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Research Purpose: This research aims to critically investigate the impact of health and safety practices on staff retention in the UK hotel sector, using Belvilla hotel, UK as a case study.
Research Significance: This research paper commences by providing statistics from reputable sources detailing the current staff retention issues being faced in the case study hotel and other UK hotels. It also provides data on the high rate of health and safety crisis in UK hotels between 2024-2-25. In light of these findings, the research set forth to investigate the link between these two issues – how health and safety practices impact staff retention in the hotel sector. 
This research has both academic and managerial implications. By its academic implications, the research findings would contribute to the existing field of scholarly knowledge and contribute up-to-date findings on how health and safety practices impact staff retention in the UK hotel sector. By its managerial implications, the findings of this research and practical recommendations made based on those findings would be of tremendous help to the case study organization and other players in the UK hotel sector in enhancing staff retention and ensuring the effective implementation of health and safety practices. 
Research objectives: This research has three objectives and they are: To evaluate the implementation of health and safety practices at Belvilla Hotel and hotels in the UK in 2025, To critically evaluate and identify the impact of health and safety practices on staff retention in the hotel sector, using Belvilla Hotel, UK as a primary case study, and To provide practical recommendations on how health and safety practices as well as staff retention can be enhanced in the UK hotel sector, using Belvilla hotel as a primary case study. 
Research Methods: In this research, a qualitative research method was adopted, using thematic analysis of existing secondary data to identify patters in already existing researches, defining themes and arriving at conclusions based on the identified themes.
Research Findings: This research’s findings reveal that effective adoption and prioritization of health and safety practices contributes significantly to building staff loyalty which in the long run, enhances staff retention. Importantly, this research has also established that the discourse on health and safety in the hotel sector is not limited to fall, trips and other related risks alone, workplace bullying is becoming largely reported and this impacts employees’ mental health negatively, causing most employees to quit such toxic workplace and thereby exacerbating the current staff retention issues in the sector. This issue is further discussed in the body of the research.
The research also identified themes that address the impact of health and safety practices on staff retention and the hotel sector, and these themes are discussed fully in Chapter 4. It is recommended that Belvilla hotels does an overall restructuring and adopts an organisational safety culture. There is the need to conduct periodic health and safety trainings for employees and to also put measures in place to ensure that employee feedback is constantly taken and periodic health and safety audits are conducted. The other practical strategies arrived at based on the research’s findings are provided and further discussed in Chapter 5.
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[bookmark: _Toc200498988]                                         CHAPTER 1 (INTRODUCTION) 
The market environment is changing by the day, but a constant requirement in the global hotel sector is the need for total compliance to health and safety practices at every stage of operations. (Nugraha et al., 2024). Beyond organisation-specific policies, there are legislations such as the Health and Safety at Work Act of 1974 keeping hotels accountable and ensuring the health and safety of all persons in the hotel environment. These practices cover food safety, first aid, fire safety, and other factors that tend to pose a risk to employees and service recipients in the hotel environment (Davies and Rodgers, 2023; Saepudin and Putra, 2023)
According to Statista, employee turnover in the UK Hotel sector has been at its highest in recent times, reaching 35%, with a high staff turnover rate. Also, according to the Chartered Institute of personal development, CIPD (2024), the sector has a turnover rate of 52 percent which is currently the highest in the United Kingdom. According to Willie, 2021, the hospitality industry has the second lowest employee tenure in the industry, as the annual staff retention level is currently pegged at 35 percent with many individuals viewing it as a short-term career option. 
There arises the need to ask, is there any link between health and safety practices in the UK hotel sector and the current staff retention issues?  How do these health and safety practices impact staff retention, and to what extent do these health and safety practices impact staff retention in the sector? Those are the questions this research seeks to provide answers to.
During the hotel placement at Belvilla hotel, I intensively studied the health and safety practices at different sectors of the hotel’s operations, I also observed that one of the major issues being faced in the hotel was staff retention issues, as the employee strength was limited and interns had to unexpectedly function in multiple capacities.
In light of these developments, this research seeks to critically investigate the impact of health and safety practices on staff retention in the hotel sector, using Belvilla hotel as a primary case study. This explorative research shall conduct in-depth analysis of the chosen research topic, using a critical review of existing literature and thematic analysis of secondary research.

RESEARCH AIM
This research project aims to critically investigate the impact of health and safety practices on staff retention in the hotel sector, using Bevilla hotel as a case study.  

[bookmark: _Hlk200496067]RESEARCH OBJECTIVES 
1. To evaluate the implementation of health and safety practices at Belvilla Hotel and hotels in the UK in 2025
2. To critically evaluate and identify the impact of health and safety practices on staff retention in the hotel sector, using Belvilla Hotel, UK as a primary case study. 
3. To provide practical recommendations on how health and safety practices as well as staff retention can be enhanced in the UK hotel sector, using Belvilla hotel as a primary case study. 

OVERVIEW OF THE CASE STUDY ORGANISATION 
Belvilla hotel is a renowned name in the UK hospitality industry for its unique and diverse range of offers, it is renowned for its over 60, 000 vacation rental homes in Europe. Its hotels have different star ratings across Europe, from 1-star to 4-star. 
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[bookmark: _Toc200498990]EVALUATION OF THE IMPLEMENTATION OF HEALTH AND SAFETY PRACTICES IN THE UK HOTEL SECTOR 

The hotel sector is inherently high-risk, prone to multiple health and safety incidents including but not limited to slips and falls, risks posed by hazardous chemicals used in cleaning, fire risks, foodborne diseases, scalds and many others (AM, 2021; Ari, 2023)
According to Mawulikplim, 2024, one of the most prevalent health and safety risks in hotels in 2025 includes that of workplace accidents, harassment and violence incidences.  In the UK hotel sector, all health and safety practices revolve around ensuring total compliance to the provisions of the Health and Safety at Work Act 1974 (Bollans and Preece, 2024) This legislation sets out the duties and obligations of employers, employees, and other persons in the work environment; all targeted at preventing accidents, enhancing health and ensuring safety (Brown and Wadsworth, 2022). It also adopts a proactive risk management approach to mitigating health and safety risks in the workplace (Davies and Rodgers, 2023). 
In addition to the health and safety at work Act, other related legislations include the management of health and safety at work Act 1999, and the Control of substances hazardous to health Act, 2002 (Kavouras et al., 2022). 
Based on the provisions and requirements of these legislations, organisations in the UK hotel sector have created hotel-specific policies and practices targeted at setting out roles, duties and obligations to all persons in the workplace, to aid the creation of a safe work environment (Costello, 2024) 
These health and safety practices include regulations and guidelines surrounding emergency response plans in case of accidents, staff training on proper work practices to prevent accidents, , first aid care, as well as fire safety and evacuation procedures (Nugraha et al., 2024)
These practices also include workplace safety protocols, safety policies and procedures for service recipients, and employee obligations targeted at ensuring that staff members operate in ways that do not put themselves and others in risk (Lewinson et al., 2024). Other examples of these health and safety practices further include regular risk assessment policies, electrical safety management practices, smoke-free legislations, food safety practices and policies, pest control practices and hygiene rules (Senya et al., 2024). 
These practices are mandated by legislations and non-compliance comes with immense consequences for organizations such as the loss of operating license, civil and criminal liabilities, and bad market reputation (Anichita et al., 2021: Kumolu, 2024)
In spite of the existence of these legislations and policies, it is essential to note that health and safety accidents in the hotel sector is a current issue being faced. Statistics have shown an increase in these health and safety issues in UK hotels. According to the Health and Safety Executive, workplace injuries in the hospitality sector has risen more than 13% in the last two years (HSE, 2024). According to the Home office data, in 2023-2024, in England alone, 587 hotels and hostels had primary fires (GOV.UK, 2024). 
According to the HSE, employers in the sector reported more than 4, 000 cases of workplace injury between 2023/ 2024, but employees on the other hand, filed reports with details 10 times more than what the employers reported. The HSE in its 2024 report also documented that workplace injury in the sector has risen over 13 percent in the last two years (HSE, 2024) 
These and many more statistics of recent occurrences have revealed the need for improved efforts towards enhancing health and safety in the UK hotel sector. 

[bookmark: _Toc200498991]OVERVIEW OF CURRENT STATISTICS ON STAFF RETENTION IN THE UK HOTEL SECTOR 
While the industry is battling its health and safety issues, an apparently greater challenge being faced in the sector is that of staff retention. For every organisation to thrive, staff retention is essential as it helps operational stability, reduces cost, boosts the organisation’s competitive advantage and enhances service quality (Urme, 2023; Chang, 2024). 
 However, staff retention is currently a prevalent challenge threatening efficient operations of organisations in the sector. According to CIPD, 2024, the hotel sector experiences a yearly turnover rate of 30 percent, and according to the research conducted by Cloudbeds UK, 2025, employee turnover is currently pegged at 40.5%. 
Also, a survey by conducted by YouGov UK also found that 42 percent of hospitality staff quit their employer within the first one month (KSB, 2024)
While some of these earlier identified health and safety accidents in the sector affects service recipients, research by CIPD, 2024 has clearly established that employees in the hotel are more on the receiving end of the negative consequences of these health and safety risks. 
 It is important to note that according to Mawulikplim, 2024, workplace harassment and violence is also one of the currently most prevalent risks in the sector, and this amongst many others directly impacts employees. 
Since health and safety issues and staff retention challenges have been identified as widespread issues of concern in the sector, there is the need to ask, what is the link between these two issues? What is the impact of health and safety practices on staff retention in the sector? What kind of impact does it have, and most importantly, to what extent do these health and safety practices impact staff retention in the UK hotel sector?  

[bookmark: _Toc200498992]CRITICAL REVIEW OF LITERATURE ON THE IMPACT OF HEALTH AND SAFETY PRACTICES ON STAFF RETENTION IN THE UK HOTEL SECTOR 

While scholars like Hassan, 2022 have asserted that the reason behind low staff retention in the sector is because of the low payment, other scholars such as Ghani et al., 2022 have greatly dissented, stating the fact that renowned hotels with global presence are also being affected by the high turnover in the industry and there are more intense underlying reasons. 
But according to Michael and Fotiadis, 2022, health and safety practices have a strong influence and impact on staff turnover in the sector and this goes in two ways. While health and safety practices are effectively implemented, the workplace is more desirable for employees, this enhances staff loyalty and aids staff retention (Younis and Al-Tawil, 2021). But on the other hand, if not effectively implemented, employees feel neglected, uncatered for and begin to live in fear of safety which ultimately leads them to start considering other employment options (Yasar and Ozturk, 2024).  
According to AM, 2021, a large percentage of health and safety accidents that occur in UK hotels is as a result of the inability of employees to adhere to work safety policies; thereby leading to accidents. He posits that this is necessarily not the employer’s fault but that of the employee and this does not impact employee retention in any way except in instances where the employee ends up leaving in cases of such person becoming incapacitated. But in the long run and regardless of whose negligence it is, such issue also contributes to high employee turnover. 
According to Gordon and Adler, 2022, one of the major challenges being faced by employees in the hotel industry include high stress levels, unrealistic expectations and demands from numerous clients, work injury risks, and working under demanding physical conditions.  Organisations that prioritize work safety for all employees tend to have lower turnover rate and raise loyal employees (Qi et al., 2021) 
Scholars such as Yasak and Ozturk, 2024 have opined that effective health and safety practices do not only enhance staff retention but also boosts employee motivation. When they feel cared for, employees put their best into their jobs and this in turn leads to enhanced operational efficiency for the hotel. 
Retention of the best brains is crucial to continued competitive advantage in the hotel sector. However, this is dependent on the hotel’s ability to comply with health and safety rules, organize continuous safety trainings, and enhance ventilation to avoid the spread of diseases within the hotel (Davies and Rodgers, 2023; Holland, 2024)
According to Akkus et al., 2022, accidents in service organizations leads to organizations paying huge amounts in damages especially when the negligence is from their part. Such occurrences also lead to affected employees becoming incapacitated, and this exacerbates the staff retention and absenteeism issues being faced in the sector. 
According to the research by Agunos et al., 2025, health and safety risks in the hotel sector are categorized into 3 categories which are physical factors (Noise, temperature and the likes), chemical factors (Liquid or solid chemicals), biological factors (Diseases from microbes) and psychological factors such as bullying and toxic human relations. These health and safety issues coupled with the lack of work-life balance factors are factors aggravating the high turnover issue.  Job satisfaction is essential to staff retention and in a workplace where health and safety accidents abound, employee turnover would be high. 
These scholars have all raised different perspectives surrounding how health and safety practices impact employee retention in hotels. While some believe health and safety accidents lead to reduced employee retention, others have differed, asserting that in most instances, safety accidents tend to be as a result of employee negligence and there are many other issues causing lower retention such as low payments.  However, there are several contradictions in existing literature and there arises the need to thematically analyse existing findings to arrive at informed conclusions. 
Based on these findings, there is the need to analyze existing secondary research paper to arrive at informed findings based on research already conducted by scholars in this field.  This would help analyze trends over time and access large-scale dataset from multiple sources, thereby maximizing the use of existing data and enhancing comprehensiveness of research findings. 
By thematically analysing existing secondary research papers, this research would verify the accuracy and authenticity of these scholarly perspectives in the reviewed literature and arrive at informed findings and practical recommendations. 
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[bookmark: _Toc200498994]                                              RESEARCH FRAMEWORK 
The research onion is the general research framework that would be used for this research. Developed by Saunders et al., 2007, the research onion is a structured methodological approach to conducting research. It sets out strategies used by researchers in navigating the entire research process as shown below: 


[image: ]
Fig 1. Research Onion by Saunders et al., 2007. 

[bookmark: _Toc200498995]PHILOSOPHICAL APPROACH
According to Paudel, 2024, the philosophical approaches used in academic research includes the positivist, Interpretivist and pragmatic philosophical approach. These philosophical approaches establish the underlying perspectives influencing and guiding the researcher’s work (Ali, 2024). For this research, the interpretivist philosophical approach shall be used. Unlike the alternatives, the interpretivist approach asserts that each individual’s understanding of social phenomena is dependent on their interpretation and perception of their personal experiences (Ikram and Kenayathulla, 2022). In secondary research, it enables the researcher observe a large range of existing research, thereby granting access to multiple perspectives and datasets from multiple people from different organizations and in different contexts (Pervin and Mokhtar, 2022)

[bookmark: _Toc200498996]RESEARCH APPROACH
This research uses the inductive approach to theory development. With this approach, the researcher shall observe multiple perspectives in existing data, identify patterns in those data and arrive at informed conclusions based on the patterns analysed (Lim, 2025; Naeem et al., 2023)

[bookmark: _Toc200498997]RESEARCH STRATEGY 
According to the research onion, examples of research strategies include action research, experimental research and case study research. This research shall use the case study research strategy. 
Case study research strategy enhancing the in depth understanding of a concept. The researcher conducts a thorough examination to gather data from people directly involved, be it individuals or organizations, to get in-depth information and enhance the contextual understanding of a real-life phenomenon by gaining nuanced insights (Taherdoost, 2021; Naz et al., 2022). The aim of case study research is to ensure a nuanced understanding of a phenomena and get detailed understanding of the case subject.  As such, the researcher is not relying on assumptions but is collecting detailed data from the ‘case’ to get a more holistic understanding of the concept (Lim, 2025). 

However, case study strategy has been critiqued for being time consuming. There is a limited generalizability of research findings, it has a tendency for subjectivity and there are high chances of the research findings being manipulatively influenced by the researcher’s personal bias (Cleland et al., 2021; Alshater, 2022). 
However, these risks have been effectively mitigated against in this research. By reviewing a large range of existing research and netnography, and analysing them thematically, this research would ensure generalizability of findings and mitigate the risk of the research findings being skewed by any researcher’s bias. Also, using existing secondary data would be cost effective and it also address the time-consumption issue (Tedersoo et al., 2021; Baldwin et al., 2022)

[bookmark: _Toc200498998]TIME HORIZON 
Based on the peculiarities of this research and the need to collect data reflecting the current state of affairs in the hotel sector, this research shall utilize the cross-sectional time horizon strategy (Abousallah et al., 2022). Via this strategy, the research would focus on analysing existing research conducted between years 2020 to 2025. 

[bookmark: _Toc200498999]RESEARCH CHOICES 
This research shall the qualitative research strategy. The choice of this strategy is based on the interpretivist, exploratory and inductive nature of this research (Mulisa, 2022). The qualitative research strategy seeks to understand people’s experiences and perspectives, as opposed to the quantitative approach that prioritizes the collection of numerical and statistical data (Khoa et al., 2023; Dehalwa and Sharma, 2024)

[bookmark: _Toc200499000]DATA COLLECTION AND ANALYSIS 

This research shall use secondary research such as industry reports from the UK hospitality sector, organizational documents and reports, peer reviewed journals and publications gotten from verified databases. Also, netnography shall be used to collect fresh data from social media posts made by individuals working in the sector to access data that might not be included in published papers and formal reports.

[bookmark: _Toc200499001]Data selection Criteria 
To ensure that findings reflect the current state of the industry, only secondary research papers and netnography content aligned with this research topic and published between 2020 to 2025 shall be used. 

[bookmark: _Toc200499002]Data Analysis 
Existing secondary research shall be analysed and themes and patterns within those research papers and netnography shall be identified. These themes would then be analysed using the thematic analysis methodology as proposed by Braun and Clarke, 2006 (Braun and Clarke, 2024). The thematic analysis process is briefly discussed in the next chapter.  

[bookmark: _Toc200499003]RESEARCH ETHICS 
At a stage of this research process, all resources utilized shall be duly referenced and all research ethics principles of the university shall be strictly adhered to. For the netnography, only publicly available information shall be used and the principles of anonymity shall be upheld. 

[bookmark: _Toc200499004]LIMITATIONS 
The choice of secondary qualitative research limits the researcher’s control over the quality of data and its relevance to the research’s objectives (Cheong et al., 2023). Hence, this research adopts the use of thematic analysis which shall extract and analyze only the patterns and themes relevant to this research.
[bookmark: _Toc200499005]                           CHAPTER 4 (FINDINGS AND DISCUSSION) 

[bookmark: _Toc200499006]                      PRESENTATION OF RESULTS AND RESEARCH FINDINGS 

As discussed in the previous chapter, this research analyses the secondary data collected using the thematic analysis procedure as created by Braun and Clarke, 2006. The data analysis procedure follows the six steps dictated and set out by the scholars, which are: getting familiarized with the data, creating the first set of codes, identifying relevant themes, reviewing the identified themes, establishing the conceptual basis for each theme and naming each of them, and reporting the research/ data analysis findings. 
Based on the data collected and analysed, this chapter provides an objective reporting of the research findings organized into themes. 

THEME 1: ORGANISATION’S COMMITMENT TO SAFETY/ SAFETY CULTURE 

The reviewed secondary data repeatedly emphasizes the immense role hotel organisation management’s commitment to safety, and the general creation of a safety culture in the hotel environment plays in enhancing staff retention. When the hotel management displays an intense commitment to employee safety and creates a culture which prioritizes safety in the work environment, employees would feel cared for, and this increases a willingness to remain in the role. 
“When organizations set effective structures targeted at prioritising health and safety in the hotel environment, the employees to belief that the employer prioritizes their safety. This builds trust, and trust creates a sense of loyalty which in the long run would aid staff retention”- (Nugraha et al., 2024; Dagli et al., 2024)

“When hotels create a strong safety culture, workplace accidents and absenteeism are minimized and employees would not be worried about health hazards. This enhances job satisfaction and if individuals are satisfied with their jobs, they won’t wake up some day and choose to leave” (Kuo et al., 2020; Prasetya et al., 2024)
‘The hotel sector relies primarily on its employees, as it is a service business. By organizing safety drills and trainings from time to time, employees perceive the hotel management as one which is not only after the delivery of tasks assigned to them but as one which genuinely cares for its people. When employees feel like a priority to the organization, work quality would not only increase, the employee would stay loyal’ (Carr, 2024; Agarwal, 2021)
“When employees work in a hotel that is compliant to all health and safety standards and requirements, and which sets out safety policies and ensures strict adherence to it, employees would have a higher sense of safety and security, confident that the necessary measures are in place to ensure their safety, such employees doing this provides emotional and psychological support to employees. This proactive approach to health and safety in the work environment enhances job satisfaction and reduces staff turnover” (Ford et al., 2023; El-Said et al., 2024)

THEME 2: NON-FLEXIBLE WORKING CONDITIONS LEADING TO BURNOUT AND HEALTH RISKS 

A major theme in existing secondary research and the reviewed netnograpy is the fact that the hotel sector has non-flexible working conditions, and more often than not, employees end up burnout and leave in a bid to enhance their health and prevent further health complications such as musculoskeletal disorders. 

[bookmark: _Hlk199759486]‘I worked in hotels for 5 years; I was meant to work 4 10 hours days. But 4 days often became 5 and 10 hours became 12. I broke my foot and had to take 3 months off work. I remembered what rest means and I just never went back to work’ --- Netnography 

‘I am currently working at my first hotel employment and it’s the worst working experience I have had all my life. Working in hotels is an entirely different level of stress. I have worked here for less than a year and I am so eager to leave already. I have been burnt out since 3-4 months after I started work. I intend to leave hospitality and never return’ --- Netnography 

“Working in hotels often requires extended shifts with rigid working timelines which are totally out of the employee’s control and can be excessively rigid. In such situation, employees barely have time to rest, and this weakens their immune function and leads to mental health deterioration which causes many people to end up quitting their jobs” --- (Piso, 2022; Kossek and Misra, 2021)

THEME 3- WORKPLACE HAZARDS 

A common theme identified in reviewed secondary data clearly sets out that workplace hazards put employees in fear of danger and reduces job satisfaction. This issue contributes to staff turnover in the long run. 
‘The hotel sector is the most high-risk sector in the hospitality industry. With numerous potential dangers such as heavy lifting, ergonomic risks, slips and falls and many others, employees tend to leave if their safety keeps getting compromised’ (Akkus et al., 2022; Chela et al., 2022)
‘Working in high-risk organizations causes fear and tension, this affects job satisfaction even if the pay is sufficient. Poor job satisfaction typically precedes the decision to quit’ (Agunos et al., 2024; Kini et al., 2025)

THEME 4 – LOW PAY AND POOR WORKING CONDITIONS 

A major theme in existing literature revolves round the fact that low staff retention in the hotel sector is not attributable to health and safety practices alone. In discussing the current low staff retention issue being faced in the sector, scholars have identified other contributory factors. 
“In most hotel organizations, the schedule is rigid and payment is not commensurate with the work demand. This enhances job dissatisfaction and employees end up quitting to seek more lucrative opportunities elsewhere” (Cole et al., 2024; Patrick, 2023)
“Hotel organisations are service providers and as such, the entirety of the organisation’s operations is primarily dependent on employees.  With low working wages, inflexible and rigid work schedules, most employees end up leaving” (Piso, 2022; Camilleri et al., 2023)
 “Due to the current staff retention issues currently being faced in the hotel sector, employees have multiple alternative options and tend to switch jobs in search of more juicy offers” (Codling et al., 2022; Hwang et al., 2024)
‘Numerous cycling courier jobs are hiring and usually paya round 20 pounds an hour, why would I want to go back to working with angry drunks in hotels for less pay and worse hours? -- (Netnography)

THEME 5- PSYCHOLOGICAL SAFETY AND SUPPORT 

Another dominant theme on this topic is the fact that most employees feel uncatered for in their organization they work with, coupled with numerous mental health abuses and instances of bullying 
‘Lack of psychological safety and support in hotels make employees feel unsupported, the toxicity in such work place leads to mental health issues which in the long run causes such employee to opt out of the organisation.  (Codling et al., 2022)
‘In an organisation where there are no structures for receiving employee’s concerns and/ if such concerns are not being addressed, conflicts remain unsolved and employees experience increased stress and anxiety. This causes burnout and emotional exhaustion, causing such employees to switch jobs’ (Magdy and Salem, 2024; El-Shaeer et al.,2025)
The hotel sector is high pressure and fast paced, and poor management leadership and power imbalance causes bullying Employees often tend to experience bullying from their peers. Also, being a service industry, employees often experience verbal bullying and abuse from service recipients, this leads to the workspace being toxic. In the absence of a supportive work environment that addresses these issues, employees become more inclined to leave. (Doe and Essiaw, 2023)
“Without a strong support system at work and trust in the hotel management, employees feel unsupported and are unable to perform effectively. If the work environment is not supportive, employees start being on the lookout for more healthy work environments’ (Zhu et al., 2024; Dogantekin et al., 2022)
“Since I work in front line, I had to deal with drunk people who only wanted to drink into oblivion and who would get angry if I chose to send them to bed. And our managers who were paid decent wages did not have to deal with all of that, they got to get off early and go home” --- Netnography
“The hotel industry abuses its employees the most. Management is salaried and I was expected to work 10-hour days… For what?” --- (Netnography)

THEME 6- LEGAL COMPLIANCE 

A dominant theme in existing secondary research revolves round how the inability of hotel management to ensure legal compliance to health and safety legislations creates an unsafe working environment and threatens job security in the sector.
“Hotels in the UK are legally obligated to adhere to the health and safety at work Act, 1974 to protect employees and create a safe work environment. Strict adherence to its provisions enhances health and safety in the work place, and when employees are rest assured that the hotel management complies with these practices, they feel safer and comfortable in the work environment” (Ebikake and Woripre, 2025)
“Staff turnover in the hotel sector is not dependent on employees only, it can also be attributed to the inability of employers to comply with health and safety practices. Costly penalties, license revocation, legal disputes and other disruptions affect job security in the sector. While working with non-compliant hotels, employees lose a sense of job security and begin to find other alternatives before they are being forced to quit their jobs” (Manolopoulos et al., 2022)


[bookmark: _Toc200499007]                                    DISCUSSION OF RESEARCH FINDINGS 

This chapter discusses the research’s findings from the thematic analysis of secondary data and netnography related to the impact of health and safety practices on staff retention in the UK hotel sector. The analysis generated 6 themes which are: Safety culture, non-flexible working environment, workplace hazards, low pay and poor working conditions, psychological safety and support, and legal compliance. In this chapter, each theme is discussed in line with existing literature, linked to the research objectives and placement hotel, and discussed in line with its implications on hotel management. 

Theme 1- Organisation’s commitment to safety/safety culture 
The data reveals that a hotel organisation’s prioritization of safety culture in the work environment makes employees feel at ease. When the management of the hotel displays a strong commitment to health and safety by creating and ensuring strict adherence to policies and practices that facilitate the protection of all persons in the work environment, employees feel catered for and this produces trust, enhances job satisfaction and leads to a high retention rate. 
This aligns with studies such as that of Michael and Fotiadis, 2022 who posit that when health and safety is prioritized, the workplace becomes more desirable for employees, and this enhances both staff loyalty and staff retention. Findings by Yasar and Ozturk, 2024 similarly establish a strong connection between an organisation’s safety culture and its ability to retain its employees. In line with this research’s objective to evaluate the impact of health and safety practices on staff retention, this theme establishes that the effective implementation of health and safety practices enhance employee’s trust and fosters a strong sense of loyalty to the organization. For Belvilla hotel, this underscores the need to prioritize the creation of policies and strategies targeted at creating a safe workspace and further fostering employee loyalty. 

Theme 2- Non-flexible working conditions leading to employee burnout and risks. 

Based on the data extracted from secondary research and from experiences shared by hotel staff on Reddit and other social media platforms, working in the hotel sector is strenuous and the sector itself is high-risk, as it tends to be accident prone and employees stand the risk of musculoskeletal complications and other health complications resulting from long working hours. It also posits that a major reason why most employees in the hotel sector quit is as a result of the unpredictable shifts and lack of work-life balance which the hotel sector is renowned for (Li, 2023; O’Leary, 2023). 
This aligns with findings from scholars such as Gordon and Adler, 2022 who assert that the high-stress level and unrealistic work expectations is one of the primary reasons why employees quit the hotel sector. Although health complications are not immediately associated with the sector, employees stand the risk of health complications if they work for long in the sector. According to Baquero et al., 2025, this is one of the primary reasons why most employees view working in the hotel sector as a short-term plan pending when they get better offers in other sectors.
In line with the research objectives, this establishes that rigid work schedules and the inability to strike a work-life balance as a result of the demands associated with working in the hotel sector puts employees at the risk of developing health complications and is a major contributor to the high staff turnover in the sector. 

Theme 3 – Workplace Hazards 
The data extracted has identified the numerous workplace hazards associated with working in hotels as one of the reasons for the high staff turnover in the sector, and in line with the subject of this research, workplace hazards lead to health and safety complications. 
From the risks of slips and falls to that of burn and scalds, chemical exposure, ergonomic strains and repetitive strain injuries, the list is endless. When these accidents occur, employees who are not rendered incapacitated would most likely choose to quit. This further underscore the dire need for effective implementation of health and safety practices in hotels and it aligns with the assertions made by scholars such as Sarwar et al., 2024 and Nugraha et al., 2024. In line with the research objectives, this theme establishes that not only can the poor management of workplace hazards in UK hotels lead to the loss of license and other legal complications for hotels, it puts employees at risk and causes job dissatisfaction which in the long run affects staff retention. As such, it is vital to note that the effective implementation of safety protocols is crucial the ensuring staff retention (Alananzeh et al., 2023)

Theme 4- Low pay and poor working conditions
The themes extracted from secondary data and netnography has identified low pay and poor working conditions as a primary reason why there is a high turnover in the sector. According to research findings, the primary reason for the low retention is a result of the poor working conditions and ridiculous compensation. The sector is high-risk and the remuneration is not commensurate with the level of work being put in. 
This aligns with findings of scholars such as Michael and Fotiadis, 2022 who posit that the lack of a clear-cut strategy for career progression and excellent remuneration in the sector is a primary reason why many choose to quit. According to the UK office for National statistics, (ONS, 2022), hospitality workers, especially hotel employees earn way lower than the national average and are among the lowest paid in the UK. 
As such, most employees view their work in the hotel sector as temporary and tend to leave once they find better offers. Scholars such as Piso, 2022 have also agreed with this finding, as they believe that the rigid work schedule and absence of work-life balance in the sector is damning. 
Although the literature review has noted that scholars such as Ghani et al. 2022 believe that low wages is not the reason for the low retention in the sector as well-paying hotels are also being affected, it is crucial to note that in line with the data analysed, even when payment is good, the lack of job security in the sector contributes significantly to the high turnover currently being experienced (Unguren et al., 2024)

Theme 5- Psychological safety and support 
The data extracted has established the lack of psychological safety and support in most hotels as one of the primary reasons for high turnover in the sector. Hotels are service providers and the core of operations revolve round individuals. Most employees have been reported to have experienced bullying and verbal assault from poor management leadership, fellow workers and even service recipients in the hotel. 
The lack of structures targeted at creating a workspace where employees feel respected has been identified as a major factor causing high staff turnover in the sector. Instances of bullying and harassment tend to damage employees’ mental health and causes most people to opt out (Micallef, 2024). This aligns with research findings from Mawulikplim, 2024 who also opined that workplace harassment and bullying in the hotel sector is one of the most prevalent and significant causes of the high turnover in the industry. More often than not, hotel management in a bid to maximize profits do not have structures in place to protect their employees and curb the actions of abusive service recipients. By implication, this issue calls for increased prioritization of the creation of a healthy workplace where employees feel respected and valued.

Theme 6- Legal Compliance 
Most perspectives on staff retention in the hotel sector has attributed the high turnover rate to factors such as low pay, lack of work-life balance and many other instances where the decision to quit is taken by the employee. However, a major discovery in the themes analysed is the fact that the high turnover in the sector can be attributed to hotel management themselves. When the hotel management fail to create standards revolving round ensuring that health and safety practices are prioritized, accidents are prone to happen. This can lead to huge sums being paid in liability claims, revocation of operating license, huge cost being paid in litigation, and eventual bankruptcy of the organisation which would ultimately cause the hotel to close down and cause employees to lose their jobs.  This aligns with findings made by scholars such as Akkus et al., 2022. 
By implication, this draws attention to the fact that high turnover in the sector is also due to the negligence of hotel managements and their inability to ensure total compliance to health and safety practices and policies. 


[bookmark: _Toc200499008]LIMITATIONS OF THE ANALYSIS 
It should be noted that this research relies significantly on secondary research and netnography collected, as such, there is limited control over the quality of the data used. This research could not directly access the research participants and data collectors of the secondary research relied on and as such, there might be the lack of important contextual information such as tone, body language or situational factors needed to fully analyse the identified themes. 
Also, the original researcher and netnographers’ bias might have unintentionally influenced how their findings and perspectives were provided, but this has been mitigated by the rigorous thematic analysis conducted. This research has prioritized ensuring that only recently published and updated data are used, and that all secondary research relied on are gotten from trusted and verified databases. In spite of the identified limitations, the thematic analysis has facilitated the interpretation of the collected data to produce useful insights. 
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[bookmark: _Toc200499010]                                                        CONCLUSION
This research was commenced with one aim and that was to critically investigate the impact of health and safety practices on staff retention in the UK hotel sector, using Belvilla hotel, UK as a case study. The set objectives are to: 
1. To evaluate the implementation of health and safety practices at Belvilla Hotel in the UK in 2025
2. To critically evaluate and identify the impact of health and safety practices on staff retention in the hotel sector, using Belvilla Hotel, UK as a primary case study. 
3. To provide practical recommendations on how health and safety practices as well as staff retention can be enhanced in the UK hotel sector, using Belvilla hotel as a primary case study. 

This research has established that health and safety issues are part of the utmost challenges being faced in the UK hotel sector at large, with accidents ranging from slips and falls, to scalds, chemical hazards and many others incapacitating and causing hurt to persons in the work environment. 
More importantly, this research through the use of many statistics from reputable sources such as Statista have also confirmed the alarming rate of staff turnover in Belvilla hotel and the UK hotel sector at large, with these findings being backed by verifiable statistics and Netnography. 

 It was established that most employees see their work in the UK hotel sector as that which is temporary pending when they get better offers. This research then embarked on a critical investigation to see the link between these two issues make critical inquiries into how health and safety practices in the sector impacts staff retention.

A major issue identified in this research is the fact that ‘health and safety practices’ in hotel environments include the employees’ mental health as well, not just trips and falls and other commonly known issues. The research’s findings reveal that health and safety practices have a critical impact on staff retention in the hotel. The research identified 6 major themes across a wide range of existing secondary data and these include safety culture, non-flexible working conditions leading to burnout and health risks, workplace hazards, low pay and poor working conditions, psychological safety and support, as well as legal compliance. 

These themes and their contributions to the research’s overall findings come with intense operational implications for Belvilla hotel and other organizations operating in the hotel sector.
The results of this study are consistent with prior research, which suggests that effective health and safety practices are not only essential for staff wellbeing but also critical for reducing turnover rates.

This research establishes that organizations with a strong safety culture find it easier to retain employees. When employees believe their safety is prioritized, it builds a sense of self-worth and ownership which results in loyalty to the company. Also, non-flexible working conditions has been identified as one of the strongest issues affecting staff retention in the industry. Where employees do not have a schedule that prioritizes work-life balance, they burnout faster and develop mental health issues, causing them to quit.  Also, when workplace hazards are poorly curtailed and addressed, employees tend to lose their lives or become incapacitated. Those who become incapacitated would end up quitting and those who do not become incapacitated begin to think of other options to ensure their safety and life preservation. 

Also, this research has found that most hotel environments are high-risk and high-pressure as there is the constant need for excellent service delivery to service user. As such, one of the identified predominant health and safety issues in the sector is that of bullying and workplace harassment. The netnography reviewed further shows that most hotel workspace are toxic and do not provide psychological safety and support to employees. This causes most employees to leave as they do not feel supported and end up battling mental health and self-esteem issues. 
It seems as though the most important issue identified is that of low pay. This research finds that even though health and safety practices have a huge impact of staff retention, some scholars have argued and this research has also confirmed from the netnographies reviewed- that beyond health and safety, poor payment and remunerations is one of the primary reasons behind the staff retention issue in the sector. As such, health and safety issues along with low remuneration have tremendous impact on the current staff retention issue in the sector. 

Lastly, this research has found than when organizations do not adhere to health and safety practices, they stand the risk of losing their operational licence and losing millions of pounds in civil claims and lawsuits, thereby causing most of them to end up shutting down. When such happens, the perspective that the hotel sector provides no long-term growth or career security gains more grounds and most employees begin to look for alternatives. 

This research concludes by noting that the staff retention issues in the sector is caused by factors inherent in the organisations and when health and safety practices are not effective or prioritised, employees lose a sense of career security, there would be no loyalty to the company as the employees would not feel prioritised and this in the long run exacerbates the staff retention issues currently being faced.  This research has shown that health and safety practices play a pivotal role in staff retention within the UK hotel sector. By improving these practices, hotels can foster a safer and more supportive work environment which in turn can lead to improved employee satisfaction and retention.

                                            LIMITATIONS OF FINDINGS
A major limitation of this research’s findings is its reliance on secondary data, which may not fully capture the nuanced experiences of all staff members at Belvilla Hotel. However, this issue has been mitigated by using a large range of secondary data and netnographies recently published to ensure findings are recent and comprehensive, cutting across various hotel organizations and capturing the experiences and perspectives of multiple individuals. 






[bookmark: _Toc200499011]                            RECOMMENDATIONS AND PRACTICAL STRATEGIES 

Based on the experience acquired during the hotel placement and findings gotten from this research process, this section provides practical and informed recommendations targeted at supporting Belvilla hotel, United Kingdom in improving its operations and enhancing staff retention.
During the course of the placement, the writer observed how Belvilla hotel battled staffing issues and interning students had to function in multiple capacities just to cover the staffing inadequacies. For Belvilla hotel, a major necessity at the moment is the creation of a strong and effective organizational safety culture. Although the hotel has safety tips pasted along corridor walls, they are just there on paper, there was no actual prioritization of the implementation of those safety practices. 
There is the need to begin to conduct training and meetings targeted at conducting safety trainings, mental health sensitizations should also be implemented into these training and integrated into the hotel’s managerial and leadership strategies. There was an actual incident where there was a minor fire incident but the fire extinguishers were empty. Belvilla hotel needs to prioritize the provision of the necessary safety equipments in its work environment and also conduct periodic trainings to sensitize and educate its employees. 
Belvilla Hotel also needs to enhance its emergency response systems and provide adequate training to employees on emergency response procedures so that all employees can be well equipped to handle health and safety emergencies professionally and adequately. 
To improve staff retention, it is also recommended that the organization creates a formal channel and strategies for employees to provide feedback on health and safety practices and share their opinion on how they believe the management can make the hotel environment safer. This channel would also help employees be able to report violations and safety hazards anonymously.
To enhance staff loyalty, there is the need to review the current payment structure in line with the hotel’s financial state to ensure that payment is at least commensurate with the extent of work employees are putting in, and that it is commensurate with industry standards. If significant increases cannot be made to the payment structure, the hotel can also embark on giving projects and initiatives targeted at fostering a strong community culture in the hotel and giving back to employees to reward excellent performance. This would help enhance staff loyalty and create a sense of community and belonging. The hotel can also offer health and safety incentives to employees who adhere to safety procedures constantly, doing this would help create a strong organizational culture where health and safety is prioritized by all employees. 
Technology is currently revolutionizing every aspect of human operations and this can be put into good use as well. Belvilla hotel needs to ensure its work environment is ergonomically designed to prevent injuries resulting from repetitive tasks and uncomfortable working postures and working environments.
In addition to physical safety, Belvilla hotel also needs to introduce initiatives and strategies targeted at supporting employee’s mental health and ensuring work-life balance, excellent stress management and ethical work scheduling structures for employees in the work environment.  Beyond these, the organization also needs to prioritize periodic safety audits to promptly identify abnormalities and make necessary rectifications so as to ensure continuous improvements. 
By implementing these strategies and recommendations, Belvilla hotel would be able to strengthen employee loyalty and not just solve the current staff retention issues but also enhance the quality of service being delivered to its customers and increase the organisation’s profitability.
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shortage
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to give an example, I'm not saying it's an amazing job but
plenty of cycling courier jobs are hiring workers for part
time/full time. YOU get to choose your own hours and they
usually pay around £10 or such an hour.

minimal customer interaction and plenty of them provide
you with an E bike.

Why would | want to go back to dealing with angry drunks
for less pay and worse hours?

Rapturesjoy - 3y
Hampshire

One of the biggest issues | had with hospitality, is the
fact that being front line, meant | got to deal with all the
drunk cunts, who wanted to drink themselves into
oblivion and got angry when | had to send them to bed
and the managers who were paid decent wages, all got
to fuck off early and go home.
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It's okay, the way hospitality have dealt with this i~ *n

make it so the managers don't get paid decent\ \/
or get to go home early either.
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with way less corporate-style horseshit. Not the path for
everyone but I've seen people at my hotel do it. (Union
Plumber who works at a big city hotel here by the way)

‘ desertgrapex - 332d

I'm currently working my first hotel job and it is the worst
job I've ever had. | do HR for a luxury hotel and it is
nothing short of a shitshow. I've worked other hospitality
jobs before (restaurant groups, high end travel agencies)
but working in hotels is a whole new level of stress. I've
been here for less than a year and | can't wait to leave
already. | was burnt out after 3-4 months. | plan to leave
hospitality and never return.

‘ tylerrulrich - 332d

| studied Hospitality Management and that was enough for
me to know | NEVER want to work IN a hotel. Maybe ask
your distribution partners if they have any openings? It's
typically a much lighter load, only M-F, and people seem
to be more respectful of your time away from work.
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I laugh at you for thinking a degree is laughable.
Thanks for your contribution, though.
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The Hotel Industry is Horrible.
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while i sit in cozy Hilton at 72degrees, | realize clock
is ticking)

‘ zynn333 - 332d

| worked on and off for a location for a big hotel chain for
4 years (housekeeping, reception, breakfast etc), and it
was awful, and ridiculous to see the million small ways we
were penny pinching while the owners were filthy rich.
Even so far as serving food that had gone bad if there was
too much stock, | was instructed to peel mouldy
cucumbers and serve them, and to serve fish past its
expiration date. To be fair | think the manager was beyond
overworked (and on salary), but she was very
unprofessional at times. However, | also spent a summer
working for a small, local hotel a few years later. The
owner was excellent, such a good boss and took really
good care of his staff. I'm now out of the customer service
industry and hopefully I'll never have to return. | am a
recovery worker for a substance use service now which is
very fulfilling and interesting, no degree needed, better
pay, better hours, more annual leave etc.

(LX) Q
@ AnswerKooky - 332d

| worked in hotels for 5 years, they were sponsoring my
university (level 8 hospitality studies), and | was in a
management programme. | was supposed to work 4 10
hour days to allow for the 2 days of uni. 4 days always
turned to 5, 10 hours always turned to 12.

e £

Then | broke my foot and had to take 3 months off worl
Remembered what it felt like to sleep. Never returnec \
dropped out of uni and got my first sales job.
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Up until 90's hospitality staff were reasonably paid. |
hadn't met my wife yet but she bought her first flat on
waitress salary plus tips.

It's been a race to pay as little as possible ever since.
Plus house prices have risen 10x in our area in the same
time.

‘ [deleted] - 3y

house prices have risen 10x in our area in the
same time.

e £

This is the real issue, and not just with hospitality, we
don't have low wages, we have hight housing costs.

(LX) Q
‘ spinesight - 3y

More money is always good but more could be done
about working conditions. Like, it's really common to be
given your weekly rota a day or two before it starts.
Which sucks when you're trying to plan a social life, but
| can't imagine how difficult it makes child care. Twenty
minute breaks are a joke when you work twelve hour
shifts, and breaking them into two ten minute breaks
doesn't help. You're legally entitled to eleven hours rest
between shifts, but every manager |'ve had seems to
think it's only eight hours for some reason. You're also
entitled to forty eight hours off a fortnight, but that's
just down to your manager really. And in every place
I've worked if you're good at your job and have ber
there a while, they'll expect you to manage people
without promoting you. The while industry just sucks to
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I laugh at you for thinking a degree is laughable.
Thanks for your contribution, though.
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I was in the front office for 4 years then 3 years in sales. |
left and got into a local credit union in the mortgage
department. My work life balance is 10000% better. | get
3 weeks vacation (that increases with tenure), all federal
holidays, 12 sick days, work remote 4 days a week, get
$1500 free HSA money a year, get $100 bucks a month to
not drive to the office. | make about the same as | was as a
Sales Manager (base pay). | lose out on sales bonuses but
| gain a 40 hour work week where no one ever bothers me
outside of work. | don't stress about if a group arrival is
going smoothly or if the hotel is flooding. | turn off my
computer, clock out and don't think about work until |
clock on the next day.

I'd never go back unless | was about to go homeless with
no other options.
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b rosewater3222 OP - 332d

I'm going to look into local credit unions! Thank you! |
am so glad you have a much happier life! :)

o

Q birthdaycakeee78 - 225d 4
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The Hotel Industry is Horrible.

| have worked/been in management for multiple franchised
hotels for a big brand for about 12 years and | am
absolutely over the entire industry.

| would love to hear others opinions and thoughts.

The hotel industry will abuse its employees like nothing
else. Management is always salaried and expected to work
10 hour days - truly for what? At one point | was running a
property for $36k a year. Hourly staff is suppose to just
put up with long hours because ownership won’t make any
changes to increase hourly wages to entice more staff to
be hired. A lot of ownership companies think $13 an hour
is fine for housekeeping. Truly insane.

You get yelled at from the people you work for and the
people you are supposed to be taking care of that are
staying at the hotel. You cannot win in any sense. And
don’t get me started on how people have to started to be
since Covid - people are even more insane now.

Owners do not want to put ANY money into properties that
are absolutely falling apart and still expect them to get
rave reviews and make budget (and if they don't it's your
head on the chopping block.)

There are so many “leaders” in positions that shouldn't be
due to their complete incompetence which you have to
make up for essentially. | have had so many people that
were my leaders or leaders that | worked with, that | had to
show them how to do things or how things are suppose to
be done. Such as my last position - | was a sales manager
for two properties and essentially they wanted me to be at
the properties 7 days a week because the operations team
could simply not handle anything.

You are also on call 24/7 - you always have to be aler’ \
your whole life has to be surrounded by the hotel. Ana |, 4
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