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[bookmark: _Toc222828768]Abstract
This dissertation analyses the influence of organizational policies and training initiatives on employee turnover and retention in ibis Nottingham post-COVID-19. The sector has encountered ongoing labour shortages, evolving employee expectations, and structural workforce instability during the recovery phase. This research used an interpretivist philosophy and a qualitative multi-case study approach, utilizing semi-structured interviews with hotel managers, HR professionals, and frontline personnel to investigate their lived experiences about HR practices. The results indicate that retention is influenced not by singular treatments but by cohesive HR systems that include equitable remuneration, flexible schedule, wellness support, organized onboarding, career advancement, and leadership alignment. Compensation serves as a threshold factor, whereas flexibility and psychological support substantially impact affective commitment. Training fosters engagement and professional identification; nevertheless, in the absence of internal career trajectories, it may inadvertently augment external employability. Leadership behaviour emerged as a significant mediator between official HR policies and employee attitudes. The research theoretically reframes retention as a strategic recovery mechanism and provides practical recommendations for developing cohesive, leadership-integrated HR frameworks to enhance sustainable workforce stability in post-pandemic UK hotels.
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[bookmark: _Toc222961029]Chapter 1: Introduction
[bookmark: _Toc222828770][bookmark: _Toc222961030]1.1 Background 
The hotel business is one of the most labour-intensive industries of the global service economy, and the performance of organisations is highly dependent on human capital and service quality provided by frontline staff. Hospitality in the United Kingdom is a major employment and economic driver, but it historically facing a series of challenges associated with high staff turnover and workforce instability. The pressure has heightened after the COVID-19 pandemic that disrupted labour markets, changed working conditions, and the expectations of employees regarding workplace practices and organisational support. With the rebuilding of the hotels and the service capacity, organisational policies and training strategies became the most important process, influencing employee retention and engagement.
The pandemic led to the shocks of employment in service industries around the world, such as lay-offs, furloughs, fewer hours of work, and job insecurity. A systematic review also shows that COVID-19 had a tremendous negative impact on employment disparities and workforce instability, especially in industries, which depend on face-to-face service delivery, like the hospitality industry (Abugamza et al., 2024). As a result, this has led to several UK hotel employee’s industry permanently, leaving labour shortages, which still impact the operational capacity and the quality of services during the recovery phase.
The problem of labour shortages after the pandemic has forced hotel organisations to reconsider human resource management (HRM) policies and especially those concerning the working environment, employee development, and organisational culture. Studies have shown that both the HRM best practices and corporate social responsibility activities have a positive effect on the sustainable performance of high-end hotels through improved employee dedication and organisational recognition (Ishaq et al., 2023). The UK hotel market is showing a great recovery in demand and investment after the pandemic, but workforce availability is a key limitations growth. 
The industry analysis indicates that occupancy rates and revenue recoveries have rebounded; however, labour market is facing structural shifts including staffing shortages and recruitment problems persist across hotel segments (Emaneul et al., 2025). These shortages have increased the competition of talented employees and thus retention strategy has become a strategic priority to hotel organisations seeking operational stability. Previous studies of working time in the UK hotel market described long and unsociable hours as the main factors associated with job dissatisfaction and turnover (Piso, 2021). The empirical research on the UK hotel setting proves that training effectively boosts employee performance and job satisfaction, presenting its potential role in retention (Neupane and Khanal, 2022). Perceived organisational support is also a training outcome, which is a known predictor of employee loyalty and lower turnover intention in service industries.
In addition to performance outcomes, training is now crucial to transform the workforce skills to post-pandemic operational realities, such as digitalisation, hygiene protocols, and redesigning services. Lifelong learning approaches are the focus with organisations attempting to reskill and retain employees in the fast-changing labour markets (Azeneth Patino & Naffi, 2023). The psychological factors and the organisational climate are also determiners of employee retention in the hospitality industry, influenced by HR policies and leadership practices. The policies that support open communication, equity and involvement consequently help in retention indirectly through improvement in psychological well-being.
The workforce dynamics after the pandemic have further changed the priorities of employees towards flexibility, well-being, and work-life balance. The flexible working arrangements have been found to enhance job satisfaction due to the enhanced work-life balance, which is strongly correlated to retention in the service industries (Jabbar et al., 2025). To hotel organisations traditionally characterised by rigid schedules and shift work, the implementation of flexibility in the HR policies is a significant cultural and operational shift associated with employee retention outcomes.
The wider tourism and hospitality literature highlights that the pandemic created a global talent challenge with mass labour turnover and deterioration of hospitality professions (Leung and Ladkin, 2024). This lack of talent has compelled organisations to actively compete for talented employees by offering improved terms of employment, learning and development, and career advancement. Consequently, the organisational policies and training strategies are now being a primary focus of the post-pandemic workforce recovery strategies.
Research on furlough strategy shows that workers faced significant individual expenses and job insecurity when being affected by crisis-related employment disruptions, influencing future career choices and intention to exit the industry (Zheng et al., 2022). The experiences demonstrate the prolonged role of organisational crisis policies in determining employee trust and retention. According to bibliometric analysis, career adaptability has become the key concept of recent studies on employee resilience and retention in the new normal world of work (Parrey & Kour, 2024). 
Organisational engagement programs and supportive HR practices also correlate with employee retention, improving commitment and satisfaction. Recognition programs, career planning, and supportive supervision are engagement initiatives found to be effective as retention tools across service sectors (Suman, 2024). Such programs tend to operate based on organisational policies and training structures, with the HR strategy being directly connected to retention outcomes. 
The recovery strategies after the pandemic emphasise reskilling the workforce, digital competencies and organisational agility as the keys to revitalising the industry (Vanegas-López et al., 2024). The employee turnover, even in UK hotel businesses, continues to be very high in spite of the acknowledged significance of HR policies and training. (Sanoria, 2026). This indicates that organisational policies and training strategies have a combined impact on the retention outcomes in various psychological and structural mechanisms.
Despite the literature review of employee retention after COVID 19, there is a scarcity of research that evaluates the role of organisational policies and coordinated training plans on employee retention in the United Kingdom hotel industry. The available literature does not provide much cross-sector analysis or pre-pandemic data, but rather ignores the workforce expectations after the crisis and industry-specific labour relationship. The qualitative, context-related, study where lived experiences of employees can be captured lacks methodologically as well. Thus, an empirical study on the policy-training-retention links in a UK hotel, with the post-pandemic perspective, has not been fully studied.
[bookmark: _Toc222828771][bookmark: _Toc222961031]1.2 Aim and Objectives
Aim
To investigate how organisational policies and training strategies affect employee turnover and retention in ibis Nottingham during the post-COVID-19 period.
Objectives
1. To examine the organisational policies practised ibis Nottingham following COVID-19.
2. To assess training and development practices implemented in the post-pandemic hotel workforce.
3. To determine the correlation between organisational policies, training strategies and employee retention.
4. To examine the relationships between causes of employee turnover in UK hotels, particularly ibis Nottingham after COVID-19.
5. To suggest HRM recommendations to enhance employee retention in the UK hotel sector.
[bookmark: _Toc222828772][bookmark: _Toc222961032]1.3 Research Questions
1. To what extent do organisational policies after COVID-19 indicate the level of retention of employees within the UK hotel sector, specifically ibis Nottingham?
2. Which impact does training and development strategies have on turnover intentions in the hotel employees in the post-pandemic period?
3. What is the statistical correlation between the organisational policies, training strategies, and employee retention outcomes?
4. What are the strongest post-pandemic workforce contributors to employee turnover in UK hotels, specifically ibis Nottingham?
5. Which kinds of evidence-based interventions of the HRM can be designed to preclude turnover and enhance long-term retention within UK hotel industry, specifically ibis Nottingham?

[bookmark: _Toc222828773][bookmark: _Toc222961033]1.4 Problem Statement 
The UK hotel industry has in the past recorded high rates of employee turnover due to the intensive working conditions, long working hours, and lack of career advancement. The COVID-19 increased these structural issues by destabilising employment and increasing job insecurity. Organisations faced unending labour shortage and failure of attraction and retention of talented workers. These workforce problems have evolved into one of the biggest constraints of the work efficiency and quality of post-pandemic period operations.
The employment-related changes in the hospitality industry following COVID have changed the levels of employee expectations of organisational support, work-life balance, and career development. Studies show that hospitality workers, after the pandemic, started to focus on wellness, flexibility, and meaningful workplaces, reshaping retention dynamics in the industry (Wang et al., 2023). The organisational policies, such as working hours, flexibility and employee support systems, are at the centre of influencing the employee satisfaction and retention decisions. Evidence shows that poor onboarding and the lack of organisational support contribute greatly to the early employee turnover in the hospitality setting (Barrow, 2023). This implies that, in hotels, policy-related aspects more than purely economic incentives may be major contributors to workforce instability.
Another important but insufficiently studied aspect of retention issues in the post-pandemic context is training strategies. However, the employees may face a few development opportunities and organisational commitment. Research points out that employee engagement and retention in the hospitality industry are only possible through training and career development opportunities (Jidda, 2024). Tourism workforce crisis has been defined as a drain of talent, with employees migrating to more secure industries, with better working conditions, and career growth opportunities (Leung & Ladkin, 2024). This change highlights the urgency for hotel organisations to redesign HR policies and training systems to remain competitive employers.
Although there is extensive research on hospitality HRM, limited empirical focus on the integrated effects of organisational policies and training strategies on employee turnover and retention in the UK post-COVID-19 hotel sector. This gap is critical to filling the gap on the importance of HR practices to workforce stability during the recovery phase of the sector.
[bookmark: _Toc222828774][bookmark: _Toc222961034]1.5 Research Significance 
The study has an important academic and industry perspective as it deals with a vital workforce issue facing the hotel industry in the post-pandemic period. The ability of hospitality organisations to retain their workforce has become a strategic concern following the COVID-19 disruptions, which require such organisations to be operational and offer quality services. The interplay between the organisational policies and the training mechanisms has an effect on the turnover and retention and offers evidence based information on HRM practice in the industry.
In theory, the given research contributes to the field of HRM in the hospitality industry by re-evaluating the theory on human capital under a post-COVID-19 labour market. There are new expectations by the employees regarding security, flexibility, and support. Although it is well established that human capital is a factor that instigates competition advantage, it is evidenced that the dynamic interaction between organisational policies, training approaches and retention in crisis-recovery environments are under-researched. The study contributes to theoretical knowledge in the area of adaptive human capital management within the hospitality industry by defining retention as a strategic recovery process and not a common HR outcome.
The research also has practical implications for hotel managers and HR practitioners. There is an indication that favourable HR practices and development opportunities contribute to the commitment and long-term organisational performance of employees in hotels (Ishaq et al., 2023). However, lifelong training is necessary to ensure the adaptability and engagement of the workforce in the changing labour markets (Azeneth Patiño & Naffi, 2023). Results of this research can be used by the hotel organisations to create training frameworks that are related to employee expectations and changes in the industry.
Finally, the research contributes to the policy and sector-wide discussion of sustainability of hospitality workforce. The study builds on the broader industry project to salvage the hospitality professions and find a solution to the labour issues facing the UK hotel sector through a study of the HR activities that impact retention.
[bookmark: _Toc222828775][bookmark: _Toc222961035]1.6 Dissertation Structure
This dissertation has been organised into five chapters.
Chapter 1: Introduction
The chapter shows the research background, problem statement, aim and objectives, significance and the general structure of the dissertation. It sets the context of the employee turnover and retention issues in the UK hotel industry following COVID-19.
Chapter 2: Literature Review
This chapter is a critical review of available literature on organisational policies, training strategies, employee turnover, and retention in hospitality and service industries. It formulates the theoretical framework directing the study.
Chapter 3: Research Methodology
This chapter discusses the study philosophy, design, data collection, sampling strategy, and data analysis methods used to examine the research objectives.
Chapter 4: Findings and Discussion
The chapter gives the results of empirical research and interprets them regarding the literature and conceptual framework, establishing the main themes connected to HR policies, training, and retention.
Chapter 5: Conclusion and Recommendations
The chapter summarises the key findings, theoretical and practical implications, outlines limitations and provides recommendations on HRM practice and future research in the UK hotel industry.



[bookmark: _Toc222961036]Chapter 2: Literature Review
[bookmark: _Toc222777961][bookmark: _Toc222961037]2.1 Introduction
The turnover of employees is a long-standing issue in the hospitality industry of the United Kingdom, and the main reason behind it is the nature of the sector, which includes irregular working hours, seasonality, and the labour-intensive models of service (Gupta et al., 2022). These weaknesses have been exacerbated by the COVID-19 pandemic, which triggered furloughs, layoffs, and a higher rate of job insecurity, thus transforming the concept of employee expectations and perceptions towards the employment relationship (Abugamza et al., 2024). This chapter is a critical analysis of organisational policies and training strategies as factors that determine employee retention in this transformed environment. It goes beyond a simple synthesis of the literature by addressing methodological differences, bringing out contradictions and providing theoretical perspectives. By so doing, it stipulates both the conceptual and empirical gaps that have warranted the current study.
[bookmark: _Toc222777962][bookmark: _Toc222961038]2.2 Theoretical Foundations of Employee Retention
Retention of employees is often studied by the Social Exchange Theory (SET), which models the employment relationship as a mutually beneficial and costly process. Employees tend to stay longer when they feel that the benefits of employment (high salary, promotion, and assistance of managers) are greater than the costs involved (Xuecheng et al., 2022). Nevertheless, SET has been criticized because of its rational decision-making belief, and the inability to consider emotional and psychological elements in the post-pandemic retention situations.
Organisational Support Theory (OST) builds on SET but focuses on perceived organisational support (POS). Empirical research (Caesens and Stinglhamber, 2024) always records a positive relationship between high POS affective commitment and lower turnover intentions. Critics though opine that POS can only be the mirror of leadership quality or organisational culture instead of being an independent factor affecting retention results.
The Human Capital Theory (HCT) presents training and development as an investment that improves the productivity of the employee and competitiveness of the organisation. Career development and supervisory training is often placed under the retention tools in the context of hospitality (CIPD, 2017). However, it leads to a paradox of its own: the higher the skills are acquired by the employees, the more marketable they become on the outside and the higher is the risk of turnover unless the internal career pathway is outlined (Azeneth Patiño and Naffi, 2023).
To combine these perspectives, the current research will be developed through the Job Demands-Resources (JD-R) model prism with the organisational policies and training as the so-called resources that can alleviate the job demands, including long working hours, irregular shifts, and high emotional labour. Using JD -R, this study builds upon SET and OST in a post-pandemic hospitality environment, not only by determining the availability of resources but also their efficacy to prevent turnover.
[bookmark: _Toc222777963][bookmark: _Toc222961039]2.3 Employee Turnover in the UK Hotel Industry Post-COVID-19
COVID-19 increased the structural weaknesses that existed in the UK labour market in the hotel industry. The workers who left their jobs due to lockdowns would move to other more secure industries and never come back (Kennett et al., 2024). The post-pandemics studies state that wage dissatisfaction ceases to be the force of turnover among employees; they are seeking work-life balance, predictable work schedules, career growth, psychological safety, and managerial support.
In contrast, unlike pre-pandemic research that focused on the importance of financial incentives, van der Laan et al. (2023) suggest that the pandemic triggered a wider reconceptualization of work per se. The results are however still inconsistent across sector. Though certain scholars may argue that there was some dissatisfaction pre-pandemic, some argue that the COVID-19 established absolutely new workforce expectations. Technologically, as it has been demonstrated, a large part of the post pandemic evidence was based on self-reported turnover intentions, and not on longitudinal retention data, which reduces the validity of inferences.
Systemic limitations also make the reform more difficult: hotels are not only subject to changing demand and peak performance, but also to a lack of flexibility and predictability (Petrakis et al., 2020). Though some of the studies that are UK specific recognize this tension, these studies do not empirically analyse how hotels negotiate through this tension. In contrast to quantitative research that is based on survey, qualitative research demonstrates more detailed experiences of the employees who face these operational constraints and gives a greater insight on how retention strategies are effective.
[bookmark: _Toc222777964][bookmark: _Toc222961040]2.4 Organisational Policies and Retention
[bookmark: _Toc222961041]2.4.1 Compensation and Rewards
Pay has always been a root cause of retention, especially in front-line workers. Evidence shows that the poor pay raises turnover intentions. But the post-pandemic research is raising doubts about the ability of higher wages to maintain commitment (Sorn et al., 2023). Pay is a hygienic factor: low pay will give rise to dissatisfaction, and pay increments will not ensure long-term loyalty.
Against the background of ideas in the literature that focus on the individual aspect of financial incentives, Ryu and Fan (2022) note that financial security gains precedence during the economic insecurity periods. The results of research are very mixed and the samples used around the world are not usually applicable to the situation in the UK. A critical synthesis indicates that effectiveness of compensation is equitable, transparent and aligned with other organisational policies.
[bookmark: _Toc222777965][bookmark: _Toc222961042]2.4.2 Flexible Scheduling and Work Life Balance
Around the corner has been the development of flexible working as a major tool of retention in the post-pandemic era. Research indicates that scheduled rostering and employee participation in the scheduling process decrease burnout and increase psychological contracts (Vohra et al., 2023).
 In contrast, there are still challenges with the operational feasibility. According to Wilson (2025), flexibility programmes may lead to administrative load and income volatility and do not lead to retention benefits. In contrast to the survey-based research, the contextualised understanding of the practical constraints of flexible scheduling in the UK hotels can be gained through qualitative case studies, but they are limited.
[bookmark: _Toc222961043]2.4.3 Wellbeing Support
Awareness of mental health increased during and after the pandemic, wellbeing initiatives that have been associated with lower turnover intentions include access to counselling, stress management programmes and supportive supervision which has led to improved perceived organisational support (Shah et al., 2024).
However, critical approaches warn against shallow application, the lack of structural workload pressure-related policies in the name of symbolic wellbeing policies can foster scepticism (Alabi, 2024). In addition, the majority of studies are based on cross-sectional survey designs of intention but not turnover behaviour. Little longitudinal UK based evidence exists to prove long-term retention effects of wellbeing intervention.
[bookmark: _Toc222777966][bookmark: _Toc222961044]2.5 Training and Development as Retention Mechanisms. 
The training, onboarding, and supervisory development is often placed as a retention tool in UK hotels. Although formal induction makes the expectations of the job clear, budgetary constraints tend to compromise the quality of the programmes (Rogall, 2025). Competency development and lifelong learning enhance the flexibility and interaction skills and, at the same time, external employability, which underscores the necessity of internal career paths (UNESCO, 2024). In contrast to the quantitative research on the short-term attitudes, the qualitative evidence indicates that the perceived organisational investment in terms of training has a direct positive impact on affective commitment.
[bookmark: _Toc222961045]2.6 Comparison of Methodologies and Identified Contradictions
The methodology of evidence methodological diversity:
· Quantitative surveys provide generalisable information on turnover intentions; they, as well, are limited by self-report bias and insufficiency of longitudinal outcomes.
· Qualitative case studies will provide highly context-specific information about post-pandemic retention plans, but with lower external validity.
The inconsistencies are found on the areas of compensation, flexible work schedules, and wellbeing: some studies find these factors as the main retention tools, whereas others have found only limited or contextualized results. Results are still industry specific and unexplorable across studies, and that stressed the need to incorporate structural and human-resource lenses through longitudinal mixed-method studies that focus on UK.
[bookmark: _Toc222961046]2.7 Conceptual Framework
Figure 2.1 outlines the conceptual map of employee retention in UK hotel industry after the COVID 19 by integrating the Social Exchange Theory, Organisational Support Theory, and Job Demands Resources model. Organisational resources such as compensation, flexible work hours, wellbeing assistance, and training also moderate employee retention by reducing the effects of job strainers like unpredictable schedules, peaks of service, and emotional labour. The mediators that explain the effects of resources on retention outcomes include mediators of perceived organisational support, affective commitment and career-opportunity perception. The framework explains the interactions among structural pressures, human-resource strategies and psychological mechanisms and hence forms a foundation upon which post-pandemic policy can be empirically tested in terms of its ability to improve retention within the UK hotels.


[bookmark: _Toc222777968][image: ]
[bookmark: _Toc222961047]2.9 Chapter Summary
It can be seen that the literature available on the topic shows that organisational policies, training strategies, leadership behaviour, and structural constraints interact in the context of retaining employees after the COVID in the UK hotel industry. Despite the fact that compensation is core, viable retention requires unified human-resources operations that are geared towards operational realities. However, there are still gaps in the empirical and contextual data, and it is the reason to emphasize the necessity of targeted research in the UK hotel industry. The following chapter outlines the methodology to be embraced in order to fill these gaps in a systematic way.


[bookmark: _Toc222961048]Chapter 3: Research Methodology
[bookmark: _Toc222961049]3.1 Introduction
This chapter outlines the research methodology that has been selected to study the effect of organisational policies and training strategies on employee retention in the hotel industry of United Kingdom, specifically ibis Nottingham, in the post-COVID-19 era. It describes the research philosophy, research design, data collection procedures, sampling strategy, analysis of data procedures, ethical considerations, and methodological limitations. The methodological decisions made in the current paper include direct solutions to the research gaps in Chapter 2, in particular, the need to find UK-specific empirical data and a more comprehensive insight into the way HR practices are lived and not how they are theoretically constructed.
[bookmark: _Toc222961050]3.2 Research Philosophy and Approach
In epistemological perspective, the study is based on subjectivism, which argues that knowledge is co-constructed between the researcher and participants. Retention of employees in the hospitality industry means more than a numerical figure of turnover; it is influenced by image of fairness, leadership behaviour, organisational support, career advancement opportunities and post pandemic job insecurity. These factors are subjective and situational by nature. Therefore, it is clear that in order to comprehend retention, one will have to peruse through lived experiences and not purely statistical relationships. Nevertheless, a qualitative interpretivist approach was considered more suitable in the study since the research gap was exploratory, limited in time, and restricted in access (Dudovskiy, 2025).. Therefore, qualitative methodology is appropriate with the aim of the study to produce rich and contextualised information on the effect of organisational policies and training strategy on retention perceptions at UK hotels.
[bookmark: _Toc222961051]3.3 Research Design
The case-study design allows conducting an in-depth exploration of organisational processes in their natural environment, which makes it especially appropriate in the examination of HR policy execution. The multi-case methodology can be used to capture deeper insights into the case analysis process by allowing the comparison of very different hotel environments and, thus, discovering both similarities and situational differences in HR practices and retention performance. Other designs were taken into consideration (Hunziker & Blankenagel, 2024). Since the literature highlights the lack of UK specific qualitative evidence after the COVID-19, the multi-case qualitative design provides the best compromise between the contextual and comparative demands. It is mainly an exploratory and descriptive study. Even though previous literature states the most important retention factors, little research has been conducted on the practice of integrated HR systems in the hotel industry in the post-pandemic UK. 
[bookmark: _Toc222961052]3.4 Data Collection Methods
The primary data was collected by means of semi-structured interviews. The reason as to why semi-structured interviews were chosen is that they will be flexible yet will not lose focus on the main research goals. The approach allows the participants to elaborate on their experiences with onboarding, training, pay, leadership support, and wellbeing programs. Surveys had been considered and even dismissed because of three reasons:
· They restrict answers to pre-set categories hence restricting detail.
· They are weak in capturing intricate emotional and contextual experiences.
· They can give superficial correlations that lack explanatory processes in the underlying processes.
The sample size is purposive, consisting of the participants who are directly related to the implementation of HR policies or have experience. This guarantees relevancy and data laden information. The expected number of 8-12 interviews will be in line with the qualitative research requirements that consider depth more important than breadth hence facilitating data saturation at a manageable level.
[bookmark: _Toc222961053]3.5 Data Analysis
Thematic analysis was the method that was used to analyse data using the six phases of Braun and Clarke. The transcripts of interviews were read several times to familiarise themselves and then firstly, open coding was done to identify meaningful segments. Codes were then analysed to come up with patterns which were reviewed, refined, defined and organised into consistent themes associated to Social Exchange Theory and Organisational Support Theory. The critical was also generally inductive and theoretically oriented. To maximize the trustworthiness, the audio-recorded interviews were transcribed word-to-word; decisions were made to code data were recorded in an audit trail; the themes were compared with the original data; and cross-case analysis was also conducted to maximize the dependability and confirmability.
[bookmark: _Toc222961054]3.6 Validity, Reliability and Trustworthiness
Provided that this research is a qualitative one, the customary notions of validity and reliability are reconstructed in the context of trustworthiness:
· Credibility: It was obtained by means of in-depth interviews and the incorporation of various organisational standpoints (managers, HR, employees).
· Transferability: Despite this being context-specific in the findings, the in-depth description of organisational settings allows the reader to evaluate applicability to similar hospitality settings.
· Dependability: Replicability is increased by a clear description of the methodological procedures and coding practices.
· Confirmability: The researcher ensured reflexivity to ensure the subjective bias in the interpretation process was limited.
Although these measures are in place, qualitative findings cannot be universally generalisable but are only interpretive.
[bookmark: _Toc222961055]3.7 Ethical Considerations
Strict observance of ethical principles has been followed, the involvement was voluntary, and informed consent has been obtained before the interviews. Anonymity and confidentiality have been provided by the removal of identifiable information in the transcripts. All stored data will be stored in a safe way, and they have used only in academic purposes. As there is a likelihood of the sensitivity of the topic of workplace dissatisfaction, the participants have been assured that the information will not be distributed to employers in a recognizable way.
[bookmark: _Toc222961056]3.8 Methodological Limitation 
This study has a number of limitations notwithstanding its strengths. The purposive sample is small and limits the extrapolation of the results by the researcher to the broader UK hotels as the findings are based more on depth rather than statistical representation. The possibility of bias due to the self-reporting system is apparent, especially in the situation where managers can offer socially desirable descriptions of HR practices. The cross-sectional design is only able to capture the perceptions at one point in time and it does not support longitudinal changes in retention behaviour because of the changing post-pandemic environment. Besides, subjectivity can be supported by the interpretative role of the researcher, despite the use of the reflexivity and systematic coding processes. 



[bookmark: _Toc222961057]Chapter 4: Findings and Discussions
The present chapter is a thematic analysis of how organisational policies and the training strategies affect the employee turnover and retention in specifically ibis Nottingham following the COVID-19 pandemic. The synthesis is based on the existing studies (2022-2026), which revealed some commonalities in HR policies, training/development approaches, as well as their relationship with employee retention rates. 
[bookmark: _Toc222961058]4.1 Findings
[bookmark: _Toc222961059]4.1.1 Thematic Table
Table 1: Thematic Table
	Theme
	Sub-themes

	Theme 1: Organisational Policies and Employee Retention
	· Compensation and Rewards 
· Work–Life Balance and Flexibility Policies

	Theme 2: Training and Development as Retention Strategy
	· Skill Training and Onboarding 
· Leadership and Career Development
· Ongoing Professional Development

	Theme 3: Integrated Strategic Retention Frameworks in Post-Pandemic UK Hotels
	· Strategic Human Resources Policies Bundling 
· Leadership-Embedded Retention Strategies


[bookmark: _Toc222961060]4.1.2 Theme 1: Organisational Policies and Employee Retention
In the post-pandemic hotel sector, HR policies of organisations have become the decisive factor in employee retention. The studies of recent hospitality industry indicate that turnover still is high where policies do not comply with pay, job design, work-life balance and employee wellbeing (Jidda, 2024; Leung and Ladkin, 2024). The role of strategic HR policy design has been strengthened by contemporary post-COVID dynamics that impact the results of retention.
4.1.2.1 Compensation and Rewards 
One of the retention motivation drivers that were discovered in post-COVID hospitality studies is remuneration structure and award systems. Kumodji (2024) mentioned that the issue of competitive salaries and established rewards is positively linked to employee retention after the pandemic. In the study of Arun and Gunaseelan (2025), the impact of competitive pay was seen as the major source of retention, but non-financial elements such as leadership support and work-life balance are becoming moderators on this effect.
4.1.2.2 Work–Life Balance and Flexibility Policies
Work-life balance and flexible working programmes have become increasingly popular after COVID-19 (Sun et al., 2023). Research of Jabbar, Sajjad and Ali (2025) directed after the pandemic demonstrates that work-life balance comprising scheduling flexibility and sufficiency of off-duty time has a high degree of correlation with retention intentions of hotel employees. Papadopoulos and Ioannou (2022) highlighted that flexible working arrangements lower burnout, which is a precondition to keep the staff engaged in a profession well-known with irregular hours. Therefore, policies that incorporate employee flexibility and balance advance retention results in a significant way particularly with the high service requirements that typify hotel businesses.
Hence theme 1 concludes that, the policy design becomes one of the major determinants of staff retention during a post-pandemic period. The group of policies- compensation, flexibility and wellbeing- make sense as a unified policy bundle. Although the pay is crucial, its influence is best relayed in combination with work-life flexibility and wellbeing support.
[bookmark: _Toc222961061]4.1.3 Theme 2: Training and Development as Retention Strategy
Training and development practises have been widely known to be important predictors in employee retention since they influence organisational commitment and career prospects (Suman, 2024). Amore (2023) mentioned that the focus on investment in the development of staff has become prominent in the post-pandemic as a mechanism to improve not only the skills but also the retention via the organisation embeddedness.
4.1.3.1 Skill Training and Onboarding
Skills development and good onboarding also contribute to minimising early turnover, which is the period when a lot of new employees leave their jobs (Iunius, 2025). Hospitality HR statistics indicate that 42 per cent of new hires leave their roles within the first 90 days in the United Kingdom (UK) (Barrow, 2023). However, 37.6 per cent of employees leaving their jobs each year (Barrow, 2023).  It has been shown that an appropriately designed onboarding provides organisational commitment, which is an intermediate to retention. In this way, onboarding and training of initial skills remain crucial in order to minimise the rate of churn among new staff in UK hotels.
4.1.3.2 Leadership and Career Development
Organised career development and its leadership facilitate the formation of retention (Wang et al., 2023). Leadership and supervisory skills training also help in increasing the organisational capabilities as well as encouraging career progressions stories that the employees cherish (Parrey and Kour, 2024). Kokkranikal, Calinaud and Baum (2024) added that career development opportunities also show long-term employment opportunities, which decrease turnover intentions since internal mobility paths are reinforced. These are the strategies that would respond to retention by motivational and psychological means because the employees can observe feasible growth avenues in the organisation.
4.1.3.3 Ongoing Professional Development
The continuous training programmes add to the formation and retention of the professional identity. Increased productivity, job satisfaction and retention relate to strategic investment in training (upskilling, cross-training and digital literacy programmes) (Mekinc et al., 2022). Kokkranikal, Calinaud and Baum (2024) mentioned that the process of continuous professional development strengthens the organisational commitment and as a result the employees are less likely to leave their organisations in pursuit of opportunities that are not in-house.
Hence theme 2 concludes that there are various ways in which training and development strategies enhance retention onboarding helps minimise turnover rates in the initial stages, leadership and career development enhances long-term attachment, and continuous skill training enables professional satisfaction.
[bookmark: _Toc222961062]4.1.4 Theme 3: Integrated Strategic Retention Frameworks in Post-Pandemic UK Hotels
The third theme that surfaced in the literature is the move towards centralised HR functions as opposed to isolated ones, and the strategic retention models (Vanegas-López et al., 2024). Instead of interpreting the compensation, flexibility, or training as autonomous mechanisms, the modern research focuses on the synergistic nature of the organisational policies, leadership behaviours and development strategies (Nazarian et al., 2025; Parsons et al., 2022). The present theme represents strategic fit of the HR architecture as one of the determinants of sustainable retention in the post-COVID UK hotel sector.
4.1.4.1 Strategic Human Resources Policies Bundling
According to the recent literature, retention results would be better when the compensation, flexibility, wellbeing and development intervention is introduced as an interdependent system and not a set of separated practises. Emaneul, Kallett and Stoyle (2025) point that a single pay rise does not have a strong long-term value when other problems such as scheduling instability or insufficient supervisor support prevail. Indicatively, Sanoria (2026) demonstrate that HR systems can affect retention in terms of organisational commitment, especially in the cases where practises are viewed as coherent and self-reinforcing. This confirms the idea that strategic bundling improves the perceived organisational backing and equity.
4.1.4.2 Leadership-Embedded Retention Strategies
The next pattern that has been observed throughout the literature is the key role that leadership has played in the implementation of HR policies to actual retention outcomes. The best strategic retention models occur when they are entrenched in the enabling leadership cultures (Marghany et al., 2023).
In post-COVID research of hospitality, the relationship between the HR practises and the retention is invariably enhanced by transformational and employee-focused leadership. These proactive approaches to leadership, including open communication, empathy and participative decision-making, instil the viability of the organisational policies.
Formal HR strategies without alignment with leadership will be merely symbolic as opposed to being operational. Due to this, some hotels do not record high levels of retention changes even after implementing flexibility or training programmes (Piso, 2021). The literature though does not speak of leadership as individual variable but strategic enablers of integrated retention systems.
This thematic review concludes that organisational policies (compensation, flexibility, wellbeing) and holistic training/development intervention are key solutions to turnover reduction and retention improvement in UK hotel industry after COVID-19.
[bookmark: _Toc222961063]4.2 Discussion
This discussion reflects the thematic findings and explore the effect of organisational policies and training practises on employee turnover and retention in the UK hotel sector after the COVID-19 pandemic. The discussion incorporates both the supportive and opposing points of view in a bid to present an analytically rigorous and a balanced interpretation of the results.
[bookmark: _Toc222961064]4.2.1 Objective 1: To determine the key HR/organisational policies (e.g., pay/reward, flexibility, wellbeing support, career pathways, scheduling practices) that are talked about in post-pandemic UK hotel turnover literature.
Results in Theme 1 prove that organisational procedures and policies regarding compensation, flexibility, and wellbeing are the key factors defining the retention rates in the post-pandemic hotel industry in the UK. The analysis indicates that the turnover of employees cannot be explained only by the lack of pay satisfaction; instead, it is the result of a greater re-evaluation of the nature of employment after the pandemic (Zheng, Wu and Zhao, 2022). In contrast, Agyeiwaah, Dayour and Adam (2025) argued that the factors that employees consider more includes organisational fairness, predictability of work schedules, and psychological support as well as financial rewards.
Empirical studies confirm this interpretation in the recent past. As an example, a study by Ishaq et al. (2023) has shown that properly designed HR practises could help an organisation a lot to increase organisational commitment, which in turn lowers turnover intentions. In findings, they depict that when compensation is coupled with the supportive HR systems, the compensation has greater ability to retain employees than when done in isolation. This strengthens the thematic conclusion that sustainable retention is generated by policy bundling along with the intervention strategies instead of individual policy interventions.
In contrast, Ishaq et al. (2023) mentioned that some on hospitality in the post pandemic era have found work- life balance and flexibility as significant determinants of employee turnover intentions. The pandemic transformed the employee expectations as per time flexibility and emotional support especially in sectors that are characterised by fluctuating working hours like hotels. Palupiningtyas, Nugraheni and Farida (2025) added that flexible scheduling and open rostering practise are thus also becoming to be linked with perceived organisational justice. However, the research showed generalisability of data due to small sample size to 3-5 star hotels. Research undertaken in the period of the hospitality recovery underlines the fact that the employees perceive flexibility as a sign of a managerial empathy and respect of the institution.
The support of wellbeing serves as yet another supportive factor to this relationship. It is revealed in the current literature that perceived organisational support, especially regarding mental health and stress management, is a significant mediator of turnover intentions (Alzyoud, Partington and Dandis, 2024). When employees feel that their organisations are caring and responsive, they are more likely to be affectively committed and reduce their intentions to leave them. This is concurrent with the thematic results that define wellbeing initiatives as a part and parcel of retention and not as benefits.
Hence, the discussion on Objective 1 proves that coordinated HR policy frameworks are even more efficient than single-purpose ones.
[bookmark: _Toc222961065]4.2.2 Objective 2: To determine training/development strategies (e.g. onboarding, skills training, leadership development, career development) that can be associated with turnover/retention outcome.
Theme 2 uncovered that structured onboarding programmes, leadership development and ongoing professional growth programmes play a significant role in retention. Training is not only a building of capabilities which is a mechanism but it also serves as an indicator of long term organisational investment in its employees. This is in line with social exchange theory as investment in training and development fosters commitment and reduce turnover intensions (Nazarian et al., 2024).
There is substantial empirical literature that proves the positive correlation between retention and training. As Neupane and Khanal (2022) show, organisational commitment is increased by training and mediates the connection between the HR practises and turnover intention. In the same way, the post-COVID hospitality studies argue that insufficient onboarding is one of the key foretellers of attrition in its early stages. However, the study was limited as there was generalisability of data. The study further mentioned that these workers are prone to disengaging and leaving the organisation in their first year of employment unless they have properly organised induction programmes.
Retention is also enhanced by other career development opportunities. The current literature emphasises the fact that employees within the hospitality industry are demanding clear career advancement systems and management development processes (Piso, 2021). Daskalaki and Hyams-Ssekasi (2022) added that supervisory relationships and fatigue of the career path are better and both reinforce affective commitment, these benefits helped by leadership training. Workers tend to stay longer in organisations that they feel have good chances of promotions.
Constant professional growth is also a starting point. Initiatives of upskilling, especially digital operations and service innovation, introduced during and after the pandemic have been linked to high levels of job satisfaction. The training strategies create the development of professional identity which enhances the psychological attachment of the employees to the organization (Mekinc et al., 2022).
However, there are inconsistencies that arise in the literature. Other researchers believe that outside training may make people more employable externally, thus raise turnover risk in the event that the company does not offer a promotion pipeline internally. There is the possibility of employees taking advantage of the upgraded skills to get other jobs and especially in a competitive labour market. 
[bookmark: _Toc222961066]4.2.3 Objective 3: To generalise the recurring themes, gaps, and recommendations to hotel managers and policy makers
The results presented under Theme 3 indicate that post-pandemic UK hotel industry retention is best realised using the bundling of HR systems strategically and not in isolated cases. Ability-Motivation-Opportunity (AMO) theory supports this finding as strategically bundled system of HR enhance motivation, and ability of employees to contribute, that strengthens commitment to organisation and reduce turnover (Olaleye, Abdurrashid and Hrouga, 2023). Literature has continued to report that compensation, flexibility, wellbeing and development practises should be an interdependent architecture (Suman, 2024). Sanoria (2026) shows that isolated treatments, e.g. pay increments, have weak long-term retention impacts when examples are scheduled or poor supervisor support is in place. Vanegas-López et al. (2024) also establish a similar fact, that organisation commitment increase is associated with coherent HR systems when the practises are viewed as mutually reinforcing. This goes on to support that strategic bundling enhances organisational fairness and organisational support perception, which in turn lowers turnover intentions. Secondly, leadership as a tactical facilitator of retention models is also discussed. The evidence provided by post-COVID studies on hospitality reveals that HR practises are more effective under transformational and employee-oriented leadership (Sanoria, 2026; Suman, 2024). The studies however show generalisability of data leading to limitation. The clear communication, empathy and participative management contributes to the policy credibility and trust in employees. In the case of lack of leadership congruency, formal HR strategies are likely to be symbolic instead of functional. As a result, sustainable retention would entail HR architectures that are embedded in enabling leadership cultures giving a believable and consistent basis of workforce stability in the UK hotel industry.
[bookmark: _Toc222961067]4.2.4 Objective 4: To Generate a Thematic Framework Summarising What Current Literature Recommends to Increase Retention and Decrease Turnover Post-Pandemic
The results of each theme are added together to form a thematic framework that synthesises existing literature on retention in the UK hotel industry after COVID-19. The framework shows that organisational policy design and developmental investment are best combined in a fairly structured strategic system in order to reduce turnover. The fairness of compensation creates the essential requirement of retention, but its extended influence effects are amplified through the alignment with the practises of flexibility, wellbeing support, and designate career development initiatives (Elmetwaly, Mansour and Essawy, 2022). The scheme also shows that training interventions, especially programme oriented onboarding, leadership and ongoing professional development, improve organisational commitment when incorporated into clear advancement chances. However, Jidda (2024) added that retention then happens not through single HR processes, but a combination between the experiences of organisational perceived support, career continuity, and alignment to leadership. Ishaq et al. (2023) recommends that retention sustainability must exist between espoused policy and the experience of what it means to be an employee. With well organised strategic bundling and reinforcement of the HR systems by the beneficial leadership cultures, employees stand better chances of forming affective commitment and staying at the organisation. This hence offers an evidence-based framework to inform hotel managers and policymakers in developing long-term workforce stability measures within the hospitality environment that is experiencing changes because of the pandemic.


[bookmark: _Toc222961068]Chapter 5: Conclusion
[bookmark: _Toc222961069]5.1 Conclusion
The research sought to investigate how organisational policies and training strategies affect employee retention in the UK hotel sector in the post-COVID-19 environment. This study was inspired by chronic labour shortages, high voluntary turnover, and the changing expectations of employees in the post-pandemic period. The study examined the interaction among the compensation, work life balance, wellbeing support, onboarding, career development and integrated HR systems related to retention outcomes through critical literature reading and qualitative research.
The results show that the retention of employees in the UK hotels is not a single factor that can be explained by single-factor model. Compensation is one of the pillars but it cannot be used effectively as an isolated strategy. Pay serves as the major threshold condition: low wages make dissatisfaction and turnover intention grow, and incremental financial incentives are not sufficient to ensure long-term commitment. Rather, fairness, transparency and consistency of reward systems are perceived and have more influence on affective attachment. This strengthens the position that the financial incentives should be working within a larger context of organisational justice.
One of the key findings has to do with the increasing role of work-life balance and predictability of schedules. The post-pandemic workers are very sensitive to the levels of workload, periods of rest, and managerial compassion. Unpredictable scheduling was always related to stress and disengagement by the participants. But the research also came up with structural limitations that restrained complete flexibility in the operations of hotels. The changing occupancy and peak demand rates limit scheduling independence, and there is a conflict between operational efficiency and employee demands. Retention strategies thus need practical flexibility and not idealised models that do not take into account industry realities.
A critical psychological mediator was wellbeing support, workers who felt genuine interest in mental health and work-load control had more commitment. The study showed a reserved attitude to symbolic wellbeing programmes that could not see any structural adjustments of workloads. This implies that wellbeing policies should form part of day-to-day management practices and not an outer programme. The leadership behaviour is also central to the experience of wellbeing strategies as either serious or as a performance scenario.
Training and development was always cited as a major retention tool although it was found to be highly effective with huge variation with implementation. Formal orientation had a strong correlation with initial involvement and job definition. In cases of informal or hurried induction processes, there was a higher risk of early-stage attrition. This observation supports the literature that shows that new employees are vulnerable during the initial 90 days of employment. However, onboarding was not enough to sustain retention in the long-run under the circumstances of weak organisation culture and quality of supervision.
There were career development opportunities which were viewed as organisational investments. The workers displayed more dedication towards organisations where internal growth streams and competency advancements were eminent. Nevertheless, structural constraints in the hospitality hierarchies inhibit promotions. The researchers established that the focus of leadership development programmes tends to be on senior managers whereas front line supervisors who have a direct influence on employee experience are given minimal developmental assistance. This discrepancy diminishes the possible retention effectiveness of the investments in leadership training.
Ongoing professional growth and trans-training resulted in more interaction and flexibility, especially in digitally changing hotel settings. Nonetheless, there was the employability paradox in action. The development of skills enhanced confidence and marketability and occasionally prompted employees to seek opportunities that were beyond the organisation where a clear advancement route was not evident. This has made it clear that there is a need to align development programs with plausible career advancement plans to avoid accidental turnover.
One of the major contributions of the study is that it is in favour of integrated HR systems as opposed to isolated policy interventions. The best results in retention were achieved when compensation, flexibility, wellbeing support, structured training, and supportive leadership were acting in harmony. Disjointed execution decreased efficiency. The employees considered their organisations as a whole and the discrepancy between official HR policies and the managerial practice every day led to the lack of trust. The variable of leadership was found to be a moderating variable between HR design and lived experience.
Notably, the study identified discrepancies between the intent by the manager and the perception of the employees. HR policies were often on formal level but the operational strains did not allow regular use. The gap in the implementation indicates that there are both operational and cultural rather than purely strategic retention challenges. The results thus support the necessity on aligning HR architecture with frontline managerial capability.
In general, the paper establishes the complex interplay of economic, structural, and psychological aspects as the determinant of post-pandemic employee retention in UK hotel industry. The sustainable retention implies systematic consistency, genuine leadership, and fitting into industry limitations. The findings provide the UK with some empirical knowledge of its own, which has previously been crowded with inferences of cross-national generalisation and surveys based on intentions.

5.2 Recommendations
Following are the recommendations of the study;
· Hotel organizations should bundle compensation, flexibility, wellbeing, and training strategies into a cohesive system. This integrated approach ensures that these elements reinforce each other, contributing more effectively to employee retention than isolated policies.
· Invest in leadership development programs, particularly for frontline managers who directly influence employee engagement and retention. Transformational leadership, including open communication and empathy, has been shown to positively impact employee retention.
· Post-pandemic, employees prioritize work-life balance. Implement flexible working arrangements and scheduling practices to reduce burnout and enhance job satisfaction, ultimately improving retention.
· To prevent turnover, hotel organizations should provide clear career pathways and promote internal mobility. Training programs that offer upskilling and leadership development can improve employee commitment and retention.
· High-quality onboarding and continuous professional development are critical in the early stages of employment. These programs not only reduce early turnover but also enhance long-term employee engagement.
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Figure 2.1: Conceptual Framework for Employee Retention in the UK Hotel Industry




