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Abstract 
The organisational variables in this dissertation are addressed in the context of the wellbeing of employees working in the hospitality industry, with a particular focus on leadership skills, workplace environment, involvement of employees, training/development as well as organisational support and the mental and emotional health. The article discusses the exhausting quality of hospitality work, in which a workload, inconsistent working schedules, and frontline duties may have a detrimental impact on the psychological and overall health of a worker. Quantitative, positivist and deductive research strategy was embraced based on a cross-section online survey. A sample of 30 hospitality employees was sampled to obtain the main data which was analysed to give descriptive statistics, Pearson correlation and multi regression analysis using IBM SPSS. 
The descriptive findings reveal that overall well-being at the workplace was very low with an average of 2.37 with a relatively higher organisational commitment of 3.47. The mean of 3.17 was created by mental and emotional well-being support, and a bit less, around 3.10, was created by the workload manageability, motivation and engagement, and training opportunities. The analysis showed that the relationship between management support and the overall well-being is positive (r =.312). The multiple regression however was non-significant (R 2 =.273; F=.614; p=.794) that the combination of the predictors did not significantly predict the workplace well-being. The proposed recommendations are to have more management support, workload management, worker engagement, training and well-being programs and initiatives.
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Chapter 1: Introduction
[bookmark: _Toc240024590]1.1 Overview
Staff welfare has now become a critical strategic concern of organisations in need of ensuring workforce sustainability, employee engagement and sustained organisational performance. Rather than only being seen as an employee welfare activity, well-being programmes are increasingly being seen as strategic human resources management activities that not only support the physical, psychological, emotional and social well-being of employees, but also organisational competitiveness. The biggest value creators in service-based businesses and more particularly in the hospitality industry are the employees, as the quality of the services and processes involved in service delivery depends highly on the attitude of the employees, employee motivation, and the employee-customer interactions.
Such relations are of great concern in the UK hospitality industry, which experiences several workforce problems including shortages of employees, high rates of employee turnover, overworking, emotional labour and perennial recruitment challenges. The COVID-19 pandemic has aggravated these problems, and organisations must develop strong and people-centred work practices (Ntounis et al., 2022). Besides, Giosmpasoglou (2024) explains that a just and decent working environment is also vital in contributing towards the welfare of both the employees and organisational performance in the hospitality sector.
[bookmark: _Toc240024591]1.2 Background of the study
The hotel industry is considered one of the largest sectors in the UK economy, as it creates considerable job opportunities in hotels, restaurants, catering, tourism ventures and entertainment organisations. As a labour-intensive industry, organisations depend on the potential of the employees to deliver a high level of quality customer service. Hospitality organisations do not depend on technology to carry out most functions as seen in the manufacturing industries; instead, human interaction is of utmost importance in creating customer satisfaction and competitive advantage. Consequently, employee welfare has been placed at the focus of organisational and business sustainability and performance.
Workplace expectations have been very different over the past ten years. Employees no longer feel content when they are provided with salaries more competitive by organisations, but also care about their physical health, mental well-being, work growth, work-life balance and psychological safety. This changed course even more rapidly due to COVID and its revelation of important frailties in the hospitality labour force. The overall morale and engagement rates among employees in the sector were greatly impacted by business shutdowns, fear of job loss, heightened emotional strain, and health implications (Ntounis et al., 2022).
Despite the significance of this industry in the economy, more and more workers are exposed to harsh working conditions. An abnormal and long shift schedule, working on weekends, physically demanding work, emotionally demanding work, and incessant interaction with customers normally lead to extreme amounts of work stress and work burnout. Piso (2022) finds that one of the most significant problems in the hotel industry in the UK is the excessive working hours that negatively influence the health, efficiency, and turnover of workers. Similarly, Kneževic et al. (2023) also mention work-life balance as one of the factors that are particularly difficult to achieve by the representatives of the hospitality industry in question because of the uncertainty surrounding the working hours of the employees, as well as operational transactions.
Conscious of such problems, several hospitality organisations have introduced well-being programmes focused on employees to enrich employee experiences and organisational activities. The standard items of such programmes include flexible scheduling, mental health support services, employee assistance programmes, health promotion schemes, recognition schemes, leadership training and development and training opportunities. Balbickram (2022) concurs that organisations that practice work-life balance not only generate healthier workplaces that ensure employees are committed but also increase the long-term sustainability of organisations. Equally, Sun et al. (2023) found work-life balance programs to positively impact employee well-being, particularly when organisations provide employees with a tailor-made work arrangement program that takes into account employee needs.
This leadership is also quite critical to well-being programmes' effectiveness. Xia (2022) shows that supportive leadership styles contribute greatly to the process of improving employee engagement in the UK hospitality organisations through creating trust, communication and organisational commitment. Moreover, Rahman (2023) writes that the issue of employee voice and equitable employment practices is still critical in enhancing workplace relationships in the UK hospitality sector.
[bookmark: _Toc240024592]1.3 Research Problem
Despite the growing investments by organisations in employee-well-being initiatives, the hospitality industry is still facing considerable workforce challenges. There are high labour turnover, employee turnover, work stress, absenteeism, and recruitment difficulties that are still prevalent in the whole of the UK hospitality industry. Although quite a few organisations have implemented employee well-being programmes to eliminate such obstacles, statistics on their failure to increase employee engagement and organisational performance have been incoherent and uneven.
The current literature has focused more on individual organisational practices instead of taking a holistic approach to employee well-being. As a case study, the leadership styles (Xia, 2022), work-life balance (Sun et al., 2023; Kneževica et al., 2023), working conditions (Giousmpasoglou, 2024), and employee rights (Rahman, 2023) were presented individually. Although these reports give important insights, they seldom look at the overall impact of employee well-being programmes on employee engagement and organisational performance in the UK hospitality sector.
Furthermore, the current literature on the subject of organisational resilience after COVID-19 has devoted its attention to this factor (Ntounis et al., 2022; Casal-Ribeiro et al., 2023), with very little emphasis put on the understanding of employee well-being as a key strategic asset of organisations. As such, a lack of empirical data is what clarifies whether employee well-being programmes enhance employee engagement and whether increased engagement in turn leads to better organisational performance in the UK hospitality organisations.
It is necessary to address this gap in the research as hospitality organisations need evidence-based strategies to retain talent, enhance the quality of the services, become more resilient in the organisation, and ensure a sustainable competitive advantage. In this study, the researcher thus tries to explore the impact of employee well-being programmes towards the degree of employee engagement and performance of organisations in the hospitality industry in the UK.
[bookmark: _Toc240024593]1.4 Research Aim
The study aims to examine the role of organisational well-being programmes in boosting workforce engagement and overall organisational performance and provide feasible recommendations on how to enhance organisational performance and employee sustainability.
[bookmark: _Toc240024594]1.5 Research Objectives
· To determine the presence of employee well-being programmes in the UK hospitality industry.
· To investigate how employee well-being programmes can impact workers.
· To examine the relationship between organisational performance and employee engagement in the hospitality industry in the UK.
· To offer up evidence-based suggestions to hospitality organisations to enhance the well-being of employees, enhance their engagement and organisational performance using effective human resource practices.
[bookmark: _Toc240024595]1.6 Research questions 
· Which are some of the common employee well-being programmes in the UK hospitality industry?
· How do employee well-being programmes affect employee engagement among employees working in the hospitality industry?
· How is employee engagement related to organisational performance in the hospitality sector in the UK?
· What are some of the possible suggestions that hospitality organisations can give to improve the welfare of the employees, employee engagement/ participation and organisational performance through effective organisational practices?
[bookmark: _Toc240024596]1.7 Significance of the research
The present paper has academic, managerial, and practical importance. In terms of academics, it adds to the increasing collection of literature on employee well-being by investigating its role in employee engagement and organisational performance in the UK hospitality sector. Despite the factors of leadership, work-life balance or working conditions being researched in the past, little research has been carried out on employee well-being programmes as a holistic organisational strategy. This paper is based on the prior amount of literature analysing how these variables are in one system or the other. In practice, the results will be used to guide hospitality managers and human resources professionals to develop effective well-being programs to increase engagement, reduce staff turnover, and improve the service quality of employees. The piece of work also includes evidence-based recommendations for creating a healthier and more sustainable working environment. Finally, building employee well-being can boost organisational resilience, customer satisfaction, and the sustainability of the UK hospitality industry in the long term (Giousmpasoglou, 2024; Xia, 2022).
[bookmark: _Toc240024597]1.8 Scope of the Research
This analysis particularly focuses on the UK hospitality industry, which is made up of hotels, restaurants, catering services, among other customer-facing hospitality organisations. The paper looks at employee well-being programmes as the independent variable, employee engagement as the mediator, and organisational performance as the dependent variable. It examines the perceptions of the employees about well-being programs of the organisations, such as work-life balance programs, mental health programs, leadership support programs, and well-being programs at the workplace. The study assumes a cross-sectional survey qualitative research design, whereby the research design is a quantitative study encompassing all the employees working in the hospitality sector within the UK. The employees in different occupational groups who are adults will be sampled to give data on the relationships among the variables in the research. The authors ensure that the inference is relevant to the scenario of the unique organisational, economic, and labour factors in the UK hospitality workforce by restricting the study to the UK hospitality sector and not other service industries and other countries (Ntounis et al., 2022; Rahman, 2023).
[bookmark: _Toc240024598]1.9 Structure of the dissertation
The other five chapters follow this introductory chapter in this dissertation. Chapter two provides a full literature review of the research, and this covers the scope of the programme of employee well-being, employee engagement, organisational performance, and theoretical knowledge that underlies the research, such as Job Demands-Resources (JD-R) Theory and the Social Exchange Theory. It also determines the research gap and works out the conceptual framework. Chapter Three gives the research methodology, research philosophy, research approach, research design, sampling strategy, data collection, data development and design of questionnaire, ethical considerations, and data analysis methods. Chapter Four will depict the researcher's discovery of the survey that was carried out through the questionnaire and interpret the findings with the assistance of the correct instrument to employ, which is the statistical measures. Chapter Five discusses findings, and this is through comparison with any literature and/or theoretical opinions available. Lastly, Chapter Six sums up the study by overarching the main results, commenting on their practical implications, limitations of the research, and future research and management practice recommendations in the hospitality industry.
[bookmark: _Toc240024599]1.10 Chapter Summary
The chapter introduced the research by providing the background, research problem, aim, objectives, research questions, and the significance and scope of the research. It emphasised the growing role of employee well-being programmes in dealing with workforce issues in the UK hospitality sector and was able to justify why the impact of the latter on employee engagement and organisational performance is both academically and practically important. The chapter has also provided the general outline of the dissertation, giving a guideline to the other chapters. It is by this that Chapter Two is critical of the available literature and theoretical opinions in the current state of the research on employee well-being, employee engagement, and organisational performance and establishes the research gap that this study fills.


[bookmark: _Toc240024600]Chapter 2: Literature Review 
[bookmark: _Toc240024601]2.1 Introduction
Employee well-being has emerged as one of the largest research issues in human resource management and indeed in hospitality management because it has a direct influence on employee engagement, the quality of the services that a given organisation can offer, as well as the performance of the organisation. The attributes of the hospitality sector are a high level of customer interaction, emotional labour, irregular schedules and on-the-job straining working conditions, where employee welfare of the workforce holds utmost priority to remain productive and competitive to the organisation. With the growing understanding of employees as a strategic resource by hospitality organisations as opposed to the limited operational cost, investment in all-inclusive well-being programmes has become a top priority of organisations.
The recent publications point to the fact that the more organisations pay attention to the well-being of employees, the more effective the engagement of employees, their organisational commitment, and performance (Baquero, 2023; Khairy et al., 2023). Similarly, in the research by Arwab et al. (2023), the performance of task accomplishment is positively affected by organisations investing in employee development, which presents the interdependence between organisational practices and employee performance. However, despite the accumulation of scholarly concern, the literature available is still inclined to examine the issues of leadership, training, employee engagement or well-being in the workplace individually, rather than collectively as an organisational approach; employee well-being programmes. Also, existing studies on the hospitality industry are largely focused on customer outcomes or sustainable environmental performances, but little is done on the revelation of how well-being programmes for employees affect the performance of organisations through employee engagement.
[bookmark: _Toc240024602]2.2 UK Hospitality Industry Context 
[bookmark: _Toc240024603]2.2.1 Overview of the UK Hospitality Industry
One of the biggest service industries in the UK is the hospitality industry, and hence it has helped the country grow by enabling it to take part in the growth of the national economy, creation of jobs, as well as tourism development. The industry also includes hotels, restaurants, pubs, catering services, event management enterprises, and tourism-related organisations, as they all require employees to contribute towards delivering high-quality customer experience. The hospitality organisations have been very much dependent on knowledge, interpersonal skills, and the behaviour of service employees in creating customer satisfaction and their competitive advantage over the manufacturing industries, where automation has become a leakage of operational efficiency. As such, it is basically assumed that employees are essential organisational resources whose input to success is directly linked to organisational success.
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[bookmark: _Toc240024806]Figure 1: Hospitality Market size
(Source: Imarcgroup.com, 2026)
The hospitality sector is facing severe changes in the way it functions, and organisations should be in a better position to face changing customer choices and labour market patterns in the aftermath of the COVID-19 crisis. Ntounis et al. (2022) claim that organisational resilience during and after the pandemic was greatly based on the capacity of businesses to change their operational practices without a significant alteration of their employee composition. Even though their analysis is founded on the resiliency of organisations, it implicitly depicts that the welfare of the employees was thrown into the limelight of business survival as labour unavailability and weakening employee loyalty hampered recovery in most hospitality organisations. In this way, the people-centred management of the UK hospitality industry is enhanced by the reality after the pandemic.
[bookmark: _Toc240024604]2.2.2 Employment Challenges within the UK Hospitality Industry
Despite its economic significance, the hospitality industry is yet to find a lasting solution to the workforce issue that continues to affect the welfare of employees and organisational performance negatively. Employees are frequently required to work excessive and non-standard hours, in the evenings, weekends and on public holidays, and simultaneously they are obliged to work physically demanding jobs and be in physical contact with the customers. These conditions will likely result in emotional burnout, job stress, and work-life balance issues.
Importantly, Giosmpasoglou (2024) suggests that precarious working conditions, absence of job security and organisational support make the traditional form of employment in the hospitality industry, and that a fair and decent work agenda are the key to achieving sustainable business performance. Also, in a similar tone of research achieved by Piso (2022), the prospects of overworking in UK hotels have continued to impact negatively on the well-being of employees, employee satisfaction, as well as productivity findings, meaning that the effectiveness of operations is normally balanced against the well-being of employees. In this regard, Knežević et al. (2023) argue that work-life balance continues to be among the leading factors leading to occupational stress among employees who eventually end up leaving hospitality organisations.
[bookmark: _Toc240024605]2.2.3 Sustainable Workforce Management in Hospitality
As a reaction to the mounting workforce issues, hospitality organisations have embarked on more sustainable human resource management practice that incorporates the organisational strategy with that of employees. Instead of considering employees as operational resources, organisations are becoming more aware of the fact that investing in employee health, psychological safety, leadership skills and career advancement is an element towards better organisational performance.
Employee creativity, as seen by Abualigah et al. (2023), can be enhanced by Green Human Resource Management (GHRM) practices in that it facilitates the enabling organisational conditions in which the results of the sustainable managerial practices can be realised by the employees and the organisations in general. Equally important, Suliman et al. (2023) found that the environmental performance of the employees is positively affecting green transformational leadership since the employees are more engaged in their work, with employees showing that the leadership behaviours are the major influence factors on employee motivation and attitude at the workplace.
In addition, Velaoras et al. (2025) contend that sustainability in the hospitality industry should go beyond environmental certification to social sustainability, especially employee welfare, as organisations discover that sustainable business practice relies on a well-informed and engaged employee base. In turn, present-day studies do not evaluate employee well-being programmes, but primarily environmental sustainability, leadership and organisational innovativeness. This has resulted in the fact that the relationship between comprehensive employee well-initiatives, employee engagement and organisational performance is an underinvestigated research area in the UK hospitality industry. 
[bookmark: _Toc240024606]2.3 Employee Well-being
Employee well-being is a multidimensional concept, which entails physical, psychological, emotional and social health of the employees within the workplace. Today organisations are becoming more aware of employee well-being as a strategic lever to increase workforce productivity and employee engagement as well as organisational performance in the long term as opposed to just promoting employee welfare. The hospitality industry is one such area where a worker has to work under such stressful conditions which are characterised by emotional labour, shifts, overtime and continuous contact with customers and thus, their health of s/he is an issue of vital importance regarding the quality of what they give and the sustainability of any organisation.
Employee well-being does not just denote the lack of illness but the ability of employees to enjoy getting engaged in positive mental operations, employment satisfaction, work-life balance and purposeful work relationships. Baquero (2023) explains that authentic leadership can significantly improve the quality of well-being in the workplace through fostering trust and organisational engagement between employees and supportive organisational relationships. According to the paper, psychological well-being and involvement in organisational goals are the results when workers suspect that the leaders they collaborate with are trustworthy. Similarly, in their study, Khairy et al. (2023) found that benevolent leadership increases job engagement by promoting psychological safety and workplace friendships in hospitality organisations. 
However, the well-being of employees can solely be attributed partially to the leadership practices. Another important factor is the support of organisations such as training, career development and proper management of human resources. It is also noted by Arwab et al. (2023) that employee training positively affects task performance in terms of employee engagement, and this implies that the better an organisation invests in its employees, the better their well-being and performance are. Likewise, Abualigah et al. (2023) affirm that sustainable human resource management strengthens beneficial working conditions which encourage employee innovativeness and organisational commitment.
[bookmark: _Toc240024607]2.4 Employee Well-being Programmes
[bookmark: _Toc240024608]2.4.1 Concept of Employee Well-being Programmes
Organisation rules and practices involve employee well-being programmes which are not only designed to improve the physical, psychological, emotional and professional well-being of employees but also organisational effectiveness. Such programmes are well integrated in the hotel industry, and these include training, leadership development, career development, mental health and fitness programs, flexible work practices, employee recognition programs, organisational justice and wellness programs. The relevance of such programmes has increased further with the increased workload, emotional labour, irregularities in working hours and the stressful and demanding customer interactions that employees of hospitality establishments go through, which increase stress levels, burnout and turnover levels. Therefore, organisations have stopped perceiving the well-being of the employees as a welfare programme but now as a strategic investment that will assist in employee engagement as well as long-term organisational performance.
[bookmark: _Toc240024609]2.4.2 Organisational Support through Training and Leadership
One of the most popular well-being programs is training of the employees, as it improves the competence, confidence and career openings of the employees. Arwab et al. (2023) also found that employee engagement in training positively influences task performance within the hospitality sector, and thus, organisations that concentrate on employee development lead to the establishment of motivated and committed employees. Similarly, Bhakuni (2023) assumes that training and development improve employee engagement and employee retention rates because employees think that the organisation investing in them is developing them in their career. Yet, the main results analysed in both works are the rates of engagement and retention as opposed to the assessment of the overall psychological well-being of employees.
The other important element of employee well-being programmes is leadership. For example, Xu et al. (2022) demonstrate that corporate social responsibility (CSR)-based leadership instils a commitment among employees as it provides them with an opportunity to work within good organisational set-ups where employees feel valued. Likewise, Baquero (2023) and Khairy et al. (2023) compared authentic and benevolent leadership, respectively, and discovered that it enhances workplace well-being as it obtains more trust and engages employees with their work. All these studies point to the fact that employee well-being is heavily influenced by leadership behaviours, but they invest in different leadership styles, and it is hard to pin down exactly what the best way to apply a particular leadership style is to the hospitality industry.
In addition, the well-being of employees is also promoted by sustainable human resource management processes. Abualigah et al. (2023) found that green human resource management encourages employee creativity by providing a supportive working environment, and Suliman et al. (2023) found that green transformational leadership would improve the environmental performance of employees by increasing their workplace engagement. Although both studies are about the theme of organisational sustainability, they also observe that supportive working conditions also influence the well-being of the employees positively.
[bookmark: _Toc240024610]2.4.3 Work Environment and Employee Support
Good well-being programmes are effective in influencing organisational outcomes as they create more benefits than employee wellness. Winarno et al. (2022) have discovered that supportive human resource practices increase employee engagement by perceived organisational support and decrease turnover intentions. Likewise, Jia-Jun and Hua-Ming (2022) state that the opportunities of career development enhance employee engagement as they feel that the organisation supports them and is highly committed to them. Consistent with these findings, Mubashar et al. (2022) demonstrate that organisational trust due to organisational justice enhances employee engagement, but Achmad et al. (2023) also found that talent development increases the desire of employees to remain in organisations through better job satisfaction and engagement. Chopra et al. (2024) go on to assert that strong employer branding is more beneficial in terms of talent retention because it can boost employee engagement and, consequently, employee-centred organisational practice is strategic.
In addition to human resource programs, organisational resources have a bearing on the well-being of the employees as well. Jawabreh et al. (2022) highlight that information systems are effective in enhancing financial performance in the hospitality sector in terms of decision-making and operational efficiency. Though the study does not directly look at the employee well-being programmes, the enhanced organisational performance could allow organisations to invest more in the employee welfare programmes.
[bookmark: _Toc240024611]2.4.4 Employee Well-being Programmes and Organisational Outcomes
Wider evidence also brings to the fore the reasons as to why the programmes regarding employee well-being are required. The authors of Franke et al. (2024), Junna et al. (2022), Arena et al. (2022), Amin et al. (2023), and Balogh et al. (2023) all attest to the negative effect of unfavourable employment and lack of work on mental health and general well-being. Though these studies are not unique to the hospitality organisations, they affirm the significance of stable and conducive employment grounds that safeguard the psychological well-being of employees. They use their findings to suggest that the organisations where well-being programmes are detailed might be able to reduce the level of work-related stress and improve wellness in their organisations.
[bookmark: _Toc240024612]2.5 Employee Engagement
Employee engagement refers to the level of commitment of employees, both emotionally, psychologically and behaviourally, to their work and the organisational objectives. Davis and Van der Heijden (2023) spoke of the fact that employee engagement is a process rather than a particular state of mind since it is a continuous process of developing the interaction between the employees, leaders and the organisational practices. The idea of employee engagement was first described by Kahn (1990), who wrote about the type of investment people make in the occupation they pursue in their careers; he wrote about tapping into the physical, cognitive and emotional sides of employees in their work. Schaufeli later theorised that employee engagement was a positive and fulfilling state of work characterised by vigour, dedication and absorption, thereby making it easier to measure engagement on a psychological level. Saks increased the perspectives to indicate that interaction is created in mutually supportive relations wherein employees have a good reaction to the support of the organisation, to be treated equitably, and to have friendly working conditions (Girdauskiene et al., 2022). 
Three dimensions are usually used in measuring employee engagement: vigour, dedication and absorption. Vigour is the readiness of the employees to allocate huge amounts of energy, stamina and perseverance in their job despite difficult circumstances. Dedication portrays the zeal, motivation, pride and feelings of importance that employees allocate towards their work, whether it is in connection to their work. Another phenomenon known as absorption is the comprehensive engagement and focus on the work activities that result in high levels of attention and engagement. Dunlop and Scheepers (2023) have critically proven that leadership behaviours are key in these three dimensions of engagement, which implies that supportive leadership enhances the psychological attachment and work motivation of the employees.
Organisational variables have several variables that influence the engagement of employees. High levels of trust, motivation and participation are created by the leadership due to the way positive relationships between the managers and employees are built. Engagement is reinforced through communication as the employees become aware of organisational objectives and feel part of the decision-making process. Employee development and rewarding employees will be more motivating, as it will reward their performance along with career development. Another way of increasing engagement is through trust, organisational support and psychological safety, whereby employee well-being is increased because they are more willing to give when they feel they are being treated fairly, treated with care and respect at the workplace. Concerningly, Siyal (2023) discovered that critical aspects of inclusive leadership are primarily fostering employee engagement by strengthening psychological safety and trust in leaders. Boikanyo and Naidoo (2023) ascertained that significant work and psychological safety are better predictors of engagement than only financial rewards because they provide psychological needs satisfaction for employees. Girdauskiene et al. (2022) suggested that in future, involvement of innovative approaches, such as gamification, could be improved further by engaging the employees increasingly on motivational increases, teamwork and participation in an interactive form of workplace practices.
[image: ]
[bookmark: _Toc240024807]Figure 2: Factors Influencing Employee Engagement 
(Source: Dunlop and Scheepers, 2023)
In the hospitality sector, employee engagement is an especially difficult factor to maintain since sometimes employees interact with customers on a very personal level, working long hours, and having to deal with emotional customers. Labour turnover is high; seasonal employment and job duties involving customers are likely to reduce the long-term commitment level of organisations and engagement levels of the workers. The most critical observation made by Baruah et al. (2023) is that the amount of engagement in research work on employee engagement has seen an increase to a considerable level; nevertheless, scarce empirical research on employee engagement within the hospitality industry, and additional studies are needed in the industries that fall under the commonly seen high customer service and high turnover rate of employees profile.
[bookmark: _ke4ye1pt45b3][bookmark: _Toc240024613]2.6 Organisational Performance
Organisational performance includes both financial and non-financial outcomes, including financial performance, operational effectiveness, employee effectiveness, and customer satisfaction/service quality. According to Kimonyo (2024), monetary performance alone cannot be used to quantify organisational performance, as the employees' experience dictates much in innovation, involvement and client satisfaction, and these ultimately contribute to organisational competitiveness in the long run.
Numerous indicators used in the measurement of the performance of an organisation measure financial as well as operational performance. There is also the need to have other indicators, such as financial returns, such as profits and revenues, as a pointer to the economic sustainability of the organisation. Customer satisfaction, employee retention, labour productivity, service quality and innovation, however, are becoming more and more valuable performance measures since they show how the organisation can continue to have a competitive edge and long-term growth. As Lovemore et al. (2023) emphasised, customer retention practices increase the perceived service quality and organisational performance, meaning that customer-focused practices cannot be regarded as of less importance than financial practices.
The close relations between success and business performance and operational performance and success attest to the fact that Candra et al. (2023) observed that higher customer satisfaction and service quality are key elements in increasing the rate of hotel occupancy.
Though financial indicators are very common, an incomplete assessment of organisational performance is an activity that is grounded in profitability and revenues only. Intangible aspects such as employee loyalty, customer loyalty and service delivery that influence the success of sustainable organisations are not usually prioritised by financial standards. Kimonyo (2024) critically asserted that organisations ought to take advantage of the balanced view of performance by merging the non-financial measures of performance, such as employee engagement, innovation and customer satisfaction, because these areas are more reflective of long-term organisational performance and competitiveness.
[bookmark: _m54ukuyy2isc][bookmark: _Toc240024614] 2.7 Relationship Between Employee Well-being Programmes and Employee Engagement
Employee well-being programmes are increasingly accepted as essential organisational practices that lead to increased employee engagement by contributing to the physical, psychological and emotional health of employees. Rahi (2022) had the hope that the psychological well-being of employees would positively affect work engagement because employees who are better off in terms of well-being are better motivated, feel empowered and employable in the long term.
Well-being programs decrease stress levels at the workplace, enhance employee satisfaction and boost their emotional commitment to the organisation. Che et al. (2022) found that positive employee-organisation relationships enhance work engagement and employee well-being by supporting organisations and having mutual trust, which suggests that employees could be more responsive to organisational support practices through their commitment and involvement.
Psychological safety is another important process linking well-being programmes and employee engagement. Employees who work in a psychologically safe environment are in a better position to give ideas, receive assistance and be more involved in organisational activities even where there exists fear of negative influence. This forms an environment that builds confidence in employees and the connection that they have with the organisation, emotionally. Another finding by Che et al. (2022) in terms of promoting the feeling of security in the employees by encouraging organisational relations contributes to the improvement of the feeling of work-wellbeing and, consequently, engagement.
Motivation, job satisfaction and organisational commitment are also enhanced under the employee well-being programmes. Promoting health, reducing stress and availing personal development activities enhances how employees feel that the organisation acknowledges their participation and takes care of them. Thapa et al. (2023) argue that emotional intelligence is significant in high regard regarding the well-being and involvement of employees since emotional intelligence has the capability of overcoming employees' stress at their workplaces, maintaining and enjoying positive relations and feeling motivated in uncomfortable workplaces. Rahi (2022) hypothesised that, to some degree, psychological empowerment evidences this linkage, which means that the involvement of well-being programmes might lead to low involvement levels unless workers also experience that they are engaged in meaningful work, are autonomous and get organisational support. The above difference demonstrates that additional research on the same issue ought to be conducted within the UK hospitality industry where work-related stress might have an influence on the workability of employee well-being programmes in raising the level of employee involvement.
[bookmark: _b0mu2exm2hln][bookmark: _Toc240024615]2.8 Relationship Between Employee Well-being and Organisational Performance
Employee well-being (EW) is a strategic resource that is increasingly being recognised as contributing to organisational performance by boosting the physical, psychological and emotional functions of employees. Organisations are likely to receive higher productivity, better services to the customers and overall performance when they invest in the well-being of the employees in the long run. Van der Merwe and Olivier (2024) asserted that there is such a relationship between employee well-being and organisational effectiveness where healthy and happy employees are more motivated, resilient and have the capacity to achieve organisational objectives.
Employee productivity is one of the major consequences that pertain to the well-being of employees. By having employees in good physical and psychological well-being, the employees will be more focused, active and effective in their line of duty and therefore operational performance. Health also leads to better quality of service provision by employees and also makes services provided consistently in the areas where it is highly customer-oriented since employee behaviour impacts directly on the organisational performance. Olivier (2024) found that the well-being of the employees corresponds with better organisational effectiveness because they are more enabled to perform their work areas and be more effective in completing the organisational objectives. Van der Merwe and Olivier (2024) emphasised that positive employee conditions create an organisational environment which helps in fostering learning, flexibility and continuous learning.
Another significant benefit of employee well-being is less presenteeism and absenteeism. Healthier employees suffer fewer illnesses, thus tend to be present at work; employees have a high chance of putting in high performance when available at work. Improvement of employee retention by improving their well-being, which contributes to job satisfaction, organisational commitment and the willingness of the employees to remain with their employer is also enhanced. Less turnover decreases recruitment and training expenses and maintains organisational knowledge and service quality. Olivier (2024) stated that organisations which are successful in their promotion of employee welfare have better financial performance since changes in productivity, retention and service quality all lead to organisational efficiency and profitability.
Although all the studies conducted in the past show a positive correlation between the well-being of the employees and organisational performance, most of the literature that exists is cross-sectional, making it difficult to form causal relationships. More importantly, Van der Merwe and Olivier (2024) even suggested that future research ought to employ longitudinal designs and include additional industry-specific scenarios in which the well-being of workers is potentially still more decisively influential on customer experience and performance of the organisation, particularly in the field of service, such as hospitality.
[bookmark: _bzkd5jweff2a][bookmark: _Toc240024616] 2.9 Employee Engagement as a Mediating Variable
Engagement among employees is turning out to be a mediating variable which defines how the initiatives aimed at improving the well-being of employees can translate into enhanced organisational performance. Employee well-being programmes enhance both the physical and psychological well-being of employees, which enhances their motivation, commitment and desire to perform towards the goals of the organisation. The greater the engagement of the employees, the higher the chances that they will demonstrate higher output, improved service quality and organisational commitment that leads to the general performance of an organisation. Abdullahi et al. (2023) claimed that employee engagement has a much bigger mediated effect between employee relations practices and employee performance and that supportive organisational practices enhance performance mainly by boosting the level of engagement of employees rather than the direct impacts themselves.
The mediation role of employee engagement implies that organisational outcomes might not necessarily be improved by well-being programmes unless effective action is taken to create a psychological connection of employees to the organisation and active engagement in the work process. When employees feel that organisational support is given to them by the well-being initiatives, they will be more willing to pay back with more commitment, discretionary effort and positive work behaviours, leading to better organisational performance. Otoo (2024) found that this relationship between job resources and turnover intentions is moderated by resources that are favourable in the workplace; resources that are favourable in the workplace moderate the engagement and consequently, workforce intentions to quit the organisation are reduced.
[bookmark: _uj3xubivznt9][bookmark: _Toc240024617]2.10 Theoretical Framework
It is a theory of Job Demands and Resources (JD-R) explaining why there are varying levels of well-being among employees depending on the level of individual balance in the demand side on the job and the job resource side. Stress and burnout might be increased by job demands (heavy workload, overtime, emotional labour and shift working) and reduced by job resources (organisational support, autonomy, training and well-being programmes) to enhance the engagement and performance of the employees. The hypothesis of Galanakis and Tsitouri (2022) is as follows: not only do adequate job resources reduce burnout, but they also facilitate work engagement, which, consequently, will improve the performance of an organisation. Rasool et al. (2024) also assert that organisations integrating the JD-R perspective can increase the commitment of working staff due to sufficient resources that they can provide to them at work. In the context of the UK hospitality sector, where staff are subjected to challenging customer-related experiences and unstructured work shifts, the JD-R theory will offload the pressure exposing its employees to stress and burnout, as well as enhance service delivery. The theory has, however, been criticised because it lays too much emphasis on the factors in the workplace as against the individual differences and bigger organisational culture.
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[bookmark: _Toc240024808]Figure 3: Impact of Leadership in JDR Theory
(Source: Rasool et al. 2024)
Also contributing to JD-R theory, Social Exchange Theory (SET) proposes that workforce rewards prone to favourable organisational treatment have positive impacts on favourable attitudes and behaviours (Rajâa and Mekkaoui, 2025). The more organisational support, trust and commitment a worker develops, the more they react by engaging more and working better as organisations invest in employee welfare with the help of supportive programmes. Although SET provides a good explanation of the symbiotic relationship between employers and employees, it is constrained by the assumption that all employees react the same way to organisational support. Both can be implemented together as JD-R and SET to comprehend the relationship that exists between resources and engagement as it becomes psychologically related, and aspirational behaviours that lead to employees contributing towards organisational performance. Therefore, a combination of the two theories has been employed, thereby providing a full-scale framework to examine how an employee well-being programme can affect employee engagement and performance in the UK hospitality industry.
[bookmark: _Toc240024618]2.11 Conceptual Framework
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[bookmark: _Toc240024809]Figure 4: Concept model
(Source: Self-developed)
The conceptual framework shows the relationships between the study variables proposed. The independent factor that influences employee engagement is the employee well-being programmes, i.e., training and development, leadership support, work-life balance and mental health support. The mediating variable is employee engagement because it will define how well-being programs are related to employee motivation, commitment, and engagement in the workplace. Higher employee engagement will enhance organisational performance, which will be assessed in terms of productivity, retention of employees and quality of services. The framework is formed on the literature at hand and provides the theoretical background of the research, addressing the direct and indirect links between employee well-being programmes and employee engagement and organisational performance in the UK hospitality industry.
[bookmark: _Toc240024619]2.12 Literature Gap
Although there has been an increasing scholarly interest in the issue of employee well-being, there are still some critical gaps in the existing body of the literature. On the one hand, the number of studies that focus on the specific impact of employee well-being programmes in the UK hospitality sector is rather minimal, although the industry faces its unique circumstances, such as employee turnover, off-cyclical work schedules, and strenuous jobs. Second, existing research in the past has primarily focused on addressing associations between employee well-being, either employee engagement or organisational performance, with a limited number of studies addressing the three constructs within a single type of research. In addition, a lot of the studies are carried out in terms of well-being programmes at the individual level, e.g. mental health or flexible working; rather than adopting a comprehensive outlook on the well-being programmes at organisational levels. There is limited evidence post-COVID-19 assessing the effect of modifying practices at the workplace regarding employee performance. Lastly, there is a lack of studies which explore employee engagement as an intervening factor or do not just limit their study to hotels but across the hospitality industry. The paper addresses these gaps by getting into the interwoven nature of relationships between well-being programmes, employee engagement and performance of organisations in the UK hospitality industry.
[bookmark: _cjz886oprzjy][bookmark: _Toc240024620] 2.13 Chapter Summary
The literature on employee well-being, employee well-being programmes, employee engagement and performance in the UK hospitality industry was critically reviewed in this chapter. Not only did it explore the multidimensional nature of employee well-being, but it also touched on various organisational initiatives that are also designed to enhance the physical, psychological and social health of employees. Employee engagement was also discussed in the review as a good well-being programme, relevant achievements, and how it improved the performance of organisations through improved productivity, quality service, and retention of employees. The other chapter also tested the applicability of the Job Demands-Resources (JD-R) Theory and Social Exchange Theory (SET) in the explanation of the relationship of the study variables. Also, it found that there were still significant gaps in the literature, such as the lack of streamlined research on the UK hospitality industry, a lack of combined studies that investigate well-being programmes, engagement, and organisational performance, and a lack of post-pandemic data. These loopholes give the rationale for the current study and result in the research methodology, which is to be discussed in the next chapter.



[bookmark: _Toc240024621]Chapter 3: Research Methodology
[bookmark: _Toc240024622]3.1 Chapter Overview 
This chapter presented the research methodology adopted in researching the relationship between organisational factors and employee well-being in the hospitality industry. The purpose of the chapter was not only to explain but also to justify the methodological decisions that were taken to guide the research process until the end so as to direct the study systematically and rigorously. This chapter was quite informative how the data were collected, analysed and subsequently the way they were interpreted so as to address the research objectives and answer the research questions.
The chapter started with a discussion of the philosophical underpinning of the investigation and the explanation of why a positivist research philosophy and a deductive research method were chosen. The research design, methodology, and survey approach adopted in the investigation were subsequently outlined as follows: to establish how the leadership practices, working conditions, employee engagement, training opportunities, and condition of the employees interact with each other.
Moreover, the chapter presented the data collection method, questionnaire design, sampling plan, as well as selection criteria. Analytical methods that were used to analyze the data collected, such as descriptive analysis, correlation analysis, reliability analysis, and multiple regression analysis with the use of IBM SPSS, were also described. Finally, issues of reliability, validity, ethicality and research limitations were also addressed to ensure transparency, credibility and academic rigour of the research.
[bookmark: _Toc240024624]3.2 Research Philosophy 
Positivist research philosophy was selected in the present research as it required exploring the relationship between organisational determinants and worker well-being in the hospitality industry, relying on quantitative research and statistical tools. Positivism was based on the assumption that reality is objective and is not dependent on any perceptions of people by any means, and can be known by the help of empirical observation and scientific research. The philosophy supported the accumulation of objective and measurable data in order to achieve results that are objective and reliable (Junjie and Yingxin, 2022).
Positivism was adopted because research work was an endeavor of investigating the effects of organisational aspects like leadership practices, workplace support, employee engagement, and training opportunities on employee well-being. These variables could be quantified, and this implied that a positivist approach enabled the researcher to investigate the relationships of these variables systematically and objectively (Adil, Khan and Ahmad, 2024). Hypothesis testing based on previous research and theories was also supported in the philosophy.
Quantitative research was closely connected with positivism since both methods were based on numerical estimates and statistical methods of explaining social phenomena. In the current research, data were gathered in a structured form of a questionnaire, which contained closed-ended questions. The standardisation of the measurement tools guaranteed uniformity in data gathering and minimised the chances of researcher bias (Mustofa, 2023).
Moreover, positivism stressed objectivity and empirical testing. It was assumed that there was an objective reality, and the study focused on measurable variables in contrast to subjective analysis of experiences of the employees. The statistical tools, including descriptive statistics, correlation analysis, and multiple regression analysis, were used to assess the strength and direction of organisational factors and employee well-being and to test the proposed hypotheses.
The research on hospitality employee well-being was especially applicable to the positivist philosophy as it allowed obtaining results that could potentially be applied to a greater population of hospitality employees (Lyu, 2024). This research aimed to provide plausible research in the well-being of the employees in the hospitality industry about organisational practices in the industry through empirical evidence and statistical validation.
[bookmark: _Toc240024625]3.3 Research Approach
The deductive research methodology was adopted in the present study because it needed to focus on the effect that the organisational factors were having on the well-being of the employees in the hospitality industry (Shrutika Sirisilla, 2023). Deductive reasoning was a process where actual theories and concepts were used to develop new hypotheses that were in turn checked by empirical data. In contrast to the inductive type of reasoning, in which attempts were made to form new theories out of observations, the deductive type of reasoning cared more about whether theoretical assumptions were justified by the observations.
The deductive method was deemed appropriate as the research was based on theories and prior studies to explain how organisational practices relate to the well-being of employees (Kumar and Ujire, 2024). The hypotheses of the research were formulated based on the literature available and tested with the help of quantitative data gathered among the employees of the hospitality facilities. The data collection, analysis, and interpretation were informed by theoretical models and included a logical flow in the methodology used.
The study was informed by two theoretical underpinnings. The latter was the Job Demands Resources (JD-R) Theory that suggested that the well-being among employees was determined by the equilibrium between the job demands and the organisational resources. According to this theory, supportive leadership, training opportunities, and good working conditions were among the factors that served as resources to enhance engagement among employees and reduce workplace stress. The theory provided a guideline in perceiving the influence that organisational practices had on the well-being of employees.
The second theoretical foundation was the Social Exchange Theory (SET), which believed that a positive relationship existed between the employers and employees that triggered the resulting mutual behaviour. As the employees felt organisational support and fair treatment, the greater was the level of engagement, commitment, and psychological well-being; the higher was the likelihood. The theory contributed to the realization of how interactions at the workplace impact both employee attitudes and behaviours.
The research employed deductive methodology, which fitted into a quantitative approach as it enabled the researcher to test the hypotheses established beforehand by transforming variables into measurable ones and testing them using statistical methods (Barroga et al., 2023). So, the deductive paradigm provided a thorough, scientifically rational model of understanding the relations between organisational variables and the welfare of workers in the hospitality industry.
[bookmark: _Toc240024626]3.4  Research Methods and Data Collection 
The research method applied in the research was quantitative research, in which primary data was collected through a structured online questionnaire (Dehalwar and Sharma, 2024). The questionnaire involved collecting information on the perceptions of the employees on the organisational practices and general well-being in the hospitality industry. An online survey was chosen as it offered an effective and cost-efficient way of data gathering among participants of various hospitality organisations (Eungoo and Hee-Joong, 2023). It was carried out online using online survey tools, such as Google and Microsoft Forms, whereby the survey participants were allowed to complete the survey online. Going digital helped to distribute and gather responses and also to make it accessible and convenient to the participants.
The questionnaire link was distributed between various media in order to get maximum response. Such sources were professional networking sites such as LinkedIn, networks of employees and personal contacts in the hospitality industry, and organised networks. The survey was also requested to be sent to the employees of hospitality organisations as long as they stated that they agree with it (Goodfellow, 2023). The online distribution approach enhanced the geographical coverage of the research and allowed gathering data within the limited time available for the research. Online questionnaires were deemed as viable since fully doing the survey was possible since it could be conducted at any convenience time as the employees of the hospitality establishments had access to the use of the electronic devices.
Before receiving the questionnaire, participants received an information sheet, which indicated the purpose of the study and the voluntary nature of the study. At the beginning of the survey, a well-informed consent form was given, and without giving consent, the participants would not get the next part of the survey. All the answers were anonymous, and they were not intended to be used for any purpose other than academic.
Demographic data, as well as the ones that marked the organisational matters and the well-being of the employees, were surveyed in the questionnaire. There were some demographic items, which were designed to build a profile of the respondents, and they consisted of such variables as age, gender, job position, years of experience, and the type of hospitality organisation the respondents have worked in. These variables provided a lot of context that aided in the interpretation of results. The online questionnaire was administered to employees in the hospitality industry, and the data was logged over four weeks.
In addition to demographic data, the questionnaire also measured the size of organisational aspects, which were highly likely to have an influence on employee well-being. Leadership practices were reviewed to get an idea of the perception of employees towards the managerial support, communication and decision-making of their organisations. Questions on working conditions determined the perception of workers to workload, workspace environment and organisational support.
Questions that were contained in the questionnaire also measured employee engagement, and this translated to employee commitment, motivation, and participation in their work (Ajayi, 2023). Opportunities for training were also evaluated in terms of the extent to which the organisations themselves were committed to taking care of their employees as well as to supporting their career development. Finally, employee well-being was gauged through responses to questions that encompassed the level of job satisfaction, psychological well-being, as well as the overall experiences at the workplace. A standardised measurement scale was used to increase the reliability and validity of the data.
[bookmark: _Toc240024627]3.5 Population and Sampling Strategy 
The targeted population of the study was the employees working in the hospitality industry and based in a hotel or restaurant, resort, and other hospitality organisations. The employees of the hospitality industry were the focus of the paper because they were the ones who experienced the organisational practices firsthand, which encouraged the well-being of the employees, i.e., leadership support, work environments, employee engagement programs, and training opportunities. Incorporation of the study of people employed in different hospitality facilities enabled the researcher to acquire a more global outlook of the association in the context of organisational issues and employee welfare.
The research developed certain inclusion and exclusion criteria to ensure the selected participants of the research were pertinent to the research objectives. Only those who were already working in hospitality organisations and were aged eighteen years and above were qualified to participate. The research was extended to both full-time and part-time workers as they may possess valuable data concerning organisational practices and work experiences (Pandey and Pandey, 2021). Non-hiring staff in the hospitality industry and those below the age of eighteen did not take part in the research.
The methodology of sampling was the convenience approach to selecting the participants. The convenience sampling method was deemed suitable due to the fact that the researcher was able to gather data from participants who were readily available via professional circles, groups of hospitality employees, and organisational connections (Hossan, Dato’Mansor and Jaharuddin, 2023). Social websites, including LinkedIn and social communities related to hotels, were used to circulate the survey questionnaire so as to maximise the number of people participating.
This research was aimed at thirty respondents. It was felt that the sample size was large enough to perform the exploratory quantitative analysis and to determine the correlation of the organisational variables with employee well-being. Additionally, the sample size was too small, limited by parsimony, as well as the research.
Convenience sampling was favored due to the unavailability of time. Utilizing probability sampling was not easy since the researcher was unable to obtain a representative sample of employees within different hospitals regarding their service within the hospitality sector. Moreover, the cross-sectional design of the research meant that data collection had to be done over a short time frame. Convenience sampling was thus a viable and practical way of acquiring pertinent data and performing statistical analysis (Obilor, 2023).
	Criteria Type
	Inclusion Criteria
	Exclusion Criteria

	Industry
	Employees working in hotels, restaurants, resorts, and other hospitality organisations.
	Individuals employed outside the hospitality industry

	Age
	Participants aged 18 years and above
	Participants younger than 18 years

	Employment status
	Full-time and part-time employees
	Unemployed individuals or those not currently working in hospitality organisations

	Participation eligibility
	Employees willing to provide informed consent
	Individuals unwilling to provide informed consent

	Research relevance
	Employees with knowledge of organisational practices and workplace experiences
	Individuals with no direct experience of hospitality workplace practices


Table 1: Inclusion and Exclusion Criteria
(Source: Self-developed)
[bookmark: _Toc240024628]3.6 Data Analysis Techniques 
The results of the online questionnaire were analysed with the help of IBM SPSS software. SPSS was selected because the analysis is quantitative and therefore, it could be structured, handled, and analysed on the programme. The software allowed the researcher to conduct different statistical tests which were in tandem with the research objectives and eased the interpretation of the results of relationships among organisational factors and employee well-being (Kumar et al., 2023).
Coding and cleaning of data were performed using the data collected, and this was used to undertake the statistical analysis. The coding of data involved assigning numerical values to the responses provided through questionnaires, and data cleaning ensured that unfinished responses, mistakes, and inconsistencies were uncovered and corrected. This operation enhanced the accuracy and reliability of the data.
They used descriptive statistics to summarise the demographic characteristics of the respondents (age, gender, job position, years of experience, type of hospitality organisation). Appropriate textual measures (frequency, percentage, mean, and Standard deviation) were calculated to provide an overview of the sample and answer distribution.
Reliability would be assessed using Cronbach's alpha as a test of the internal consistency of the measurement scale. The alpha was applied to ensure that the questions in the questionnaire would measure the same items. The bigger the alpha coefficient, the more reliable the measurement device.
Correlation analysis was used in order to explore the magnitude and the direction of the relationships between organisational variables, such as leadership practices, working conditions, employee engagement, training opportunities, and employee well-being. This was broken down to determine whether or not there were any significant relationships between the variables.
The results of the influence of organisational factors on the well-being of employees, along with the testing of research hypotheses, were achieved with the assistance of multiple regression analysis. The results determined how much the change in employee well-being was predicted by independent variables.
The type of statistical techniques selected was directly applicable to the objective of the research since it could lead to, at the very least, the collection of empirical data on the correlations between the variables in the study. The findings were explained in terms of degree of statistical significance, correlation coefficients, and regression coefficients, which enabled the researcher to make some contentful conclusions as regards such variables that affect the staff well-being in the hotel business.
[bookmark: _Toc240024629]3.7 Reliability and Validity 
The researcher took several precautions to guarantee the validity and reliability of the research instrument and the data gathered. Reliability was applied in terms of consistency and constantness of the measurement procedure. To determine the reliability, Cronbach's alpha was calculated with the assistance of IBM SPSS. Cronbach's alpha was used to measure the internal consistency of items in the questionnaire, and the scaling of the measurements was similar. The satisfactory alpha value demonstrated that the items were reliable to measure the intended constructs.
Validity entailed how well the questionnaire was able to measure the concepts being studied. Pre-existing measurement scales were used to improve the content validity, and the questionnaire was found to comprehensively capture the variables in the research (Sreekumar, 2023). The pilot test was conducted before the final data collection process in order to identify any ambiguity in the questionnaire items to be improved.
The construct validity was ensured as there was agreement between the questions and the research objectives and theoretical premises. These measures increased the research findings' precision, reliability, and validity.
[bookmark: _Toc240024630]3.8 Ethical Considerations
The study complied with the ethics set by the university and observed relevant data protection prerequisites when carrying out the research. Before conducting the survey, the respondents were provided with an information sheet to explain the goals of the study, the time that the respondents were expected to take, and the steps that had been implemented to ensure that the respondents were not affected by the study. Before giving access to the questionnaire, the participants had to sign the informed consent electronically.
The participation of the participants was voluntary, and the subjects were made aware that they could withdraw at any point during the research without necessarily giving a reason. Anonymity of participants was ensured since no names or employee identification numbers, or other personally identifiable information, were gathered (Bhandari, 2021). The data collection was done in accordance with formal acceptance of the research ethics committee of the university before the data collection.
To ensure confidentiality, the data obtained were stored securely in a password-controlled device, and only the researcher was able to access the data. There was no other mode of use of the information other than academic purposes. The information was archived as per university policies within a limited period of time, and then thereafter the information was deleted permanently after the study was carried out.
[bookmark: _Toc240024631]3.9 Research Limitations 
Various methodological constraints were experienced in the current study which must be taken into account when interpreting the results. One of the limitations was a rather limited number of thirty respondents. Although the sample size was considered to be adequate for an exploratory quantitative analysis process, it restricted the application of extrapolation of the findings into the general sample population of hospitality employees. A bigger sample would have resulted in more representative findings and external validity of the research.
Convenience sampling is another drawback that was faced. The respondents were not sampled in a random manner, but they were sampled based on their access through the professional network, hospitality organizations, and personal contacts. On this basis, sampling bias could have been a possibility since the people picked could not possibly have been representative of all those employees working in various hospitality organisations. In order to reduce this limitation, the survey should be circulated via various channels, such as LinkedIn and networking related to hospitality, to a greater diversity of participants.
Another limitation of the research was the cross-sectional research design since data was collected at a specific point in time. The study therefore was not able to quantify the differences in employee perceptions and well-being when quantified over the long term or even find causality of the variables. It may adopt longitudinal studies in the future to see how organisational factors impact employee well-being through the years.
Also, the study was based on self-reported information using questionnaires, and thus there was a possibility of response bias and social desirability bias. The respondents could have given answers that could be considered socially acceptable but not necessarily as per their experiences. This risk was reduced by ensuring that anonymity and confidentiality were maintained in the study.
Time constraints and inaccessibility of the employees in the hospitality industry also affected the scope of the study. Time was also a constraining factor in the size of the sample and linking of data collection. Notwithstanding such constraints, various steps such as pilot testing, use of validated measurement scales and standardised data collection processes were taken in an attempt to enhance the reliability, validity as well as the credibility of research findings.
[bookmark: _Toc240024632]3.10 Chapter Summary 
This chapter outlined the methodological structure which was adopted in the research undertaken to determine the correlation between organisational factors and employee well-being in the hospitality sector. The chapter began by justifying the research philosophy and deductive research as positive philosophies of research by examples that provided an empirical ground on which to test the proposed relationship using empirical research. The relevance of the below research objectives to the appropriateness of the quantitative methodology, the survey strategy and the cross-sectional research design were also discussed.
Additionally, the chapter explained the data collection procedure, which involved the administration of an online questionnaire that was structured and administered over professional networks and hospitality organisations. The description of the target population, sampling strategy, sample size, and inclusions and exclusions of participants were outlined to demonstrate how the participants were selected. In addition, the questionnaire structure and scale to assess leadership practices, working conditions, engagement among employees, training opportunities and well-being among employees were provided.
The chapter also recognised the statistical analyses performed on the data obtained with the view to encompassing descriptive statistics, reliability analysis, correlation analysis, as well as multiple regression analysis through the use of IBM SPSS. Finally came the issue of reliability and validity, ethical issues, and research limitations, which were also dealt with to be able to offer transparency, credibility, and academic rigour. The methodological processes were a good foundation for how the research results should be presented and interpreted in the ensuing chapter.


[bookmark: _Toc240024633]Chapter 4: Data analysis 
[bookmark: _Toc240024634]4.1 Overview
This chapter will give a discussion of the primary data, which was gathered with the help of the structured questionnaire given to the employees of the hospitality industry. The research received 30 responses, giving it a quantitative basis on how employees perceive the organisational practices and well-being at the workplace. The questionnaire was structured based on organisational variables that considered the research issue of organisational determinants contributing to employee well-being, like leadership practices, work conditions, staff engagement, training opportunities and psychological well-being. These survey items were in the form of closed-ended items that were measured using a five-point Likert scale, which encompassed strongly disagreeing, strongly agreeing, etc.
This chapter is analysed by looking at the patterns of response in the survey graphs. Results are discussed in terms of frequency of responses and percentages, and to provide one more indicator of the overall direction of responses, the mean scores are employed. A greater effect will be a higher disagreement in a more similar score to 1 and vice versa. The analysis thus takes into account any positive or negative reaction patterns as opposed to the largest category.
The first analysis will investigate whether respondents found their workload to be manageable and reasonable. This can be especially applicable to the field of hospitality since, according to the research, long working hours, schedules, emotional labour and stressful customer interactions are some of the significant issues at the workplace. The following analyses consider employee motivation and commitment, organisational goal commitment, ability to train and develop individuals and the value that the organisation adds to mental and emotional well-being. 
The findings also tally with the methodological intent of the study, which was to examine associations between organisational practices and employee well-being with quantifiable data. One of the main concerns in the proposed research is specifically the definition of leadership, workplace support, employee engagement and organisational practices.
[bookmark: _Toc240024635]4.2 Results 
[bookmark: _Toc240024636]4.2.1 Descriptive statistical analysis 
This part introduces and discusses the results of 30 respondents who are in the hospitality industry. A total of 6 survey graphs are discussed based on the demographics of the respondents, their satisfaction with the management support of the working conditions, and their satisfaction with the leadership. The interpretation is proportional to the research objectives, particularly the research objectives on the occurrence of the organisational well-being practices, the effects the practices have on the employees, as well as the relationship between employee engagement and organisational performance. The dissertation suggests that one of the key organisational aspects that affect employee engagement and work organisation is the well-being programmes that the organisation provides to employees, the role of the leadership in employee engagement and company productivity, and the balance between work and life. It is mainly a descriptive analysis. Therefore, the stages and the distributions of responses denote the impressions of the sample but cannot be called statistically significant in the sense of inferential statistics unless there are also correlation, regression, or hypothesis-testing results. Its findings, however, provide a great deal of empirical evidence to answer the research questions.  
[bookmark: _Hlk238556370][image: ]
[bookmark: _Toc240024810]Figure 4: Descriptive Statistics 
(Source: SPSS)
It was used to test the reliability to determine how well the 12 items in the questionnaire are internal. Internal consistency refers to the level of similarity of the items in a certain scale and their responses to the research topic in question being similar. The data was tested using Cronbach alpha which is commonly used to test the reliability of multi-item survey instruments. All the 12 items have been analyzed and the value of Cronbachs alpha has been given in Table 4.2: Reliability Statistics: 0.415. This is also confirmed in the Case Processing Summary in that in the 30 cases that were done they were all valid (100, 000 percent) and no one was omitted in the analysis. The result was therefore computed using the entire dataset in regard to the reliability. The level of internal consistency of the 12 items as a scale is a rather poor alpha of 0.415. This could lead to a situation where the items used in the questionnaires are not necessarily all testing the same underlying construct. This can be attributed by the fact that there are several dimensions of the questionnaire that comprise; workload, management support, working conditions, involvement of employees, organisational commitment, training and development, and mental and emotional well-being (Molnár, Papp and Juhász, 2024). These variables determine parallel organisational constructs only to be different with chances of the variable becoming different constructs. Accordingly, the reliability finding needs to be taken with a grain of salt instead of thinking that there is one cohesive scale among the 12 items (Çetinkaya and Sürücü, 2025). This rather low alpha may also be explained by the fact of a small sample size of 30 respondents and variation of concepts that were measured in the questionnaire. This is the reason why the individual variables were not bundled to a single overall composite measure, but instead, their individual variables were maintained and analysed individually using descriptive statistics, correlation analysis and multiple regression.
Demographics
Age Profile of Respondents 
The 30 respondents were divided into their ages as shown in the first graph. Most of the respondents were between the ages of 36-45 years (33.3% of 10 respondents). This was then followed by the 26-35 years group, 26.7% (8 respondents). The other 23.3% (7 respondents) were aged above 45 years, and 16.7% (5 respondents) were aged 18-25 years.
The results show that the sample has employees of different working ages, though the majority of workers who are in mature working age (26-45 years) are the largest population, with 60.0% (18 respondents) of them falling within the 26-45 years (combined) age group. It can be used because employees within different stages of the life cycle in their respective career life might have different expectations in terms of organisational support, leadership, work-life balance, and well-being programmes.
This comparatively high proportion of employees aged 36-45 years is also helpful in the context of the study since these employees will be capable of contributing to the work experience to a significant extent and thereby provide a rather insightful perspective on the working conditions and management practices. Simultaneously, younger employees will be included in the study to ensure that the possible dissimilar expectations with respect to engagement and organisational support are reflected. In comparison to Objective 1, the age profile provides an appropriate demographic background to guide on whether the well-being practices are being perceived by the employees in their respective organisations. It also leads to Objective 2, as employee feedback about organisational support and working conditions can be discussed across a quite diverse workforce, unlike being restricted to a specific age group.
Gender Profile of Respondents 
The second graph shows that 36.7% (11 respondents) were female, 33.3% (10 respondents) were male, and 30.0% (9 respondents) did not like to specify their gender. The distribution is fairly equal, and no one gender sample leads to a higher number than 36.7 % of the sample. This will prove useful because there is no prevailing gender group in the results. A relatively large %age of respondents who chose not to answer also reflects the need to ensure confidentiality in exploring the experiences people have at the workplace and how their well-being is affected.
The sex composition is important to the research in that employee welfare could be physical, psychological, emotional and social. A conceptualisation of well-being as multidimensional and the relationship between beneficial working practice, engagement and organisational outcomes also feature in the literature review. Nevertheless, the graph does not give adequate evidence to be able to conclude that gender leads to differences in both employee well-being and engagement. A comparative statistical test would be required to make such a conclusion. Therefore, the main significance of this result is that in this sample, there is quite an eclectic gender sample, which makes it simpler to generalise the consequent workplace findings. 
Contextual Analysis 
Current Job Position of Respondents 
The third question shows that the occupational group which had the largest number was 40.0% (12 respondents) who were supervisors. The percentage of respondents who were front-line was 26.7% (8 respondents), and those who were managers were 23.3% (7 respondents). The others (3 respondents) took other positions.
The results are particularly important since they held supervisory or managerial positions at 63.3% (19 respondents) in the mixed case of managers and supervisors. Meanwhile, over a quarter of the sample, 26.7%, were front-line employees, who are in direct operational and customer-facing activities. There are certain implications of this professional make-up on the meanings of leadership and management support. This could be because superiors and the management have a higher exposure to organisational goals and management decisions than front-line workers. On the other hand, front-line employees might have a greater realisation of working conditions, workload, and management support towards day-to-day service delivery.
The outcome is therefore connected to Objective 1, wherein the practices of organisational well-being can be considered differently depending on the organisational position of an employee. The role of leadership and organisational support for staff also relates to Objective 2, since leadership and organisational support hold the greatest significance in a labour-intensive hospitality work environment. The identified organisational variables which have been found to be built in the dissertation are leadership support, training, employee engagement and working conditions. 
Supervisor Communication of Organisational Goals 
The greatest percentage, 40.0% (12 respondents), indicated the neutral midpoint of 3. The other 16.7 (5 respondents) of the total respondents (22) selected 4, with a low 13.3 (4 respondents) selecting 5, which was the strongest positive response. On the other hand, 23.3 (7 respondents) selected 1 and 6.7 (2 respondents) selected 2. Almost 30.0% (9 respondents) thus responded positively with a score of 4 or 5 as compared to 30.0% (9 respondents) who responded negatively with a score of 1 or 2. The rest (40.0), 12 respondents, were neutral. The average of 2.90 indicates that the perceptions about the supervisor's communication were at the lower end of the scale.
This is a significant finding for Objective 2, whose purpose is to understand how the well-being programmes and organisational practices have an impact on workers. Effective communication is a valued aspect of organisational support since employees have to know what is expected, goals, and their role in organisational operations. The literature has discovered that leaders can improve engagement and organisational commitment through communication, supportive leadership mechanisms, as well as trust mechanisms.
Of importance is the high neutral response. It implies that supervisors do not provide employees with clear communication all the time. The discovery could be a sign of a managerial practice that needs to be refined, in terms of better articulation of organisational goals, team briefing and employee questions. Regarding the Job Demands-Resources theory, effective communication can be an organisational resource that can help the employees in actualising their roles and role minimisation. The dissertation also identifies organisational support and leadership as the resources that would be used to enhance engagement and alleviate stress in the workplace. 
Management Support Provided to Employees 
The fifth graph relates to the question of whether there was support from management for employees. The evidence shows more alarming results as compared to that of supervisor communication. The largest one was 40.0% (12 respondents), with 2, and 23.3% (7 respondents), with 1. As such, 63.3 per cent (19 respondents) had negative views towards management support. The percentage of 30.0% (10 respondents) that picked the neutral score of 3 and the percentages 10.0% (3 respondents) and 16.7 (5 respondents) that picked the scores of 4 and 5 were also answers to a neutral score. This resulted in only 26.7% (8 respondents) giving positive responses.
The obtained descriptive mean is around 2.57 out of 5, which is lower than the middle value of neutral. This is one of the most explicit negative results among the six graphs. This suggests that a significant percentage of respondents do not answer that the management supports them in a great way. It is a highly objective application to Objective 2 and is also related to evidence for Objective 4 that seeks to explore evidence-based suggestions to improve employee well-being, involvement and organisational performance through efficient actions within HR. 
This result can be transferred to organisational performance as well. The workers may also experience demotivation and, in other areas, a lack of organisational commitment and engagement when they perceive themselves not to be upheld by the management. The literature available in the dissertation posits that positive organisational practices can enhance performance in part by enhancing employee engagement. Hence, the result implies that management support must be considered as a strategic focus but not an administrative task. The hospitality organisations can improve this aspect through the employment of frequent employee appraisals, facilitative supervision, incentives, training opportunities, availing better communication and ready well-being support. 
Satisfaction with Working Conditions
The sixth graph is the satisfaction level of respondents towards working conditions. The results show that 30.0% (9 respondents) and 23.3% (7 respondents) responded that they agreed and strongly agreed with the statement, respectively. Hence, a fifth (53.3%, or 16 respondents) of them indicated that they did not feel satisfied with their working conditions.
The other 23.3 (7 respondents) said neutral. Answers to this question were relatively small in the number of positive responses, and they were 16.7% (5 respondents), and 6.7% (2 respondents) agreed and strongly agreed, respectively. That is why only 23.3% (7 respondents) of them said that they were satisfied with the workplace conditions. The descriptive mean is almost 2.53, which indicates the overall negative perception. This has a significant implication on Objective 2 since it shows that employees are still finding the conditions in the workplace to be an issue. It also directly correlates with the research problem degree in the dissertation, where working long hours, heavy customer contact, work stress, and work-life balance problems in the hospitality workforce have been pronounced as major problems in the hospitality workforce.
Objective 3, which examines the relationship between organisational performance and employee engagement, is strongly correlated with the discovery too. Stressful environments can discourage employees from being motivated and interested in their work, whereas improved working terms can lead to service quality and retention, in addition to productivity. The conceptual framework of the dissertation recognises workplace well-being as being a determinant of engagement, which then is linked to organisational performance. This is a resultant lack of satisfaction that hospitality organisations must bear in mind in giving workable solutions to the issues at workplaces and not to embark on formal programmes of well-being alone. Improved workload management, scheduling of work, employee voice, psychological safety, physical working conditions, and work-life can contribute to improved employee experience. 
Perceptions of Workload Manageability and Reasonableness
The graph shows the answers of 30 people on whether their work was manageable and reasonable. The findings show that the respondents are ambivalent towards workload. Four respondents (13.3%) strongly opposed the statement and five (16.7%) opposed it. Thus, 30.0% of the participants have a negative opinion about their workload. The greatest number of respondents (33.3 per cent) were the 10 people who chose the neutral choice. In comparison, six (20.0) respondents and five (16.7) respondents answered in the positive category, respectively, and the overall positive response illustrates 36.7% of all respondents.
The average score obtained is approximately 3.10/5, which indicates a rather neutral perception with some leanings towards disbelief. The results show that the workload was not the same among all the employees all of the time, as compared to only a fraction of the entire sample. The neutral reaction is comparatively high, and this implies that the employees would have experienced an adjustment in workload depending on their job position, shift schedule or working conditions. At the same time, the percentage of 30% negative responses gives a significant percentage of respondents and indicates that the pressure of work potentially affects employee well-being.
On the whole, the results indicate that workload management needs ongoing organisational effort. Effective scheduling of staff, balanced and sufficient allocation of tasks and sufficient levels of staffing could help to improve the workload experiences in hospitality organisations. This can assist in the promotion of employee satisfaction, involvement and wellness.
Perceptions of Work Motivation and Employee Engagement
The graph shows the level to which the 30 respondents were interested and motivated by the job. The statistics indicate that the attitude towards workplace engagement is rather divided. The percentage of the respondents who gave a strong disagreement with the statement was eight (26.7); disagreement, eleven (13.3); the sum of the negative responses was forty (40.0). Another four respondents (13.3%) chose neutral. On the other hand, the number of respondents with positive responses was five (16.7) and nine (30.0); six respondents (16.7) strongly agreed, which made a total of 46.7 positive respondents.
The average score is 3.10/5, which reflects the generally neutral position, although the positive answer scores are somewhat greater. The results thus show that the engagement and motivation of employees are not always prevalent throughout the sample. It is important to add that 30 per cent have overwhelmingly confirmed that they are highly motivated workers; this shows that a considerable number of workers are highly motivated in their work. However, even the 26.7% who strongly disagree characterises a large proportion as well and suggests potential engagement problems.
The implications are that employee influence might not be broad-based with regard to organisational practices. These disparities may include such things as management support, workload, recognition, career development and working conditions. The research questionnaire specifically puts into the spotlight employee engagement, as a key area of inquiry.
All these are advised to be seen through organisations increasing the involvement of the employees on the basis of making the employees feel loyal to the organisation through facilitating leadership, recognition of the employees, communicating with them, provision of development prospects and smooth handling of the workload.
Perceptions of Commitment to Organisational Goals
The graph demonstrates the level of commitment that the respondents had towards the achievement of organisational goals. The results show that the 30 responses are comparatively good. The respondents who strongly disagreed with this were four (13.3), and those who disagreed with it were four (13.3); that is, 26.6% made their perception negative. Five respondents (16.7%) said that it was neutral. Meanwhile, eight (26.7) and nine (30.0) participants, respectively, believed that it was and strongly, respectively. The response rate of the positive responses was therefore 56.7%, which was quite high as compared to the negative response.
The mean obtained is about 3.47 of the possible 5, which is where the best result of all the statements analysed was determined. The results indicate that over half of the respondents are dedicated to performing towards organisational goals. This is an encouraging fact because organisational commitment may bring out the readiness of the employees to be preferential to the organisational interests and willingness to bring the results along with the contributions towards the organisational performance.
The outcomes, however, are to be read not as overall positivity. Those who disagreed were in excess of one-quarter of those who answered, and at 16.7% of the respondents were neutral. It implies that the degree of organisational commitment can be pretty low in a large minority. The areas of research identified in the research proposal as having a great influence on employees are employee engagement and organisational factors.
Companies could become more committed by telling employees the goals, recognising individual employees and the role that they play in the organisation, involving the workers in making decisions within the organisation, and also showing them how the small harvest would look in the larger pattern. Generally speaking, the results show there is a moderately high degree of organisational commitment, yet additional engagement efforts might be necessary to make all employees consistent.
Perceptions of Training and Development Opportunities
The graph dwells on the perceptions of the employees on the training and development options provided by their organisation. Out of the 30 respondents, five (16.7) strongly disagreed, with the other five (16.7) disagreeing that training and development opportunities were enough. Once the negative perception was revealed, 33.4% of the respondents. The most popular single group was the neutral one, where eight respondents (26.7) selected option 3. On the other hand, there were six respondents (20.0%), and six respondents (20.0%), respectively, who always answered and strongly agreed, respectively, with a total of 40.0% positive response.
The rating average is approximately 3.10/ 5 which means that there is a generally indifferent attitude towards the provision of training. The number of positive responses is a bit higher relative to negative responses; however, it does not suggest that there was a strong opinion that there were sufficient training opportunities. The relatively huge neutral group can be a pointer to the fact that not all the employees were sure of the availability, quality or relevance of available training opportunities.
Training and development are crucial organisational factors since employees might need the chance to acquire skills, enhance performance and advance in the workplace. The training opportunities form a specific area linked with employee well-being included in the questionnaire.
The results suggest that organisations can enhance employee development through training programs, role-specific learning, the role of mentoring, as well as career advancement opportunities. Uncertainty among the employees could also be minimised by better communication about the training available. On the whole, the results show that the provision of training is fair but needs to be improved, especially since a third of the respondents reported their dissatisfaction.
Perceptions of Overall Workplace Well-being
The chart shows the answers of 30 people on how they feel about their overall well-being at the workplace. The results show a very negative trend in comparison to other variables that were used. The reaction of the respondents related to the overall well-being was as follows: twelve respondents (40.0% strongly disagree), seven respondents (23.3% disagree) and one respondent (1.0% indifferent). Thus, it was found that a considerable 63.3% of the respondents were dissatisfied with their overall well-being at work. The neutral was picked by only three (10.0%) respondents. On the other hand, a positive combined response of 26.6 was achieved, with four respondents (13.3) agreeing and four respondents (13.3) strongly agreeing.
The average value of these records would be approximately 2.37/5, indicating a definitely negative overall impression. It is the final question amongst the six questions which has been analysed, and a major revelation to the research. Although a few of them mentioned that they had been having pleasant experiences, the majority of them complained of not being satisfied with their general workplace welfare.
The implication augers that the problem of employee welfare might remain a powerful organisational issue. It may also be replicated as a composite effect of the workload, the involvement, the working conditions, training and support provided by organisations. The research proposal definition recognises employee well-being as the main outcome and stresses the heavy workload of hospitality employment.
Overall, this finding can be addressed to the need for more effective programs regarding the well-being of employees. The organisations can be working on workload management, care of employees, communication, development opportunities and healthy working conditions. The degree of dissatisfaction is especially informative due to the aim of the study to recognise organisational practices that can enhance the well-being of the employees.
Organisational Support for Mental and Emotional Well-being 
The graph traces the input that the organisations have in the mental and emotional health of staff. The responses of 30 respondents indicate quite a positive but separated tendency. There were eight respondents strongly opposing it (27.547), then four disagreements (12.697), bringing the total negative responses to 36.6. Three interviewees (10.0%) answered the neutral response. In contrast, 9 (30.0) respondents indicated yes and 7 respondents (23.3) strongly yes, which gave the total figure of 53.3, indicating that the positive answers would be given. The general perceived outcome was average positive (mean score obtained was about 3.17 out of 5). More than half of the respondents had a positive influence on their mental and emotional condition. This is a promising finding and indicates that organisational support could be useful to a significant percentage of workers.
However, the fact that 36.6% of the participants replied to it negatively is still noteworthy. It implies that more than a third of the employees did not feel that they had contributed positively to their mental and emotional well-being to the organisation. The outcome thus shows that there is a difference in employee experiences. The workplace may be supportive to some of its employees, which may not be felt by others who may be lacking organisational support. The mental and emotional well-being of the employees under consideration in the questionnaire is explicitly covered by the well-being.
[bookmark: _Toc240024637]4.2.2 Reliability 
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[bookmark: _Toc240024811]Figure 5: Reliability Test 
(Source: SPSS)
It was used to test the reliability to determine how well the 12 items in the questionnaire are internal. Internal consistency refers to the level of similarity of the items in a certain scale and their responses to the research topic in question being similar. The data was tested using Cronbach alpha which is commonly used to test the reliability of multi-item survey instruments (Soundarapandian, 2024).
All the 12 items have been analysed and the value of Cronbach's alpha has been given in Table 4.2: Reliability Statistics: 0.415. This is also confirmed in the Case Processing Summary in that in the 30 cases that were done they were all valid (100, 000 percent) and no one was omitted in the analysis. The result was therefore computed using the entire dataset in regard to the reliability. The level of internal consistency of the 12 items as a scale is a rather poor alpha of 0.415. This could lead to a situation where the items used in the questionnaires are not necessarily all testing the same underlying construct. This can be attributed by the fact that there are several dimensions of the questionnaire that comprise; workload, management support, working conditions, involvement of employees, organisational commitment, training and development, and mental and emotional well-being. These variables determine parallel organisational constructs only to be different with chances of the variable becoming different constructs.
Accordingly, the reliability finding needs to be taken with a grain of salt instead of thinking that there is one cohesive scale among the 12 items. This rather low alpha may also be explained by the fact of a small sample size of 30 respondents and variation of concepts that were measured in the questionnaire. This is the reason why the individual variables were not bundled to a single overall composite measure, but instead, their individual variables were maintained and analysed individually using descriptive statistics, correlation analysis and multiple regression. 
[bookmark: _Toc240024638]4.2.3 Correlation 
Naive Pearson correlation analysis was performed to view the nature and the intensity of the relations amid overall workplace well-being of employees and the chosen demographic variables and organisational variables (Ademi, Afendouli and Louka, 2022). This was examined as per 30 valid responses (N = 30). The Pearson range of correlation coefficient value: This ranges between positive and negative with positive indicates an increase in variables, negative values indicate a decrease in variables and near to zero numbers indicate weak lineal relationship. As Figure 4.1: Pearson Correlation Matrix - Overall Workplace Well-being and Organisational Factors indicates, the results of the correlation are presented. This section, being the first one to be mentioned, is supposed to be presented before the rest of the section, and should follow the first paragraph.
[image: ]
[bookmark: _Toc240024812]Figure 6: Pearson Correlation Matrix – Overall Workplace Well-being and Organisational Factors
(Source: SPSS)
Age group was positively related but not very strongly related to the overall well-being at the workplace (r =.227). This suggests that it was those who were older or had the higher-coded age groups that are more likely to report their higher levels of well-being satisfaction to have relatively low relationship (Ademi, Afendouli and Louka, 2022). The relationship between gender and well-being (r = .008) was almost negligible, and there was hardly any linear connection between gender and well-being in the present sample. Similarly, the existing employment was also found to be weakly positively correlated with overall well-being (r =.082). All these means that the demographic variables did not seem to significantly correlate with the well-being reported by staff.
The organisational variables that showed the strongest positive correlation between the variables exhibited were the management-provided support and overall well-being (r = .312). This is a weak-moderate positive relation and shows that respondents who believed they were better assisted by the management reported a little higher rates of well-being at work. The relationship is not strong, but ties in with the evidence that managerial support can positively influence the experience of the workers in the workplace (Ademi, Afendouli and Louka, 2022). This is particularly the case with the research focus area since management support is a potentially implementable variable within organisations.
On the contrary, the overall well-being showed a weak negative relationship with supervisor communication (r = -.140). This means that the higher the score of the coded communication variable, the lower were the score of well being although the correlation was weak. Manageability of the workload, in turn, was weakly negatively associated with the overall well being (r = -.141). This finding must be treated with caution since the trend could be dependent on the manner in which the responses of the questionnaire were coded and due to the fact that correlation does not imply causation.
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[bookmark: _Toc240024813]Figure 7: Pearson Correlation Matrix – Organisational Variables
Source: SPSS
The second correlation table gives more evidence relating to relationships among the explanatory variables (Noor and Fuzi, 2025). The correlation of the present job position and communications with supervisor were rather moderate and positive (r =.432). It means that the occupation and attitudes of subordinates towards communication of the supervisor may change at the same time in the sample. Management support and employee motivation/engagement (r =.412) were another good correlation. This is also intriguing as it has also brought into light that the greater the perceived management support, the greater the employee motivation and engagement.
The relationship between workload manageability and the communication between workers and the supervisor showed an inverse, medium-sized correlation (r = -.342). However, the relationships are not felt as the evidence of the existing causal-and-effect relationships of these variables (Noor and Fuzi, 2025). The presented correlation matrices do not reflect the statistical significance values and the sample is rather small. Furthermore, the correlations of some are relatively small implying that this indicates minimum linear correlation.
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[bookmark: _Toc240024814]Figure 8: Pearson Correlation Matrix – Organisational Variables
Source: SPSS
Overall, the correlation analysis shows that management support can be most positively correlated with workplace well-being of the presented organisational aspects, whereas the demographic variables have weak correlations (Adnan et al., 2023). The findings provide certain initial recommendations under which organisational practices can be generalised to the well being of the employees, but overall very low correlations indicate that the well being of employees is most likely to be influenced by a range of factors. The correlation analysis thus forms a convenient basis to the further multiple regression analysis which evaluates the collective predictive value of the independent variables.
[bookmark: _Toc240024639]4.2.4 Multiple Regression
Multiple linear regression analysis has been conducted to explore the predictive relationship that the chosen demographic/ organisational variables had on overall employee satisfaction with workplace well-being. Dependent variable: I was pleased with my overall well being at work (Noor and Fuzi, 2025). This model had 11 independent variables, including; age group, gender, current job position, supervisor communication, management support, satisfying level of working conditions, level of manageable workload, motivation and engagement of employees, organisational commitment, training and development opportunities, and the contribution by the organisation to mental and emotional well-being. The regression analysis had to be done on 30 respondents.
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[bookmark: _Toc240024815]Figure 9: Regression Model Summary and ANOVA Results for the Multiple Regression Model
(Source: SPSS)
The R value (.522) in the model summary demonstrates that overall relationship between the predictors (joint) and the reported workplace well-being of employees is moderate. The R 2 value is 0.273, which shows that about 27.3 percent of the overall satisfaction in the workplace well-being can be explained by the combination of 11 predictors included in the model. The remaining 72.7% is the result of other factors which we did not fit into the regression model and due to unintended variation (Iantovics, 2024). The adjusted R 2 is however -.171 that is very low and much less than the R 2. This wide deviation is significant since the adjusted measure takes into consideration the relatively large number of predictors relative to a small sample. It suggests that the apparent explaining power of the model is weak, with adaptations of the number of predictors.
The result of ANOVA is that the model of regression in general was not significant: F(11,18) = 0.614, p =.794. Since the standard.05 level value is vastly less than the value of the significance, we can reject the null hypothesis of the cumulative effect of the predictors on the well-being in the workplace is not statistically significant (Ademi, Afendouli and Louka, 2022). Therefore, the model can describe the majority of the observed variance which is 27.3 percent yet the evidence is not strong to conclude that the set of predictors is strongly associated with overall workplace well-being in the population represented by the sample in the study.
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[bookmark: _Toc240024816]Figure 10: Multiple Regression Coefficients
(Source: SPSS)
The coefficient table shows that all the individual predictors are not statistically significant at the 5% level. Age group had a positive coefficient (B = .431, β = .330, p = .253), while gender showed a very small positive relationship (B = .028, β = .016, p = .952). Current job position also had a positive coefficient (B = .359, β = .252, p = .381). Supervisor communication produced a negative coefficient (B = -.309, β = -.277, p = .353), while management support had a positive coefficient (B = .167, β = .159, p = .547).
There was a low negative coefficient with the satisfaction of working conditions (B = -.060, 8 = -.049, p =.837), and workload manageability also had a low negative coefficient (B = -.329, ). Employee motivation and engagement had a positive relationship which was fair (B =.108, 6 =.119, p =.645). Even organisational commitment had a very low coefficient (B =.005, 8 =.005, P =.987). The training and development were also linked to negative coefficient with organisational contribution to mental and emotional well-being (B = -.170, 6 = -.158, p =.540) and the organisational contribution was tended to be negative (B = -.136, 6 = -.141, p =.706). Notably, all of these p-values have a value below.05 (Rajh-Weber, Huber and Arendasy, 2026).
The greatest predictors of the variables are age group (=.330), which is an absolute carbon coefficient, and work load manageable (= -.301) which followed supervisor communication (= -.277) and current job position (=.252). But since all of them were not statistically significant, these coefficients could only be interpreted as a sample-level trend, as opposed to being proved predictors (Olvera Astivia et al., 2025).
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[bookmark: _Toc240024817]Figure 11: Histogram of Regression Standardised Residuals
(Source: SPSS)
Histogram refer to the standardised residuals; the shape of the distribution of standardised residuals is generally bell-shaped. The standardised residual values are between about -1.289 and 1.804 with the mean of the residuals of about zero but no extreme standardised residuals are observed (Noor and Fuzi, 2025). Overall, there is no evident gross issue of residual in the regression diagnostics.
Lastly, the regression model is an excellent descriptive clue that simultaneously demonstrates the fact that there exists a relationship between multiple organisational and demographic factors that relate to the workplace well-being because R2 =.273. The insignificant ANOVA (p=.794), and even non-significant individual coefficients, however, take care of the notion that the study lacks sufficient statistical information to lend support to the idea that significant predictive relationships were offered (Koirala, 2025). These findings can however be regarded with a great deal of caution particularly bearing in mind that a small sample of 30 respondents and 11 predictors have been employed that bears a rather low ratio between the predictors and the sample which can end up reducing the statistical power.
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[bookmark: _Toc240024818]Figure 12: Normal P–P Plot of Regression Standardised Residuals
(Source: SPSS)
The P-P Plot of the Normals is used to show the cumulative probabilities which are recorded and the overall direction of the points in the expected probability line which is a diagonal line (Kamel and Abonazel, 2023). There are slight deviations that show up on the P-P Plot of the Normals. This suggests that the residual values are somewhat consistent with the assumption of approximate normality, but the small sample size restricts the viability of any such assumption test.
[bookmark: _Toc240024640]4.3 Summary 
Overall, the outcomes indicate a moderately positive organisational support of mental and emotional health, which is yet to be enhanced. Companies may step up on employee help, gender management, understanding, task management and occurrence to wellness provision to ensure that positive help attains a greater employee rate. Through the six questions, results indicated that there was a relative response with organisations' commitment and mental/emotional support, where the overall well-being of the workplace is of utmost concern. The results of workload, motivation and training were quite neutral, meaning that these interventions might need specific organisational improvements. These results thus contribute towards the research focus of looking into organisational practices and their association with employee well-being within the hospitality sector.


[bookmark: _Toc240024641]Chapter 5: Discussion 
[bookmark: _Toc240024642]5.1 Overview
The critical discussion in this chapter discusses the findings as compared to the literature review and the objectives of the research. In the research, the authors investigated employee well-being programmes, management support, workload, working conditions, training, employee engagement and organisational commitment in the UK hospitality industry. This is exemplified by Rahi (2022), who correlates psychological well-being with increased work engagement and Che et al. (2022), who list the positive relationships between employees and organisations as being valuable. Another theory that is related to this issue is the Job Demands-Resources (JD-R) theory, according to which organisational resources such as leadership, training and well-being resources can mitigate the demands of the task and increase the productivity of the worker.  The results of this study, however, can support these arguments only partially.
[bookmark: _Toc240024643]5.2 Discussion 
The lowest indicator is the poor workplace overall well-being, with a mean of 2.37/5; whereas 63.3% of the respondents show a negative perception.  This supports the literature, which states that long working hours, critical customer interaction and work-life balance aspects are crucial dilemmas in the hospitality industry. However, this is opposite to the better outcomes reported in other studies, such as Sun et al. (2023), according to which there are possibilities of more desired employee outcomes owing to individual well-being and work-life programs. 
The mean that the management support would generate is low 2.57/5, with 63.3% of the respondents indicating negative perceptions. Nevertheless, management support exhibited the best response towards the place of work well-being (r = .312).  Partially, this is in accordance with Xia (2022), who gives supportive leadership as one of the reasons to believe in employee dedication. It is also in conformity with the Social Exchange Theory, in which positive employee attitudes can be stimulated by favourable organisational treatment. 
The workload manageability gave an average of 3.10/5 as a measure of ambivalent perceptions.  This assists in making the JD-R argument that workload is a key job demand. Nonetheless, workload as a predictor of work well-being had a weak negative correlation (r = -.141) and was not found to be statistically significant.  As a result, even though the theoretical importance of workload is still appreciated, there is no statistical way to confirm that workload is a predictor of worker well-being since it is a theoretical concept that can not be statistically confirmed.
The objective mean of staff motivation and involvement was also 3.10/5, yet 46.7% of the staff reported having a positive experience.  This is unlike Siyal (2023) and Boikanyo and Naidoo (2023), who propose psychological safety, trust and organisational support as the motivational factors of engagement. Organisational commitment, on the other hand, bore a higher mean, 3.47/5, meaning that their commitment to their organisations may still be valid even though their well-being and engagement may not necessarily be positive. The average for training and development was neutral, namely, 3.10/5. This is in contrast to Arwab et al. (2023), where engagement and task performance are linked to training. This outcome would indicate that training would be of little use when the employees do not perceive it to be available, relatable or related to career development.
The best part is that the regression model was able to explain 27.3% of the variation in workplace well-being but was not statistically significant (F = .614, p =.794), and no single predictor is statistically significant.  To this extent, therefore, the results do not statistically support the positive relationships that have been previously recorded in the literature. This might be partly because of the small sample (30 respondents) and number of predictors (11). Overall, the information indicates that organisational factors, which influence the well-being of employees, communicate and are not motivated by the presence of specific well-being programmes. 
[bookmark: _Toc240024644]5.3 Summary 
The results partially confirm and contradict the previous literature. Management support was positively related to well-being, as with the views of the leadership and Social Exchange, but the relationship was not strong. The workload, training and engagement scores were quite neutral, and the overall well-being was rather negative. The insignificant value of the regression test also demonstrates that it is impossible to assume the proposed organisational factors as the predictors of the well-being of the employees. 
[bookmark: _Toc240024645]Chapter 6: Conclusion and Recommendation 
[bookmark: _Toc240024646]6.1 Conclusion 
This paper has analysed how employee well-being programmes impact employee engagement and organisational performance in the hospitality sector in the UK. The literature tends to support the idea that well-being is a strategic organisational resource that can lead to a higher level of engagement, retention, productivity, and the quality of services. The suggested conceptual model subsequently proposed the employee well-being programmes to be independent, employee engagement to be the mediator and organisational performance the outcome. 
However, such an outcome is not as easily supported by the empirical evidence. The general well-being at the workplace was poor 2.37/5 with 63.3 per cent of those interviewed having negative perceptions.  This supports literature concerns about stressful working conditions in the hospitality industry. Simultaneously, organisational commitment (3.47/5) was a bit stronger, as compared to the mental and emotional support (3.17/5) level.  This demonstrates that it is possible to maintain total organisational commitment with employees who are relatively poor in terms of overall well-being in the workplace.
The most positive correlate of well-being was management support (r = .312), but the perception of management was largely negative.  This provides incomplete support for the literature but fails to draw a robust correlation. The last conclusion concentrates on the premise of well-being programmes being effective but not necessarily accompanied by an improvement of employee outcomes. Wider working conditions, leadership, workload, and access and participation of the employees determine their performance. 
[bookmark: _Toc240024647]6.2 Linking with objectives 
Objective 1: To determine the presence of employee well-being programmes in the UK hospitality industry 
These results indicate that the support of the mind and emotion, training and development, management support and other practices in the organisations do exist. However, their relative average or average performance indicates that attendance does not equate to any effectiveness. The score on mental and emotional support was 3.17/5 compared to training 3.10/5.  The poor overall well-being score indicates that programmes are unlikely to be available enough and are not carried out properly. 
Objective 2: To investigate how employee well-being programmes can impact workers.
Management support/ well-being at WBL was measured to have a positive relationship, confirming the intuitively derived argument that organisational resources may have the power to positively influence employees. The low correlation and non-significant regression, however, imply that the study will not be able to prove a statistically significant contribution. This is a contradiction to the more positive relationships of a variety of previous studies and suggestive of the fact that broader organisational conditions may affect the outcomes of the programmes. 
Objective 3: To examine the relationship between organisational performance and employee engagement in the hospitality industry in the UK.
Partially, this goal was met. The thing is that the older literature has presupposed the fact that engagement can fuel productivity, quality of service and retention and that the engagement of the employees is the mediating factor between the organisational practices and performance.  But in the current research, no direct measures of organisational performance in the form of objective measures were taken, such as revenue, productivity in the form of customer satisfaction or employee turnover. 
Objective 4: To offer evidence-based suggestions to hospitality organisations to enhance the well-being of employees, enhance their engagement and organisational performance using effective human resource practices. 
The findings were used to achieve this objective and compared with the literature. The lack of well-being, poor attitude towards management and working conditions and neutral attitude towards the workload, training and engagement are all clear areas where the organisation can intervene. 
[bookmark: _Toc240024648]6.3 Recommendation 
1. Strengthen management and supervisory support 
In hospitality organisations, management training with emphasis on supportive leadership, communication, positive feedback, and recognition should be provided at the workplace. This is explained by the fact that the largest positive correlation with well-being (r =.312) was between management support and well-being.  Leadership should, however, be done in the context of other interventions, especially not on its own as an intervention. 
2. Improve workload and staff scheduling 
It is recommended that organisations address the level of staffing, shifts, and the distribution of responsibilities. The mean of work is 3.10/5, which indicates both positive and challenging experiences, with more participants mentioning the difficulties.  A reasonable workload and staffing, and more foreseeable schedules could reduce the job demands and encourage a work-life balance.
3. Improve working conditions 
The average of the data under working conditions was not particularly high (2.53/5), and a relatively low number (23.3) revealed positive perceptions.  Organisations need to enhance break provisions, facilities at the workplace, adequacy of staffing, safety and work-life balance. This helps ensure fair and decent work, as noted in the literature. 
4. Make employee well-being programmes more accessible 
Mental, as well as emotional, support is expected to be made easy to access. The fact that the overall mean is relatively positive (3.17/5) did not indicate that 36.6 percentage of people had positive perceptions. To improve support for different needs of employees, therefore, organisations need to be more aware, confidential and accessible and personalise support to individual needs of employees. 
5. Increase employee voice and participation 
Employees should be involved in deciding on the schedules, workloads and work policies which affect them. Trust and psychological safety might be enhanced through regular surveys and team meetings as well as confidential feedback systems. This is particularly important since the comparably high organisational commitment-low overall well-being incompatibility appears to ensue. 
[bookmark: _Toc240024649]6.4 Future scope 
Future studies are to be able to address the weaknesses of the current study. To begin with, there are a maximum of 30 respondents, which is a restricting element in generalisation and statistical power. Large samples of hotels, restaurants, catering organisations or other hospitality businesses would be far more definitive and would provide an opportunity for more dependable statistical testing.
Second, in future studies, a longitudinal design must be used. Much of the literature reports on positive relationships between organisational performance and employee well-being, but this is cross-sectional and therefore a causal relationship would be difficult to find.  A longitudinal study could help clarify the question of whether the introduction or enhancement of certain well-being programmes has an impact on engagement, retention and performance in the long term. Thirdly, later research should directly measure organisational performance as productivity, employee retention, absenteeism, customer satisfaction, service quality and financial performance. 
Fourth, the literature demonstrates that employee engagement should be a mediating variable, which needs to be tested. It focuses on the belief that organisational practices can improve performance, but not directly, but by increasing engagement rates among employees.  Lastly, mixed methods should be applied in future studies. Quantitative results had an acute paradox that organisational commitment is rather high (3.47/5), but the overall workplace well-being is low (2.37/5).  The interviews and focus groups would help explain why employees become committed even though they have poor well-being, and why some employees are supported by the organisation while others are not.
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