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Abstract
Introduction 
In this chapter, the research background has been created through contextualisation of the HR practices of employee retention strategies and employee training practices in the hospitality and tourism industry in the UK. The chapter has pointed out the presence of critical gaps around the world with poor career development as a driver of departure, and as a result of low compensation. Integrity of training programme effects, effects of retention strategies, and correlations between job satisfaction and strategic suggestions are addressed. The research importance is formulated with the hospitality sector workforce instability, high turnover cost, and implications for the performance of the organisation.
Literature Review
The literature review provides an evidence synthesis in four interrelated thematic areas that discuss the phenomenon of retention and training. Training programmes that are carried out well boost employee morale, loyalty, and commitment to the organisation, minimising voluntary turnover. Secondly, the comprehensive multipronged retention strategies incorporate financial incentives with non-financial ones. Thirdly, the training programmes of employees have a positive connotation with job satisfaction due to increased competence and professional identification. Herzberg's Two-Factor Theory and Social Exchange Theory serve as a strong theoretical basis of motivation and the mutual relationship between the organisation and employee.
Methods
In this chapter, strict methodological designs are applied using interpretivism philosophy that is consistent with an inductive approach and exploratory research design. The thematic analysis is informed by secondary qualitative data collection of documents and reports in the organisation, and scholarly literature, to detect patterns and relationships. Convenience sampling would be beneficial in providing practical data accessibility, including natural limitations. The ethical issues guarantee the protection of intellectual integrity, the authenticity of the source, and safeguarding organisations' confidentiality. The methodological proposal can offer an in-depth study of the complexity of retention and training without any limiting theoretical provisions.
Findings and Discussion 
The results achieved prove the effectiveness of customised training programmes in terms of improving the engagement of employees, their sense of confidence, and motivation. The combination of competitive remuneration, the prospect of career growth, and conducive working conditions can greatly mitigate staff turnover and increase commitment in organisations. Job satisfaction is formed with a high score of the positive correlation connected with the employee training initiatives based on enhanced competence and professional recognition. Communication and training customisation are important success factors. The synthesis of empirical data using thematic analysis supports the idea that the most effective retention results of hospitality organisations are achieved through multifaceted strategies.
Conclusion and Recommendations
The study concludes that training and retention activities have a great influence on the stability of the workforce and organisational performance in the UK hospitality industry. There are six recommendations: customised training development, clear career progression, competitive pay alignment, whole person, effective managerial communication, and retention analytics using data. Organisational change is achieved systematically with the help of practical implementation strategies such as quarterly training calendars, mentorship schemes, flexible scheduling, and retention committees. This study brings valuable contributions to the literature on hospitality management as well as offers useful insights to practitioners who want to improve retention and development efficacy.
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[bookmark: _n0wenws9qspe]Chapter 1: Introduction
[bookmark: _ootzplpujgxh]1.1 Research Background and Overview of the Case Study
Employee retention along with training strategies impact the UK hospitality as well as tourism industry with the help of improving job satisfaction, boosting business performance and reducing high turnover rates. Qi et al. (2024), stated that effective strategies for employee retention can be providing competitive compensation and work life balance with fostering a positive working environment.  Additionally, implementing comprehensive training programs for the better usage of modern technologies along with including coaching and mentoring followed by offering clear opportunities for growth can be helpful for training strategies and employee retention in the UK’s hospitality and tourism industry. The respective research is based on the case study of Hilton Hotel. Hilton Hotel had a total of 24 brands which led to more than 8,000 establishments across the globe such as the UK, US, Iceland, Australia and others (hilton.com, 2025). Reports revealed Hilton world wide’s revenue has reached to $11 billion (statista.com, 2025). Furthermore, the research helps to explore the impact of employee retention and training strategies in the hospitality and tourism industry in the UK considering the case study of Hilton Hotel.
[bookmark: _meznmxik6rud]1.2 Research Aim and Objectives
Aim 
The aim of the research project is to analyse the impact of employee retention and training strategies in the UK hospitality and tourism industry in the context of the case study of Hilton Hotel.
Objectives 
· To evaluate the impact of training and development programs on employee retention at Hilton Hotel in the UK
· To identify the effectiveness of Hilton Hotel’s current retention strategies in addressing high staff turnover in the hospitality and tourism industry
· To determine the relationship between employee training initiatives and job satisfaction among Hilton Hotel employees
· To recommend strategies for enhancing training and retention strategies at Hilton Hotel to improve long-term workforce stability and organisational performance
[bookmark: _78grj5mdrf5s]1.3 Research Questions
Q1: What is the impact of training and development programs on employee retention at Hilton Hotel in the UK? 
Q2: How does Hilton Hotel’s current retention strategies affect in addressing high staff turnover in the hospitality and tourism industry?
Q3: What is the relationship between employee training initiatives and job satisfaction among Hilton Hotel employees? 
Q4: What are the recommendations for enhancing training and retention strategies at Hilton Hotel to improve long-term workforce stability and organisational performance?
[bookmark: _wf7t226n066x]1.4 Research Rationale and Significance of the Research
Based on the reports, 41% of the employees across the globe revealed that lack of career development measures is the reason for quitting the job (statista.com, 2022). Apart from this, 36% of employees stated that inadequate compensation is the reason to quit jobs (statista.com, 2022). Considering this, lack of focus on the issues faced by the employees along with failing in meeting the demands can negatively impact on retaining employees in organisations operating in the hospitality and tourism industry in the UK such as Hilton Hotel. The respective research is significant as it helps to identify challenges in employee retention and training initiatives along with measures to overcome. 
[image: ]
[bookmark: _sqzp6v6qjki9]Figure 1.1: Reasons for Quitting Jobs
(Source: statista.com, 2022)
[bookmark: _lm72f47180tc]1.5 Structure of the Research Report
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[bookmark: _n1uyzruple4e]Figure 1.2: Structure of the Research Report
(Source: Self-Created)
[bookmark: _iexcszgp2ca4]

[bookmark: _cs674qyutj1h]Chapter 2: Literature Review
[bookmark: _alicxawn2n7j]2.1 Chapter Introduction
The respective chapter helps to review multiple literatures that are beneficial to analyse the context of the research effectively with analysing different perspectives. However, the main purpose of this chapter is to highlight the multiple secondary resources that are related to the employee retention and training strategies of the UK hospitality sector such as in Hilton hotel. In addition to this, the chapter has compared and contrasted the sources with the purpose to make effective placement opportunities and strategies for the company. The chapter also sheds light on the conceptual framework along with the theoretical implications with the integration of “Herzberg's Two-Factor theory” and “Social Exchange Theory” followed by a literature gap. 
[bookmark: _hrrs9isy33yb]2.2 Impact of training and development programs on employee retention in hospitality and tourism industry  
Mampuru et al. (2024), stated that training and development programs can improve employee retention in the hospitality as well as tourism industry with the help of boosting morale, job satisfaction and loyalty as well as providing clear opportunities for career advancement. For instance, employee development along with training programs can decrease the employee turnover in Hilton with the help of showing the investment of the company on employee growth that can foster a deeper connection to the organisational goals. However Mustafa and Lleshi (2024), revealed that investment in employee development and strategy can lead to a more skilled as well as engaged workforce that can directly contribute to both employee loyalty along with overall organizational performance. 
[bookmark: _tjyaxl3sqky9]2.3 Effectiveness of retention strategies in addressing high staff turnover in the hospitality and tourism industry 
Ghani et al. (2022), mentioned that effective retention strategies are significant for addressing high staff turnover in the hospitality sector combined with competitive compensation. In addition, including non-financial factors such as career development, work-life balance initiatives and supportive leadership can be beneficial for Hilton hotel. However, Hoxha et al. (2024), has revealed that a combination of training, financial incentives, clear career paths as well as positive organizational culture can enhance retention rates. Experienced as well as well-trained staff assists in delivering better customer service that reflects higher guest satisfaction. Moreover, transparent communication as well as a system for employees in order to provide feedback are significant for making employees feel valued and heard that can reduce staff turnover (Raza et al., 2023).
[bookmark: _8jvhzuq7etso]2.4 Relationship between employee training initiatives and job satisfaction in hospitality and tourism industry
Iskandar et al. (2024), stated that employee training reflects a positive relationship with job satisfaction in the hospitality and tourism industry as it helps to improve skills, provides a sense of being valued,  boosts confidence along with creating clearer pathways for career advancement. In contrast Albtoosh et al. (2022), mentioned that effective training reflects that the employees are more effective that can lead to higher morale, lower turnover, better guest satisfaction as well as a greater sense of professional achievement. Investment in training can reflect that the employees in Hilton are committed to professional development that can help to achieve the firm's goals.  Furthermore, the sense of being valued helps to increase dedication and morale along with the fact that employees are more likely to stay with an employer that provides continuous learning opportunities (Urme, 2023).
[bookmark: _yzsj25ixn0y3]2.5 Challenges in enhancing employee training and retention strategies and recommendations for hospitality and tourism industry
Ghani et al. (2022), revealed that challenges in the hospitality and tourism industry incorporate low compensation, demanding work environment and high turnover rates due to the seasonal work as well as lack of career growth opportunities. Beside this, long, physically as well as mentally demanding hours, combined with the requirement to meet high guest expectations can lead to burnout as well as low job satisfaction (Abubakar et al., 2022). However, Chang (2024), stated that enhancing training along with creating a more attractive work environment with the help of offering competitive pay, mental health support, flexible schedules along with clear career progression paths can be recommended. Therefore, offering fair benefits, competitive salaries and recognition programs can help Hilton to retain and attract staff. Moreover, implementing flexible scheduling and providing wellbeing initiatives including mental health support can positively impact to address burnout (Shiri et al., 2022).
[bookmark: _wnasjr7dug6r]2.6 Conceptual Framework 
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[bookmark: _pomwal3pamkq]Figure 2.1: Conceptual Framework
(Source: Self-Created) 
[bookmark: _fg26i7ebrg6u]2.7 Theoretical Implications
[bookmark: _rtenbcihbbb0]2.7.1 Herzberg's Two-Factor theory 
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[bookmark: _q7y35oin4ppk]Figure 2.2: Attributes of “Herzberg's Two-Factor Theory of Motivation”
(Source: Saravanan and Vasantha, 2023) 
Based on the perspective of Saravanan and Vasantha (2023), the application of “Herzberg's Two-Factor theory” can be helpful in the attributes of employee retention as well as training. The incorporation of “Herzberg's Two-Factor theory” assists in first eliminating dissatisfaction with the hygiene factors such as good working conditions and fair pay, and then boosting motivation followed by retention with motivators including achievement, growth and recognition (Ghimire et al., 2024). However, Yadav and Sharma (2024), revealed that in employee retention creating a stable foundation with the integration of hygiene factors and then using motivators can shed a positive impact to build true engagement as well as a desire to stay. Moreover, the “Herzberg's Two-Factor theory” suggests designing strategies that focus on career advancement and skill development in the hospitality and tourism sectors such as in Hilton to fulfil motivators, and also ensuring that required training conditions are in place that aid to prevent dissatisfaction.
[bookmark: _p3kp785l1b6b]2.7.2 Social Exchange Theory 
In accordance with the ideas of Xuecheng et al. (2022), the implication of “Social Exchange Theory” can be beneficial in employee retention as it assists to foster a sense of reciprocity, in which employees who feel supported as well as valued are more likely to remain loyal and committed to the organisation. However, in regard to training it helps to make employees more receptive and viewing well designed programs and not just as a cost in the hospitality and tourism industry (Spektor et al. 2023). Beside this, valuable investment that can be helpful to build skills along with future prospects that also increases job satisfaction and lowers the turnover intentions. On the contrary to this, AJOBI et al. (2025), stated that the use of “Social Exchange Theory” can help the leaders and managers of organisations to understand that employees receiving rewards such as fair pay, a positive work environment along with opportunities for development can reciprocate with skills and commitment. Apart from this, employees perceive high organizational support can focus on developing a stronger sense of commitment and increase the retention of employees (Ferdiana et al., 2023). Moreover, well-structured, inclusive training programs in Hilton hotel, through a social exchange factor, can enhance employee competencies along with performance.
[bookmark: _uvv7dcleo9vr]2.8 Literature Gap
In noteworthy gaps included in some of the literature there was lack of information regarding the challenges faced by the employees in organisations in the hospitality and tourism industry such as in Hilton hotel along with the hurdles faced by managers and leaders in enhancing employee retention and training strategies. Apart from this, lack of theoretical implications in some of the literatures were challenged to apprehend the concept effectively. 
[bookmark: _1xje8wsbnymg]2.9 Chapter Summary
It can be summarised that, structured training signals to employees regarding the company investment on the professional growth, can help in boosting morale as well as creates a stronger emotional attachment to organisations in the hospitality and tourism industry such as Hilton that can increase loyalty among employees and higher retention rates. However, there is the presence of multiple challenges that are identified while reviewing different literatures such as demanding work environment and high turnover rates, low compensation followed by lack of career growth opportunities. Moreover, it can be noted that the integration of “Herzberg's Two-Factor theory” and “Social Exchange Theory” can positively impact in analysing the demands of the employees and assists in formulating strategies that can enhance the employee training and development attributes and retention strategies.     

[bookmark: _3erpepnakcqy]Chapter 3: Methods
[bookmark: _22iaxrypq8js]3.1 Chapter Introduction
This chapter outlines the methodology that will be used to support this research on employee retention and training in the Hilton Hotel. It completely defines the philosophy of the research, research approach, research design, and data collection techniques applied in the research. Methodological choices are documented systematically, which promotes transparency during this exploratory case study analysis.
[bookmark: _oxqg5lp58mow]3.2 Research Philosophy, Approach and Design
Interpretivism recognises the fact that the organisational phenomena, especially employee retention in Hilton, are socially constructed and contextual. The philosophical position enables the perception of subtle human experiences, motivations, and practices within the organisations using subjective interpretation (Burns et al., 2022). Theory development through the application of empirical observations and secondary data analysis is done using the inductive approach (Kim, 2021). This method will allow employing the systematic analysis of retention and training policies, which will allow defining the trends and connections in the hospitality sector. Exploratory design is suitable for targeting poorly researched aspects of retention and training integration in the UK hospitality industry (Schifferstein, Lemke and de Boer, 2021). This framework allows flexibility in the investigation of complex organisational phenomena as well as the emerging insights (Saka, Chinagozi and Joe, 2023). The design makes it easy to acquire an overview of the approaches used at Hilton. These were chosen as the methodologies that assist in contextualised interpretation of the complexity of employee retention through interpretivism, inductive reasoning, and exploratory design (Lisa, Rostan and Simo, 2021). 
[bookmark: _s7mbbt8cp5j1]3.3 Data Collection Method, Data Type and Sampling Strategy
The secondary data collection method supports investigating the issues of retention and training in a cost-effective and ethically sound manner without the need to engage the actual participants (Taherdoost, 2021). Secondary sources offer detailed organisational information and allow critical evaluation of existing practices (Cheong et al., 2023). Qualitative data entails the writings and the subject of the organisational documents, industry reports, and academic sources (Busetto, Wick and Gumbinger, 2020). The type of data can be used to develop a subtle insight into training processes, employee experiences, and retention processes at Hilton. Convenience sampling makes use of the easily available secondary data, such as published reports of Hilton and documentation of the hospitality industry (Wild, Kyröläinen, and Kuperman, 2022). This approach makes the data accessible in a pragmatic manner and yet makes the research possible within the institutional constraints (Golzar, Tajik and Noor, 2022). The choice of secondary data, qualitative analysis, and convenience sampling is explained by the fact that they are in line with an interpretative, inductive, exploratory research design (Wickham, 2020). 
[bookmark: _vzqxjty941vz]3.4 Data Analysis and Ethical Considerations
Thematic analysis is a more systematic approach to making identifications, codes, and synthesis of repetitions in secondary data sources (Ahmed et al., 2025). This analysis mode provides an easy way of identifying the emergent themes regarding the employee retention hypothesis, training relevance, and organisational practices (Byrne, 2021). Thematic analysis has been chosen due to its methodical identification of patterns of retention and training without the application of prior hypothesised theory.
Ethical considerations include the need to see to it that the sources of secondary data are authentic and uphold intellectual integrity (Muthanna, Chaaban and Qadhi, 2023). This study follows institutional ethical standards with a greater emphasis on the information. The ethical commitment has guaranteed the responsible production of knowledge in terms of creating credibility and trust (Burrell et al., 2022). Ethical rigour assures the credibility of research, and keeping the academic integrity standards.
[bookmark: _7414jk7cktjz]3.5 Research Timeline 
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[bookmark: _58069d4peeku]Table 3.1: Research timeline
(Source-Self-Created)
[bookmark: _w8in8zcm7p9n]3.6 Chapter Summary
This has been a combined methodology of interpretivism philosophy, inductive approach, and exploratory design, using secondary qualitative data analysis with thematic analysis. The convenience sampling method ensures the accessibility of pragmatic sources and also promotes ethical rigour. The methodological framework allows conducting a thorough investigation of the research concerning the efficiency of human resource management in the Hilton Hotel.

[bookmark: _un2y93lo1zbj]Chapter 4: Findings and Discussion
[bookmark: _wckbafqk44yu]4.1 Chapter Introduction
The present research has highlighted the current employee retention and training strategies in the UK hospitality and tourism industry such as in Hilton hotel. Considering this aim, the present chapter has highlighted the current employee retention and training strategies in the UK hospitality and tourism sector along with providing suitable solutions for further improvement. However, there are some common issues in the UK hospitality and tourism sector regarding their employee retention strategies that have been mentioned in this chapter as well. The present chapter has been conducted by conducting a thematic analysis along with making 4 themes that are based on the 4 research objectives and supported by the relevant secondary peer reviewed journals. 
[bookmark: _7foeh52nonsk]4.2 Findings
[bookmark: _jjp3m8h165kq]4.2.1 Thematic Analysis 
	Authors 
	Themes 
	Descriptions

	Hassanein and Özgit, (2022)
Bhakuni and Saxena, (2023)
Hosen et al. (2024)
Liu et al. (2022)
Kesheck, (2025)
	“Effective training and development programs can potentially increase the employee engagement in the hospitality sectors of the UK”
	There are different studies which have concluded a variety of opinions regarding the core topic area of this research. For instance, as per the study of Hassanein and Özgit, (2022) it has been highlighted that the effective customised training and development programs for the potential employees can accordingly increase the employee engagement in the hospitality sectors of the UK. Considering this aspect, the studies have also highlighted that if the employees are properly trained, they tend to feel more confident about their capabilities to perform their job duties (Hosen et al., 2024). In addition to these, proper training can lead the employees to get greater motivation and a need to succeed. On the other hand, the study of Bhakuni and Saxena, (2023) has concluded that hospitality specific training processes can significantly help the employees to develop and refine their skills in multiple areas like customer service, technology and operations. In this context, it can be stated that the personalised training can make them feel more valued as well as it shows their commitment towards the company and to their professional growth as well (Liu et al., 2022). Apart from these, the former study has also reflected that the feeling of competency and observing a path for advancement through training and development can directly contribute to higher job satisfaction for the employees. In addition to these, as per the study of Bhakuni and Saxena, (2023) it has been mirrored that the commitment of the employees towards their professional growth states that the firm values its staff that can accordingly foster loyalty as well as reduce turnover. Considering this aspect, the study has reflected that the strategy to provide development opportunities on a daily basis can potentially encourage the employees to ask for ongoing improvement and innovation that can be energising and engaging for them (Kesheck, 2025). For instance, providing effective training in communication, cultural awareness as well as in resilience can potentially improve the ability of the individuals to manage the challenging situations both with the guests and with the colleagues at the same time (Hassanein and Özgit, 2022). 

	Xu et al. (2022)
Preko and Anyigba, (2024)
Ghani et al. (2022)
Han, (2022)
Michael and Fotiadis, (2022)
	“The robust training and career development strategies can boost the employee motivation and decrease the employee turnover in the UK hospitality sectors”
	Different authors have identified a variety of placement strategies that have been considered by the UK hospitality and tourism industry. For example, as per the study of Xu et al. (2022) it has been reflected that the UK hospitality and tourism sectors are currently using the robust training and development programs that can boost employee motivation as well as reduce employee turnover in the UK hospitality sectors. Apart from these, the studies have also highlighted that the most effective way that is being used in this concern is the customised training programs for the employees in order to address the diversified needs and requirements of the diversified employee base (Ghani et al., 2022). Appreciating the view of the former study, there are other different sources that have concluded that robust training and career development strategies can accordingly foster employee motivation and reduce employee turnover in the UK hospitality sector along with making the employees feel more competent, valued and loyal towards their job roles (Han, 2022). However, the improvement is deliberately because they tend to improve their job satisfaction, enhance their skills as well as to demonstrate their commitment to positive growth that has led the companies to get a more engaged workforce. On the other hand, the study of Preko and Anyigba, (2024) has defined that the effective career development opportunities are being given to the potential and hardworking employees in the UK hospitality and tourism sectors in order to retain them effectively for the long run with high job satisfaction. Apart from these, the studies have highlighted that the effective customised training sessions can potentially help the hospitality and tourism companies to eliminate their skill gaps that can lead to better performance and productivity along with a more efficient workforce (Michael and Fotiadis, 2022). Furthermore, based on the above discussion, it can be summarised that a positive and strong commitment towards training can contribute to a positive organisational culture considering the positive support and growth which can lead to better teamwork and a more respectful environment (Xu et al., 2022). 

	Riyanto et al. (2023)
Sadewa and Ridwan (2024)
Siswanto, (2023)
Cik et al. (2021)
Quader, (2024)
	“Employee training initiatives reflects strong relation with job satisfaction as it leads to improved performance, enhanced skills and a greater sense of value and competence”
	Riyanto et al. (2023), stated that employee training initiatives reflect a strong as well as consistently positive relationship with factors such as job satisfaction, specifically due to improved performance, greater sense of value along with competence and enhanced skills. The researcher has also revealed that training helps to directly equip employees with the required knowledge as well as skills that is to perform jobs more efficiently and effectively (Siswanto, 2023). The improvement in the skills along with competence can shed a positive impact in enhancing competence as well as mastery over job tasks that can lead to better performance that can contribute to boosts job satisfaction. On the contrary to this, Sadewa and Ridwan (2024), has stated that better employee training leads to increased sense of value as well as competence. In this regard, increasing investment for employees' professional development might help in reflecting that the company values its employees and helps in ensuring commitment for the long term growth (Cik et al., 2021). It can be illustrated that recognition as well as support sheds a positive impact in enhancing self-esteem, self-efficacy as well as overall sense of value that are the significant drivers of job satisfaction as well as morale. However, Riyanto et al. (2023), opined that effective training programs aligns with the long-term career goals as well as provide clear pathways for promotion and advancement. Besides this, lack of growth opportunities can be the reason for employees to quit. Considering that, providing such measures through training can noteworthy increase satisfaction as well as loyalty. Apart from this, it can be noted that effective training can aid to foster a culture of continuous learning as well as collaboration among management and employees that can contribute to a positive and supportive work environment (Quader, 2024). However, Sadewa and Ridwan (2024), revealed that training assists employees to feel more confident as well as motivated in the allocated job roles. Furthermore, it assists in preventing disengagement as well as burnout with the help of offering new challenges along with opportunities for continuous learning that can lead to higher engagement along with commitment to the organisation.

	Akuffo-Aduamah, (2025)
Arwab et al. (2023)
Kang and Lee, (2021)
Obeng-Tuaah, (2025)
Tukiran et al. (2024)
	“Unengaging training programs and inadequate compensation and benefits can be challenging yet implementing training programmes and offering competitive compensation can be helpful to enhance organisational performance along with long-term workforce stability”
	Akuffo-Aduamah, (2025) stated that unengaging training as well as inadequate compensation and benefits are noteworthy challenges for employee retention in the hospitality and tourism industry. Additionally, it leads to dissatisfaction, disillusionment as well as higher turnover rates (Kang and Lee, 2021). However, such factors can cause employees, specifically new hires, to feel undervalued as well as lack the motivation to stay in organisations that might increase recruitment costs along with this negatively impacting service quality. In contrast, Arwab et al. (2023), implementing training programs along with offering competitive compensation can be helpful in enhancing performance as well as stability in the hospitality and tourism industry. The study has also revealed that, improving training programs can reflect a positive impact in improving employee skills, satisfaction as well as retention that can boost service quality followed by business success (Obeng-Tuaah, 2025). 
On the contrary to this, Akuffo-Aduamah, (2025) mentioned that lack of effective training can lead to reduced efficiency and issues such as theft, poor service as well as high stress might increase in the workplace that can further elevate staff turnover. Considering this, effective training can help in providing a clear path for career progression and reflects the chances to improve employee retention and commitment. Arwab et al. (2023), has highlighted that, training helps to enhance required skills among staff, while competitive pay reflects the sense of feeling valued and secure that helps in reducing turnover followed by hiring costs. The study has reflected that investing in employee training mirrors that the organisation is committed to the growth that increases morale and job satisfaction (Tukiran et al., 2024). However, employee training combined with competitive compensation helps to make employees feel more valued as well as secured in the positions. 


[bookmark: _2w00hvb9avqx]Table 4.1: Thematic analysis table
(Source: Self-Created)
[bookmark: _5jzdq1hqojwq]4.3 Discussion
[bookmark: _x9gc9nxxg0hh]4.3.1 Role of effective training and development programs on the employee engagement in the UK hospitality sectors
The effective customised training and development processes for the talented employees can accordingly increase the employee retention in the hospitality sectors of the UK (Hassanein and Özgit, 2022). In addition to these, effective training can accordingly lead the employee base to get higher motivation and a need to succeed. On the other hand, hospitality specific training processes can significantly help the employees to develop and refine their skills in multiple areas like customer service, technology and operations (Bhakuni and Saxena, 2023). Considering this aspect, the studies have also highlighted that the personalised training can make the employees feel more valued as well as it shows their commitment towards the businesses and to their professional growth as well. 
Apart from these, the previous study has also reflected that the feeling of competency through training and development sessions can directly contribute to greater job satisfaction for the employees. In addition to that, as per the opinion of Bhakuni and Saxena, (2023) the strong commitment of the workers towards their personal and professional growth states that the organisational managers value their staff which can accordingly foster their loyalty as well as reduce employee turnover. In this regard, it can be summarised that the strategy to offer impactful development opportunities to the employees on a frequent basis can potentially encourage them for ongoing improvement and innovation. 
[bookmark: _y9lvdr1p2v3y]4.3.2 Role of current training, career development and positive work environment on the employee motivation and employee turnover in the UK hospitality sectors
The studies have defined that the UK hospitality and tourism sectors are currently utilising the versatile training and development programs in their organisations in order to boost their employee motivation as well as to reduce their employee turnover in their national and international markets (Xu et al., 2022). In addition to these, the robust training and career development strategies can potentially foster the employee motivation rate and reduce employee turnover in the UK hospitality sector combining with the facility to make the employees feel more competent, valued and loyal towards their current assigned job roles. Apart from these, it has also been highlighted that the most effective way that is being used in the UK hospitality and tourism sectors is the customised training programs for the employees in order to meet the diversified demands and requirements of the diversified employee base. On the other hand, the effective career development opportunities are used to be given to the hardworking workers in the UK hospitality and tourism sectors with the purpose to retain them effectively for the long run with high job satisfaction (Preko and Anyigba, 2024). However, the effective customised training sessions can potentially help the hospitality and tourism companies to eliminate their skill gaps, foster their organizational performance and productivity along with a more efficient workforce.
[bookmark: _f6m5hpt6b1mv]4.3.3 Relationship between employee training initiatives and job satisfaction in the hospitality and tourism industry
Based on the perspectives of Riyanto et al. (2023), stated that employee training attributes reflect a strong positive relationship with the job satisfaction factor in the hospitality industry that can lead to higher engagement, morale as well as retention. It can be observed that training can help employees to learn new skills that can help to be competent as well as confident. Additionally, it can be beneficial to boost the sense of value as well as increase the likelihood of staying with the organisation. On the contrary to this, Sadewa and Ridwan (2024), stated that training assists in improving employee skills in areas such as customer service, technology as well as operations that can enhance performance and completing jobs or tasks more effectively. Besides this, if employees feel prepared for the roles can be helpful to increase confidence and can lead to higher job satisfaction followed by engagement. Moreover, increasing investing in training reflects that employees are able to complete the allocated tasks more effectively that can enhance morale and loyalty.
[bookmark: _l8i1uyos3oy0]4.3.4 Hurdles faced in improving training and retention strategies and solutions to improve organisational performance and long-term workforce stability
The hospitality and tourism industry is facing high turnover rates due to poor training as well as compensation that leads to issues in retaining employees that hinders in providing better services to the customers. Based on the perspectives of Akuffo-Aduamah, (2025) stated that a stable workforce is significant for maintaining service consistency as well as organisational knowledge in the highly customer facing industry. The study has also reflected that insufficient bonuses, low wages along with lack of benefits such as health insurance as well as paid time off can be the direct causes of dissatisfaction. Apart from this, it can be noted that employees in demanding roles in the hospitality and tourism industry might leave for better-paying as well as more comprehensive packages in order firms. Besides this, competitive pay can be the foundation for employee satisfaction yet non-monetary rewards along with benefits also play a significant role in keeping staff committed. 
It can be noted that poorly designed training might lead to new employees feeling disillusioned in the process of understanding the reality of the jobs. On the contrary to this, Arwab et al. (2023) has highlighted that, focussing on the implementation of training programs and ensuring competitive compensation might shed a positive impact in improving performance along with stability that can enhance the employee retention factor. However, it can be illustrated that enhancing the training programs can lead to improved employee satisfaction and skills that can lead to increased retention. Apart from this, improvement in the retention of skilled employees can assist in enhancing service quality and achieving the business goals. The study has also revealed that improvement in training in the hospitality and tourism industry can aid to enhance required skills of staff. However, competitive pay can aid to lower turnover along with hiring costs that can enhance cost savings. Moreover, competitive pay along with training programs can reduce employee turnover that can reduce hiring as well as onboarding costs in the hospitality and tourism industry.
[bookmark: _1vczyx7lxkcl]4.3.5 Key Findings
The key findings of the study have highly appreciated the strategies like training and development programs with the purpose to retain the employees in the UK hospitality and tourism sectors. The studies have defined that the effective training and development programs in the organizations can lead the employees to be more unmotivated towards their job roles along with a better sense of working. In addition to these, the studies have also highlighted that most of the UK hospitality and tourism sectors are currently focusing on the diversified employment opportunities for the employees in different corners across the world. 
In this context, it is true that the organizational managers are likely to provide customized training and development programs to the employees for addressing their diversified needs based on their job roles. However, communication can play a valuable and significant role in all these which can accordingly boost the confidence in the employees to work with their surroundings and it can bring collaboration within a very short period of time. Therefore, the organisational managers should focus on their approach to foster communication to improve the training results of the training sessions in the workplaces.    
Based on the above discussed attributes, it can be noted that employee training initiatives mirror positive relationship job satisfaction. The improvement in the job satisfactory cab leads to enhanced performance and greater sense of value in organisations that can increase retention rates in the hospitality and tourism industry in the UK. Apart from this, enhanced employee training with the help of investment for professional development of employees can positively impact in contributing to long term growth. Furthermore, unengaging training programs along with inadequate benefits and compensation are the challenges in the hospitality and tourism industry in the UK. Moreover, integration of training programmes along with offering competitive compensation can positively impact to improve organisational performance as well as long-term workforce stability.
[bookmark: _h5jvqlt92tce]4.4 Chapter Summary
Based on the above factors, it can be summarised that development of effective training as well as development programs can shed a positive impact in increasing employee engagement in the UK’s hospitality and tourism sector. It can be noted that training along with career development strategies positively influence to boost employee motivation followed by decreased employee turnover. Beside this, employee training initiatives positively impacts both job satisfaction and improved performance due to enhanced skills as well as a greater sense of competence and value. Moreover, lack of training programs followed by inadequate compensation and benefits might be challenging. Furthermore, implementing training programmes can aid in offering competitive compensation that can improve organisational performance and employee retention attributes.  

[bookmark: _7e85agesicrs]Chapter 5: Conclusion and Recommendations
[bookmark: _2kl0mwk9acz6]5.1 Conclusion
The study has discussed the effects of employee retention and training on the hospitality and tourism industry in the UK with the use of a specific case study of the Hilton Hotel. The key organisational issues in hospitality are retention and training because the industry is characterised by high employee turnover, unstable demand, and a set of employee motivation factors. The research is contextualised with the philosophy of interpretive research, where the methodology was an inductive approach, an exploratory design, and secondary sources of qualitative data were used. Thematic analysis allowed the research to determine the most important attributes of employee retention and the training effectiveness at Hilton using theoretical bases, like the “Two-Factor Theory of Herzberg” and “Social Exchange Theory”, to provide a theoretical basis for the inferences and recommendations.
The research is based on international evidence, which reveals that employees quit because they do not develop a career in the UK hospitality environment. Hilton is a large international hospitality operator, and it is a prime example of numerous challenges in the industry in retention and training. The main research questions included the impacts of the training programmes on retention, the effectiveness of the current retention practices, the connection between training and job satisfaction, and how these findings would lead to the improvement or enhancement of the organisational practices.
The findings of the review of literature have pointed four thematic areas are the significance of effective training programmes in increasing the morale and loyalty of the employees; second is the need to put in place retention strategies which integrate financial rewards with supportive work environments, career development, and work-life balance; third is the positive relationship between employee training and job satisfaction; and fourth is commonly found challenges such as low pay, demanding work conditions, seasonality and insufficient growth opportunities. The review presented a research gap in studying the actual implementation and performance of retention and training strategies in the hospitality industry.
The inductive approach fitted the interpretivist epistemology that enabled the research to emerge flexibly to draw understanding based on the thematic qualitative data, devoid of rigid presupposed frameworks. It was a well-informed choice of design to investigate this under-researched subject, as complex organisational processes could be analysed. The collection of secondary data, which was based on official reports by Hilton, literature, and industry analysis, made the use of secondary data an effective and ethically sound methodological power. Although convenience sampling was predetermined by the pragmatic considerations related to the availability of data, it was considered a suitable approach to the study because it posed an exploratory nature and allowed a thorough analysis without issues of collecting primary data.
The staff training programmes at Hilton are being adjusted to employee needs to improve the levels of engagement and motivation significantly because of the improvement in skills and confidence. Workers with crucial investment in their development are more committed to their organisation and have lower turnover intentions. Second, competitive pay-based retention programmes, career growth opportunities, and work-life balance are good in reducing turnover at work, as per the Herzberg model. Further, the degree of loyalty developing among the employees is exhibited in the social exchange relationship. Training programmes enhance the level of work satisfaction due to mastery and meaningfulness of engagement. However, there are still issues, including the disparity of payments, fixed working schedules, and a shortage of mental health services. The results support the idea that the effectiveness of retention strategies is not conditioned by the use of pay rates or isolated interventions. The study is critical of the need to ensure that Hilton and other organisations focus on the sustained development of their employees, clear career progressions, and organisational cultures to foster wellbeing and a sense of belonging.
The strategic training and holistic retention policies have a significant influence on employee satisfaction and organisational stability in the UK hospitality industry. The case of Hilton demonstrates that motivators and improved hygienic factors are affected by each other. The research will add to the literature in the field of hospitality-specific literature, covering significant gaps in the existing body of research. This provides practical recommendations that HR practitioners could adopt to improve their talent retention and human resource development. 
[bookmark: _349cpcwa1wll]Linking with Research Objectives
This study has been effective in meeting its fundamental goals as it has effectively tested the effectiveness of training and development programmes in the Hilton Hotel. This determined how well the current retention strategies used by Hilton alleviate the high turnover in the UK hospitality sector. The relationship between job satisfaction and employee training programmes proved to be positive and explained the motivational advantages. The research made justifiable strategic suggestions to improve training and retention, increasing long-term stability of the workforce and the best organisational behaviour at the Hilton Hotel. These findings are consistent with the research objective and questions.
[bookmark: _m5dhcwxd7xmc]Research Limitations
The use of secondary data also comes with limitations inherent in this study, such as the incompleteness of data and biases of the sources. Convenience sampling also limits generalisation to the overall hospitality industry. Lacking primary qualitative or quantitative data will prevent a direct understanding of the employee and management outlook. 
[bookmark: _u8wsr23j5g2o]Future Scope
The research should include primary data collection, such as interviewing employees and conducting surveys that collect lived experiences. The longitudinal studies would provide valuable causal information. The overall sample of the various hospitality organisations within and outside the UK should be expanded to enable comparative studies. The incorporation of mixed methods can enhance knowledge in the area of retention-training interaction.
[bookmark: _lazxpzyrmd4r]5.2 Recommendations and Practical Strategies 
Recommendation 1: Implementation of customised, role-specific training programmes
Hilton needs to come up with unique training programmes that are specific to certain departmental positions, such as housekeeping, food and beverage, customer service, and management. Tailored training makes it more relevant and interesting to the employee, whereby employees are able to translate learning to their day-to-day tasks (Kuna, Hašková, and Hodál, 2022). The target approach is critical in ensuring the allocation of resources is effective and makes training as efficient as possible (Suwarno et al., 2023). Training content development should also be constantly optimised through regular assessment and feedback systems to ensure it is in balance with the emerging operational needs and employee goals in Hilton's properties.
Recommendation 2: Transparent career development pathways and succession planning
Well-defined career advancement plans are needed to minimise voluntary turnover (Samsudin et al., 2024). Hilton should define clear career paths into the management and supervisory positions, including the skills needed, qualifications, and time frames. Succession planning as a formal initiative establishes high-potential employees and offers specific development opportunities (Zhang, Xing and Chen, 2024). Knowledge transfer and connection of relations between junior staff and experienced leaders-Mentorship programmes match junior staff with existing leaders (Malladi and Renuka, 2024). Hilton, through multiple visible promotion avenues, shows an investment in the future of its employees and creates the emotional loyalty they have, as well as saves on recruitment expenses.
Recommendation 3: Competitive remuneration aligned with market standards
Low remuneration has been one of the key reasons behind turnover in the hospitality industry. Hilton should carry out benchmarking of remuneration and benefits packages of other competitors in the UK hospitality industry. In addition to fixed earnings, performance-based incentives, bonuses, and service anniversary bonuses are all additions to financial engagement (Velghe et al., 2024). The aforementioned flexible benefits choices, such as healthcare, wellness programmes, and hospitality discounts, attract different employees and enhance the total reward value (Werner and Balkin, 2021). Honest reporting about the compensation packages and pay growth based on progression makes the financial opportunities clear (Liang and Ruanggoon, 2025). 
Recommendation 4: Prioritise holistic wellbeing and work-life balance initiatives
Stressful hospitality surroundings require full-time well-being packages in regard to physical, mental, and emotional wellness (Kim and Jang, 2022). Hilton should develop convenient facilities such as mental health support, counselling, and stress management programmes. Burnout, which is common in the hospitality industry, should be reduced through flexible scheduling, shift arrangements, and supportive rest schedules. Employee assistance programmes of financial guidance and family support deal with more life stressors, which affect workplace performance (Bouzikos et al., 2022). Cultures of wellbeing should be achieved through regular wellbeing communications and training on mental health awareness (Monteiro and Joseph, 2023). It is an approach that considers the retention of employees with their total well-being (Gelencsér et al., 2023).
Recommendation 5: Development of effective manager communication and support systems
The retention of employees is greatly affected by the everyday contact of the manager with employees, his feedback, and support (Moore and Hanson, 2022). Hilton should invest in a leadership development programme that will promote in its managers communication, coaching, and conflict resolution skills. Frequent feedback mechanisms, such as 360-degree appraisal, one-on-one meetings, reinforce the relationship between managers and employees and allow them to resolve issues (Kandpal, Baroda and Sharma, 2018). Emotional intelligence training also increases the ability of managers to deal with the needs of different employees (Vrontis et al., 2021). Good manager-employee relations turn out to be the most important drivers of retention
Recommendation 6: Implementation of data driven retention analytics and continuous evaluation
Hilton can set up high-order analytics to track retention, exit interviews, and engagement levels of the employees. Proactive interventions can be made by predictive analytics that detect the risk of attrition of key personnel. Surveys on satisfaction, engagement and effectiveness of training presented regularly should be used to refine the strategy (Huebner and Zacher, 2021). Comparison of Hilton-wide retention performance determines best practices and areas of improvement. The development of key performance indicators that connect training investment with retention outcomes, improved productivity, and satisfaction among customers is reason enough to continue the allocation of resources (Sun, 2025). 
Practical strategies 
Solutions that Hilton should introduce can include combined and practical measures in terms of retention and training at the same time. Determining the quarterly training calendar can offer uniform development of skills that are in line with organisational goals (Bandura, 2023). Referral systems, such as employing peer mentorship, will help in passing the knowledge and building relationships. The introduction of flexible work schedules can be an effective solution to various situations of the employees, increasing the work-life balance as well as decreasing burnout (Barck-Holst et al., 2022). Annual compensation auditing against industry using the industry benchmarks will help in the competitive positioning of remuneration. Developing interdepartmental rotation programmes expands the careers and views of the employees. The development of employee recognition programmes serves to reward performance, motivation and organisational dedication (Sikira et al., 2024). Introduction of the exit interview will also be insightful in terms of exit reasons and will be used to correct strategic aspects. Effective leadership, which can be facilitated by developing manager recognition programs, will help to retain. 
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