the study to capture 
rich and nuanced insights from multiple secondary data resources. 
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3.3. Paradigm Position of the Research 

Generally, this research mainly follows a qualitative research paradigm. A qualitative paradigm 
is often ideal in such contexts as the model supports in-depth investigation of key social and corporate 
phenomena instead of simply relying on numerical measurement (Lim, 2024). Here, a qualitative 
model should be suitable as employee turnover can be associated with intricate human behaviours, 
motivations and different emotions that will be best captured qualitatively. This paradigm allows 
this study to adopt flexibility primarily in examining varied perspectives that have been drawn from 
secondary research. These resources offer a context-based understanding of deeper issues that are 
the underlying reasons and impacts of turnover rates in the UK. 

3.4. Position of Research Approach 

This study adopts an inductive approach and this bottom-up method often allows theories to 
emerge from different identified or observed research patterns that can form new explanations 
(Sileyew, 2019). Thus, it seems more appropriate here and helps uncover evolving employee turnover 
trends and some of the immediate responses among UK employers like Apple. This approach is also 
more flexible and open to various unexpected findings that could arise from secondary resources. 
Thus, the study does not necessarily confirm preset assumptions but rather builds theoretical insights 
regarding effective employee performance and retention strategies. 

3.5. Methodological Stance of the Research 

The qualitative research approach used allows this study to rely on a broad range of existing 
data regarding staff turnover rates, trends and business performance without the constraints of 
primary data collection. Qualitative research is often efficient and ethical primarily when examining 
sensitive and broad topics like dissatisfaction factors among workers (Abuhamda, Ismail and 
Bsharat, 2021). This case study benefits from already validated insights instead of conducting primary 
research that was arguably impractical especially due to time or resource constraints. These insights 
are past findings, recent statistical data, trends, contradictions and knowledge gaps that may be 
linked to this topic. 

3.6. Stance of the Research Strategy and Design 

In general, this research applies a case study strategy by focusing mainly on Apple’s operations 
in the UK. More often, case studies are reliable in examining real-life contemporary issues and 
ensuring the same remains within context (Hancock et al., 2021). Using this design, this study majors 
on the impacts of turnover rates on corporate perception and uses different insights to offer talent 
retention strategies. Other strategies like ethnography or phenomenological research seemed 
unsuitable as they focused more on cultural immersion and individual experiences instead of 
business practices. On the contrary, this case study facilitates a more holistic examination of Apple's 
internal and external practices that should offer applicable lessons to other UK employers facing high 
turnover. 

3.7. Research Sample and Population 

Arguably, the research sample used in this case study includes a broad variety of secondary data 
and resources primarily from peer-reviewed journal articles, company reports, industry whitepapers, 
and credible online databases. Some of the used databases are Semantic Scholar, Science Direct and 
the Cite Them Right platform, among others. To ensure relevance and accuracy in this research, only 
materials published within the past ten years have been used and all the resources are summarised 
in Table 3.7. 

Table 3.7. Overall Resources Utilized. 
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Reference-type Tally  Percentage 

Peer-reviewed resources 35 92% 

Non-academic  3 8% 

Total  38 100% 

3.8. Data Collection and Data Analysis Tools/Techniques 

All the used data was collected from reputable and open-access databases based on relevance, 
and credibility alongside the publication date to ensure no resource is older than ten years. Also, 
more attention was paid to the resources that discuss turnover trends, data, employee satisfaction, 
corporate performance metrics primarily at Apple and retention strategies. This data is analysed 
using a thematic model to identify any recurring themes including turnover causes, retention 
methods and key performance outcomes. This data analysis approach is also aligned with Braun and 
Clarke’s six-phase model, which suggests beginning with familiarisation with the data, codes' 
generation and searching for themes (Peel, 2020). The researcher can then review the thematic 
patterns, and define and name them before producing the final report. Other included descriptive 
statistics, especially from annual reports from companies are necessary to complement the qualitative 
findings. 

3.9. Ethical Consideration of the Research 

In general, strict ethical standards were maintained in this case study and the secondary sources 
used throughout are properly cited using the Harvard referencing style to eliminate plagiarism 
instances. The used data is also publicly available and no confidential or personal information was 
breached in this research. The research is also conducted based on the academic integrity guidelines 
of the University of East London. The list of references further includes DOI and hyperlinks to some 
of the non-academic sources to ensure transparency and intellectual honesty. 

3.10. Summary of Chapter 3 

This chapter details the overall philosophical, paradigmatic and methodological framework that 
is guiding this case study. This section justifies the use of interpretive, qualitative, induction and case 
study approaches in this study alongside multiple secondary resources. Other discussed aspects 
include the chosen data collection and analysis methods, sample and ethical considerations taken 
into account during research. 

4. Data Analysis and Discussions 

4.1. Introduction 

This chapter presents this study's findings based on insights from multiple secondary resources 
on the influences of attrition on UK companies' performance by paying attention to Apple UK. Based 
on the research objectives, these findings are assessed and categorized into specific themes that can 
answer the initial research questions. The identified retention factors or thematic patterns are 
generalised into key employee retention strategies, retention impacts on Apple UK's performance in 
the recent past, and the relation between retention and employee satisfaction, among other aspects. 
These findings draw on selected qualitative and quantitative data collected from Apple UK's 
performance reports and other sources offering UK labour market information. To contextualize the 
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study results, other theoretical frameworks are applied including Herzberg's Hygiene factors and 
Vroom's expectancy model to further support interpretation. 

4.2. Analysis and Discussions 

4.2.1. Theme 1: Incentives and Recognition 

Generally, personnel recognition and common financial incentives are critical drivers of 
employee retention. According to Hassan (2016), significant evidence suggests that an appropriately 
structured incentive program can enhance commitment and productivity among workers 
significantly. However, certain discrepancies within these incentives' distribution often persist, let 
alone in the UK, primarily as regional and gender-based payment gaps. For instance, UK employers' 
incentive tendencies show that male workers in the nation's capital often get higher performance-
based remuneration percentages in the final years of their careers (White 2023). White (2023) also 
notes that the full-time employees' weekly pay across all the UK sectors fell by around 1.5% in 2023 
alone. Such discrepancies shown in Figure 4.2.1 across the UK industries are striking. The Office for 
National Statistics (ONS) similarly notes that the full-time employees within London alone receive 
an average of triple the incentives paid to professionals in other regions in the country (Stansbury, 
2023). Such discrepancy in incentives among genders worsens this problem. Recent data represented 
in Table 4.2.1 and Figure 4.2.1 for the 2022-24 period show specific gender and regional disparities 
respectively across the UK for the full-time and part-time workers based on the ONS statistical 
reports. 

 

Figure 4.2.1. Annual %Change to gross week pay for full-time workers in different UK regions for the 2023-24 
Period (ONS, 2024). 

Table 4.2.1. %Change in Genders’ Gross Weekly earnings between 2022 and 2023 (White, 2023). 

Gender Percentage Change in Median Weekly Income 

Women 9.1 

Men 6.8 

Full-time Female 7 

Full-time Male 6.1 
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Part-time male employees 8.9 

Part-time women 5.1 

According to ONS (2024), the UK private sector is yet to recover from recent crises like the recent 
global epidemic and the typical full-time worker still earns less in incentives compared to 2008's 
statistics. However, such data may be skewed as some individuals primarily the top executives 
especially at Apple and similar private industry employers often receive more generous benefits than 
others. Nevertheless, research finds that most workers seek recognition and any form of 
remuneration for diligent efforts or achievements at work, regardless of type as even a verbal 
recognition can be effective (Faisal Ahammad et al. 2015). Similarly, Apple UK acknowledges the 
need to create ideal payment and incentive programs as they influence the worker's decision to 
resign. Unfortunately, Apple UK also has evident but minor bonus and employees' hourly pay gaps 
based on recent annual gender pay gap and performance reports as summarised in Table 4.2.2. 
Nevertheless, Apple UK and the entire organisation primarily use multiple remuneration strategies 
that include handshakes, personnel recognition cards, vouchers, Beer Bash parties and also stock 
dividends (Apple, 2022). 

Table 4.2.2. Identified Gender Gaps in Hourly and Employee Bonuses in Apple UK between 2022-23 period 
(Apple, 2022). 

Corporate Division  Gross Hourly Pay Gap (%) Gross Bonus Pay Gap (%) 

Apple Retail UK 1 5 

 Apple UK Limited 14 42 

 All UK Entities 14 41 

(Validity & Reliability Note: This data was extracted from reputable sources such as the UK's Office for 
National Statistics (ONS) and Apple's audited reports, ensuring a high level of data credibility). 

4.2.2. Theme 2: Work-Life Balance and Flexibility 

Work-life balance also emerged as a major aspect influencing retention rates and research 
demonstrates that the most flexible work arrangements today tend to promote more loyalty among 
skilled workers (Estanio et al., 2023). Also, the younger generations among most employers today 
mostly seek workplaces that value certain flexible work schedules (Lee, Chong, and Ojo 2024). In this 
case study, Apple UK has been implementing more hybrid workplace models like many employers 
in the tech sector and offers workers remote work alternatives at least two days per week (Smite et 
al. 2023). However, full telework policies are yet to be fully adopted at Apple UK, which reflects the 
existing hesitation to implement the same industrial-wide despite the modern workers' flexibility 
demands. Further research indicates that around 40% of workers in many workplaces often consider 
leaving employment if the employer forces them to have full-time work attendance (Smite et al. 2023). 
According to the International Labor Office (ILO), teleworking is among the increasingly endorsed 
EU policies and can be categorised as a hygiene factor essential towards job satisfaction based on 
Herzberg's model (Hee et al. 2018). Thus, fostering flexibility in work routines is essential as it 
addresses direct employee needs and it should support Apple's ability to maintain the most stable or 
skilled workforce. 

4.2.3. Theme 3: Career Growth and Development Opportunities 
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Also, career growth opportunities are pivotal towards retaining talented workers and research 
acknowledges that employers without any clear development programs often face high attrition 
(Urme, 2023). Hirschi and Spurk (2021) acknowledge that the most ambitious workers regularly seek 
opportunities externally when the internal promotion prospects seem stagnant. Apple's strategy 
primarily supports internal promotions for the upper-level roles and this approach reflects a more 
retention-focused model aligned with Maslow's hierarchy of needs (Apple, 2022). More specifically, 
supporting these self-actualization needs through promotions and professional growth should 
arguably foster higher loyalty levels among workers. However, any comprehensive career 
development program can be costly but research suggests that investment in career growth may 
potentially yield more returns due to reduced turnover rates alongside better employee performance 
(Infuehr and Kronenberger, 2023). Thus, Apple and UK firms' retention strategies need to offer more 
than training as it is essential to ensure the programs can be linked to visible and practical career 
progression. 

4.2.4. Theme 4: Organisational Culture and Job Satisfaction 

Lastly, an organisation’s culture and job satisfaction critically influence the turnover rates and 
annual performance in various ways. Lee et al. (2022) identify job satisfaction as a key predictor of 
voluntary employee turnover and highlight the need to foster positive work cultures today. In this 
case, study, Apple UK's business model integrates a more competitive remuneration program, an 
inclusive work environment and unique recognition events like the 'Beer Bash' to strengthen internal 
culture (AAPL, 2022). These are essential business aspects and Herzberg's theory similarly 
underscores how a poor work setting or hygiene factors often breed dissatisfaction among workers 
and, thus, high turnover. Lee et al. (2022) also find a significant correlation between operational 
efficiency, employee satisfaction and favourable corporate reputation. Thus, to sustain better 
business performance within some of these dynamic industries like the technology sector, Apple and 
UK firms need to continuously invest in nurturing job satisfaction using the most tangible and 
intangible methods. 

4.3. Summary of Chapter 4 

This chapter mainly analyses qualitative and quantitative data obtained from various resources 
to investigate the influences of attrition on business performance in the UK alongside the Apple UK 
case study. Some of the major identified research themes include the role of incentives or employee 
recognition in turnover rates, work-life balance, career growth and corporate culture. These findings 
are precisely mapped onto the initial research objectives and questions. The results reveal that pre-
existing retention initiatives have often failed due to impractical objectives that could lack tangible 
outcomes, especially in employee recognition and development programs. Nevertheless, Apple's 
current proactive strategies offer instructive lessons that could help UK employers strengthen further 
employee commitment and performance.  

5. Conclusions, Limitations & Recommendations 

5.1. Conclusions on the Research Problem 

This study aims to investigate employee retention challenges and influences on performance by 
focusing on the case of Apple UK's operations. The findings show the need to adopt more modern 
retention strategies that are aligned with highly competitive environments like the IT sector. Most 
employees now value work-life balance, remote work and flexibility as well as inclusion at work. 
This study establishes that high turnover has undeniable consequences beyond financial losses as 
this issue can affect operational stability, workforce morale and innovation in the IT sector. For IT-
based employers like Apple, retaining the most skilled professionals is essential and directly linked 
to sustained business performance or competitiveness. The study results firmly show that, while fair 
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remuneration is essential, it may not be the sole factor often driving employee retention or turnover 
rates. Some of the identified sub-patterns include the organisational climate, leadership styles and 
communication framework that all play equally important roles in these aspects. 

Also, employees who feel valued at work and involved in decision-making may be more likely 
to commit to their roles. This research offers a further explanation regarding the same using 
Herzberg's two-factor model that is based on intrinsic and extrinsic motivation factors. For instance, 
intrinsic motivators may constitute meaningful work and personal growth while extrinsic motivation 
factors can be an employee's salary and job security. Adopting a similar multi-faceted strategy and 
remuneration model blends financial incentives with strong leadership or employee recognition 
effectively. Multiple resources utilized in the study further acknowledge that investing in better 
training programs, and clearer and honest recruitment processes are linked to high retention rates. 
However, the latter and misaligned job expectations, let alone in the IT sector, can lead to frustration 
and employee dissatisfaction. This study uncovers that Apple and other UK employers should 
heavily benefit from strategic retention plans, inclusive work cultures and practices. These insights 
suggest that modern business leaders need to look beyond traditional HR roles. Instead, it is essential 
to adopt more holistic approaches or views of the employees' experience to encourage their 
willingness to stay. 

5.2. Summary of the Research Findings and Outcomes 

The research findings primarily show that employee retention strategies hugely influence 
corporate performance within and beyond the IT sector. Some of the prominently identified retention 
strategies include maintaining work-life balance at work, flexibility in work policies, fair 
compensation and inclusion in management practices. Most resources used highlight that modern 
employees respond positively to remote work and leadership styles that favour personal expression, 
collaboration and a better culture. On the other hand, rigid work schedules, unclear job expectations 
and unfair compensation were linked to high turnover rates. The research highlights the rising 
relevance towards transparency in hiring and training practices. Furthermore, competitive 
compensation models emerge as essential but do not necessarily guarantee to create the sufficient 
work environment for high retention rates. Most workers' demands are also heavily aligned with 
professional and personal growth. Thus, it is essential for employers to regularly consider the best 
upskilling opportunities, and recognise top contributors and other benefits. 

5.3. Original Contribution of the Research 

This research fairly contributes new insights to both academic and business communities by 
offering a detailed qualitative analysis of talent retention within the UK and the IT sector, let alone at 
Apple. While most of the existing and used literature is quantitative in nature, this case study strives 
to fill a critical gap by exploring some of the key employee motivations and business responses to the 
same using a qualitative approach. For business managers and UK HR practitioners, this research 
offers a practical framework that can be used to enhance retention by aligning corporate policies with 
the modern employee's expectations. Other aspects like the emphasis on interpersonal relationships 
and corporate culture as modern retention tools further represent the evident shift from transactional 
approaches to more transformative human-centred management strategies. 

5.4. Limitations of the Research 

While these insights are undoubtedly valuable, this research has limitations as it is 
geographically confined to the UK business environment. Thus, the conclusions of the study may not 
necessarily apply to some regions with different labour laws and cultural values. Also, the primary 
focus on Apple UK's operations limits the generalisation of certain findings to other sectors and 
organisations. Despite being rich in context and depth, this case study also majorly relies on 
qualitative methods and this approach arguably limits the ability to statistically analyse some broader 
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patterns across a larger population. These aspects highlight the need to use broader sampling and 
mixed research methods that could build on these findings. 

5.5. Recommendations/Areas for Further/Future Research 

Based on the research findings, it is recommended that UK business leaders prioritise more 
flexible working arrangements, involve workers in decision-making, and create more immersive 
leadership programs that focus on emotional intelligence and better communication. More 
importantly, the remuneration programs may need regular readjustment to reflect inflation, national 
policy changes, responsibility and additional benefits. This approach may be an added step towards 
building loyalty and recognising contribution more effectively. It is also advisable to emphasize 
transparent and realistic hiring practices that can ensure there is a better match between advertised 
roles and potential candidates. 

5.6. Chapter Summary 

This chapter offers remarks and recommendations based on the research to further affirm that 
employee retention plays an essential role in reshaping corporate performance. The research findings 
acknowledge that a combination of flexible work policies, fair employee compensation, ideal 
leadership and transparency are essential in retaining top talent. However, the research faces 
limitations due to scope and the methodology used but it makes meaningful contributions to theory 
and practice. The case study also opens avenues for future research that can help refine and enhance 
some of these conclusions using more performance metrics, turnover ratios and other aspects. 
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