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Topic: “Evaluating Strategies to Reduce Employee Turnover in the Hospitality Industry: A Case Study of The Ty Newport Hotel"
[bookmark: _Toc190634718][bookmark: _Toc190636134]Abstract
Employee turnover is a persistent challenge in the hospitality industry which leads to increased operational costs, reduced service quality, and workforce instability. Thus, this research aims to evaluate strategies to reduce employee turnover in the hospitality industry focusing on the Ty Newport Hotel. The research identifies the factors contributing to employee turnover at The Ty Newport Hotel. Also, it evaluates the effectiveness of existing retention strategies implemented by The Ty Newport Hotel. Then, it provides recommendations for effective strategies to reduce employee turnover in the Ty Newport Hotel.
This study adopts a positivist philosophy with a deductive approach, using a case study of The Ty Newport Hotel to analyze employee turnover. A quantitative method is employed, collecting primary data through structured surveys with purposive sampling of 10 employees. Data analysis involves descriptive and inferential statistics to identify turnover drivers and assess retention strategies, ensuring objective yet potentially limited insights.
The research finds that employee turnover at The Ty Newport Hotel is primarily caused by low salaries, lack of recognition, limited career growth opportunities, excessive workloads, poor work-life balance, and ineffective management. Employees feel undervalued, overworked, and unable to progress in their careers, leading to dissatisfaction and frequent resignations. Also, the research indicates that current retention strategies, including salary benefits, career development programs, and recognition initiatives, are somewhat effective but require improvement. While employees appreciate these efforts, issues like work-life balance and workplace culture remain unaddressed, limiting their overall impact on retention. The research suggests that to reduce employee turnover, the hotel should offer competitive salaries, enhance career growth opportunities, foster strong leadership, and improve working conditions. Investing in employee engagement, recognition programs, and a supportive work environment will boost job satisfaction and loyalty, ensuring long-term workforce stability.
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[bookmark: _Toc190636135]1 Introduction 
1.1 [bookmark: _Toc190636136]Background of Study
Employee turnover is a significant challenge in the hospitality industry where high turnover rates lead to increased operational costs, diminished service quality, and a loss of valuable talent.  The hospitality industry needs its employees extensively for delivering top-level guest satisfaction through establishments like The Ty Newport Hotel. Success depends heavily on workforce stability and motivation for ongoing operation success (Dwesini, 2019). Employee turnover occurs frequently in this industry because employees face challenges such as minimal pay rates and career stagnation together with management dysfunctions and unbalanced work and life maintenance (Bonn and Forbringer, 2022). Hospitality businesses experience elevated stress among employees during peak times since they must meet high service demand which ultimately accelerates employment departure rates. Employee turnover at The Ty Newport Hotel maintains its status as a persisting issue that affects personnel job satisfaction and disrupts the hotel's ability to sustain high-quality customer service (The Ty Newport Hotel, 2025). The hotel has put multiple retention strategies in place with competitive pay rates and employee development programs and team bonding efforts yet no study reveals their actual success rate. The hotel requires evaluation of retention strategies and identification of existing gaps in personnel maintenance practices for sustained operational success (Ghani et al., 2022). This study aims to resolve the current knowledge gap through examinations of The Ty Newport Hotel's root causes of employee turnover and assessment of existing retention methods to develop implementable recommendations focused on employee satisfaction improvement together with reduced staff departure rates and enhanced hotel operational results (Michael and Fotiadis, 2022).
[bookmark: _Toc190636137]1.2 Overview of the Case Study
The well-known Ty Newport Hotel operates from Newport Wales as the leading hospitality facility. The hotel offers top service combined with convenient lodging that welcomes guests from business trips and leisure vacations (The Ty Newport Hotel, 2025). The Ty Newport Hotel offers an exceptional guest experience through its combination of different well-prepared spaces and dining areas alongside event facilities. The hotel receives recognition for excellent employee focus through its provision of staff satisfaction programs which include training and team-building activities to create a rewarding workplace (The Ty Newport Hotel, 2025). Although it shares most issues with other hospitality businesses The Ty Newport Hotel deals with staff retention difficulties.
[bookmark: _Toc190636138]1.3 Research Aim and Objectives
This research aims to evaluate strategies to reduce employee turnover in the hospitality industry focusing on the Ty Newport Hotel. The objectives of this research are as follows:
· To identify the factors contributing to employee turnover at The Ty Newport Hotel.
· To evaluate the effectiveness of existing retention strategies implemented by The Ty Newport Hotel.
· To provide recommendations for effective strategies to reduce employee turnover in the Ty Newport Hotel
[bookmark: _Toc190636139]1.4 Research Questions
The research questions are presented as follows:
· What are the key factors contributing to employee turnover at The Ty Newport Hotel?
· How effective are the existing employee retention strategies at The Ty Newport Hotel?
· What strategies can be implemented to reduce employee turnover and improve staff retention at The Ty Newport Hotel?
[bookmark: _Toc190634724][bookmark: _Toc190636140]1.5 Structure and Scope of the Research

[bookmark: _Toc190636118][bookmark: _Toc190636172]Figure 1:Structure of the Research
This research is structured into six chapters. The first chapter introduces the study, followed by a literature review in Chapter 2. Chapter 3 outlines the research methodology, while Chapter 4 presents the hotel assessment and key findings. Chapter 5 discusses the results in detail and thus, leading to Chapter 6, which concludes the study with recommendations and practical implementation strategies in Chapter 7.



[bookmark: _Toc190636141]2 Literature Review 
[bookmark: _Toc190636142]2.1 Factors contributing to employee turnover in the hospitality industry
Codling et al. (2022) state that the main cause behind employee turnover is the inadequate pay rates which affect mostly new employees. Labor positions in hospitality face a wage problem because they compensate poorly for challenging work duties. The low wages offered to employees in these roles continuously prompts them to apply for higher-pay jobs elsewhere which triggers extensive staff turnover. On the contrary, Dwesini (2019) contrasts that some employees accept low wages due to other non-monetary benefits such as flexibility in working hours, a friendly work environment, or the opportunity for tips or bonuses. 
Similarly, Holston-Okae (2018) suggests that the absence of professional advancement presents itself as an important additional factor. Hotel employees often perceive their professional growth possibilities to be limited since many institutions maintain strict organizational structures and provide limited training programs (Bonn and Forbringer, 2022). Employees seek better career opportunities outside their current roles because their organization does not provide advancement possibilities. On the other hand, Ghani et al. (2022) criticize that certain employees in organizations hold the combination of work experience and stability as attractive factors for staying in their current role and location. 
In the same way, AlBattat and Som (2020) explain that employee turnover strongly relates to critical factors including stressful workloads and high-pressure situations. Work in hospitality services requires employees to spend extended periods at their posts and encounter unpredictable shifting schedules within demanding work settings (Dwesini, 2019). The combination of extreme fast pace in restaurant or hotel workplaces leads to employee burnout during peak periods so employees begin looking for stable and less demanding employment elsewhere. On the contrary, Michael and Fotiadis (2022) disagree that the fast-paced nature of hospitality work combined with high-pressure environments proves rewarding to specific employees who perform well under such conditions. 
Likewise, Yadav (2021) asserts that job security stands as a significant factor causing employees to depart from their positions particularly when they hold either seasonal or part-time roles in the hospitality sector. Staff faces the risk of having shorter work schedules or complete job termination in off-seasons creating uncertainty thus leading employees to search for steady permanent positions elsewhere. On the other hand, Codling et al. (2022) contrasts that certain employees may prefer the seasonal nature of hospitality work, using the off-peak seasons to pursue other interests, travel, or attend school.
Similarly, Marinakou and Giousmpasoglou (2019) propose that the quality of management stands as a significant cause of employee turnover in businesses. Staff morale stays low due to insufficient leadership together with weak communication and minimal supervisor backing. Staff members choose to leave their organization when they experience undervaluation or frustration because of bad management practices thus seeking employment within organizations with effective leaders. On the contrary, Xu et al. (2022) contrast that employees occasionally remain under substandard management because of team culture investments and strong relationships with coworkers as well as advantages throughout the workplace.
[bookmark: _Toc190636143]2.2 Existing retention strategies in the hospitality industry 
Ghani et al. (2022) highlight that hotel industry institutions require retention tactics to counter their typical difficulties with employee turnover. Companies who want to keep their employees offer compensation packages and employee benefits that are competitive in the market. Employees receive sufficient pay when organizations establish competitive wage rates for their duties. Job satisfaction increases dramatically when employers offer comprehensive benefits including health insurance and retirement plans together with paid time off to employees (Deery, 2018). This creates high employee loyalty. Performance-based bonuses and tips from incentive programs increase worker motivation and employee sense of value which results in prolonged service for the company. On the other hand, AlBattat and Som (2020) dispute that some employees prioritize non-monetary factors, such as a positive work environment or career development opportunity, over higher pay. For example, employees may stay in roles that offer personal fulfillment, even if the salary is lower than elsewhere.
In the same way, Deery (2018) emphasizes that training along with career development programs establish essential components for employee retention strategies. Organizations that invest in employee development encourage their employees to remain part of the company longer. Employee training opportunities give employees access to fresh abilities that enhance their knowledge resulting in higher satisfaction at work. The organization offers cross-training opportunities alongside leadership programs along with certification pathways which help employees advance their careers while giving them transparent growth options (Dwesini, 2019). Employee retention increases when employees identify internal growth possibilities because they will not pursue external employment opportunities. On the contrary, Holston-Okae and Mushi (2018) dispute that employees who want career stability alongside those who find satisfaction in their current position show disinterest in career advancement opportunities and extra learning opportunities. People who prefer stability and less workplace tension stay in their current positions because they do not face the stress to advance.

Similarly, Khare and Salvi (2018) indicate that recognition schemes along with employee rewards help organizations retain their employees through acknowledgement of staff accomplishments. Widespread employee recognition practices through awards along with acknowledgment creates both favorable workplace atmosphere and elevated team morale. Formal recognition programs that award monthly employee excellence along with peer-to-peer recognition platforms establish appreciation shores and maintain employee high-quality performance (Codling et al., 2022). Organizations that offer individualized recognition to their top performers generate staff engagement because employees experience greater professionalism value from the organization. On the other hand, Deery (2018) contrasts that employees admit they like recognition as gratitude yet reject it as a suitable substitute for improved wages and working conditions. 
In the same way, Marinakou and Giousmpasoglou (2019) propose that the hospitality industry needs employees to maintain a balanced life outside work hours since it frequently requires them to work extended periods and irregular shifts. Employers who give their staff the freedom to shape their schedules along with abundant paid vacation time and employee-friendly policies generate lower employee fatigue and increased job contentment (Codling et al., 2022). The ability of employees to effectively manage work and personal needs results in increased loyalty because it reduces employee turnover rates thus promoting longer-term employee involvement. On the contrary, Bonn and Forbringer (2022) criticise that some employees particularly those in fast-paced or high-pressure roles are willing to sacrifice work-life balance for higher pay, career advancement, or the excitement of challenging work. 
[bookmark: _Toc190636144]2.3 Recommendations for effective strategies to reduce employee turnover in the hospitality industry
Xu et al. (2022) state that employees tend to remain with an organization when the benefits package exceeds wage compensation. A complete benefits package must include medical insurance together with paid absence benefits and retirement programs and additional advantages that boost employee contentment (Codling et al., 2022). Performance-based bonuses together with tip-sharing systems created by employers will help motivate employees and demonstrate their organizational appreciation of their accomplishments. On the other hand, Dwesini (2019) contrasts that employees value organizational factors above financial compensation even if their current pay does not meet their expectations. 
In the same way, Bonn and Forbringer (2022) suggest that employees tend to remain in their roles if they notice professional advancement possibilities. Companies need to organize periodic training opportunities which include decisions-making education combined with role-range education for their staff members. Employees who participate in mentorship programs achieve career progression while receiving valuable support because of such initiatives (Holston, 2018). The organization should create transparent professional advancement avenues combined with qualification and higher education entry options to help staff perceive company career potential. On the contrary, Ghani et al. (2022) criticize that each employee maintains a different interest level when it comes to professional growth and training development. Certain employees value job security without having to worry about achieving promotions in their careers. 
Similarly, Holston and Mushi (2018) indicate that the work environment determines staff member retention through its impact on inclusion and positivity across teams. The employee morale increases when organizations promote open communication with their staff members and establish feelings of belonging across departments plus team collaboration methods. Management feedback that recognizes employee hard work through praise builds their feeling of appreciation. The respectful and impartial treatment of employees creates dedicated employees who express higher satisfaction toward their jobs. On the other hand, Michael and Fotiadis (2022) disagree that workplace culture excellence alone might not suffice to address different employee concerns including salary and advancement opportunities. 
Likewise, Ghani et al. (2022) highlight that hospitality jobs often provide high levels of stress so offering flexible work options to staff reduces burnout symptoms which leads to better job satisfaction. Work flexibility options that allow staff members to modify their shifts and use paid time away from work or perform their duties remotely at suitable times enable better work-life balance. Flexible scheduling options play a crucial role for staff who need to manage work with their outside responsibilities. On the contrary, Codling et al. (2022) contrasts that flexible scheduling appeals to some employees yet others struggle to adapt to changing work hours especially when present presence at work or longer duty commitments are needed. 
Similarly, Deery (2018) emphasizes that managing staff motivation requires businesses to offer competitive salaries along with different appreciation programs such as peer recognition tools and performance reward initiatives to maintain positive staff engagement. Such incentive systems produce healthy workplace competition which leads to improved employee morale and better feelings of appreciation among staff members. On the other hand, Holston (2018) refutes that some employees do not respond well to recognition systems together with workplace incentives. Employees who do not respond to public accolades and awards choose to be acknowledged through career advancement opportunities or improved employment assurance.







[bookmark: _Toc190636145]3 Methods
This chapter outlines the research methodology used to evaluate employee turnover at The Ty Newport Hotel, detailing the research philosophy, approach, strategy, methods, data collection, sampling, analysis, and ethical considerations.
[bookmark: _Toc190636146]3.1 Research Philosophy
These studies adopt a positivist philosophy that stresses objectivity and the use of measurable data to establish causal relationships (Bryman, 2008). Positivism is fitting as it ensures systematic investigation and statistical analysis of factors affecting the employee turnover which are carried for The Ty Newport Hotel. One limitation, though, is that it may not account for the subjective experiences and emotions of employees that qualitative methods may better capture (Cottrell, 2014).
[bookmark: _Toc190636147]3.2 Research Approach
It uses a deductive method, outlining hypotheses from existing theories and testing them using empirical data (Collis and Hussey, 2014). This segmented approach enables us to assess retention strategy effectiveness and to provide evidence-based recommendations as to our next steps (Saunders et al., 2012). One of the main advantages of its use is that it is clear and replicable, having a step-wise argument. Yet, it's inflexible, as it may ignore surprise findings or new turnover drivers (Veal, 2006).
[bookmark: _Toc190636148]3.3 Research Strategy
This study employs a case study approach this study of The Ty Newport Hotel. Case studies facilitate an in-depth investigation of hotel employee turnover in real-world contexts allowing for hotel-specific insights (Saunders et al., 2012). Yet, case study results are seldom generalizable, indicating that findings are not applicable for hospitality business counterparts.
[bookmark: _Toc190636149]3.4 Research Method
This study uses a quantitative research design to collect numerical data to identify trends and correlations between factors associated with employee turnover. This allows a neutral, verifiable data record that is easy to transform into statistics. But the downside to quantitative data is that it cannot glean deep personal insights, as this type of data is structured and thus less likely to yield the free-formed narratives that open-ended interviews provide (Veal, 2006).
[bookmark: _Toc190636150]3.5 Data Collection
Primary data will be obtained through a structured survey questionnaire which includes closed-ended questions (Collis and Hussey, 2014). The survey will focus “questions around workplace conditions, job satisfaction and management support.” Structured surveys guarantee consistency, and they permit statistical comparisons (Bryman, 2008). Unfortunately, one of the drawbacks of this method is that respondents cannot provide justifications for their answers, and therefore, many useful qualitative points may go unreported.
[bookmark: _Toc190636151]3.6 Sampling Technique
The study will use a purposive sampling technique to recruit 10 employees who have direct experience in relation to turnover issue. This approach guarantees that participants possess pertinent knowledge, thereby enhancing the credibility of the results (Cottrell, 2011). On the other hand, purposive sampling can lead to bias in the sample, as it is possible that the available information is not representative of the overall employee population.
[bookmark: _Toc190636152]3.7 Data Analysis
Descriptive statistics (mean, frequency and percentage) and inferential statistics (correlation and regression analysis) will be utilized for analysis of collected data. These data analysis techniques will assist in determining noteworthy driver mechanisms of turnover and measuring the effectiveness of retention programs (Denscombe, 2010). A strength of statistical analysis is that it can reveal objective patterns, and a weakness is that it often oversimplifies human behavior.
[bookmark: _Toc190636153]3.8 Ethical Considerations
Strict adherence to ethical guidelines will be maintained. Participants will be told about the purpose of the research, confidentiality, and right to withdraw at any time. Employees will be asked for informed consent, and answers will be anonymized so they are not subject to retaliation (Diamantopoulos and Schlegelmilch, 2002). But that does not come without challenges, as employees may continue to fear repercussions with or without anonymous reporting mechanisms in place.



















[bookmark: _Toc190636154]4 Case Study Hotel Overview and Findings 
[bookmark: _Toc190636155]4.1 Case Study Hotel Overview
Tŷ Newport is just off Junction 24 of the M4, and nearby Newport city centre, Celtic Manor Resort and ICC Wales. Stylish rooms with modern conveniences, an on-site fitness suite and the Casa Kitchen & Bar for dining. The hotel also offers free golf transfers to Celtic Manor, making it suitable for business and leisure customers (The Ty Newport Hotel, 2025). The property is known for being clean, providing lots of space in its rooms, and having a buzzing atmosphere guests rate it highly in these categories and love the fact it's comfortable as well.
[bookmark: _Toc190636156]4.1.1 SWOT Analysis of Ty Newport
Strengths: Ty Newport Hotel is an insignificant project with a strong branding and good service. Its selection of amenities including restaurants, event spaces and wellness services shall elevate the guest experience. Moreover, its professional workers help keep customer satisfaction high.
Weakness: However, they also have issues like a lot of staff turnover, which leads to less consistent service. With little marketing strategy, its ability to attract more audiences is diminished (The Ty Newport Hotel, 2025). Additionally, older infrastructure in some markets may need to be upgraded to stay competitive.
Opportunities: There are growth opportunities, such as technology integration to increase efficiency and overall guest experience. Sustainable initiatives might draw the attention of eco-conscious travelers, while adding services, such as loyalty programs or wellness retreats, can boost revenues (Benzaghta et al., 2021).
Threats: The hotel also faces threats like market competition, economic uncertainty, and changing guest expectations. To stay ahead, The Ty Newport Hotel must innovate and adapt while it also leverages its strengths for continued success.
[bookmark: _Toc190636157]4.1.2 PEST Analysis of Ty Newport
Political Factors: The government policies, such as health and safety laws or labor policies, taxation, etc. also affect the hospitality industry. As an employer the Ty Newport Hotel is subject to employment laws, meaning they cannot pay wages other than fair for the area and working conditions must be to a certain standard to maintain staff. Business growth can also be influenced by government incentives for the sector as well as tourism policies (The Ty Newport Hotel, 2025). Brexit-related legislation, including visa policies for international employees, could impact staffing availability.
Economic Factors: The success of the hotel also depends on the state of the economy like inflation, exchange rates, levels of disposable income (Yüksel, 2012). A healthy economy can translate into full occupancy, while economic conditions can soften spending by guests. Increasing operational costs from wages to utilities could affect profitability, as well. Moreover, hotel services demand is affected by changing trends in the tourism sector.
Social Factors: The hospitality industry is influenced by shifting consumer preferences. New trends to keep in mind while travelling include individuality, wellness, and eco-friendliness. The hotel needs to implement to these trends while ensuring top level service. Furthermore, workforce expectations related to improved working conditions have implications for both employee retention and service quality (The Ty Newport Hotel, 2025).
Technological Factors: Significant improvements using AI and automation enable improved guest experiences and greater operational efficiency. Things such as online booking platforms, digital marketing and mobile apps are important to draw in customers. For keeping up with the competition, the Ty Newport Hotel must invest in technology driven solutions like contactless check-ins and AI-Powered customer service (Yüksel, 2012).
[bookmark: _Toc190636158]4.1.3 Competitor Analysis of Ty Newport
Tŷ Newport starts at £66 a night and is modern and features an on-site fitness suite and dining. Premier Inn, by contrast, has a more affordable option starting at £46 a night for basic bedding. Coldra Court by Celtic Manor and the Mercure Newport give higher-end, wider-facility, but higher-priced options. From £60 per night, Holiday Inn Express Newport has great value, with breakfast and parking included. Tŷ Newport strikes a good balance between price and quality (The Ty Newport Hotel, 2025).
[bookmark: _Toc190636159]4.2 Findings
[bookmark: _Toc190636160]4.2.1 Demographic Statistics
Age Group: 

[bookmark: _Toc190636119][bookmark: _Toc190636173]Figure 2: Age Group of Respondents
Survey respondents are mostly between the ages of 25–34 (34%), followed by 35–44 (30%). Less than a fifth are aged 45-54 (18%) and smaller still 18-24 (12%) and 55-64 at 6%, suggesting a young workforce.
Gender: 

[bookmark: _Toc190636120][bookmark: _Toc190636174]Figure 3: Gender of Respondents
58% of survey respondents are male, 40% are female, and 2% are other, resulting in a disproportionately male response. This gender distribution shows a bit of a skew to male rather than female (or gender variant) individuals.
[bookmark: _Toc190636161]4.2.2 Factors contributing to employee turnover at The Ty Newport Hotel
	Relative importance of the main factors influencing employees’ decision to stay or leave
	Mean
	Standard Error
	Median
	Mode

	Low salary
	4.44
	0.111245
	5
	5

	Lack of career growth opportunities
	4.22
	0.122191
	4
	4

	Poor work-life balance
	4.02
	0.132449
	4
	4

	High workload/stress
	4.32
	0.144109
	5
	5

	Poor management/leadership
	4
	0.117803
	4
	4

	Lack of recognition and rewards
	4.1
	0.125357
	4
	5

	Unpleasant work environment
	4.1
	0.169633
	5
	5


[bookmark: _Toc190636122][bookmark: _Toc190636175]Table 1: Relative importance of the main factors influencing employees’ decision to stay or leave
In Tŷ Newport Hotel, the detailed survey results shed light on the key reasons that underlie its employees' choice to leave or remain within company walls, thus proving to be more helpful in grasping the factors that shape employee retention. Low salary turns out to be the most essential factor contributing to employee turnover. This shows that under compensation is a major problem, with the highest mean score. The median and mode of 5 demonstrate a high level of consensus that low salary is a significant factor in turnover, and the low standard error of 0.111 indicates that this opinion varies little between respondents.
The subsequent finding that lack of career growth opportunities follows close behind also suggests the lack of advancement opportunities is a significant pain point. With a mean of 4.22 and a mode and median of 4, we can conclude employees strongly believe there is a need for career development opportunities, it just isn't of first priority for them, salary is. A standard error of 0.122 suggests a relatively uniform opinion on this dimension. High workload/stress also rates highly, reflecting that excessive workload/stress is detrimental to retention. With a mean of 4.32, this suggests that a lot of employees are going under because of their tasks. The modes and medians of 5 imply that a good number of respondents strongly agree that stress and workload contribute to their decision to leave. 
The other major contributor is WLB with a mean of 4.02. This means that employees care about the balance between their personal and work lives, and when this is disrupted, they are willing to leave. The median of 4 suggests that work-life balance is a moderate concern, though not as pressing as salary or workload (as indicated by the mode of 4). Another contributing factor is poor management/leadership with a mean score of 4. Respondents cite a lack of leadership and management practices as contributors to dissatisfaction and resignations. The median and mode also indicate a bit of concern, which is moderate, but not as much as the other factors. The standard error of 0.117 shows that there is slight variation amongst responses on this factor.
The Role of Feeling Valued At Work, Recognition, and Rewards Employees are seeking acknowledgement and reward for their hard work with a mean of 4.1. Though the mode is only 5, many respondents strongly agree that lack of recognition is a major problem, while the median of 4 indicates that a majority of other respondents found the issue important (if not critical). Having an unpleasant work environment also plays a big part in staff turnover. It has a 4.1, on average, which indicates the significance of a positive work environment in keeping talent. With a mode and median of 5, there is a strong agreement that a negative work environment is an important driver of dissatisfaction. 
[bookmark: _Toc190636162]4.2.3 Effectiveness of existing retention strategies implemented by The Ty Newport Hotel
	Description
	Mean
	Standard Error
	Median
	Mode

	Relative importance of effectiveness of the current retention strategies such as salary benefits, career development, recognition programs.
	4.4
	0.106904497
	5
	5

	Relative importance of the hotel's career growth opportunities, including training, promotions, and skill development.
	4.5
	0.1
	5
	5

	Perceived relative significance of recognition and appreciation in the workplace.
	4.2
	0.106904497
	4
	5

	Perceived relative effectiveness of the hotel's work-life balance policies and support.
	4.1
	0.137766439
	4
	4


[bookmark: _Toc190636123][bookmark: _Toc190636176]Table 2: Relative importance of effectiveness of the current retention strategies such as salary benefits, career development, recognition programs
The effectiveness of existing retention strategies at Tŷ Newport Hotel is assessed through various key factors, as reflected in the survey results. In relation to the effectiveness of current retention strategies, employees perceive the hotel’s efforts in offering salary benefits as well as career development opportunities and recognition programs as highly effective. With a mean score of 4.4, a high perception of these strategies is indicated, while a median and mode of 5 indicates that there is majority agreement and potential for very strong agreement for the effectiveness of these strategies in the minds of employees when considering talent retention strategies. I would be surprised if the standard error of this were above 0.107 (indicating a very high degree of agreement among respondents).
The importance of hotel's career growth opportunities was rated slightly higher than the above one. This means career growth like training, promotion and skills has been considered as the most important aspect to retain employees. Employees highly value those opportunities; with measure of central tendency of employee response being mean 4.5, median 5, and mode 5. The standard error is quite low (0.1), meaning that employees are similarly aligned when it comes to career growth as an important retention tool.
A big reason for that is the perceived importance of recognition and appreciation. There is also moderate representation on the importance of recognition at a typical employee level as highlighted by the mean of 4.2, the median of 4 and the mode of 5. A standard error of.107 suggests some consensus that recognition does help retaining staff.
The last is work-life balance, and with the lowest mean score of 4.1 that all of the hotel’s work-life balance policies are not that effective, which shows that most of the employees think that work-life balance support is important but not as effective as several strategies. Together, the observed median and mode of 4 indicate a moderately favorable view of the effectiveness of the policies, while the standard error of 0.138 suggests some variation in employee perceptions about work-life balance.
[bookmark: _Toc190636163]4.2.4 Recommendations for effective strategies to reduce employee turnover in the Ty Newport Hotel
4.2.4.1 Relative importance of Key factors influencing employee retention at Tŷ Newport Hotel
	Relative importance of Key factors influencing employee retention at Tŷ Newport Hotel
	Mean
	Standard Error
	Median
	Mode

	Higher salary and benefits
	4.52
	0.08685
	5
	5

	More career development opportunities
	4.46
	0.107703
	5
	5

	Better work-life balance
	4.14
	0.117838
	4
	5

	Improved management and leadership
	4.2
	0.121218
	4
	5

	More recognition and rewards
	4.28
	0.151294
	5
	5


[bookmark: _Toc190636124][bookmark: _Toc190636177]Table 3: Relative importance of Key factors influencing employee retention at Tŷ Newport Hotel
The survey results highlight several key factors that can significantly improve employee retention at Tŷ Newport Hotel. The top factor for retention, according to the mean score (highest score = 5) was higher salary and benefits mean score was rated 4.52. With a median and mode of 5, this means that most respondents rated this factor highly, and the standard error of 0.08685 indicates consistent answers. More career development opportunities came in second with a mean of 4.46, also indicating high importance for employee retention, with a median and mode of 5. Better work-life balance averaged a score of 4.14 but also had greater variation in responses (the standard error was, at 0.117838, higher than for other questions) − but still, a good number of employees scored this quite highly. Improved management and leadership and more recognition and rewards were perceived with means of 4.2 and 4.28, respectively — relatively less than some other factors indicating at least moderate importance for retention, though the most common values given by respondents were 5 for both factors (mode of 5). Overall, these results indicate that Tŷ Newport Hotel must prioritize salary, career development, work-life balance, leadership, and recognition to minimize turnover.
4.2.4.2 Relative importance of Perceived primary factor in minimizing employee turnover
	Relative importance of Perceived primary factor in minimizing employee turnover
	Mean
	Standard Error
	Median
	Mode

	Competitive salary
	4.9
	0.051508
	5
	5

	Career advancement opportunities
	4.76
	0.06737
	5
	5

	Supportive management
	4.56
	0.086473
	5
	5

	Better working conditions
	4.36
	0.084564
	4
	4

	Employee engagement programs
	4.32
	0.100773
	4
	5


[bookmark: _Toc190636125][bookmark: _Toc190636178]Table 4: Relative importance of Perceived primary factor in minimizing employee turnover
The fact is that the survey results illustrate the relative relevance of these factors leading to lower employee turnover at Tŷ Newport Hotel. The highest-rated factor is a competitive salary, with a mean of 4.9, which suggests that in order to retain employees it is crucial to offer attractive compensation. In addition, the same median and mode (5) emphasizes the widespread agreement on the importance of salary. Just behind at a mean of 4.76 was opportunities for career advancement, indicating that employees value the ability to move up and progress within the company. This gives a strong homogeneity on opinions with median and mode as 5. Supportive management which is a workplace characteristic of seeing eye-to-eye with a manager and feeling supported while doing your job has an average value of 4.56, which again indicates that employees prefer effective leadership when it comes to retaining an employee. With a median and mode of 5, many respondents believe leadership is key. 4.36 Mean Based on better working conditions. Having a better working condition means a great demand on the employees. Lastly, engagement programs (mean: 4.32) are seen as important in creating commitment and morale with mode 5 as their perceived value.



















[bookmark: _Toc190636164]5 Discussion
[bookmark: _Toc190636165]5.1 Identification of the factors contributing to employee turnover at The Ty Newport Hotel
Insights from the survey highlight key reasons contributing to employee turnover at Tŷ Newport Hotel. The issue that is most highlighted is low salary, with employees believing it is inadequate and the primary reason for dissatisfaction. Other employees expressed their concern over lack of opportunities for career growth, anticipating the lack of options for advancement in the company to be a large pain point. Many employees found themselves struggling to meet the demands of their jobs, finding the workload and stress of jobs too much to handle constantly. Work-life balance was another highlight descriptor, with employees stressing the need for equilibrium in personal and professional life, and adding that any interruption to that balance adversely impacts their work experience as well. Another reason impacting the retention of employees has been poor management and leadership, with leadership practices seen as a cause for employee dissatisfaction. Recognition and rewards issues also emerged, with employees indicating that they want their hard work to be recognized. Finally, a bad work environment was singled out as an important problem, as a toxic atmosphere is one of the biggest contributors to employee turnover. In summary, the results from the survey indicate that salary, career advancement, amount of work, management, discrimination, recognition, and work environment are the factors most responsible for retention at the hotel.
Indeed, the results of the survey conducted at Tŷ Newport Hotel align with many of the metrics discussed through the academic literature around staff turnover implications in hospitality. Low pay is one of the main causes of turnover in hospitality and particularly in labor-intensive roles (Codling et al.,2022). The survey results at Tŷ Newport Hotel provide some support for this, as the greatest driver of employee turnover from the hotel was identified as low salary. Likewise, Holston-Okae (2018) and Bonn and Forbringer (2022) state that not being able to progress promoted role would make employees go for other opportunities that would enhance them and this is the same as a survey which showed that employees agreed their key concern was lack of career growth. The survey also confirmed AlBattat and Som's (2020) findings regarding the high workload and stress of hospitality jobs. According to results of a survey conducted at the Tŷ Newport Hotel, many members of staff "are overwhelmed by their workloads", which is also a frequent concern in the literature, with some reporting that they had low levels of job engagement and high pressure environments in the hospitality industry resulting in 'burnout'. Moreover, these results concurred with Marinakou and Giousmpasoglou (2019), in that ineffective management will lead to low staff morale and higher turnover, as poor management and leadership were cited as a contributor to turnover. At last, the literature adds a new perspective on work-life balance as another important retention variable, and it was confirmed that Tŷ Newport Hotel employees have concerns regarding the balance between personal life and work which underlines the importance of this retention variable being considered in retention factor of manipulation.
Results from the survey at The Ty Newport Hotel and existing literature show conflicting factors that can lead to employee turnover within the hospitality industry. Although pay is noted to be the number one reason for turnover at the hotel, the literature offers a more subtle view. Codling et al. (2022), this is the foremost cause of turnover amongst newer employees although Dwesini (2019) contrasts this point, noting that better paying jobs are not always accepted by employees who may be more concerned about non-monetary gains of flexible working hours or the friendly work environment. In a similar vein, although the survey identifies a strong consensus regarding the lack of career development contributing to turnover, Holston-Okae (2018) argues that due to rigid structures and poor training programs, career advancement within many hospitality organizations, is often restricted. However, Ghani et al. (2022) suggest that some workers are motivated by work experience and job security, which contributes to their retention in positions with limited growth potential. Furthermore, high workload and stress are prominent causes of turnover according to both the survey and the literature but Michael and Fotiadis (2022) explain a stronger viewpoint that this number of employees actually flourishes in high-pressure situations and packed workdays. Finally, although bad management and work environment are frequently cited as contributing factors in both the survey and the literature, Xu et al. (2022) mention that, in some badly managed organizations, employees stay because of good team culture and relations with colleagues.
[bookmark: _Toc190636166]5.2 Evaluation of the effectiveness of existing retention strategies implemented by The Ty Newport Hotel
Employees tend to have a good opinion on the effectiveness of retention strategies at The Ty Newport Hotel, as salary benefits, career development opportunities and recognition programs are all highly regarded. Employees believe these strategies are very effective in retaining talent, with a high level of agreement among them as to their importance. Employees prioritize the value of career growth opportunities and training, promotions, and skill development, as this retention factor plays a strong role in workplace loyalty. Recognition and appreciation were also considered important, but not as impactful as career development, which suggests that employees believe being appreciated in your job also matters. On the other hand, the penetration work-life policies in the hotel sector are relatively low, although the employees have understood the value of work-life balance, employees have acknowledged that what was being offered could have been more supportive. Overall, the survey shows that while career growth, recognition, and salary benefits are seen as effective strategies for retention, work-life balance initiatives have room for improvement and should be prioritized to increase satisfaction and reduce turnover.
The findings from the assessment of retention strategies at The Ty Newport Hotel align with key concepts from existing literature on employee retention in the hospitality industry. The emphasis on competitive compensation, career development opportunities, and recognition programs of the hotel reflects the focus mentioned in Ghani et al. (2022) and Deery (2018) emphasized that salary benefits and career development are key factors in employee retention. The Ty Newport Hotel values professional advancement opportunities highly, reflecting Deery's (2018) claim that staff retention requires development schemes like promotions and training. The hotel’s uptake of recognition practices aligns with the argument by Khare and Salvi (2018) that recognition and rewards create a conducive space for higher employee morale and engagement. Meanwhile, the relatively low rating for work-life balance policies at the hotel highlights the mixed messages in the literature, for example, Marinakou and Giousmpasoglou (2019) consider work-life balance as a higher necessity while some employees may value career development over work-life balance (Bonn & Forbringer, 2022).
The findings from The Ty Newport Hotel’s assessment of retention strategies contrast with some perspectives found in the literature. Although the hotel’s employees appreciate the prospect of progress in their careers and generous remuneration, not all employees consider benefits to be primarily linked to salary, according to the literature. Some of the employees x may value more the non- monetary factors like a good work environment or career development than higher pay (AlBattat and Som, 2020). Deery (2018) mentions that, like the hotel, employees generally appreciated recognition practices, but it is not an adequate replacement for letting employees do their job, reducing long hours, or improving salaries. Hotel findings − Where recognition is as moderately effective Moreover, while the hotel’s employees consider work-life balance policies relatively effective, the literature shows somewhat mixed attitudes. According to Marinakou and Giousmpasoglou (2019), work-life balance policies are an essential retention tool, yet certain high-pressure employees may choose to forgo this, as Bonn and Forbringer (2022) observed, to advance in their career path, thereby creating a barrier that work-life balance policies may not effectively ameliorate.
[bookmark: _Toc190636167]5.3 Recommendations for effective strategies to reduce employee turnover in the Ty Newport Hotel
The findings from the survey indicate a few methods to successfully minimize employee turnover at Tŷ Newport Hotel. The first aspect of retention is competitive pay and benefits, as employees see good compensation packages as crucial to retain them in the company. Career development also plays a huge part, as employees value having a clear path for growth and being able to rise within the ranks of the hotel. The work-life balance is also a key retention factor, although the effectiveness of current policies varies. A great management and leadership is considered important, and where supportable and effectual leadership is preferred hands down as that will create a healthy work culture. And finally, recognition and rewards are recognized as vital for keeping staff, as people do like acknowledgment of their work." Therefore, eliminate turnover, pay upward in particular for wage packages and in career prospect areas, and balance work and leisure while you may, combating leadership and acknowledgment and reward systems as substantial drivers of turnover.
There are a few major points of agreement between the survey and the literature on employee retention in the hospitality industry. Both underscore the crucial importance of salary and benefits as a driver of employee retention, with competitive compensation packages universally appreciated. Xu et al. (2022) and Codling et al. 249) highlight the importance of a comprehensive benefits package, from medical insurance to retirement programs, which leads to higher employee satisfaction, just like the survey results show salary and benefits rank very high in priority for employees. Another prominent theme in the motivations mentioned by both Bonn and Forbringer (2022) and the survey respondents is the presence of career development opportunities, as employees recognized professional growth as the driving force behind their decision to stay. At the same time, the literature emphasizes the need for a conducive working environment and management support, which correlate with the survey results highlighting positive leadership and recognition of contributions. Another prominent concept is the importance of work-life balance, both in the survey results and literature, it is also noted that it is impactful on burnout and employee satisfaction explained by Ghani et al. (2022) and Holston & Mushi (2018).
Overall, there is agreement between the literature and the survey findings at Tŷ Newport Hotel, with some contrasting views. This focus on competitive salary and benefits in the survey echoes the finding of Xu et al. (2022) and Codling et al. (2022) points out that employees desire a complete benefit package with medical insurance and paid time off. Conversely, Dwesini (2019) argues that employees tend to show higher preferences toward the organization as a whole, including combined culture and job security, than the salary paid to the employee; which is in stark contrast to what this survey suggests highlighting as the main top preference in an employer's offer. This aligns with Bonn and Forbringer's (2022) sentiments on professional development opportunities, mentoring programs, and promotions being directly involved in retention, as noted in the survey above. However, Ghani et al. (2022) show that not all employees desire to progress their careers, with some prioritizing job retention. In line with the survey, the literature emphasizes flexible work options for preventing burnout (Ghani et al., 2022), whereas Codling et al. (2022), flexible schedules might not be right for all employees. Lastly, the survey's finding regarding management and recognition was consistent with Holston and Mushi (2018) that highlighted the significance of positive working environments and recognition, yet stated that some employees do not respond to formal recognition systems, according to Holston (2018).
[bookmark: _Toc190636168]6 Conclusion 
· What are the key factors contributing to employee turnover at The Ty Newport Hotel?
Employee turnover is especially prevalent among low-salaried employees, whom regard their achievements as failing to be sufficiently recognised by what they are paid. Employees not feeling heard in their workplace or feeling there are limited career growth opportunities are also major contributors to dissatisfaction, with many employees feeling stagnant in their role without a definitive path for growth. Increasing workloads along with extreme pressures lead to resignations and make work conditions unbearable. Poor work-life balance further compounds the anger when trying to balance job requirements with personal/family needs. Not to mention that poor management, being overlooked for hard work, and a general toxic work culture also puts a dent in their morale, causing them to scout for positions where they are valued and supported.
· How effective are the existing employee retention strategies at The Ty Newport Hotel?

The existing employee retention strategies at The Tŷ Newport Hotel are perceived as largely effective, particularly in areas such as salary benefits, career development, and recognition programs. Another essential which employee’s value is career progression, in terms of training and promotions, as both greatly influence the decision to remain in a job. Rewards and recognition are important in making them feel valued and appreciated, although views differ on whether that makes a difference. These policies, which the report says are helpful but considered less effective than other strategies. Overall, hotel retention efforts are mostly positive, though some suggestions have space for better work-life balance.
· What strategies can be implemented to reduce employee turnover and improve staff retention at The Ty Newport Hotel?
To reduce employee turnover and improve staff retention at The Tŷ Newport Hotel, the hotel should focus on offering competitive salaries and attractive benefits to ensure financial security and job satisfaction. Further career development can increase employees’ motivation and organizational commitment. While strong leadership and supportive management go a long way towards creating a good workplace where employees feel valued and heard. So also better working conditions and a better work-life balance can lead to increased job satisfaction. Finally, one of the most effective means to improve retention is to invest in employee engagement and recognition initiatives; both of which help build morale and loyalty and ultimately more engaged workforce.
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Retaining a workforce is probably the most important aspect of being in the hospitality business, and employee turnover is a challenge in this industry, so Tŷ Newport Hotel has to design some techniques for retaining its staff. Employees are mainly influenced by compensation, development opportunities, work-life balance, management quality and recognition. Focusing on these components with targeted approaches can create an engaged, satisfied workforce and can eliminate turnover.
Improving Compensation and Benefits: Among the most vital factors that affect employee retention, a competitive salary is most important. People who perceive that they are being paid fairly are likely to stay longer in the organization. Tŷ Newport Hotel opened for the first time under the new management, when the hotel started unveiling its new menu and launching various events. This strategy could be paired with performance-based incentives, bonuses, and incremental raises to drive employees even further. Moreover, offering benefits, including health insurance, retirement plans, and transportation allowances, can improve job satisfaction and show the hotel's devotion to employee welfare.
Strengthening Career Development Programs: When there is no advancement opportunities, employees leave because they want growth. Tŷ Newport Hotel should develop structured career progression plans, with clearly defined pathways for promotion and skills development. Providing training opportunities, workshops and mentorship initiatives could aid your employees in improving their skills and getting ready for the roles of leadership. Highlight internal promotion policies to showcase to employees that hard work and commitment can result in ascending your career ladder within the organization.
Improving Work-Life Balance: For employees to feel satisfied, it is important to strike a balance between the professional and personal side. Many hospitality jobs have long, irregular hours, which can lead to burnout. The Tŷ Newport Hotel should allow flexible working patterns, like rotated shifts, to allow employees to take enough downtime and personal time. Encouraging employees to take regular breaks, along with having policies in place to prevent excessive overtime, can also help employees feel that they are more balanced in their commitments at work and home. Other measures like offering wellness programs, mental health support, and paid time off can take employee well-being to the next level.
Enhancing Leadership and Management Approaches: Poor leadership affects employee retention. It can cause the employees to feel de-motivated and unhappy. For example, Tŷ Newport Hotel needs to implement a management training program that focuses on supportive, communicative, and transparent management styles. Creating a more positive environment can start with encouraging open communication, regular feedback, and recognizing employee contributions. By educating managers in conflict resolution and employee motivation techniques, it will create a culture of respect and collaboration.
Improving Recognition and Reward Systems: One thing that employees appreciate is an appreciation for all the hard work that they are putting in. Failing to recognize people leads to disengagement, and then resignation. The Tŷ Newport Hotel needs to create formal ways to recognize employees for their contributions. That could mean employee-of-the-month schemes, public recognition, or personalized rewards like gift vouchers or extra paid leave. By promoting peer recognition, you can also instill a culture of appreciation where employees feel valued not only by their peers but also by management.
Creating a Positive Work Environment: The effect of the overall work environment on employee satisfaction. Fully engaged employees support their workplace and are more likely to stay. Tŷ Newport Hotel: Improve the workplace by keeping facilities clean and spaces pleasant. Nice work culture can come from team bonding by encouraging and motivating each other. Even socializing and team building can improve employees’ relationships with each other and contribute to office morale.
Implementing Employee Engagement Programs: Employee-engagement initiatives can foster a sense of belonging and an emotional commitment to the organization. Tŷ Newport Hotel must conduct staff feedback initiatives where workers are given a chance to make recommendations towards improving their working conditions. Surveys of employee engagement and follow through on employee recommendations can enable management to better understand and respond to workforce needs. Having a workplace culture such as inclusivity, diversity and empowerment can also lead to employee retention in the long run.
By implementing these strategies, Tŷ Newport Hotel can create a more supportive and fulfilling work environment that encourages employees to stay and grow within the organization. A well-structured approach to compensation, career growth, work-life balance, leadership, recognition, workplace environment, and engagement will not only reduce turnover but also enhance overall service quality and guest satisfaction.
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Are you willing to participate?
· Yes
· No
Demographics Section:
1. Age Group:
· 18-24
· 25-34
· 35-44
· 45-54
· 55-64
2. Gender:
· Male
· Female
· Other
To identify the factors contributing to employee turnover at The Ty Newport Hotel.
What are the main factors that influence your decision to stay or leave? (Select all that apply)
· Low salary
	1
	2
	3
	4
	5



· Lack of career growth opportunities
	1
	2
	3
	4
	5



· Poor work-life balance
	1
	2
	3
	4
	5



· High workload/stress
	1
	2
	3
	4
	5



· Poor management/leadership
	1
	2
	3
	4
	5



· Lack of recognition and rewards
	1
	2
	3
	4
	5



· Unpleasant work environment
	1
	2
	3
	4
	5



· Other (Please specify): __________

To evaluate the effectiveness of existing retention strategies implemented by The Ty Newport Hotel.
How effective do you find the current retention strategies (such as salary benefits, career development, recognition programs)?
· Very effective
· Somewhat effective
· Neutral
· Ineffective
· Very ineffective
Does the hotel provide sufficient career growth opportunities (training, promotions, skill development)?
· Yes, regularly
· Occasionally
· Rarely
· No, not at all
Do you feel recognized and appreciated for your work?
· Yes, always
· Sometimes
· Rarely
· Never
How satisfied are you with the work-life balance provided by the hotel?
· Very satisfied
· Satisfied
· Neutral
· Dissatisfied
· Very dissatisfied

To provide recommendations for effective strategies to reduce employee turnover in the Ty Newport Hotel
What improvements would make you more likely to stay at The Ty Newport Hotel? (Select all that apply)
· Higher salary and benefits
	1
	2
	3
	4
	5



· More career development opportunities
	1
	2
	3
	4
	5



· Better work-life balance
	1
	2
	3
	4
	5



· Improved management and leadership
	1
	2
	3
	4
	5



· More recognition and rewards
	1
	2
	3
	4
	5



· Other (Please specify): __________
In your opinion, what is the most important factor in reducing employee turnover?
· Competitive salary
	1
	2
	3
	4
	5



· Career advancement opportunities
	1
	2
	3
	4
	5



· Supportive management
	1
	2
	3
	4
	5



· Better working conditions
	1
	2
	3
	4
	5



· Employee engagement programs
	1
	2
	3
	4
	5
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