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[bookmark: _Toc154156239]ABSTRACT


This dissertation explores employee retention in the UK Hospitality Industry post-pandemic, considering challenges from COVID-19, Brexit, and the 2023 recession. Using an interpretive paradigm and inductive approach, the study examines motivational drivers, organizational culture, and provides actionable insights through semi-structured interviews with London hospitality professionals. Key findings emphasize the importance of the work environment, job satisfaction, and growth opportunities, aligning with Job Embeddedness theory. The study recommends well-being programs, adaptive HR practices, and work-life balance initiatives, advocating for anticipatory retention strategies. Despite limitations, the research contributes tailored insights for shaping post-pandemic hospitality strategies, emphasizing the need for future research to address constraints. Overall, the dissertation provides valuable perspectives for academics and practitioners navigating employee retention challenges in the dynamic hospitality landscape.
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[bookmark: _Toc154156243]1.1: Background of the Study & Context of the research 

Employee retention is the organization's strategy to keep employees for the long term, aiming to reduce turnover and foster a positive work environment for sustained satisfaction and success (Amstrong & Taylor, 2014). For instance, successful employee retention strategies offer a multitude of advantages, as highlighted in studies like that of Amstrong and Taylor (2014), these strategies not only cultivate a stable, high-performing, and sustainable organizational culture but also go beyond cost savings. They contribute to increased employee satisfaction, foster teamwork, and ultimately enhance overall organizational success, positively impacting the brand image.

According to the Office for National Statics (2021), the aftermath of both the pandemic and Brexit has posed unprecedented challenges to the UK hospitality industry, intensifying the need to prioritize workforce retention. it is challenging to separate the effects of Brexit and the pandemic on the hospitality sector, as the end of the Brexit transition period coincided with the start of the latest lockdown. The dual impact of these factors, alongside staff shortages induced by the pandemic, heightens the significance of retaining skilled personnel. 

The urgency to resume operations, along with diminished arrivals of EU workers due to Covid-19 measures and post-Brexit immigration policies, has resulted in recruitment challenges (Office for National Statistics, 2021). This problem is exacerbated by an approximate departure of 1.3 million non-UK workers from the country during the pandemic (Partington, 2021). The long-term effects on sectors heavily reliant on foreign-born workers include labour shortages, changes in working practices, and potential challenges in recruiting and retaining skilled personnel (Hancock et al, 2021). 

Amidst disruptions in the labour market, businesses must safeguard experienced staff to uphold service quality and operational efficiency (Wadera, 2021). Considering the industry's substantial training investments and the challenges posed by Brexit, employee retention becomes a strategic imperative. This focus not only addresses service quality and ensuring operational continuity but also positions businesses to navigate the evolving market dynamics with resilience and competitive advantage (Wadera, 2021).
In the light of literature, employee retention involves factors such as fostering a positive work culture, offering growth opportunities, and addressing the challenges posed by external factors like Brexit and the pandemic. Literature suggests that successful retention strategies contribute not only to organizational stability but also to enhanced employee satisfaction, teamwork, and overall success (Armstrong & Taylor, 2014)

[bookmark: _Toc154156244]1.2: Problem Statement 

This dissertation addresses the post-pandemic challenges of retaining employees in the UK Hospitality Industry, recognizing the critical importance of workforce stability amidst the dynamic nature of the sector. The study employs Semi-Structured Interviews, engaging industry professionals to gain nuanced insights into multifaceted challenges. Notably, the challenging economic conditions in the UK further accentuate the need for strategic focus on employee retention (Wadera, 2021). Investigation into employee retention and organizational culture is pivotal, considering their impact on the financial health of hospitality businesses. 

Through semi-structured interviews, the research aims to provide practical and actionable perspectives to enhance employee retention strategies. By considering the unique economic circumstances faced by the UK hospitality sector, this study seeks to unravel the intricacies of retention dynamics, shedding light on the nuanced interplay of factors influencing employees' decisions in the aftermath of the pandemic.

[bookmark: _Toc154156245]1.3: Aims, Objectives, Research Questions

Aims: 

This research aims to comprehensively explore and analyze the various factors that contribute to employee retention in the UK hospitality industry following the challenges posed by the pandemic. With a primary focus on identifying key elements influencing employee retention, the study intends to delve into the intricate dynamics of the post-pandemic work environment within the hospitality sector. Furthermore, the research aims to assess the profound impact of organizational culture on employee retention, recognizing the pivotal role it plays in shaping the overall employee experience. By addressing specific research questions, such as the primary factors contributing to employee retention and the influence of organizational culture on this aspect, the study seeks to offer valuable insights for hospitality organizations. Ultimately, the research endeavours to provide practical and actionable recommendations tailored to the unique context of the UK hospitality industry aiding organizations in the development and implementation of effective strategies to enhance employee retention in the aftermath of the pandemic. This includes considering the financial constraints and economic landscape marked by Brexit, the rising inflation and the ongoing repercussions of the 2023 recession.

Objectives:
· To identify the key factors contributing to employee retention in the hospitality industry in the UK.
· To assess the impact of organizational culture on employee retention in the hospitality industry in the UK 
· To provide recommendations for hospitality organizations to enhance employee retention.

Research Questions:
1. What are the primary factors contributing to employee retention in the UK hospitality industry?
2. How does organizational culture influence employee retention?


[bookmark: _Toc154156246]1.4: Rationale/Importance of the Research 

This research holds significance in timely addressing post-pandemic employee retention challenges in the UK Hospitality Industry. The study recognizes the unprecedented impact of the pandemic, Brexit, and the 2023 recession, underscoring the critical need for effective retention strategies. Beyond academic contributions, this research offers actionable insights for industry practitioners, guiding them in preserving skilled personnel, maintaining operational excellence, and fostering resilience amid multifaceted disruptions in the evolving economic landscape.

[bookmark: _Toc154156247]1.5: Methodology 

The dissertation employs an interpretive paradigm, by focusing on individual narratives and utilizing an inductive research approach to explore intricate factors influencing employee retention post-pandemic in the UK hospitality industry (O’Gorman & MacIntosh, 2015). The research relies on primary data collection through purposeful sampling, involving semi-structured interviews (Appendix A) with industry professionals. This approach ensures tailored insights into unique experiences and perceptions (O’Gorman & MacIntosh, 2015). Interviews are conducted in person or virtually with participant consent (Appendix C), and complemented by field notes. Thematic analysis is chosen for data analysis, providing a qualitative understanding of underlying themes and shedding light on diverse factors influencing employee retention (Corbin & Strauss, 2015). This comprehensive methodology 
enables the recognition of recurring patterns and valuable insights (Corbin & Strauss, 2015), which allows to provide a deeper understanding of the diverse factors that impact employee retention post-pandemic within the UK hospitality sector.
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[bookmark: _Toc154156249]2. Literature Review

The literature review serves as a comprehensive exploration of existing research, shedding light on employee retention factors in the UK hospitality industry post-pandemic. This chapter synthesizes knowledge to inform the study's theoretical framework, methodologies, and overarching objectives, emphasizing the significance of understanding retention dynamics amidst evolving industry challenges.

[bookmark: _Toc154156250]2.2: Base theory of the sub-discipline 

In the realm of employee retention, Armstrong and Taylor's (2014) foundational perspective, rooted in HRM and organizational behavior, positions retention as a strategic imperative linked to organizational success. Beyond cost management, this perspective emphasizes the multifaceted impact of retention, including fostering a positive workplace culture and enhancing organizational performance.

Armstrong and Taylor's (2014) insights highlight employee retention as a dynamic process that surpasses transactional aspects, aligning with broader principles in human resources and organizational behaviour. The symbiotic relationship between these disciplines becomes pivotal, recognizing that the effective management of human capital profoundly influences organizational outcomes. Building on this foundation, the forthcoming research delves into specific inquiries regarding the UK hospitality industry post-pandemic.

The foundational perspective aligns seamlessly with the research questions. The first question explores primary factors in employee retention, reflecting the perspective that retention is crucial for organizational success. The second question delves into the influence of organizational culture, a concept inherently tied to the perspective's emphasis on fostering a positive work culture. This perspective serves as a robust framework for understanding the complex factors influencing employee retention in the UK hospitality industry post-pandemic.

Furthermore, the adaptability of this foundational perspective to the post-pandemic landscape is a notable strength. Acknowledging the dynamic nature of employee retention, as emphasized by Armstrong and Taylor (2014), becomes particularly relevant in the face of emerging challenges. Observations by Wong et al. (2021) regarding the accentuated importance of work-life balance and employee well-being, along with insights from Mulligan and Zieba (2020) suggesting the potential impacts of economic recessions on retention patterns, underscore the capacity of this perspective to evolve and address contemporary issues.

In conclusion, the HRM and organizational behaviour perspective provides a strong framework for understanding employee retention complexities in the post-pandemic UK hospitality industry. It not only reveals intricacies but also guides future research and informs practical strategies for fostering long-term employee commitment and success.

[bookmark: _Toc154156251]2.3: Theoretical frameworks/models, and related research issues 

Within the realm of employee retention in the UK hospitality industry, a multitude of theoretical frameworks and models have been examined in the existing literature. Central to these explorations are theories that underpin the research questions posed in this dissertation, forging a more cohesive correlation between theoretical perspectives and the intricacies of employee retention dynamics in the post-pandemic UK hospitality landscape.

The Social Exchange Theory (Blau, 1964) (SET) provides a theoretical framework for understanding the dynamics of employee-employer relationships, making it particularly relevant to investigating factors influencing employee retention in the UK hospitality industry post-pandemic. According to SET (Blau, 1964), individuals engage in social interactions based on the principle of reciprocity, wherein they seek to maximize benefits and minimize costs in their relationships. Applied to the employment context, employees are more likely to remain with an organization when they perceive that their contributions are reciprocated through various forms of support and positive treatment. Therefore, organizations should offer reassurance and demonstrate care, fostering a sense of mutual obligation.

Organizational culture also emerges as a pivotal element influencing employee retention in the UK hospitality industry. A positive and inclusive culture enhances employees' sense of belonging, loyalty, and commitment, reinforcing the social exchange dynamic (Mitchell et al., 2001). Randall (2022) asserts that, according to survey results, cultivating a robust organizational culture stands out as one of the most effective strategies for employee retention.
The Research (Randall, 2022) has shown that organizations with a strong and positive culture are more likely to retain employees, as they feel valued and emotionally connected to the workplace. Post-pandemic, the adaptability and resilience demonstrated by organizations in the face of unprecedented challenges have become integral to shaping organizational culture and, consequently, influencing employee retention. 

Job Embeddedness Theory, introduced by Mitchell et al. (2001), and the Conservation of Resources Theory by Hobfoll and Shirom (2001) contribute significantly to the understanding of employee retention, particularly within the context of organizational culture. Job Embeddedness Theory (Mitchell et al., 2001) offers a comprehensive perspective, considering both individual and organizational factors in the retention process. It emphasizes the multifaceted nature of job retention, highlighting the interconnectedness between employees and their work environments. 

This theory aligns seamlessly with the Conservation of Resources Theory (Hobfoll and Shirom, 2001), which underscores the importance of resource availability and stress reduction in retaining employees. Together, these theories provide a holistic understanding of the factors influencing employee retention, acknowledging the role of organizational culture as a pivotal element. Job Embeddedness Theory (Mitchell et al., 2001) specifically underscores the influence of organizational culture on job retention, emphasizing that employees are embedded not only in their tasks but also within the broader cultural context of the organization. 

The Conservation of Resources Theory (Hobfoll & Shirom, 2001) complements this by emphasizing that a supportive culture contributes to resource provision and stress alleviation, crucial components of employee retention. The interconnectedness of these theories strengthens the conceptual framework for understanding and addressing employee retention challenges, informing research and practice by suggesting that interventions targeting organizational culture can impact job embeddedness, resource conservation, and ultimately enhance employee retention outcomes.

The first research objective is to identify key factors contributing to employee retention in the UK hospitality industry, drawing insights from Narayanan et al.'s (2019) article on talent management. This source emphasizes the importance of factors like job satisfaction, career development opportunities, and work-life balance. The Social Exchange Theory (SET) (Blau, 1964) is invoked to explain the positive relationship between talent management and employee retention, highlighting how investments in employees foster commitment and intentions to stay.

The second research objective explores how organizational culture, inspired by Narayanan et al.'s (2019) work on organizational justice dimensions, influences employee retention in the UK hospitality industry. Specifically, the review highlights distributive justice dimensions as critical factors influencing turnover intentions, setting the stage for an investigation into broader aspects of organizational culture, including leadership style, communication practices, and development opportunities, and their impact on employee perceptions and behaviors affecting retention.

Aligned with the research questions, the literature review underscores the need to understand the primary factors contributing to employee retention in the UK hospitality industry. The article's insights into the multifaceted nature of talent management and its positive influence on employee attitudes and behaviours provide a theoretical foundation for this exploration. Furthermore, the article (Narayanan et al, 2019) emphasizes the crucial role of organizational culture, illuminated by the article's discussion on justice perceptions, in influencing employee retention.

Extending the discussion, recent research by Tyagi (2022) explores the link between specific dimensions of organizational culture, such as leadership style and communication practices, and their impact on employee perceptions and behaviours affecting retention. The study finds that a leadership style emphasizing employee development and transparent communication positively influences employee commitment and reduces turnover intentions.

Furthermore, the work of Hamouche (2023) delves into the role of organizational culture in times of crisis, such as the COVID-19 pandemic. The study suggests that organizations with a resilient and supportive culture demonstrate higher employee morale and retention rates during challenging periods. This aligns with the dissertation's focus on the post-pandemic landscape and the enduring impact of organizational culture on employee retention.

In conclusion, the literature review, guided by insights from the article, aligns with research questions and objectives, paving the way for an in-depth study on post-pandemic employee retention in the UK hospitality industry. The focus on organizational culture provides a robust framework for the upcoming dissertation research.
Top of Form
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[bookmark: _Toc154156252]2.4: Previous Studies and Lessons Learnt 

A review of previous studies in the context of employee retention within the UK hospitality industry post-pandemic reveals valuable insights. Wong and et al. (2021) exploration of the psychological toll on employees sheds light on the pressing need for organizations to address these concerns for enduring retention. Mulligan and Zieba's (2020) insights into the potential neglect of employee well-being during the UK recession underline the broader economic influences on retention patterns. Middleton's (2022) examination of financial implications aligns with Equity Theory (Adams, 1965), emphasizing the importance of fair compensation in retention efforts.

Lessons learned from these studies highlight the intricate interplay between psychological well-being, economic factors, and equitable compensation in influencing employee retention. The pandemic's impact on work environments, coupled with economic shifts, necessitates a holistic approach to retention strategies that addresses multifaceted challenges.

[bookmark: _Toc154156253]2.5: Gaps Identified to Situate Own Research 

Despite the wealth of existing literature, several gaps emerge, setting the stage for the current research. While Wong et al. (2021) explore the psychological toll on employees post-pandemic, there is a need for a more nuanced examination of how these psychological factors intertwine with organizational practices to influence retention. Mulligan and Zieba (2020) touch on the potential neglect of well-being during a recession, but specific insights into how organizations can strategically mitigate such challenges are lacking. Furthermore, while Middleton (2022) connects financial implications with Equity Theory, a gap exists in understanding how these financial considerations, alongside other factors, collectively shape the retention landscape.

In addition, the research seeks to fill a significant gap in the existing body of literature, specifically focusing on the UK context. While previous studies have predominantly explored the immediate post-pandemic repercussions, there is a notable lack of investigation into the cumulative impacts of the pandemic, Brexit, and the financial crisis up to 2023 on employee retention strategies in the UK hospitality sector.

These interconnected factors are likely to have redefined employee retention dynamics, prompting the need for innovative retention strategies. This study aims to offer a current and comprehensive insight into the motivational factors and strategies influencing employee retention in the UK hospitality industry, taking into account the broader context of these influential events. The findings aim to contribute valuable knowledge for adapting retention practices to the evolving dynamics of the industry.
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[bookmark: _Toc154156255]3. Research Methods and Methodologies

This chapter details the research methods for studying post-pandemic employee retention in the UK hospitality sector. Employing an interpretive paradigm, it uses purposeful sampling, semi-structured interviews, and thematic analysis for qualitative exploration. Ethical considerations, including informed consent and confidentiality, are prioritized.

[bookmark: _Toc154156256]3.1: Philosophical Position 

The research paradigm guiding this study is interpretivism, chosen for its suitability in unravelling the nuanced narratives of post-pandemic employee retention in the UK hospitality industry (O’Gorman & MacIntosh, 2015). Interpretivism is the chosen research paradigm for its aptness in exploring post-pandemic employee retention in the UK hospitality industry. Unlike positivism or post-positivism, interpretivism recognizes the importance of context and meanings (O’Gorman & MacIntosh, 2015). In the dynamic hospitality sector, where human interactions and experiences are central, interpretivism is particularly fitting (Denzin & Lincoln, 2011). It allows a deep dive into the subjective narratives of individuals, capturing the intricacies of their perceptions and motivations. 

Given the industry's complexity, interpretivism offers a lens that aligns with the nuanced and context-dependent nature of employee retention, enabling a more comprehensive understanding of the multifaceted factors at play. Denzin and Lincoln's work (2011), alongside Silverman’s work (2015), provides valuable insights into the philosophical underpinnings of interpretivism and its applicability in studying social phenomena.

[bookmark: _Toc154156257]3.2: Paradigm Position and Research Approach 

In this study, is adopting an inductive approach that aligns with the philosophy's emphasis on unravelling nuanced narratives in post-pandemic employee retention within the UK hospitality industry. The inductive approach, drawing insights from specific observations and data, proves well-suited for exploring the intricate factors influencing retention in this dynamic sector (King & Horrocks, 2010). It allows a bottom-up exploration, enabling patterns and themes to organically emerge from collected information, without predefined hypotheses. This method is particularly advantageous for the complex hospitality industry, accommodating the unique and context-specific factors that influence employee retention post-pandemic (King & Horrocks, 2010). The inductive approach stands out by capturing the richness and diversity of subjective experiences, motivations, and behaviours within the hospitality context (Leavy, 2022).

[bookmark: _Toc154156258]3.3: Methodological Stance 

Embracing an interpretive paradigm and inductive approach, this research employs qualitative semi-structured interviews. Following Denzin and Lincoln's (2011) and King and Horrocks' (2010) insights, the interpretive paradigm aligns with the study's goal of unravelling post-pandemic employee retention complexities. The inductive approach facilitates a bottom-up exploration, letting patterns emerge from specific observations and interview data (King & Horrocks, 2010). 

This qualitative method allows participants to express experiences directly, capturing the nuanced nature of the hospitality industry and its unique factors influencing employee retention post-pandemic. Through this combined approach, the research ensures a thorough investigation into the intricate dynamics of post-pandemic employee retention within the UK hospitality sector.

[bookmark: _Toc154156259]3.4: Research Strategy and Research Design 

Guided by an interpretive paradigm and employing an inductive approach, the research strategically investigates post-pandemic employee retention dynamics within the UK hospitality sector. Utilizing qualitative research methods, specifically semi-structured interviews, aligns with the intricate and context-specific nature of the industry (Denzin & Lincoln, 2011; King & Horrocks, 2010), ensuring a thorough exploration of retention factors. Purposeful sampling, involving managers, employees, and HR experts (O’Gorman & MacIntosh, 2015), assures a representative cohort for detailed exploration. Thematic analysis, integral to the research strategy, facilitates deriving patterns and insights from collected qualitative data. 

These components form a cohesive strategy, serving as the blueprint for the study's execution and contributing to a nuanced understanding of post-pandemic employee retention. The research is slated for a six-month timeframe, allowing comprehensive data collection and analysis. Acknowledging potential limitations, measures will be taken to enhance validity and reliability, and research instruments, such as interview guides, will be carefully crafted to ensure robust data collection.


[bookmark: _Toc154156260]3.5 Research Sample and Population

The research employs purposeful sampling, focusing on workers, HR associates, and managers in the UK hospitality industry post-pandemic. This targeted approach allows for a nuanced exploration of industry-specific insights and ensures a diverse yet focused sample, encompassing varied perspectives within the industry hierarchy (O’Gorman & MacIntosh, 2015). A total of 10 participants from London, including 6 from a hotel and 4 from a restaurant, were interviewed. The sample size is determined by the principle of achieving data saturation, ensuring a comprehensive range of perspectives related to post-pandemic employee retention. Practical constraints, such as time and resources, also influence the sample size, striking a balance between the richness of data and logistical demands.

[bookmark: _Toc154156261]3.6 Limitations of the Sample and Population

Limited Generalizability
The findings may not be broadly generalizable due to the specific focus on a single hotel and restaurant in London. The nuances of employee retention in other locations or types of establishments may not be fully captured.

Homogeneity within Organizations 
The concentration of participants from one hotel and one restaurant introduces the possibility of homogeneity in perspectives, potentially overlooking variations in practices and experiences across different establishments.

Geographical Scope
The research is confined to the London hospitality sector, limiting the exploration of regional differences in employee retention dynamics within the broader UK context.

Limited Sample Size: The sample size, though carefully chosen, is relatively small. A larger sample might have offered a more comprehensive understanding of the diverse factors influencing employee retention.

These limitations are acknowledged as considerations that may impact the breadth and generalizability of the study's findings.

[bookmark: _Toc154156262]3.7 Data Collection: Data

Collection involves a combination of secondary and primary methods. Secondary data offer foundational knowledge, while primary data, collected through semi-structured interviews, allows for a deeper understanding of participants' experiences post-pandemic. Interviews are conducted in person with consent, and supplemented with field notes to capture non-verbal cues and contextual details (O’Gorman & MacIntosh, 2015).

[bookmark: _Toc154156263]3.8 Data Analysis Tools/Techniques
 
Thematic analysis is the selected method for data analysis as it gains insights into the subjective experiences, perspectives, or narratives present in the data, providing a structured and rigorous approach to qualitative data analysis (Corbin & Strauss, 2015). 
This qualitative approach surpasses mere counting, focusing on identifying underlying themes, concepts, and meanings in the data providing a comprehensive understanding of the factors influencing employee retention in the UK hospitality industry post-pandemic (Corbin & Strauss, 2015).

[bookmark: _Toc154156264]3.9 Ethical Consideration
 
Maintaining ethical standards is a fundamental priority throughout the entire research process. Adhering to established ethical guidelines, such as securing informed consent, guaranteeing confidentiality, and preserving participant anonymity, is paramount. The ethical framework employed in the study reflects principles of integrity and respect for the rights and well-being of participants, underscoring the research's steadfast commitment to ethical standards as outlined by O’Gorman and MacIntosh (2015). To ensure ethical compliance, an approved ethical consent form was signed (Appendix B) prior to the commencement of the research, and participants were provided with a clear and comprehensive participation consent form (Appendix C) before engaging in any interviews.
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[bookmark: _Toc154156266]4. Data Analysis and Discussions

This chapter critically analyzes data from semi-structured interviews using an inductive approach within the interpretive paradigm. Grounded in understanding human experiences, the study aligns with the complex dynamics of the post-pandemic hospitality industry. Thematic analysis, the chosen method, identifies and analyzes patterns in the data, providing a nuanced understanding of employee retention factors through a comprehensive exploration of diverse narratives and insights.

[bookmark: _Toc154156267]4.2 Analysis and Discussions 

4.2.1 Key Factors Contributing to Employee Retention (RQ1) 
Thematic analysis revealed a rich tapestry of factors influencing employee retention. Participants emphasized the central role of the work environment, job satisfaction, and professional growth opportunities. A respondent noted, "A positive work culture is the backbone; it keeps employees engaged and committed." This echoes existing Job Embeddedness Theory (Mitchell et al., 2001) emphasizing the universal relevance of these factors.

Additionally, a participant highlighted the importance of regular feedback and recognition in enhancing job satisfaction. They mentioned, "Recognition for hard work and consistent feedback make me feel valued." This insight introduces a noteworthy aspect to the discourse, urging an exploration of the impact of feedback mechanisms on overall job satisfaction and, consequently, employee retention. Moreover, this observation resonates with Narayanan's findings (2019), emphasizing talent management as a pivotal factor in cultivating a robust organizational culture conducive to enhanced employee retention.

4.2.2 Impact of Organizational Culture on Employee Retention (RQ2) 
Thematic analysis delved into the nuanced impact of organizational culture, highlighting the importance of diversity and inclusion. A participant stated, "Our diverse culture fosters a sense of belonging." Quantitative ratings revealed an average impact rating of 4.2 out of 5. However, critical examination unveiled variations, emphasizing the need for adaptive cultural initiatives. This finding underscores the importance of cultural adaptability for optimal retention, aligning with the individualized perspectives shared by our interviewees.

During interviews, participants acknowledged the company's efforts in cultural initiatives while suggesting areas for improvement (Objective 3). Notably, the need for enhanced Mentorship and Networking Opportunities was emphasized. One respondent expressed, "While the company attempts to organize mentorship programs, there's room for improvement in facilitating meaningful connections and mentor-mentee relationships." Additionally, participants highlighted the significance of Regular Cultural Assessments, stating that periodic evaluations are crucial for gauging the effectiveness of existing initiatives and identifying areas for refinement. One interviewee noted, "The company does conduct cultural assessments, but a more regular and comprehensive approach is needed to ensure continuous alignment with the evolving needs of our diverse workforce."
These insights underscore the multifaceted nature of cultural initiatives and the identified areas for improvement, providing valuable guidance for organizations seeking to strengthen their cultural initiatives and enhance employee retention.

While diversity and inclusion were acknowledged as crucial, participants introduced the concept of cultural agility. A respondent expressed, "It's not just about having a diverse culture; it's about how quickly the organization can adapt to diverse perspectives." This unforeseen emphasis on adaptability within the cultural framework prompts a revaluation of the traditional understanding of the static nature of organizational culture.
Quantitative ratings still reflected a high average impact rating of 4.2 out of 5. However, the critical examination unveiled disparities in individual responses, highlighting the need for a more personalized and adaptable approach to organizational culture. This finding challenges the one-size-fits-all approach to cultural initiatives and suggests that organizations need to tailor their efforts to accommodate diverse perspectives more effectively.
Top of Form
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4.2.3 Recommendations for Enhancing Employee Retention (Objective 3) 
Thematic analysis translated participants' insights into actionable recommendations. First and foremost, as already mentioned the is a need to implement regular Cultural Assessments and to fortify Mentorship and Networking Opportunities. A recurring theme was also the emphasis on employee well-being programs. 
The importance of Employee Well-being Programs also surfaced prominently, with interviewees stressing initiatives that promote work-life balance and transparent communication. A respondent suggested, "Investing in work-life balance initiatives and transparent communication is crucial." This aligns with existing literature emphasizing the positive impact of employee well-being programs on job satisfaction and retention (Wong et al., 2021).
Drawing from these insights, organizations are recommended to invest in dynamic and tailored HR practices. The interviews revealed that tailored training programs adapted to current challenges significantly boosted morale, aligning with the paradigm shift observed in HR strategies. This aligns with the necessity for organizations to adapt initiatives continually to meet the evolving needs of the workforce expectations

4.2.4 Adaptations in HR Practices and Post-Pandemic Dynamics 
Thematic analysis shed light on adaptive HR practices and industry responses post-pandemic. Participants shared insights into the effectiveness of tailored training programs. A respondent highlighted, "Training programs adapted to current challenges have significantly boosted morale." Critical examination suggests a paradigm shift in HR strategies. Real-world examples and participant narratives provide depth, offering a rich understanding of the dynamic interplay between HR practices and employee retention.

4.2.5 Work-Life Balance and Training Opportunities 
Discussions focused on the equilibrium between work and personal life, with thematic analysis capturing experiences of industry efforts post-pandemic. Critical examination reveals the centrality of flexible work arrangements. Analysis of training and development highlighted the instrumental role of these programs in retention. A participant noted, "Flexible hours contribute to a healthier work-life balance." The findings align with existing literature (Wong et al., 2021), emphasizing the continual assessment and adaptation of initiatives to meet workforce needs.

4.2.6 Leadership Impact and Organizational Changes Top of Form
Thematic analysis revealed a spectrum of perspectives on leadership styles and communication, emphasizing the critical role of effective leadership in fostering trust. A participant underscored this by stating, "Transparent communication is key to building employee loyalty." Upon closer scrutiny, it's evident that there is a symbiotic relationship between leadership practices and retention, aligning with Herman's assertion (2005) that employee retention transcends HR concerns and is fundamentally intertwined with effective management.

Additionally, exploring insights into organizational changes prompted by the pandemic provides valuable context, as participants illuminated how these changes significantly shaped employee perceptions. A thorough examination highlights the intricate interplay of internal dynamics, emphasizing profound implications for loyalty and retention. This underscores the intricate relationship between organizational shifts, leadership effectiveness, and their collective impact on employee commitment.

Participants also emphasized the importance of leader vulnerability in establishing trust and loyalty, challenging traditional leadership norms. One participant articulated, "Showing vulnerability creates a more genuine connection; it's about being real." Furthermore, discussions on pandemic-induced organizational changes revealed unexpected positive outcomes. A participant shared, "Challenging changes brought us together, fostering a shared purpose we didn't fully realize before." These insights not only prompt a reevaluation of leadership paradigms but also challenge assumptions about the impact of organizational changes on employee retention. 

These insights advocate for a departure from traditional leadership norms that may have underestimated the significance of transparent communication and leader vulnerability. Moreover, they challenge assumptions about the universally negative impact of organizational changes, proposing that outcomes vary based on factors and can, in some cases, enhance employee commitment and retention. This underscores the need for a more nuanced and adaptable approach to leadership and organizational change management.
Bottom of Form

4.2.7 Future Outlook (RQ1 and RQ2) 
The questionnaire concludes with a forward-looking discussion on potential trends and changes in employee retention. Participants' quotes offer valuable foresight, bridging current challenges with future strategies. A respondent shared, "Adapting to changing employee expectations will be crucial for future retention." It implies an understanding that merely identifying future trends is insufficient; organizations must proactively anticipate and adapt to the evolving expectations of their workforce to effectively enhance employee retention. Top of Form

Unexpectedly, two participants expressed a growing preference for organizations that prioritize environmental sustainability in their retention strategies. One participant emphasized, "A company aligning with my values, especially regarding environmental sustainability, is crucial for my commitment." Another participant highlighted, "The commitment to environmental sustainability is a big factor for me; it makes me more inclined to stay long-term." These quotes underscore a notable shift in employee priorities, indicating a rising importance of sustainability initiatives in influencing employee retention.
Bottom of Form


4.2.8 Conclusion of Findings
The thematic analysis of the interview data reveals a comprehensive understanding of factors influencing employee retention in the UK hospitality industry post-pandemic. Participants consistently emphasized the central role of the work environment, job satisfaction, and professional growth opportunities, echoing the sentiments found in existing literature (Armstrong & Taylor, 2014)  
In examining the impact of organizational culture on employee retention, participants highlighted the importance of diversity and inclusion. While the average impact rating was 4.2 out of 5, critical examination unveiled variations among responses. This seems to emphasise the need for adaptive cultural initiatives, recognizing the individualized perspectives shared by interviewees. The findings underscore the significance of cultural adaptability as a crucial factor for optimal retention in the hospitality industry.

Recommendations derived from the thematic analysis center around employee well-being programs, with a recurring theme emphasizing the importance of work-life balance initiatives and transparent communication. This aligns with Wong & et al (2021) emphasize the necessity for a dynamic, tailored approach to address the evolving expectations of the workforce.
The analysis of adaptive HR practices and industry responses post-pandemic sheds light on the effectiveness of tailored training programs in boosting morale. This signals a paradigm shift in HR strategies, with real-world examples providing depth and understanding of the dynamic interplay between HR practices and employee retention. The findings stress the importance of continual assessment and adaptation of initiatives to meet the evolving needs of the workforce.

The equilibrium between work and personal life emerges as a central theme, with flexible work arrangements highlighted as a key factor contributing to a healthier work-life balance. This aligns with existing literature (Wong & et al., 2021), emphasizing the importance of adapting initiatives to meet workforce needs and preferences.

In exploring leadership impact and organizational changes, the thematic analysis underscores the critical role of effective leadership in fostering trust and building employee loyalty. The interconnectedness of internal dynamics and their profound implications for loyalty and retention are evident in the insights into organizational changes prompted by the pandemic.

The forward-looking discussion on future trends and changes in employee retention reveals a participant's insight, emphasizing the need for organizations to adapt to changing employee expectations for future retention. This calls for anticipatory and adaptive retention strategies to align with evolving workforce dynamics. The identified factors, recommendations, and insights from participants collectively contribute to a comprehensive foundation for shaping organizational strategies and policies in the dynamic post-pandemic hospitality landscape.
Top of Form

Bottom of Form
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[bookmark: _Toc154156270]5.2 Conclusions on Research Issue

Addressing the primary factors contributing to employee retention in the UK hospitality industry, the study emphasizes the pivotal role of the work environment, job satisfaction, and professional growth opportunities. The research aligns with established theories, such as Job Embeddedness (Mitchell et al., 2001), highlighting the universal relevance of these factors. Recognition and feedback mechanisms also emerge as critical contributors to job satisfaction, emphasizing the need for organizations to implement robust employee appreciation programs.
Examining the impact of organizational culture on employee retention reveals the importance of diversity and inclusion. While the average impact rating was positive, variations among responses underscore the need for adaptive cultural initiatives. The study underscores the significance of cultural adaptability as a crucial factor for optimal retention in the hospitality industry.

Recommendations derived from the study center around employee well-being programs, with an emphasis on work-life balance initiatives and transparent communication. These align with contemporary HR trends and emphasize the necessity for a dynamic, tailored approach to address the evolving expectations of the workforce.
The analysis of adaptive HR practices and industry responses post-pandemic sheds light on the effectiveness of tailored training programs in boosting morale. Real-world examples provide depth and understanding of the dynamic interplay between HR practices and employee retention. The findings stress the importance of continual assessment and adaptation of initiatives to meet the evolving needs of the workforce.

The equilibrium between work and personal life emerges as a central theme, with flexible work arrangements highlighted as a key factor contributing to a healthier work-life balance. This aligns with existing literature, emphasizing the importance of adapting initiatives to meet workforce needs and preferences.

Exploring leadership impact and organizational changes underscores the critical role of effective leadership in fostering trust and building employee loyalty. The interconnectedness of internal dynamics and their profound implications for loyalty and retention are evident in the insights into organizational changes prompted by the pandemic.
The forward-looking discussion on future trends and changes in employee retention reveals a participant's insight, emphasizing the need for organizations to adapt to changing employee expectations for future retention. This calls for anticipatory and adaptive retention strategies to align with evolving workforce dynamics.

Comparing these findings with past research in the domain, this study aligns with established theories on job satisfaction and organizational culture. However, it provides nuanced insights into the adaptive cultural initiatives needed for optimal retention, the growing importance of environmental sustainability in retention strategies, and the positive impact of tailored HR practices and a novel emphasis on leadership styles. 

Specifically, the thematic analysis uncovered a distinct focus on the importance of leader vulnerability for building trust and loyalty among employees. This unforeseen emphasis challenges traditional leadership paradigms, introducing a unique perspective to the existing body of knowledge. The acknowledgement of leader vulnerability as a critical factor in employee retention offers a novel dimension to the understanding of effective leadership in the context of the UK hospitality industry.
Additionally, the study sheds light on the positive outcomes resulting from organizational changes prompted by the pandemic, challenging assumptions about their uniformly negative impact. These unexpected findings contribute valuable perspectives to o the existing body of knowledge. Overall, our research complements and extends past findings in the field of employee retention in the UK hospitality industry.

[bookmark: _Toc154156271]5.3 Conclusions on the Research Problem

The research problem centred on the post-pandemic challenges of retaining employees in the UK hospitality industry. The study successfully addresses this problem by providing a nuanced understanding of the factors influencing employee retention. The conclusions drawn from the thematic analysis offer valuable insights into crafting effective retention strategies tailored to the unique circumstances faced by the industry.

[bookmark: _Toc154156272]5.4 Summary of the Research Findings

In summary, the research findings emphasize the multifaceted nature of employee retention in the UK hospitality industry post-pandemic. Factors such as the work environment, job satisfaction, and professional growth opportunities play a central role. Organizational culture, particularly its adaptability, influences employee retention significantly. Recommendations focus on employee well-being programs, adaptive HR practices, and the importance of work-life balance. The study's original contribution lies in its tailored insights, offering a comprehensive foundation for shaping organizational strategies and policies in the dynamic post-pandemic hospitality landscape.


[bookmark: _Toc154156273]5.5  Limitation of the research

Potential limitations of this research include the scope of generalizability due to the qualitative nature of the study. The findings may be context-specific to the UK hospitality industry and may not be universally applicable. Additionally, the research focused on a specific geographic location (London) and a limited number of participants, potentially limiting the generalizability of findings. The concentration of participants from one hotel and one restaurant introduces the possibility of homogeneity in perspectives, overlooking variations across different establishments. Additionally, the study's confinement to the London hospitality sector may limit the exploration of regional differences in employee retention dynamics within the broader UK context. Furthermore, the reliance on self-reported data from interviews may introduce response bias, as participants might provide socially desirable answers. The chosen timeframe of six months may limit the ability to capture longitudinal changes, and external factors, such as unforeseen industry developments, could influence the study's outcomes. While purposeful sampling enhances depth, it may sacrifice breadth, limiting the diversity of perspectives. 

[bookmark: _Toc154156274]5.6 Areas for Further Exploration

Quantitative Validation: Supplementing qualitative insights with additional quantitative measures could enhance findings. A more extensive quantitative approach, including a larger and geographically diverse sample, would provide statistical validation and a clearer understanding of prevalent themes. Exploring regional differences in employee retention dynamics across the broader UK context could offer a more comprehensive understanding of challenges faced by the hospitality industry.

Diversity in Work-Life Balance Initiatives: While the significance of work-life balance is acknowledged, the analysis could delve deeper into the diverse range of work-life balance initiatives. Understanding the specific practices that contribute to a healthier work-life balance would provide actionable insights for organizations.

Long-term Impact of Organizational Changes: The discussion touches on organizational changes in response to the pandemic, but a more in-depth exploration of the long-term impact of these changes on employee perceptions is warranted. This could involve examining how these changes have evolved over time and their sustained effects on loyalty and retention.
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QUESTIONNAIRE

1. Introduction and Experience:

· How many years have you worked in the industry, and in what roles?
· Please provide your age:
· What is your gender?
· What is your nationality?
· How many years have you worked in the industry, and what is your current role?

2. Retention Factors:
· From your experience and perception, what are the main factors influencing employee retention in the industry, particularly post-pandemic?
3. Organizational Culture:
· How would you describe the impact of organizational culture on employee retention in the hospitality sector?
· Rate, on a scale of 1 to 5, the impact of organizational culture on retention.
4. Post-Pandemic Dynamics:
· Have you observed changes in the industry's approach to retaining employees after the pandemic, and if so, what are they?
5. Recommendations:
· Based on your insights, what recommendations would you offer to enhance employee retention in the current industry landscape?
6. HR Practices:
· How have HR practices evolved to address employee retention challenges post-pandemic?
7. Work-Life Balance:
· How is the balance between work and personal life addressed in the hospitality industry, especially considering the pandemic's impact?
8. Training and Development:
· How do training and development opportunities contribute to employee retention, and can you provide examples of successful programs?
9. Leadership and Communication:
· In your opinion, how does leadership style and communication impact employee retention?
10. Organizational Changes:
· Have there been significant organizational changes in response to the pandemic, and how have these changes affected employee retention?
11. Future Outlook:
· Looking ahead, what trends or changes do you foresee in employee retention within the UK hospitality industry?



[bookmark: _Toc154156278]APPENDIX B
ETHICAL APPROVAL

SECTION K: Declaration
	
	The information which I have provided is correct and complete to the best of my knowledge. I have attempted to identify any risks and issues related to the research activity and acknowledge my obligations and the rights of the participants.

In submitting this application I hereby confirm that I undertake to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice which is published on the website: https://www.uwtsd.ac.uk/research/research-ethics/ 

	1
	Signature of applicant:
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	Date:
20/11/2023



For STUDENT Submissions:
	2
	Director of Studies/Supervisor:
	Dr Asad Abbas Jaffari
	Date:
11/12/2023

	3
	Signature:
	[image: A close up of a logo

Description automatically generated]

	



For STAFF Submissions:
	4
	Academic Director/ Assistant Dean:
	
	Date:

	5
	Signature:
	

	



Checklist: Please complete the checklist below to ensure that you have completed the form according to the guidelines and attached any required documentation:
	☒
	I have read the guidance notes supplied before completing the form.

	☐
	I have completed ALL RELEVANT sections of the form in full.

	☐
	I confirm that the research activity has received approval in principle

	☐
	I have attached a copy of final/interim approval from external organisation (where appropriate)

	☐
	I have attached a full risk assessment (where appropriate)  ONLY TICK IF YOU HAVE ATTACHED A FULL RISK ASSESSMENT

	☒
	I understand that it is my responsibility to ensure that the above named research activity will meet the University’s Research Ethics and Integrity Code of Practice.

	☒
	I understand that before commencing data collection all documents aimed at respondents (including information sheets, consent forms, questionnaires, interview schedules etc.) must be confirmed by the DoS/Supervisor, module tutor or Academic Director.



	RESEARCH STUDENTS AND STAFF ONLY
All communications relating to this application during its processing must be in writing and emailed to pgresearch@uwtsd.ac.uk , with the title ‘Ethical Approval’ followed by your name.
You will be informed of the outcome of your claim by email; therefore it is important that you check your University and personal email accounts regularly.

	STUDENTS ON UNDERGRADUATE OR TAUGHT MASTERS PROGRAMMES should submit this form (and receive the outcome) via systems explained to you by the supervisor/module leader.



This form is available electronically from the Academic Office web pages: https://www.uwtsd.ac.uk/academic-office/appendices-and-forms/
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sheet along with the questionnaire. I understand that your time is at a premium, but your opinions are very valuable to me. 
After careful and precise analysis of the data obtained from this interview, I will be happy to provide you with a copy of the findings at your request. The results of this interview will hopefully enhance my understanding of current level of knowledge and future findings. The results of the research will be feedback to Director of Studies, Supervisor, University and British Library. 

I thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 

Erika Massa
2011291@student.uwtsd.ac.uk

University of Wales Trinity Saint David (London Campus)
Winchester House
11 Cranmer Road
London – SW9 6EJ
Tel: +442075667600
Email: info.london@tsd.ac.uk 
           londonstudentservice@tsd.ac.uk 
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I would like to invite you to participate in my research project by answering the attached short questions developed by the researchers. Those questions will assess your opinions, experiences, knowledge, suggestions and views. Through your participation in the interviews, I hope to ascertain my research purpose to get the best opinion from you. I believe your opinion will be extremely helpful to me to carry out this research. 



All questions will be kept strictly confidential to the researchers involved and at NO time will individual questions will be released to the general public. This gives you a chance to express your views on your programme a confidential and anonymous forum and still be able to make a difference. Your participation in this study is completely voluntary so you can withdraw from the questionnaire at any stage. 



There are no right or wrong answers. Attached to this letter along with the questionnaire there is a consent form where you will better understand researchers intension As this is a new project, your feedback is also important to me and I would be much obliged if you could also complete the feedback sheet along with the questionnaire. I understand that your time is at a premium, but your opinions are very valuable to me. 

After careful and precise analysis of the data obtained from this interview, I will be happy to provide you with a copy of the findings at your request. The results of this interview will hopefully enhance my understanding of current level of knowledge and future findings. The results of the research will be feedback to Director of Studies, Supervisor, University and British Library. 



I thank you in advance for your time and participation. If any questions do arise, feel free to contact me at your convenience. 



Erika Massa

2011291@student.uwtsd.ac.uk



University of Wales Trinity Saint David (London Campus)

Winchester House

11 Cranmer Road

London – SW9 6EJ

Tel: +442075667600

Email: info.london@tsd.ac.uk 

           londonstudentservice@tsd.ac.uk 
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