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ABSTRACT

Studies on female employee turnover in service
sector businesses published between 2012 and
2022 were subjected to a methodological
evaluation. This review methodically chose 31
journal papers detailing employee turnover in
female dominated industries. Articles were
evaluated based on methodological decisions
such as type of data and data sources, data
collection method, sample techniques, overall
research design, data analysis method, validity,
and reliability.

Researchers employed various methodological
viewpoints to perform their studies, as evidenced
by the review's findings. The majority of studies
in the subject took a quantitative approach, and
all studies describing employee turnover in
female-dominated industries were field studies
with a cross-sectional design. Primarily,
grounded theory served as the foundation for
qualitative studies in this field. There were
significant methodological inadequacies that
could be addressed in future research.

Moreover, significant recommendations were
made about the selected studies reliability and
validity measures

1. INTRODUCTION
Many organizations have struggled to overcome
a problem of high employee turnover. Numerous

academics have conducted conceptual and
empirical research in an effort to comprehend the
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phenomenon of employee turnover and identify
its primary causes.

Since 2019 (pre-pandemic), more than one
million American women have missing from the
labor force (U.S. Chamber of Commerce, 2022).
Lim & Mohd Rasdi (2019) identifies that the
majority of married women professionals leaving
the workforce are affected by factors, such as
workplace inflexibility, long working hours, and
high volume of work, as opposed to "opt-out”
factors, which focus on the biological and
psychological "pulls” that lure women back into
their traditional motherhood roles, and many lack
the confidence to reenter the workforce.

U.S. Chamber of Commerce (2022) identifies the
ever-increasing cost of childcare for infants as
another key factor discouraging women from
reentering the workforce, which is also impacted
by factors such as mothers mistrusting the
childcare system due to the massive increase in
daycare negligence lawsuits.

This issue  of high female

employee turnover has affected a number of
organizations.  Inboth the  manufacturing
and service sectors, organizations with a
preponderance of female employees have felt a
significant impact. The service sector/ industry
has been the most impacted as some businesses
are unable to replace female employees in the
service sector due to cultural and social norms,
and in some instances, legislation. Even though
numerous systematic literature reviews have
been conducted on employee turnover as a
whole, only a small number of SLRs have been
conducted to provide methodological insight on
female employee turnover. There has been no
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direct systematic literature review evaluating the
methodological choices used to study the factors
influencing employee turnover in service
industries dominated by women.

This paper intends to evaluate the methodology
used to investigate the factors influencing
employee turnover in female-dominated service
industries. This review will evaluate the validity,
reliability, and credibility of previous empirical
studies on the factors influencing employee
turnover in service industries dominated by
women. This review will also profile the
methodological choices in work factors
influencing employee turnover in service
industries dominated by women, assisting
researchers in identifying methodological gaps in
the field.

The remaining sections are organized as follows:
The following section will discuss methods used.
The subsequent section will detail the findings of
the systematic review. In the final two sections,
implications and recommendations will be
discussed.

2. METHOD

2.1. Selection of Literature and Inclusion and
Exclusion Criteria

Due to the restricted scope of the selected
research topics, identifying what to exclude and
what to include in the Systematic literature
review is essential (Gaur & Kumar, 2017).

In order to establish the credibility of the chosen
material, a systematic search of the literature was
conducted to identify only journal articles that
had been peer-reviewed. Moreover, it was
decided to include only articles published
between 2012 and 2023, as workforce trends
have  shifted significantly since 2012, with
many workfrom-home jobs and a whole new
flexi work time availability due to the gig
economy (Maureen & Gerstle, 2020). In
addition, it was determined that only empiric
journal articles would be used, as the objective is
to review the methodologies of previous studies.
Furthermore, the selection criteria were limited
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to studies conducted in female dominated service
industries, as the focus of the paper is to
systematize a reflection on methodologies on
previous research pertaining to employee
turnover in female-dominated service industries.

After determining the inclusion and exclusion
criteria, a systematic literature search was
conducted using the Primo search engine
available at the Plymouth University Library.
This search engine enables access to
multiple databases via a single portal. For this
study, all Primo-accessible databases were
utilized to determine the total number of relevant
studies. A major advantage of using the Primo
search engine is that it excludes predatory journal
articles, thereby enhancing the study's
credibility.

Primo's advanced search function was used to
locate relevant articles for this review. Therefore,
the following algorithmic statement was used to
retrieve articles about employee turnover in
service industries dominated by women.
(employee turnover OR staff turnover OR
employee retention OR staff retention) (Female
employee OR female workforce)  (service
industry OR service business )

The initial search result returned 583 articles.
The number was then reduced to 518 by selecting
full-text peer reviewed articles. The addition of a
time frame between 2012 and 2022 further
restricted the search to 350 peer-reviewed
articles. The aforementioned inclusion and
exclusion criteria were then applied, and 31
articles were selected for analysis. (Achinstein et
al., 2010; Andrews & Mohammed, 2020;
Auerbach et al., 2010; Basnyat & Clarence Lao,
2020; Blomme et al.,, 2010; Brannan, 2015;
Burns & Christie, 2013; Campbell et al., 2020;
Chaacha & Botha, 2021; Chiao et al., 2021,
CHOl et al., 2020; Choi, 2020; Donoghue, 2010;;
Halter et al., 2017; Johnco et al., 2014; Jolly et
al., 2022; Kashyap & Rangnekar, 2014; Kothari
etal., 2021; Lee etal., 2018; Lim & Mohd Rasdi,
2019; McCartney et al., 2022; Modau et al.,
2018; Noranee et al., 2021; Renaud et al., 2017;
Roy et al., 2017; Sainju et al., 2021; Schaap &
Olckers, 2020; Shah et al., 2020; Swanepoel &
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Saurombe, 2022; Wilkens, 2020; Yang et al.,
2019)

3. ANALYSIS OF CONTENT AND CODING

Since this is a methodology focused review. The
analysis  will center on methodological
considerations. Due to the lack of expertise in
developing a coding mechanism(Potter & Levine
Donnerstein, 1999) and the inability to locate a
previous systematic literature review pertaining
directly to the topic (Krippendorf, 2004), we
utilize a coding mechanism identified by Gaur &
Kumar (2017), where clear directions are given
regarding the categories used in coding for a
methodological reviews, which we will be using
as the standard.

The categories used are as follows ;

1. Type of data & data sources

2. Data collection method

3. Sampling technique

4 Research design (Qualitative,

quantitative, multimethod) & Type of analysis
(cross-sectional or longitudinal)

5.
6

Type of interpretation

Check for validity and reliability of results

3.1. Type of Data & Data Sources

When conducting an empirical investigation, it is
crucial to identify the data type and source from
which the data was collected. Whether the data is
primary or secondary, internal or external.
The type of data source as well as the credibility
of the chosen source will have an effect on the
validity based on the research objective, as the
timeliness and relevance of data play a
significant role in any successfully conducted
research (Potter & Levine Donnerstein,
1999).This review focuses on determining the
type of data used in the selected papers as well as
the veracity of the sources from which the data
were obtained.

3.2. Data Collection Method

In this review, data collection techniques were
classified as follows: survey, structured
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interviews, semi structured interviews, in-depth
interviews, diary, focus group, archive data, and
others. In addition, research were categorized
according to the number of data sources
employed. Therefore, if a study used many
sources, it was recorded as ‘multisource,’ and if it
just used one, it was coded as 'single source.’

3.3. Sampling Technique

In an empirical investigation, the ability to
generalize depends mostly on the kind of
representativeness. Eight sample approaches,
including probability and non-probability
methods, were employed in the coding process.
Random, stratified, clustered, convenience,
snowball, purposeful, quota, and respondent-
driven sampling procedures were used.

3.4. Research design (Qualitative, quantitative,
multimethod) & Type of analysis (cross-
sectional or longitudinal)

Research design provides crucial structure for the
researcher to conduct research and greatly guides
the data collection and data analysis processes
(Bryman 2012). For this review, research design
methodological options were classified as
follows. The study was first categorized based on
whether it employed a quantitative or qualitative
methodology (categorized in regards to inductive
and deductive). Secondly was encoded according
to whether it was multi-wave (longitudinal) or
cross-sectional. Finally, papers were categorized
based on study settings, such as whether they
were field studies or laboratory studies. In this
context, laboratory research is one in which
examples, scenarios, or vignettes were utilized to
assess the views of respondents.

3.5. Type of Interpretation (Data analytical
Method)

Casper et al(2007) .'s categorization for coding
was utilized to assess the methodological
choices surrounding the data analysis; the same
was used by De Alwis & Hernwall's (2021)
methodological study relevant to work life
balance. It is as follows ;

1. Simple
correlation, t-tests)

inferential  statistics

(e.g.
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2. Techniques to examine one dependent
variable (e.g.Multiple regression, anova)

3.
dependent variables (e.g. manova, mancova)
4,
relations (e.g. structural equation models)

5. Techniques to examine the structure of
data (e.g. exploratory factor analysis)

6. Repeated measures (e.g. time series,
repeated anova)

7.
analysis)

3.6. Validity and Reliability of Results

According to Bryman (2012), the ability to
generalize research findings is contingent on the
validity and dependability of the collected data.
Therefore, it is essential to comprehend whether
the appropriate instruments were used to measure
the concepts relevant to the study.

Techniques to examine multiple

Techniques to examine multiple

Qualitative analysis (e.g. content

First, the type of scale used in the study (existing
scale adapted or new scale) was coded
separately, followed by coding based on the
availability of valediction and reliability testing
evidence in studies.

4., RESULTS

4.1. Type of Data & Data Sources

All 31 (100%) of selected articles use primary
data as the data used in the study. No secondary
data has been used in any of the studies and all
data collected is through primary data sources

4.2. Data Collection Method

Ninety percent of papers (29) employ surveys as
the major method for collecting primary data.
While 2 papers use semi structured interviews to
collect data. One article collects data from its
participants through a survey and a semi
structured interview. 23 out of 31 studies
collected data from single sources while the
remaining collected data from multiple sources.

4.3. Sampling Technique
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8 (25 percent) of the 31 articles utilized the
convenience sampling method, while 13 (41
percent) utilized the clustered sampling method.
Two articles used probability-based sampling,
while eight utilized non-probability-based
sampling. Sixty percent of the reviewed
quantitative studies employed cluster sampling.

Research design (Qualitative, Quantitative,
Multimethod) & Type of Analysis (cross-
sectional or longitudinal)

The majority of studies on employee turnover in
the service sector (i.e., 80 percent or 28 out of 31)
used a quantitative approach in their research
design, while two (6 percent) used a qualitative
approach and one employed a mixed
methodology. 67% (21 articles) utilized the
cross-sectional method, while 33% (10 articles)
collected data from respondents more than once.
All studies reviewed here are field studies.

4.4. Type of Interpretation (Data Analytic
Method)

58 percent (18  papers) of examined studies

employed simple inferential statistics to

analyze and report data, with correlations,
standard deviation, and the mean being the most
common tools. Two  researchers employed

MANOVA and MANCOVA to investigate
numerous dependent variables. While seven
researchers (22 percent) employed data modeling
to interpret various relationships. One article
employed multiple regression to understand data.

4.5. Validity and Reliability of results

Twenty-five of the thirty-one studies examined
(80 percent) utilized explicit variable measuring
methods.

Sixty percent (15 articles) of the studies that
employed variable measurement utilized existing
scales, while thirty-two percent (eight articles)
altered the existing scales to their study aims and
two studies created new scales for their research.

Regarding the evidence of validity, 64% (20
papers) addressed the validity —measures
performed in the research, while 38% (11
articles) did not. Eighty-three percent (26
articles) of the publications reported the

study's reliability measures, whereas
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seventeen percent (5 articles) did not provide any
evidence of reliability.

5. DISCUSSION

Based on the sort of study employed, the
discussion portion is divided into two sections.
Evidently, the bulk of the evaluated research is
quantitative (28/31); hence, the emphasis of the
first section will be on quantitative research
reviews. Only two of the reviewed publications
were qualitative and employed the mix method;
therefore, part 2 of the discussion is devoted to
the use of qualitative and mix methods in
research projects.

5.1. Quantitative Research
5.1.1. Data collection

As seen in the results section, it is evident that all
considered papers utilized primary data to
conduct research. It was evident that the most
preferred method for collecting quantitative data
in studies of factors influencing female employee
turnover was the survey method (28 articles).
This skew towards the use of questioners
demonstrates a preference for the collection of
quantitative information through the use of
questioners ( mainly online questionnaires ). This
may be due to factors such as the fact that
collecting data from larger samples using
primarily online questionnaires may be both cost
and time efficient. Understanding the
phenomenon of employee turnover in female-
dominated industries in multiple regions, as
opposed to a single region, would be facilitated
by access to geographically diverse samples,
which would enhance the efficacy of future
research (Adkins and Premeaux 2014;) However,
there are disadvantages associated with the use of
online surveys, such as identifying the
respondent's authenticity and the reluctance of
respondents to click on shared links due to
security breaches (Toepoel 2017).

When attempting to comprehend why female
employees leave their jobs, it is crucial to
consider not only the female employee, but also
her complex networks of relationships within and
outside the  organization.  Consequently,
obtaining information from family members,
coworkers, and supervisors is crucial. However,
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the review revealed that the majority of data was
obtained from a single source as opposed to

multiple sources, creating bias in certain
circumstances.

5.1.2.  Sampling method

Numerous researchers contend that the

generalizability of a study is a crucial factor.
According to Bryman (2012), generalizability is
the capacity to extend beyond the specific
context in which the research was conducted.
The generalizability of the study is contingent
upon the representativeness of the sample
chosen.

When examining the sampling methods used in
the reviewed articles, it was determined that the
majority (41 percent) employed clustered
sampling, 25 percent employed convenient
sampling, and only two of the 31 papers used
random probability sampling. No evidence was
presented in the selected papers for the ability to
represent every aspect of the population,
removing the ability to generalize research
findings.

Due to numerous instances of practical
constraints, such as the inability to recruit
respondents, the availability and willingness of
respondents, and primarily the cost incurred, the
majority of quantitative studies employ the
convenience sampling method. If additional
research is conducted in this area and if such
limitations are encountered, it would be prudent
to increase the variety of sample characteristics
(Etikan, Musa, and Alkassim 2016)

5.1.3. Research design

Although there has been no areafocused
systematic literature review on female employee
turnover in service industries, there have been
numerous methodological reviews on the
research methods utilized in Employee turnover
studies. Similar to these findings on employee
turnover, it has been determined that the majority
of studies on female employee turnover employ
guantitative methods. According to Berman
(2012), this shift in scale toward a preference for
quantitative studies is attributable to preoccupied
perceptions because quantitative studies permit
the precise measurement of variables, as well as
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the ability to generalize research and repeat
findings.

These concerns were evident in this
methodological review, as the  majority  of
quantitative studies (60 percent) employed the
modification of existing scales.

In the above review none of the articles selected
utilizes an experiment type research. But more
insight to the phenomena could be understood if
a coupled with an experimental type of research.

The majority of studies evaluated casual
interferences using cross-sectional data. Due to
its common method bias in comparison to
multivalve designs such as this has been
questioned and criticized by the ~ academic
community (Bryman, 2012). Variations in
study responses are not attributed to the true
dispositions of the participants, but rather to
nature outside the instrument (Mcgongle 2017).
This would be a significant obstacle in
determining why a former employee left the
workforce. However, when skewed the reviewed
articles, we found that approximately 80 percent
of articles published after use a longitudinal
approach.

5.1.4.

The majority of the reviewed quantitative articles
relied primarily on inferential statistics, such as
mean correlation and standard deviation.
Nonetheless, the multiple hierarchical regression
method was wused to synthesize causal
relationships between variables. The application
of structural equation modeling to comprehend
multiple relationships between variables was
observed.

Data analytical Strategies

Further use of multilevel modeling in the study
area could further reduce bias, as it could be
adjusted to reduce bias in compression relative to
conventional measures. Moreover, the ability to
handle unequal group sizes effectively through
the use of multi-level modeling would further
improve the reliability of data analysis (Kenny,
Kocharis, and Bolger 2003).

Validity and reliability measures According to
the current review, 24/28 (85%) quantitative
studies reported reliability measures, whereas
18/28 (64%) quantitative studies presented
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reliability measures. All studies discussing
reliability utilized Cronbach's Alpha as their
guiding instrument. Vasken, Beaman, and
Saponaria (2017), along with several other
scholars such as (Schmitt 1996), criticize the
measurement's validity on the grounds that a
large number of items on a scale invariably report
a higher alpha value, despite the fact that data are
not consistent. In addition, alpha calculations
assume that all constructs are unidimensional,
which is not always the case. According to
Schmitt  (1996), this can conceal data
inconsistencies. Therefore, the lack of use of
other tools to establish reliability in the area of
study must be addressed.

5.2. Qualitative Research & Mixed
5.2.1. Methods

Two of the thirty-one chosen articles were
qualitative studies, and one was a mixed-method
study. Contrary to quantitative studies,
qualitative studies argue that it is a socially
constructed phenomenon (Bryman, 2012),
and employee turnover is a social phenomenon.
The qualitative approach is more emergent and
adaptable, and therefore better suited to
uncovering complex phenomena employee
turnover (Beigi and Shirmohammadi 2017).

As stated in the results section, both qualitative
studies were conducted on the field. None of the
two studies included in the review employed a
multiple-wave model. Using a longitudinal
design increases the researcher's ability to
understand the factors influencing females to
leave service sector industries in a more in-depth
manner, as the researcher is able to develop a
stronger rapport with the participant in order to
obtain subsurface data (Thomson and Holland
2003).

Both Studies have employed valid sampling
techniques. As it is customary to use small
sample sizes, the use may be justifiable;
however, questions remain regarding the
generalizability of the results.

Both qualitative studies collect data through
semi-structured interviews. When an in-depth
examination of a phenomenon is required, semi-
structured interviews are optimal. According to
the study of female employee turnover using
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semi-structured interviews, researchers would
once again be able to delve deeply (Given 2008).

The grounded theory is utilized in both
qualitative studies to analyze research findings.
The grounded theory is the most commonly used
qualitative data analytic framework (Bryman,
2012), and it enables the researcher to develop
concepts about the discrete phenomena revealed
by data analysis. Some critics contend that it
violates the social construct by attempting to
objectify people's experiences (Bryman, 2012)
and in some cases employing a different method
to analyze quantitative data would be suited over
the grounded theory.

Positive critics of the qualitative method argue
that the studies are too subjective and difficult to
replicate (Bryman, 2012). In addition, the
subjectivity of qualitative research and the ability
to make decisions based on the flow of nature
make it more difficult to validate data. The two
articles under consideration lack measures to
validate the research procedure. Some
postpositivist and interpretivist scholars have
proposed alternative frameworks to enhance the
rigor and reliability of qualitative research
(Malterud 2001; Morrow 2005; Whittemore,
Chase, and Mandle2001; Polit and Beck 2010;
Shento  2004). Consequently, qualitative
researchers must be conscious of the
methodological decisions they make in various
aspects of their research, including: * Credibility
(similar to Internal Validity) ¢ Transferability
(similar to External Validity) Dependability
(similar to Reliability) Verifiability (similar to
Obijectivity) And could use this to increase rigor
and credibility.

5.3. Mix Method

One of the thirty-one articles selected for the
review uses a combination of questionnaires and
structured interviews to collect research data.
Following pragmatic research philosophy, mix
methods (Bryman, 2012). Even though the mix
method combines qualitative and quantitative
research, it is essential to note that it is not
superior to either quantitative or qualitative
research. In the case of studying the factors
influencing female employee turnover in the
service industry, however, the use of mixed
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method research would help overcome the
limitations of selecting a single type of research
and permit a more thorough examination of
complex phenomena.

6. CONCLUSION

This methodological overview of research on
female employee turnover in service sector
companies offers a comprehensive picture of the
methodological choices made by scholars who
have investigated the problem. This evaluation
found that researchers investigated factors
influencing female employee turnover from a
variety of methodological  perspectives.
However, there are a number of methodological
gaps that might be filled by future studies.

Quantitative  researchers should prioritize
selection problems, such as the
representativeness of the sample they select, in
light of the parametric data analysis techniques
they employ in their studies. Random sampling
strategies are optimal if their implementation is
practicable. In addition, it is suggested that
additional multi-wave research be conducted in
the field in order to address problems with causal
conclusions in quantitative studies. Clearly,
researchers in this field rely excessively on
Cronbach's alpha as the only metric of
trustworthiness. Nonetheless, in light of recent
criticism, researchers must utilize alpha values
with caution when discussing dependability.

Based on this evaluation, qualitative
investigations have exclusively employed
grounded theory as their data analysis

methodology. Researchers have abundant access
to qualitative methodologies suitable to
qualitative data analysis. In addition, researchers
might investigate data using numerous data
sources, such as focus groups, rather than

depending excessively on  semi-structured
interviews.
In their  articles, qualitative

researchers must explicitly explain and defend
their methodological choices. This explanation
would contribute to the study's validity and
reliability. In addition, researchers might
potentially  use  mixed  methodological
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approaches to examine the turnover of female
employees in service sectors.

There are some limitations to this evaluation. The
shortlisted papers are selected solely from the
PRIMO database at the University of Plymouth
Library. A wider variety of publications might
have increased the validity of this analysis.
Despite these limitations, this analysis provides
an excellent starting point for future researchers
who wish to investigate the variables influencing
female employee turnover in service sector
businesses.
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