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Research Aim
· this research aims to examine the influence of employee well-being and satisfaction in minimising turnover: a Novotel Southampton case study
Research Objectives
· To examine how employee well-being and job satisfaction affect productivity in the hospitality industry.
· Analysing the relationship between employee well-being and turnover rates at Novotel Southampton. 
· An investigation of how to improve employee well-being and reduce turnover in a hospitality setting.
Research Questions
· What effect do employee well-being and job satisfaction have on productivity in the hospitality industry, in particular at Novotel Southampton?
· How are the Novotel employee turnover rates related to employee well-being?
· What are the well-being improvement strategies that can significantly cut employee turnover in a hospitality organisation like Novotel Southampton?
Research Rationale
This study rationale is reinforced by the fact that the hotel business is heavily reliant on employee well-being and work satisfaction, which affects overall organizational productivity, turnover, and success. Turning over high rates can cause operations to fail, boost expenses, and reduce service quality in hotel companies like Novotel (Akbari et al., 2021). The study aims to fill existing gaps, specifically in terms of how well-being and satisfaction influence productivity and retention in the case of Novotel, a chain that, unlike many other organizations, faces unique stressors such as irregular hours and high levels of customer interaction, which have an impact on staff well-being. Henceforth, the goal of this research is to better understand the effects of well-being and satisfaction on productivity, to investigate the linkages between well-being and turnover rates at Novotel, and to propose practical well-being enhancement techniques that may help to minimize turnover (D.R et al., 2020). As a result, the purpose of this study is to answer these questions and identify the components of an effective well-being campaign for Novotel Southampton that will build a supportive work environment, boost staff loyalty, and improve organizational performance, all of which are essential considerations in service sector competitiveness.

[bookmark: _yyjogiewu1qh][bookmark: _Toc182227260]2. Literature Review
Theme 1: “Effect of Employee Wellbeing and Job Satisfaction on Employee Productivity”
Abdullah et al. (2021) emphasize that employee well-being and job happiness have become increasingly essential variables influencing workplace productivity. Employees who are in excellent psychological and physical health are more focused and engaged, which leads to increased productivity. The correlation is especially essential in service industries, where our employees have a direct impact on our client's experiences and pleasure. Herzberg's two-factor theory research has provided evidence for studies on job satisfaction, demonstrating the role that both intrinsic and extrinsic motivators play in the construction of fulfilled employment (Bhatt et al., 2022). In the context of Novotel, these motivators are positive work conditions, recognition, and growth opportunities, which all contribute to a motivated staff and, as a result, increased productivity.
As stated by Hauff et al. (2022), an appropriate model supports the positive influence of well-being on productivity. As a result, the model suggests that social support, skill development, and work-life balance resources are critical to maintaining employees' energy and enthusiasm while lowering burnout and disengagement risks. Furthermore, these resources not only increase job happiness but also allow people to perform to their full potential, enhancing the overall performance of the firm. However, research has demonstrated that this link exists, however, productivity gains may be halted by well-being programs that do not take into consideration the needs of various employees (Pfeffer, 2018). To maximize productivity gains, a firm like Novotel must approach its well-being programs with flexibility.
Theme 2: “Relationship between Employee Wellbeing and Turnover Rates”
According to Varga et al. (2021), there has been a lot of research into the relationship between employee well-being and turnover rates, as well as how well-being influences employees' decisions to stay or leave a business. Companies with high turnover rates frequently have low well-being and discontent, and employees who are burnt out or show indicators of poor mental health are likely to leave. This problem can reduce employees' feeling of well-being and increase attrition, especially in hospitality sectors like Novotel, where employees are typically stressed out by unpredictable hours and customer demands (Kim and Ok, 2019).
Dreer, (2024) proposes to clarify the turnover-well-being link by positing that employees who are experiencing resource depletion, such as emotional energy or social support, may strive to conserve what they have left, which may entail quitting the workplace, exacerbating the losses. When employees' well-being is jeopardized, they leave the workplace. Empirical evidence supports this notion by showing that well-being treatments such as proper rest intervals, flexible schedules, and mental health assistance can reduce turnover intention. However, Feng et al. (2021) indicate that the strength of the well-being-turnover link varies by demographic, implying that tailored measures may be required. Novotel Southampton knows these intricacies and must choose how to combat turnover by building a workplace that promotes employee well-being and diversity.
Theme 3: “Improving Employee Wellbeing and Reducing Turnover”
According to Samad et al. (2022), personalized well-being efforts help retain employees, hence enhancing employee well-being to avoid employee turnover is a growing concern. Employee happiness and engagement are addressed through initiatives that encourage work-life balance, mental health support, and career development, which are associated with lower turnover rates. For instance, work-life balance programs indicate that employees who feel supported in their work-life balance are less likely to leave since their employer is perceived to be concerned with their overall requirements. Flexible work arrangements would be especially useful to Novotel Southampton, as hospitality personnel usually work erratic hours.
According to Kalra et al. (2024), The Social Exchange Theory (SET) states that the more an employee feels valued and supported, the more likely they are to reciprocate by giving their loyalty and lowering turnover rates. Wellness activities and tools for providing regular feedback are programs that foster a sense of mutual commitment between employer and employee. To avoid disengagement, these activities must be implemented regularly and in response to employee input. It is believed that such inconsistent well-being programs can cause irritation and undermine the expected advantages. (Hospitality Industry News, 2023)  Continuing with Novotel Southampton, a comprehensive year-round assessment of employee requirements and well-being results would be critical to long-term retention. These techniques have the potential to boost retention and contribute to the development of a supportive culture, giving the hotel industry a competitive advantage.
Literature Gaps
These gaps in the research on employee well-being, job satisfaction, productivity, and turnover require more investigation in the context of hospitality sectors such as Novotel. Although there is extensive behavioural research indicating that well-being is linked to workplace productivity, much of this research generalizes findings across occupations and does little to investigate the unique occupational challenges faced by hospitality employees, such as extraordinarily irregular hours, intense customer interaction, and high job insecurity (Coffey et al., 2021). This generalization limits our understanding of how improvement efforts might be tailored to hospitality stressors. Another disparity exists in the demographic characteristics that influence the well-being-turnover relationship, including age, gender, and cultural background. 
The impact of these elements on employees' feelings of well-being and intentions to leave is frequently underestimated in previous literature (Raes et al., 2020). When turnover reduction studies focus solely on the implementation of well-being programs for specific employees within the same business, they lack depth in the sense that these programs can be adapted for varied groups of employees within the organization. However, there is insufficient longitudinal study on the long-term effectiveness of these interventions. Finally, while some studies have demonstrated that improving well-being can reduce turnover, the studies are still restricted. Few studies have been conducted to determine whether employee happiness and retention improve initially and then do not sustain (ElHaffar et al., 2020). Filling in these gaps would result in a more nuanced understanding of what needs to be done to implement sustainable well-being in the hotel industry.
[bookmark: _suk1o2magj91][bookmark: _Toc182227261]3. Methodologies 
Case Study Research
Case study research is a qualitative methodology for investigating a phenomenon in its (actual) context. It entails doing an in-depth examination of one or more occurrences, events, or settings. Researchers define what does and does not fall under the case (Hancock et al., 2021). This is generally coupled with additional approaches like ethnography, grounded theory, or phenomenology to help the researcher narrow down and develop a methodology. Case study research is widely used in sectors such as business, education, sociology, and psychology. Its reliance on many data sources makes it ideal for transdisciplinary studies, in which researchers from several fields collaborate to better understand complicated phenomena (Schoch, 2020). This method provides valuable insights into real-world problems and is applicable both in theory and practice.
Reflective writing
Reflective writing is the practice of analyzing one's own experiences, thoughts, and actions in connection to a certain context or learning aim (Lázaro et al., 2022). That is about assessing our reactions to things, looking at what is going on beneath the surface of that response, and then thinking about what that means or how that may help you do better in the future or better comprehend what is going on. Reflective writing is used in dissertations to assist researchers make sense of their study methods, decisions, and findings. It promotes critical thinking and self-awareness, allowing you to identify the diamond in the rough and the areas that require improvement.  Furthermore, reflective writing aids in demonstrating intellectual progression and the ability to apply academic concepts in real-world scenarios (Scott et al., 2020). Without it, the entire study process would be predicated on academic rigour and transparency.
Netnography
The qualitative research method, ethnography, is about online communities and digital cultures. It includes observing, evaluating and analysing social interactions in virtual places, such as forums, social media, and online reviews (Jeacle, 2021). These digital settings are used by Researchers to better analyse socio-cultural behaviours, attitudes, and interactions. In dissertations, ethnography is useful for studying the phenomena that exist online, it sheds light on trends, consumer behaviour and social dynamics. Especially good for research where the majority of the community is online. Because it allows researchers to collect rich, contextually relevant data with few limits as compared to traditional in-person research (Kozinets and Gretzel, 2024), ethnography is an effective method of research use. This is of course necessary for studying present-day digital societies and their effects on different industries.
Integration of methods
With case studies, reflective writing, and ethnography in combination, we offer a thorough framework for data gathering and analysis in research. The case study technique allows for a detailed analysis of real-life circumstances to give the researcher a rich context for the research issue (Chew et al., 2022). Reflective writing reflectively leads researchers through the research process and analytically allows researchers to analyse decisions and learning results in different phases of the study. In this regard, the introduction of Netnography serves as a prelude to the exploration of online communities to understand digital behaviours and social relationships. These methodologies are incorporated into a dissertation to provide a more complete picture of the research issue (Kim et al., 2020). The methodology part also explains how to integrate these methods to collect data, and in the literature review section, The position of these methods in the context of existing research, highlighting their importance and use in resolving the problem.
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Accor Novotel is a midscale accommodation brand that has quickly become a force to reckon with within the hospitality industry. A Novotel was established in 1967 by Paul Dubrule and Gérard Pélisson and has expanded greatly over the years (Nicoules, 2020). Currently, it manages 559 hotels across 65 countries and delivers comfortable and innovative accommodations to both business and leisure guests. Europe and Asia are the major regions for Novotel, which is further growing in these areas and improving its services.
Financially, Novotel retains a substantial role in generating Accor Worldwide’s total revenues. The consolidated revenue of Accor has shown €5.06bn as of 2023 and a part of it Novotel comes from its various brands. The financial figure reflects Novotel’s high financial standing and aggressiveness in the competitive hospitality industry.
Staffing is one of the factors of the operation of Novotel Southampton, which is a brand that seeks to provide quality services to its guests. Accor the parent company has a policy of hiring a multicultural and diverse workforce, which are encouraged to grow and learn continually (Abellanet Miranda, 2022). 
Novotel's strategic locations are a key factor in its success. The brand has been very selective in the choice of its hotel locations to meet the needs of the different customers. Novotel hotels are conveniently located in business, shopping and cultural areas within major cities (Zaman et al., 2020). For instance, most Novotel hotels in Paris are approximately situated near some of the famous attractions such as the Eiffel Towers and the Louvre Museum. Novotel has a large number of hotels in Asia’s major cities such as Tokyo, Beijing and Mumbai and provides guests with contemporary comforts and high service quality.
Novotel targets strategic tourism zones so the guests are presented with a combination of recreation and comfort. For example, there are many Novotel hotels situated in the main cities of the country including Sydney, Melbourne, Brisbane, Sunshine Coast, Barossa Valley and many more places. These places provide the guests with accessibility to beaches, and wine yards among other amenities which improve their journey.
Novotel Southampton is a modern 4-star hotel located in the vibrant city of Southampton, UK, near the waterfront and close to the city's cruise terminals. The hotel features contemporary guest rooms equipped with amenities like free Wi-Fi, flat-screen TVs, and ergonomic workspaces. It also offers facilities such as an indoor heated pool, a fitness centre, and a stylish restaurant serving international cuisine. With its convenient location near Southampton Central Station and attractions like the SeaCity Museum, it is an excellent choice for both business travelers and tourists. Novotel Southampton provides services from receptionists, housekeeping attendants, kitchen stewards, cooks chefs and managerial positions. Such a complex team structure guarantees that any guest’s requirement is addressed and satisfied, which contributes to high levels of customer satisfaction.

The strategic development of Novotel Southampton has both internal growth and external acquisitions. The brand is actively interested in applications expanding its offerings that are well-suited to regions with high growth. The growth strategy of Novotel is to become more sustainable and eco-friendly (Moon et al., 2020). Some of the facilities have installed energy-efficient systems, waste management programs and environmentally friendly building products to depict Novotel’s environmentally friendly policy.
An important competitive advantage of Novotel Southampton is the management of human resources. It also focuses on the aspect of training the staff since it believes that better-trained employees can deliver some of the best services. The training offered by Novotel Southampton comprises organizational training, off-job training, distance training, and practical training focusing on different areas of operations. It has also built an organizational culture that promotes learning to achieve results, personal growth and career growth within the organization.
Employee engagement is also a strategic area of interest in Novotel Southampton human resource management. The brand has a range of policies that it puts in place to ensure the workplace is a friendly environment for all. Team development, employee appreciation, and promotions let the workers feel valued and motivated to work harder (Ali and Anwar, 2021). The management at Novotel Southampton also envisions the health of its employees and provides courses in health and fitness.
The process of performance management at Novotel Southampton contains many evaluations and feedback frequently. The brand collects data using self-checks, peer ratings, and ratings by their manager to get a comprehensive view of employee performance. It also facilitates organisational diagnosis since it also acknowledges and incentivises superior performers enhancing organisational productivity.
Novotel Southampton has good financial reports, strategic location, and good human resource management practices that have put the hotel as a strong brand in the local hospitality industry (Nicoules, 2020). The corporate responsibility of the brand to operate sustainably, the development of employees and the delivery of outstanding guest services guarantees the brand’s growth and expansion in the global market. The future of Novotel seems rather rosy by keeping in consideration its strategic planning and focus on quality and continual innovation on the segment of hospitality. The continuous approach makes it possible for Novotel Southampton to be amongst the best hotels in the area, improving customers' and employees’ satisfaction.
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SWOT analysis is a framework for identifying and analysing an organisation's strengths, weaknesses, opportunities and threats. Swot Analyses of the Novotel Southampton are discussed below:
Strengths: One of Novotel’s main competitive advantages is its well-established brand image, and the large network of properties located worldwide (Abellanet Miranda, 2022). As part of the Accor group, it is where Novotel Southampton can rely on a virtually unlimited supply of resources and support. The company is famous for offering quality and comfortable rooms and well-layout to accommodate both corporate and leisure travellers. Five-star accommodations are in some strategic areas such as the big cities and tourist hubs to help the guests access easily. Novotel Southampton has a good policy of quality services which is reflected in the provision of many services and customer oriented. Such an affiliation also gives access to a strong customer loyalty program which is the ALL – Accor Live Limitless to retain customer loyalty. (Accor Hotels, 2022). As part of AccorHotels, Novotel Southampton benefits from a strong global brand presence and loyalty programs. It is also situated near Southampton Central Station, cruise terminals, and key attractions, making it convenient for travellers.
Weaknesses: Managing the consistency of its properties worldwide makes it challenging since customers are faced with inconsistency in services delivered across Continents. The use of Accor’s central systems can be a disadvantage in some situations because it slows down operations (Stringam and Gerdes, 2021). Due to its positioning in the midscale market, Novotel must continuously reposition itself and create new strategies to better its competitors. Novotel Southampton faces stiff competition from other hotels in Southampton, including budget options and luxury establishments. Other challenges include high operation costs that comprise facility maintenance and training of staff and while modern, some aspects of the property may need periodic renovations to stay competitive.
Opportunities: Novotel Southampton has many prospects for its further evolution. The growth of the brand’s territory is possible in the context of emerging markets. Novotel can expand to new geographical areas, especially in developing nations, where travel and tourism are likely to thrive in the future (Folinas, Duquenne and Metaxas, 2020). Another potential is to deepen the company’s environmental programs, by the trends of sustainable development. Additional green practices also mean additional tourists from groups more conscious of the environment hence the benefits outweigh the costs in the future. Novotel Southampton can employ the use of smart technology to enhance guest experience like Smart apps that can provide contactless customer journeys from check-in to service provisions. The brand’s market presence can be further improved by expanding the cooperation with local companies and tourist offices. Leveraging partnerships with cruise operators could significantly boost bookings and collaborations with nearby attractions, restaurants, or transport services offer potential for expanding its customer base.
Threats: The external environment in the hospitality industry poses a lot of threats to Novotel. Market changes and swings are also strong indicators of the number of occupants and revenue. New local competitors include Airbnb, meaning that customers can be diverted to other products which are outside of traditional hotels (The UK Government, 2022). Geopolitical events and travel restrictions may also play their part in international tourism, thus presenting challenges to sustained business (Seyfi, Hall and Shabani, 2023). Emerging changes in the regulatory environments as well as enhanced health and safety standards imply the need for flexibility in responding to these changes. The focus on the environment and the growing need for greener consciousness implies constant work on the organisation of green activities that may involve considerable resources. The hotel is also vulnerable to seasonal fluctuations, given its reliance on cruise travellers, which could lead to reduced business during off-peak periods.
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PEST analysis refers to a framework that helps organisations determine the external factors affecting their business operations (Buy, 2021). PEST Analysis on Novotel Southampton will be explained below:
Political Factors: Novotel Southampton is under the regulation of many rules and regulations of the government that plays a major role in its functioning. However, government policies concerning tourism, employment, and taxation have significant impacts. The political environment in the UK is stable, which is favorable for the hospitality industry. However, policies related to Brexit continue to influence immigration, labor availability, and supply chain logistics. As Novotel Southampton relies on a mix of domestic and international travelers, changes in visa regulations or customs procedures could affect its customer base. Political stability must be incorporated, political instabilities deter travellers and result in overbookings and low revenues (Chiriko, 2021). Furthermore, compliance with health and safety issues and labour laws is crucial for legal reasons and the efficient flow of business. Measurements in these areas can cause operational alterations and well-known added costs which affect the authority of the hotel. For example, an increase in requirements for health and safety necessitates organisations to undertake expenditure on new tools of work or special training for workers, while changes in labour laws may alter wages and methods of recruitment. However, the choice of investment and opportunities for expansion can also be affected by the taxes of the government through their policies and incentives (Slattery and Zidar, 2020).
Economic Factors: The level of performance of Novotel depends on the economic conditions of the world that determine consumption and travelling habits. Recessions lead to reductions in business and leisure travel, which impacts the occupancy and income of hotels (Dogru et al., 2020). On the other hand, economic development enhances the rates of tourism and business travel which have a good effect on Novotel. Other factors such as inflation rate and exchange rates affect the seamless operation of the hotel; high inflation affects operational costs while unfavourable exchange rates make the hotel unreasonably expensive to international visitors (Dwyer et al., 2020). For example, the increased strength of the local currency against the major foreign currencies could negatively affect the hotel’s competitiveness through charging international visitors high tariffs. The brand operates in the midscale segment which indicates it has to offer affordable prices for travellers during uncertain times. Economic factors influence investment policies, strategic growth and development and marketing strategies, which in turn influence Novotel’s future viability (Sinha and Fukey, 2020). The UK’s economic conditions directly impact Novotel Southampton’s performance. Economic challenges, such as inflation or slow GDP growth, can reduce discretionary spending on travel and hospitality. Southampton’s role as a major cruise port offers a steady stream of travelers, but the reliance on cruise-related tourism makes the hotel vulnerable to fluctuations in this sector. Rising operational costs, including energy and labor expenses, could also affect profitability.
Social Factors: Consumer behaviour and societal changes play a central role in determining Novotel’s business processes. One social factor is the increasingly popular focus on having sustainable and environmentally friendly facilities. Modern travelling has evolved in a way that involves the accommodation in environmentally friendly practices and that forces Novotel Southampton to follow the trend (Giousmpasoglou and Marinakou, 2024). These changes in consumer expectations are well addressed by the brand’s policies on the use of energy-efficient systems and waste management. Demographic change, including millennial and Gen Z travellers, affects the service provision in a hotel. Younger travellers are looking for new and real experiences and they anticipate customized and digital services (Hadjielias et al., 2022). Novotel Southampton needs to align itself with these social trends and make itself appealing to a broad market. For example, providing local cuisine at cafeterias, including local culture perception in tourism, can benefit the guests and be contextual. Guests increasingly seek personalized experiences, sustainable practices, and family-friendly environments. Novotel Southampton already emphasizes its family-friendly approach, which aligns with these trends. Southampton’s diverse visitor base includes international tourists, cruise passengers, and business travellers, requiring the hotel to cater to a wide range of needs. Additionally, the demand for eco-conscious accommodations is rising, and adopting sustainable practices could enhance the hotel’s appeal to socially conscious guests (Abellanet Miranda, 2022). Being aware of these cultural differences is the foundation for improving customer satisfaction and loyalty.
Technological Factors: Technology together with innovation is the key to driving the growth of the hospitality industry and Novotel incorporates the use of technology to improve guests’ satisfaction and operational efficiency (Domanski, 2020). Technology solutions like mobile check-in, digital concierge and one-to-one marketing based on data analytics are crucial to address today’s guests' demand. Adopting these technologies can help increase the production rate and satisfaction level for customers as well as deter Novotel’s competitors. For example, the mobile apps that enable guests to check in their rooms and access hotel services will improve the general guests’ experience. Implementing novel technologies including the use of AI and VR in the service industry will provide a better experience for customers, including virtual tours at the hotel and AI-supported customer services (Bilgihan and Ricci, 2024). For Novotel Southampton, it is possible to stay tuned to technological changes and develop adequate resources because it is the only way for a hotel to remain competitive. However, these innovations are rapidly developing, and frequent modifications must be made to the system, as well as to exclude vulnerabilities in the protection of guest information and guarantee the smooth functioning of the business. It is imperative to invest well in security frameworks to avoid the loss of vital customer data and more, thereby building trust (CIPD, 2020).
[bookmark: _kouo152tvgtn][bookmark: _Toc182227266]4.1.3 Competitor Analysis
Competitor analysis is a framework for evaluating competitors to analyze their products, sales, and marketing (Sudirjo, 2023). Following is a detailed competitor analysis of the Novotel Brand:
	Hotel Brand	
	Price Range	
	Quality Attributes	
	Unique Selling Points

	Ibis Styles	
	Budget to Midscale	
	Modern and affordable rooms, high levels of service delivery, strategic city centre locations.	
	Bright and colourful appearance, reasonable prices, associated with AccorHotels chain.

	Holiday Inn Express	
	Midscale	
	Affordable prices, tidiness, comfort, responsiveness, free meals in the morning, and appropriate locations.	
	Basic services, oriented to business travellers, affiliated with IHG Rewards Club.

	Marriott	
	Midscale to Luxury	
	These are quality rooms, quality service, numerous amenities, and good locations.	

	The Marriott offers a luxurious experience, a Marriott Bonvoy loyalty program scheme and a strong brand reputation.

	Hyatt	
	Midscale to Luxury	
	Beautiful rooms, high level of services, numerous services, exclusive locations.	
	Customized services, Hyatt loyalty program- World of Hyatt, emphasizing convenience.
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Employee well-being and job happiness have a significant impact on employee productivity in any firm. These characteristics contribute significantly to an employee's motivation, engagement, and performance (Bhatt et al., 2022). One focus of modern organizational study has been to investigate the relationship between these characteristics and how employee well-being and job satisfaction can lead to increased productivity. Similarly, employee well-being refers to an individual's total health and well-being as assessed by aspects such as physical and mental health, work-life balance, and the general work environment (Dorta-Afonso et al., 2021). 
At Novotel Southampton, employee wellbeing and job satisfaction plays a pivotal role in driving productivity and delivering superior guest experiences. The hotel's initiatives in this area are commendable but can be further enhanced by integrating advanced wellbeing programs and maintaining open communication channels. By continuously prioritizing employee needs, Novotel Southampton can sustain high productivity, reduce turnover, and maintain its competitive edge in the hospitality industry. 
Employees respond when they feel encouraged and respected, and their overall feeling of well-being improves, which frequently leads to increased job satisfaction. Secondly, job satisfaction refers to how a person feels about his or her position, situation, or organization. At Novotel Southampton, a nice work atmosphere, clear communication, a sense of accomplishment and recognition, and high job satisfaction are all closely related. 
Organizations that invest in employee well-being reap numerous benefits. A supportive work environment in which people enjoy good mental and physical health while being engaged and productive. Helping to increase employee well-being is vital since employees in general attribute their well-being to job satisfaction. This, in turn, motivates and encourages employees to go above and beyond their job responsibilities (Bratton and Gold, 2017). This also means that absenteeism and turnover are reduced because employees are more inclined to remain in an atmosphere that promotes their overall well-being which was stated by Bulińska-Stangrecka and Bagieńska. (2021). Furthermore, productivity is directly linked to job satisfaction. Those who are satisfied with their jobs perform better because they are more motivated to complete their tasks. There are various ways to explain this connection (The Society for Human Resource Management , 2018).  Employees who are satisfied are considerably more inclined to go above and above at work, enhancing creativity, innovation, and output quality. Second, job happiness affects how willing people are to work with teams and colleagues which in turn makes for group success.
Additionally, high-performance work practices (HPWPs) are seen as a concept of linking employee well-being, job satisfaction and productivity. HPWPs are workplace solutions to improve employee performance and operability. Other things included these performance-based incentives. If these principles are practised correctly, employees will be valued, supported, and encouraged to do good work (Abdullah et al., 2021). This adds to employee productivity because the employees can get more involved in the tasks and then contribute to the company's success. Additionally, leadership is necessary for this relationship. Important in the improvement of employee welfare and work satisfaction is the use of supportive leadership strategies. 
These variables are observed at Novotel Southampton: employees’ well-being, satisfaction at work, HPWs, and leadership, combined, form a cycle that helps organizations increase productivity. Well-supported, satisfied and motivated employees can achieve what is good for the organization as a whole. When staff productivity goes up, so do organizations’ financial results, customer happiness and market reputation. Any productivity-boosting strategy must incorporate the components of employee well-being and job happiness (Hauff et al., 2022). Companies which spend on promoting physical and mental health, job enrichment opportunities and supportive leadership environments can foster a success-producing environment (Kessler, 2016). The benefit this technique provides at the organizational level is more than an evaluative tool for improving individual productivity, it helps in consolidating a more engaged and efficient workforce that is at or is the reason for an organization’s long-term success.
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Organizational turnover rates are related to employee well-being. The result is that if employees are emotionally fulfilled and supported, they tend to stay in their jobs for the duration of their careers, and this has been shown to have a huge effect on turnover. Besides physical and mental health, work-life balance and job satisfaction, relationships are also based on different circumstances (Varga et al., 2021). 
Turnover rates at Novotel Southampton are consistent with the hospitality industry's average but remain a concern due to the associated costs of recruitment, training, and the potential impact on guest satisfaction. (Novotel, 2024) Seasonal employment, high work pressure, and competition from other local employers contribute to this issue. While Novotel offers competitive benefits and career development opportunities, retaining employees in a demanding industry remains challenging.
Wellbeing programs and efforts have a big impact on employee retention. Wellness programs recognized by organizations are the ones that realize that when employees start feeling appreciated and that their health and well-being matter to them, they become loyal and involved in the company (Maslach and Leiter, 2017). For example, a wellness program will emphasize the importance of work-life balance, physical fitness, and mental fitness and reduce stress which is the biggest driver of turnover at Novotel Southampton. The hotel has implemented wellness initiatives, such as mental health workshops, access to counselling services, and fitness perks like subsidized gym memberships or yoga sessions. Together, the more employees believe that their company cares about them, the more likely they are to stay with the organization (Rahim et al., 2020). Similarly, when well-being drives are absent, failure to engage can result in disillusionment and disengagement. More likely to hunt for another employment are people who are stressed, have a poor work-life balance, and don't get enough help for their mental and physical health (Gannon and Pillai, 2017). At Novotel Southampton, peak seasons and high occupancy periods exacerbate these challenges. When turnover is a key issue in a high job expectation or stressful working environment, wellness is critical to explaining turnover. Employees without the proper support systems end up feeling overworked and begin changing jobs more often in a desperate attempt to find less demanding, or more helpful, surroundings (The World Health Organization WHO, 2021).
Workplace culture also affects the relationship between well-being to turnover rates. Novotel Southampton should build up a friendly and inclusive culture that can create a place to work where employees feel valued and get to be understood. And then there are toxic work environments where large turnover rates are normal, where the focus is on the employees’ health and not on their pleasure. Employees who feel undervalued and disrespectful won't stay with those firms (Mullen, 2018).  That’s why they can play a role in reducing turnover and keeping the smart folks by creating a healthy work culture where well-being takes precedence. The third component to be taken into account when thinking about the link between employee welfare and turnover is job satisfaction (Dreer, 2024). Those employees content with the job, personal relationships with those in their workplace, and the way the work is done are less likely to leave. All are factors in contentment: meaningful work, recognition, and opportunity for career progress. If employees are happy in their current jobs and healthy, they aren’t going to look for a new job. In addition, it leads to decreased turnover and a more consistent committed workforce. 
The outside cause would be externalized as, for example, a workplace that doesn’t provide the resources they need or deserve, and, like many of us, chronic stress, overwork, or lack of support can drive a person of the right mindset to a breaking point and look for another career option. Thus, Novotel Southampton needs to create ways to manage employee stress and workload to prevent this. Mental health assistance includes fostering relaxation and allowing people to take breaks from work and flexible working hours can help to alleviate stress thereby decreasing turnover rates. The type of job also impacts the relationship between work and turnover (Feng et al., 2021). 
As Eadie et al. (2021) say, executives who listen to and support their people tend to keep them around. But if you have bad leadership or no managerial support, then bad things can happen, your staff can become disgruntled and neglected and that leads to high turnover. When implemented, self-care and self-tracking activities can also help to increase employee well-being. Novotel Southampton should implement self-tracking technologies and wellness initiatives that provide employees the opportunity to take proactive actions toward a healthier lifestyle and measure and monitor their health. By giving their employees the tools they need to manage their stress and make themselves fit and help in monitoring their mental health they empower and appreciate them and it makes them feel like they have the tools they need to do their job (Wright and Boswell, 2020).
[bookmark: _4tc9e8fjtho0][bookmark: _Toc182227270]5.3 Employee Wellbeing Improving & Turnover Reducing
When it comes to lowering turnover, employee well-being is crucial in shaping organizational outcomes. Organizations that prioritize employee well-being have reduced turnover rates because individuals are encouraged, respected, and inspired to stay in a role. As stated by Samad et al. (2022) Employees may be maintained if such issues as mental and physical health, work-life balance, and job satisfaction are addressed. As a result, well-being strategies can lead to more engaged employees and a lower likelihood of turnover. Policies that undergird wellness programmes as a core approach improve employee well-being. They could be physical health, mental health, or a stress management program (Armstrong, 2020).   Well-being can be greatly improved with increased employee access to exercise centres, mental health support, stress management etc. First, they encourage a healthier workforce, second, they tell employees the firm values health. It makes it easier to stick with them, having organizations that care about you.
So, on the other hand, organizations can create a workplace environment that fosters work-life balance and has a positive impact on employee well-being. Flexible work arrangement, like remote work or flexible hours, helps manage employee’s personal and professional responsibilities (Liu, 2019). By minimizing the conflicts in employee expectations, they can help employees avoid burnout. The higher job satisfaction an employee experiences from the freedom his autonomy provides in managing his schedule, the higher his likelihood is to stay with the firm (Bakker and Demerouti, 2017). Novotel Southampton has introduced more flexible scheduling options, including part-time roles, rotational shifts, and the possibility of hybrid roles for administrative positions. The need for work-life balance is becoming more important for people in today’s fast-paced workspace since one will have so much demand and pressure (Kalra, 2024). Support for effective leadership is another important component of employee well-being. An empathetic leader offers constructive comments, communicates honestly, and creates a happy and healthy workplace. Workers who feel their bosses are approachable and friendly are also more satisfied with their jobs and less stressed, research suggests. 
According to Kelly et al. (2021), a corporation that values collaboration, trust and respect, creates a safe and supportive atmosphere for its employees. If employees think they work in a nice, inclusive workplace, they are more engaged and happier at work and less likely to leave. A good company culture is not just about keeping employees loyal it also helps keep people by being a good fit with their values and making them feel like they belong to that group.
Training, coaching, and chances at promotion enable people to get better and move forward in their careers (Wang and Wang, 2020). Employee satisfaction is closely tied to recognition and opportunities for growth. Novotel’s recognition programs, such as “Employee of the Month” awards, foster motivation and engagement. However, these initiatives may lack personalization or inclusivity for all employees, particularly those in entry-level or back-end roles. Expanding recognition systems and offering individualized career development plans could yield better results.
Novotel Southampton’s focus on improving employee wellbeing has proven to be a strategic investment, significantly reducing turnover and creating a more engaged workforce. By continuing to prioritize the physical, mental, and professional needs of its staff, the hotel can strengthen its position as an employer of choice, ensuring long-term operational success and consistent guest satisfaction.
[bookmark: _ek44t2vfrm08][bookmark: _Toc182227271]6. Conclusion and Recommendation 
The research has highlighted the dynamics of human resource quality, organizational commitment and performance with a focus on the Novotel Southampton. Personal and organizational employee well-being is a determinant of employee turnover, productivity and organizational service delivery. Research findings revealed that promoting workplace features through the establishment of psychological climate, career development, and schedule flexibility increases organizational commitment, thus increasing productivity, and low turnover rates (Timming, 2017). There is a significant correlation between the continued problem of high turnover at Novotel Southampton and resource depletion among employees. 
Key constraints have consequences on Novotel’s strategic operations due to its global reach and dependency on technologically driven improvements to the guest experience and organisation. However, problems like poor service delivery, and regulatory concerns require constant and continued innovation. Focusing on environmental management programs and employment opportunities will help Novotel Southampton navigate positive economic and social transformation while maintaining strategic advantageousness.
Following are the suggested recommendations for Novotel Southampton:
1. Implement Tailored Well-being Programs
Novotel Southampton should incorporate some welfare programmes that would suit a diverse population. The performance pressure of the hospitality industry can be easily managed by the availability of work shift options, sufficient rest breaks, provision of counsellors, and stress management workshops among others. It means that the programs have to be individualised depending on the needs of the employees, depending on the demographics. For instance, childcare support may meet the needs of working parents as well as ergonomic changes assist employees with physically demanding jobs. Such practice-focused activities should be in the form of routinely conducted surveys or meetings where these initiatives can be updated depending on their continued usefulness (Barling, 2013).
2. Foster Career Growth and Skill Development
Promotional opportunities are very important tools in increasing productivity and employee retention (Gustafsson and Johnson, 2015). The training recommendations for Novotel include the introduction of new professional development programs in specialised training for workers with particular positions. For example, cooking certifications for cooks and training programs for potential managers will help employees improve their skills. Effective communication over promotional opportunities, transfers, and cross-training in an organisation can foster a long-term career plan with the company. To enhance the engagement it proposed to promote learning through online courses or workshops and to reward achievements in the learning process.
3. Promote Work-Life Balance
The solution will mitigate the issues of work-life balance since the hospitality industry requires shift work, as well as overtime work. Novotel Southampton should endeavour to offer options like compressed work weeks, job sharing or shift swapping that provide employees with a more flexible schedule (Kuhn, 2017), Offering incentives to force employees to use the paid time off and letting them have relaxation rooms within the workplace can also help them relax. Possible prevention of burnout could be made by including wellness days or mental health days in schedules or plans. Promoting work-life balance does not only increase employees’ satisfaction but also increases organisational productivity.
4. Leverage Technology to Streamline Operations
One of the advantages of adopting technology is to share workload, reducing the routine tasks which burden the Novotel Southampton employees as well as enhancing the service delivery. For example, check-in kiosks, housekeeping management systems and Robotic process automation-based customer service solutions enhance operations (The World Travel & Tourism Council WTTC, 2021).  Both strategies enable employees to dedicate their efforts to value-added customer-oriented tasks therefore increasing employee satisfaction as well as offering a better experience to the guests. (Chand and Tung, 2014). The success of this implementation means that Novotel should ensure that all the staff receive training to build their understanding of the new system that is going to be implemented. It will raise operating efficiency and improve the working environment with a dual emphasis on technology integration and training.

5. Strengthen Recognition and Support Systems
Creating an appreciative and supportive environment is key to retaining its human resources. Novotel Southampton should set up mandated appreciation mechanisms including employee of the month awards, performance bonuses and verbal appreciation through acknowledgements during meetings. Development of mentorship programs can be useful adding guidance and support for organisations and particularly its new generation of employers which can benefit in their professional growth (Spector and Fox, 2016). Effective training interventions that seek to develop empathetic-minded managers can also lead to a favourable working environment, where the employees are heard. Social Exchange Theory states that organisations and employees invest in each other and to gain the expected returns they try to minimise turnover.
[bookmark: _aqe47834djgm][bookmark: _Toc182227272]7. Reflective Account 
As a part of the course, I was placed at the Novotel Southampton to get first-hand experience of the operational environment of a complex and swiftly moving hotel. These experiences helped me relate on-the-job problems to theoretical issues in employees’ welfare and job satisfaction. I was able to watch closely how productivity, as well as turnover rates, are affected by these factors to gain real experience in the hospitality industry and increase my perception about how to manage in this field. (Lockwood, 2007)
One of the most striking observations was a rather obvious influence of the wellness of employees on the effectiveness of work. Large conferences or events are evident as periods of extreme physical and stressful work for the employees in the industry. It is because it was difficult for the employees who looked extremely weary or stressed to display the kind of efficiency required at Novotel Southampton. It resulted in slow answers to inquiries from guests, sometimes inattentiveness to details, and rare complaints from guests. On the other hand, employees who seemed well rested and enthusiastic were more productive and rendered services with energy and integrity in quality. The results obtained revealed that it is the employees who are motivated and encouraged by the management to continue contributing actively within the course of their working activities (Harris and Brusse, 2018).
Work-life balance became apparent as a concern in my placement location. Regarding the working pressures, employees most commonly cited shift and overtime as a common issue for them. For instance, during the festive season or any important occasion, several workers spent many hours on the job instead of their families. It resulted in increasing frustration and exhaustion levels some of which manifested in communication at the workplace. Managers were cognizant of such issues but found it challenging to adopt flexible scheduling due to the often inherent uncertainty of the hospitality industry. It has exposed the need to foster specific arrangements like shift bending or reduced working hours as a way of providing employees with schedule flexibility.
It was noted that recognition had a major influence on the subject of employee morale and retention. I noted higher elements of job satisfaction and commitment among the staff that were awarded during meetings or other subordinate workplace recognition from managers. For example, during a team discussion one of the housekeepers who was said to be outstanding in cleanliness, and detail observed that it felt good to be appreciated, mainly commenting on how the appreciation made them feel. However, I was also able to identify the variations in the rate and regularity of such practices. Some managers ensured that they gave feedback to their employees whenever they could while others disregarded this aspect of employee management. Such inconsistency raised dissatisfaction among some employees, pursuing the thought that a formal positive recognition program may play a significant role in creating a more supportive organisational environment.
Another area to attracted interest during my placement was career development. The training organised by Novotel Southampton included general knowledge and practical training that covered various levels of job profile to leadership training. Many participants of these programs disclosed feelings of achievement and optimism about their job opportunities. For example, a front-desk employee who was trained in a customer relations workshop expressed an aspiration of getting a managerial position. However, some workers claimed more restricted opportunities in such programmes because they were busy or never aware of other openings. It may also reveal poor communication and visibility that could be managed to encourage and promote fair professional development for all staff.
One of the more insightful findings derived from my placement is the fact that the needs of employees vary greatly in terms of well-being. Novotel Southampton has people from different diversified cultures and socioeconomic classes, and they all have their respective issues and demands. For example, younger employees were eager to acquire skills and be promoted, while older employees' values were to have a balance between work and family and job security was valued most. Working with international staff members has also its challenges like language switches and cultural change. It also highlighted the necessity for tailored well-being programs that will address the needs of different categories of workers. Technology adoption in the workplace has brought distinguished changes in the workload of employees. Technical solutions like kiosks for check-in and management applications for housekeeping, eliminated the repetitiveness of the work to let the employees attend to clients. However, I realised that some employees could not efficiently work on these technologies because they lacked adequate training. For example, when implementing a new reservation system, front-desk employees complained of inadequate management instructions and technicians. It emphasised the importance of extending training and development programs which can facilitate change and decrease stress levels related to new technologies.
Employee turnover rate was another concern that affected Novotel Southampton most especially with the lower-level employees. It showed that high working stress, low organisational rewards, and poor promotions were among the reasons employees gave to justify their intent to quit. There are a few cases that I saw where productive workers resigned complaining of being burned out or due to lack of career advancement opportunity within the company. It emphasised the necessity of providing such bonuses as mental health support facilities, proper feedback and well-structured career paths to retain employees from leaving the organisation. During my time I have observed that factors that influence human resources, staff satisfaction as well as organisational performance are interrelated. These observations highlighted the importance of effective resource allocation to develop specific well-being promotion initiatives, formal acknowledging frameworks and career growth programs to foster a highly productive workforce.
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