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Investigating the Causes behind Corporate Turnover
[bookmark: _GoBack]How would you evaluate whether the experienced turnover is a problem?
I would gather assert findings from the exit interview process within the firm. This interview process involves conferring with employees who are leaving the firm voluntarily and involuntarily. Those who resign or are forced to resign and the terminated employees are also part of this interview process. The process would give relevant data about the functionality of the firm and possibly highlight areas that need revisiting to reduce the chances of employee turnover. I will solicit information from departed employees about issues that directly link the employee motivation and consequent turnover, and the impact of appreciation and value accreditation programs of the firm (Rubenstein, Elberly, Lee, & Mitchell, 2018). I would take the relevant information acquired from these interviews and compare them to employee attendance and performance at the firm. Any patterns highlighted by this attempt would illustrate the risk of another turnover. I will categorize the information across the relevant departments in the firm and analyze the findings with regards to any departmental changes and process implementation. The data will also be compared and scrutinized besides the current turnover in leadership and management positions.
The supervisors and managers play a critical role in managing department functions and department workforce. I would question those that oversaw the department employees and compare their responses alongside the employee’s interview results. The significance of calling on the supervisors and managers is to ascertain the strength of leadership and the need for refresher training (Arikan, Kantur, Maden, & Telci, 2016). I would also consider the flagged employees from the human resource department analysis of the employees within the firm. The flagged employees refer to the employees marked with the highest chance of leaving the firm voluntarily. Interviews of any of the flagged employees who were part of the turnover would give critical data about the functionality of the firm. Any of the flagged employees who opted to stay at the firm should also be consulted to provide relevant data about the state of the firm. I would then task the human resource department to complete another employee survey to assess and flag any more employees.
What data/metrics would you gather and consider from the HRIS (Human Resource Information System) and/or external sources?
	The Human Resource Information System avails information on remuneration and incentives. The salary packages and the company benefits once vetted purposes of informing on the morale of the workforce with regards to the terms. The information also provides relevant data on retention bonuses and incentives (Hsueh, 2014). HRIS is also the best platform for evaluation of the workforce. It retains data on the employee’s talents and skills, their varied experience before and within the firm, organizational charts, and their task designations with the relevant output. Analysis of the above is critical in assessing the productivity of employees concerning that of the firm. HRIS also manages information transmission through professional channels within the firm. The data on employee self-service, employee recruitment and training, and succession planning aids in consulting the firm’s inclusivity and opportunities for its employees.
	External factors to consider are the cases of competitors’ strength and their capability to capitalize on our firm’s weaknesses.
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