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Introduction
In current workforce, the role responsibilities of a manager in human resource department encounter many challenges. As a manager, he comes into mediate for the organization, employee and other needs of stakeholders. The latter addresses issues related to interpersonal skills, policies, law and setting up an environment to facilitate a multicultural workforce. Human resource department, therefore, requires a somber and orderly approach to address issues at any given time. The profession calls for a person who is tactful and strategically places business needs and priorities by recruiting staffs who are equal to the task.  Currently under the era of globalization, increasing competition and technological revolution, human resource department has to capitalize on the unique problems that the dynamic environment presents. The paper, therefore, will analyze a human resource challenge, recommend on possible strategies and relevance of proposed approaches.
                                             Problem identification
Organization description 
The kind of organization that I work for is an elaborate retail store that aims at improving customer experience. The organization sources ready manufactured merchandise, repackage them by customer needs and then distribute the goods to various stores across the states. Regarding organizational structure, the company has got departments like logistics, finance, packaging, distribution, finance, sales and marketing, and management. All the departments work collectively in a bid to maintain its clients through good customer care (Bryson, 2004). 
Supply and distribution department receives ready manufactured products and repackages them into designated boxes in line with the customer’s needs. After they have been repackaged, the products would be loaded into various vehicles, according to the needs of regions where they were being destined for distribution. In the course of my work in the company, I realized that the company always keeps on hiring employees monthly. Many staffs were leaving the company quite often, which called for regular recruitments.
Organizational Problem
The biggest challenge that the organization is facing is a high percentage of workers leaving the company and being replaced by new ones rapidly. The persisted problem creates issues of overworked staffs, low employee morale and frequent vacant positions, hence the company incurs a lot of costs. Apart from it being an issue in this company, most of the organizations face the same challenge across the states.  From the high number of staffs being brought on board every month and those leaving the organization after being dissatisfied with their roles, I concluded that high employee turnover was a major challenge for the company. 
It is not normal for any company to be hiring staffs like the company was doing. I also realized that the company’s hiring approach was not one of the best. Just like the other staff members, my credentials were cross-examined during my deployment, but no interview was conducted. With the kind of approach of hiring, I feel contributed to the company engaging the wrong employees. The staffs could show high absenteeism and then later leave the company.
Employee turnover translates to the company losing a bigger number of staffs per year as compared to the overall number of employees. According to research, a high rate of employee turnover has got a negative impact on any company. When poor performing employees exit an organization, it is a plus, but higher staff turnover is a big blow to the organization. Regarding performance, high employee turnover leads to poor performance of a company.  When new staff members are coming on board frequently, it means that the level of experience goes down. When employees have lower experience levels, the chances are that they are do not produce good results compared to those who know what they are used to the job. Lack of adequate experience affects the efficiency of production negatively. Inefficiency in production affects the rate of services and sales satisfaction ratings largely.
With high turnover, the employee morale in the organization is weakened over time. When employees leave every time, it becomes a challenge for the managers to be able to share the company’s goals. The culture of an industry is built on shared values and employee’s norms through working jointly. Low level of production can be as a result of daily disruption because of overall low employee numbers or inexperienced employees without good training. The impact is largely felt especially in the company was a comfort level, and repetition plays central roles than innovation. 
High employee turnover contributes to reduced market return on investment. If at a time when marketing expenses are maintained constant in efforts to attract new clients, return on investment is lower. The reason is that the company loses return customers and client referrals because of low-quality goods or inexperienced employees. The latter rises the rate of a one-time client, hence depressing selling return on outlay.
High worker turnover has got a straight effect on the corporation’s profitability and revenue. Aspects contributing to high cost include recruiting expenses, preparation and labor related costs and even misplaced sales and output. The proceeds can even be greater subject to an employee’s position, business and wage. However the company doesn’t take much when recruiting, I feel it is still an expensive undertaking. 
Employees lose morale as a result of being overworked and huge workload because of lack of trained and active workforce. New staffs are not immune because they may also struggle to learn new job procedures and duties. A continuation of such kind of work environment can make an organization experience difficulties in attracting or keeping high quality talented staffs.
Needs assessment and Diagnosis
In the collection of data regarding employees, turnover challenges can be collected via various ways. The survey would serve as a best data collection tool for such case. The company should embark on the use of questionnaires as a survey tool to collect baseline information. Two of questionnaires should be designed for both employees in the company and those who left the company. In the employee, the questionnaire should address issues like “Why did your colleague leave the job?” or what might compel you to leave the job? For the ones who left the company and perhaps left their mailing address, can find the questionnaire in their mailbox. In their questionnaire could have questions like, what made you leave our Company? 
Besides questionnaires, other approaches like employee’s records and interviews could be adopted as a secondary tool. The data obtained can then be analyzed by use of Excel or any other statistical approach like a mean and standard deviation. With the analysis, it will support in creating decisions on the dynamics that should be done and how to execute them.
Approaches for decreasing elevated turnover rates.
Research shows that almost half of small businesses do fail within the first one and half years where the failure is attributed to the organizational fit. The suitability of an individual to blend well with the culture of an organization can be estimated by undertaking a test that shows employee integrity, background, personal reliability and work ethics. The test will be able to show the way in which their traits integrate with workplace environment and the organization in general. Evaluating cultural fitness would be undertaken within the initial month of the three probation month’s period.
Flexibility is a hiring approach that can highly aid in the reduction of employee turnover rates. Flexibility in an organization makes employees feel that they are much valued and that they are recognized and respected as having needs and being humans. According to a study done by Singh and Loncar (2010) shows that almost 75% of American employees do consider flexibility in the course of their job search. Approximately 40% leave their jobs because of issues related to job flexibility.
Recruitment strategies are paramount to be considered. Minimizing turnover starts with evaluating the current workforce. By examining skills, traits and employee qualifications in regards to the highest performance and those with the longest tenure. Then create a yardstick upon which to evaluate job applicants in the future, so that employees with similar traits are considered during future hiring. Posting of an accurate description of jobs and asking the right and relevant questions during interviews will bring on board the right candidates. An introspective examination of current employees against the qualities that they exhibit. It helps in the development of recruitment strategies that place the HR to get the talented staffs who will stay in the company (Branham, 2012).
It is very important for an organization to adopt and implement the onboard program. It has been found out that the companies which implement on-board programs effectively in the initial ninety days of recruitment get the minimal turnover as compared to one’s who do not. Onboard program is highly considered because it introduces employees to company expectations and its culture.
Employee opinion is another strategy that can be adopted. Exit interviews are normally difficult to undertake. It is not possible to gather information about an employee why they wish to leave until the last day.  Minimizing on employee turnover calls for a proactive measure long before even an employee can decide on leaving the company. It is advisable to administer opinion surveys on a yearly basis. That helps to get the employee’s point of view on workplace and possible ways of retention. At that point, company management can be held accountable for the plan of action and follow-ups of employee’s in line with survey recommendations and improvement.
Managers and supervisors should get leadership training. Ineffective leadership greatly influences employee turnover. Leadership training entails, how to evaluate employees, offer regular and constructive response and model leadership behavior that earns employee’s trust.
Work-life balance strategy. If absenteeism and burnout occur on a regular basis, as a manager, you can explore ways in which company can help staffs achieve work-life balance. Flexible work schedules which accommodates employee’s family and personal obligations can be an option. It is not possible to have all those benefits in place immediately, but with time they are achievable. In a time of implementation, employee’s input is paramount, which ensures that the options perused are of use to the employees (Timms, Brough, O'Driscoll, Kalliath, 2015).
Employee engagement strategy. Disengaged employees are normally not enthusiastic concerning their responsibilities. The reason is obvious that either managers or supervisors are not able to motivate their staff. Recognizing and appreciating employees is an effective technique to motivate employees. According to Herzberg’s theory, giving employees a second chance, additional duties and ways to develop professionally can result in job satisfaction. Engaged staffs experience high job satisfaction and low turnover rates are demonstrated (Band, Shah, Sriram, & Appliances, 2016).
Evaluation of the proposed intervention approaches
Plan to undertake an evaluation of the strategies discussed aimed at reducing employees turnover would be executed as follows. Each of the strategies will be evaluated independently. Evaluation of strategies will be undertaken after every three months because most of the strategies are set for 90 days. Surveys act as the best evaluation and intervention for the strategies. Each of the surveys will include a questionnaire, observations and then interviews (Edenborough, 2007).
In the questionnaire, the organization can have in place questions which assess the intentions, why an employee can decide to leave the job. The questionnaire can feature questions like; what are some social variations that inhibit one from being employed? What exactly do one like about the job?, what are some of aspects that one would resign for?, are you satisfied with your job roles?,  those kind of queries will aid to identify if the freshly recruited staffs are planning to exit work and some of the possible motives which will compels them to abandon the company. 
 A period of ninety days of probation offers a good avenue for assuming constant remarks on newly recruited workers. Supervisors and executives in the administration will be assigned to undertake those observations. Given that supervisors do work closely with employees, they will be in a position to tell which staff is not learning. They will also identify employees who do not fit well with the organization’s culture and also those who are not committed to the course. From that point of evaluation, a supervisor will be in a position to recommend to the best staff who can be engaged on permanent terms. 
Managers will undertake interviews on a monthly basis. The manager will interrogate employees the role of their responsibilities they have been undertaking, that helps to identify those that are committed to learning more in regards to their job position. Talks will also assist to identify one’s who are well adapted to the values of the company. Again with interviews, they would assist the administration to understand every job’s station flexibility. With the kind of evaluation strategy, employees who have been with the company for long will be subjected to it too. For the long-serving group, management can always schedule such interview after every ninety days. Interviews will help come up with minor changes which would create employee job satisfaction. 
Summary
The organization in this study was going through a high staff turnover rate and the menace needed to be handled. Analysis of some of the resignation cases was determined to identify the reasons for the prevailing problem. According to the findings, there were two major factors which greatly contributed to the turnover challenge. They include; wages related policies and job dissatisfaction. Causative factors to the high turnover were noted, they included aspects like a problem in communication, inflexibility of jobs, unfriendly working terms, and poor recruitment processes. Proper strategies to address the challenges were also recommended.
Conclusion
Organizational development is a vital aspect of every company since it addresses all the issues which come up. Every company is subject to experience issues and challenges which leads to minimized performance and productivity. All those challenges arising have to be addressed early enough before a company finds itself in a big mess and counting losses. As it was depicted in this paper, the employee turnover was too high.
I have noted the way the organization was recruiting its staff could have been one of the biggest reasons as to why it was experiencing high employee turnover. For instance, the manner in which I was recruited indicated a total failure on the side of management. From many findings, conclusions were made that employee turnover has got many causes and results to the company reporting low productivity. However, it is critical to undertake a needs assessment through data collection and analyzing to know the exact problem. Once the plan has been executed in line with the decision made, the other critical step is determining whether interventions projected are fruitful.
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