[image: C:\Users\PCD\Desktop\uwtsd.png]



TOPIC:
Investigating the factors responsible for high Employee turnover in the UK’S Hospitality Sector: the case of Portico Hotel in London
[bookmark: _Toc143375008][bookmark: _Toc143376752]


NAME OF STUDENT: Aeshani Sanjaykumar Patel
[bookmark: _Toc143375009][bookmark: _Toc143376753]STUDENT ID: 2218148
SUPERVISOR:  Prof Amare Desta
[bookmark: _Toc143375010][bookmark: _Toc143376754]MODULE NAME: DISSERTATION (LCMB7020)


Acknowledgement
I would like to express my special gratitude to my supervisor Professor Amare Desta for his guidance and creating the opportunity to do the project “Investigating the factors responsible for high Employee turnover in the UK’S Hospitality Sector: Case of Portico Hotel in London” I came to know about different things in my research journey, without his, I could not have completed this study. I would also like to thank my family and friends for their constant encouragement, support and motivation. They have also helped me a lot to finalise this research within the limited time frame.




Thank You 


Declaration

[image: TSD_logo2010]
Master’s Degrees by Examination and Dissertation
Declaration Form.
1. This work has not previously been accepted in substance for any degree and is not being concurrently submitted in candidature for any degree.
Signed: Aeshani Patel
Date: 08/02/24
  
2. This dissertation is being submitted in partial fulfilment of the requirements for the degree of Master in Business Administration.
Signed: Aeshani Patel
Date: 08/02/24
 3. This dissertation is the result of my own independent work/investigation, except where otherwise stated.
Other sources are acknowledged by footnotes giving explicit references. 
A bibliography is appended.
Signed candidate: Aeshani Patel
Date: 08/02/24
  
4. I hereby give consent for my dissertation, if accepted, to be available for photocopying, inter- library loan, and for deposit in the University’s digital repository 
Signed (candidate): Aeshani Patel
Date: 08/02/24
Supervisor’s Declaration.
I am satisfied that this work is the result of the student’s own efforts.
Signed:  Prof Amare Desta
Date: 08/02/24

Abstract
The aim of this research is to investigate the key factors responsible for high employee turnover in the hospitality sector of the United Kingdom based on Portico Hotel. In order to retain employees and guarantee that they receive continual training, it is critical to investigate the causes of high turnover of employees in the United Kingdom hospitality industry. 
The literature has highlighted the concept of employee turnover and has discussed the impact of staff turnover in UK. The literature pointed the hotel sector faces difficult times maintaining the demand and supply of human resources in balance. The hospitality industry faces skill shortages and continuous recruitment process leads to bearing extra costs. The study pointed out the different factors like long working hours, lack of job stability, irregular shifts and other factors for the increase in employee turnover. The literature simultaneously reviewed the influence of seasonal employment in the hospitality industry in UK. 
The study has considered interpretivist philosophy which focuses on subjective interpretation. It has focused on inductive approach which is known from specific theories and concepts to generalised observations. It reflected that how primary qualitative data has been collected conducting interview with the 6 managers. It has conducted a thematic analysis technique for analysing the data with the help of meaningfully integrated themes. 
The findings from theme one has pointed out that seasonal nature of hospitality industry strongly influences seasonal employment for which migrant, college going students are interested to join this industry. The study also found that staff satisfaction is negatively impacted because of demanding work schedule linked with irregular shifts, long working hours. The research has shown that employee benefits and compensation play a vital role in employee retention. The study revealed that pandemic has created a huge impact in the staff turnover of hospitality industry because decisions of border locks, shutting down of hotels.
The results have practical implications because it offers insights for hotel property owners, business operators, hotel managers to understand the different dimensions of retaining staff. It also has a contribution towards academicians for offering new approaches and new lines of research on this subject. 
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[bookmark: _Toc158195200]Chapter 1: Introduction 
[bookmark: _Toc158195201]1.1 Chapter Introduction
This chapter will include the background of the key factors responsible for high employee turnover in the hospitality sector of the United Kingdom. It will comprise of the research aim, questions and objectives as the scope of overall study. The rationale of this research will be to present the overall purpose of conducting the chosen sector and show case the challenges as well as the opportunities the hospitality industry experiencing. The problem statement will present the key issue that result in a need of performing the research. The research significance will be highlighted to show the benefits and beneficiaries of the study. The overall dissertation chapters and its context to be explained in this section.
[bookmark: _Toc158195202]1.2 Background of the Study
In the United Kingdom's hotel industry, high turnover of staff is a critical problem and the rate of this is 30% which is double the turnover rate of UK average (Crowther, 2023). The hospitality sector, which includes lodging facilities, dining establishments, and bars, is a major driver of the British economy (Datta, 2020). But it constantly struggles with high levels of employee turnover, which can negatively affect profitability and service quality. According to survey conducted by YouGov, it is found that the staff turnover in the hospitality sector is 30 per cent. About 42 per cent of the employees working this this industry leave the organisation within a month (KBS Recruitment, 2023). The percentage of staff members that leave a business during a certain period of time but before the conclusion of their contract of employment is considered employee turnover. 
Seasonal job patterns, rigorous work hours, and relatively low earnings are some of the variables that contribute to this issue (Dwesini, 2019). Further aggravating matters worse, the COVID-19 epidemic has made these difficulties more severe. Understanding the complicated connections between these parameters and creating practical plans to keep talent in this field are essential to solving this problem. One of the issues that business managers and human resource managers deal with is employee turnover, which is a concern for businesses. In the hotel industry, staff turnover results in decreased productivity and higher labour costs. 
The hotel sector continues to have substantial staff turnover due to the seasonal pattern of the employment, extended work hours, and associated demands. Turnover is expensive for organizations because it involves indirect as well as direct expenses for workers in the hospitality industry (Willie, 2021). The hospitality industry and its workforce have been greatly impacted by the Covid-19 pandemic. In many nations, restaurants have closed partially or permanently as a result of official recommendations to stay at home, as well as practice social distance. The majority of workers were not able to hold onto their positions. As they temporarily close, restaurants have let go of both senior and junior staff members. Due to the predicted loss of jobs resulting from the drop in hotel occupancy throughout the pandemic period, several hotels in the United Kingdom and several European countries announced a temporary suspension of regular operations (Moraa and Kipngetich, 2021). Thus, pandemic made the hospitality sector to deal with the staff shortage.
This industry has to retain its workers in order to keep the cost of labour under control. Staff retention is one of the world's most challenging problems right now. The analysis shows that it is challenging for the hotel industry to balance the supply and demand of human capital. Staff turnover comes at a heavy price, accounting for more than forty per cent of total expenses. Labour costs in this industry must be kept under control by maintaining employee retention (Ghani et al. 2022). Compensation is very essential in order to retain the staff. Many staff members in the hospitality industry quit their job as they are gaining the new opportunity to earn higher pay in other company (Jaya, 2019). Similarly, employee benefits are also crucial to continue with the same organisation in long-run.
[bookmark: _Toc158195203]1.3 Aim of the Study
The aim of this research is to investigate the key factors responsible for high employee turnover in the hospitality sector of the United Kingdom based on Portico Hotel.
[bookmark: _Toc158195204]1.4 Research Objectives of the Study
The key objectives of this research are presented below -
· To inspect the key influence of the seasonal employment on the UK hospitality industry’s staff turnover based on Portico Hotel.
· To examine the impact of demanding work schedules on the UK hospitality industry’s staff satisfaction based on Portico Hotel. 
· To explore the key role of employee benefits and compensation on staff retention in the UK hospitality industry based on Portico Hotel.
· To evaluate the influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry.
[bookmark: _Toc158195205]1.5 Research Questions
The main research questions of this study are presented below -
1. What is the key influence of the seasonal employment on the UK hospitality industry’s staff turnover based on Portico Hotel?
2. What is the impact of demanding work schedules on the UK hospitality industry’s staff satisfaction based on Portico Hotel?
3. What is the key role of employee benefits and compensation on staff retention in the UK hospitality industry based on Portico Hotel?
4. What is the direct impact of manmade and natural unexpected challenges such as the COVID-19 pandemic on the staff turnover rate in the UK hospitality industry?
[bookmark: _Toc158195206]1.6 Rationale of the Study
This purpose of this study is to explore hospitality sector of the UK to understand what factors leading increase staff turnover and help to find the effective solution. In order to retain employees and guarantee that they receive continual training, it is critical to investigate the causes of high turnover of employees in the hospitality industry: using portico hotel in London as an example. 
Beginning with the hiring and training expenditures, a high employment turnover rate can cause significant financial issues for the hospitality industry, which already provides a significant contribution to Britain economy. It is essential to comprehend the main causes of employee dissatisfaction and rising employee turnover. Young, contract-based and temporary staff make up a significant part of the hospitality industry in the United Kingdom, which led to hiring of employees who are less committed to company objectives (Frye et al., 2020).  High employee turnover exacerbates job insecurity and detracts from employees' overall work experience.
[bookmark: _Toc158195207]1.7 Problem Statement 
Numerous significant issues affect the study of high staff turnover in the United Kingdom's hospitality industry. Significant factors driving employee attrition include low compensation and few prospects for professional progression in many hospitality positions.  The hospitality industry's seasonality causes variations in personnel needs, which makes it difficult to retain workers throughout the year in the Portico Hotel. Extensive work schedules and prolonged working hours are recognized to be factors in job discontent and employee attrition; nonetheless, a thorough examination of the precise mechanisms and consequences is necessary (Dwesini, 2019). The COVID-19 pandemic also had a significant impact on the hotel industry, as it has made it more difficult to retain employees by requiring them to be more committed to their jobs (Moraa and Kipngetich, 2021). In order to effectively reduce turnover and guarantee a steady and contented staff in the United Kingdom's hospitality industry, it is imperative to address these issues.
[bookmark: _Toc158195208]1.8 Significance of the Study
This study is significant as it will help the UK’s hospitality sector to understand what are the motivating factors that help in retaining the staff in long run. It will also assist the human resource team of Portico Hotel to increase staff motivation and give the opportunity to grow. It will help to deal with the seasonal staff needs and motivate them to serve the customer effectively. The major factors that force hospitality staff to quit their job in the UK to identified in order to help the staff to give required supporting environment in the organisation.
[bookmark: _Toc158195209]1.9 Structure of the Dissertation
This dissertation will consist of six chapters, each with the goal of providing readers with in-depth knowledge on the topic. The first chapter, Introduction, will provide the readers with an outline of the study question. It will also contain the precise research question, the rationale behind it, and the significance of doing the study. To further clarify the scope of the research, the intent and goals will be mentioned in addition to the research questions. The second chapter, Literature Review, will examine a number of carefully selected literary works related to the topic at hand. It would involve identifying different theories and relevant concepts and looking at a number of previous investigations. To identify the gaps within the past research and existing knowledge, it will also entail critically examining the information that has been studied. The conclusions from the literature must serve as the foundation for the conceptual model. 
The third chapter, Research Methodology, will contain an overview of the processes and techniques used in this study. The reason and study strategy will be developed jointly, and the research onion framework will inform the choice of research methods. It will cover the limitations of research methods as well as the moral issues raised by research. The study's conclusions are consistent with the evaluation that will be discussed in the chapter four, Findings. The results will be interpreted in the fifth chapter, Discussion, along with an analysis and comparison of the findings with the literature. The results will be outlined in the sixth chapter, Conclusion and Recommendations, which also provides some suggestions for further research on the topic. It will disclose the study's limitations as well as its possible extent.
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[bookmark: _Toc158195211]2.1 Chapter Introduction
The purpose of the chapter is to review previous research that investigated the key factors responsible for high employee turnover in the hospitality sector of the United Kingdom. It is also help in discovering the different theories associated with the study's topic. Conference proceedings, reliable websites, and publications released between 2017 and 2023 are the sources to be consulted. In order to locate relevant journals, reports and conference papers. The review therefore presenting the overview of the UK hospitality industry and concept of staff turnover. It is focus on evaluating the staff turnover in UK hospitality industry and its impact. 
The previous studies stated the causes or factors leading to staff turnover in UK hospitality industry to be identified.  The influence of the seasonal employment, coronavirus pandemic as well as demanding work schedules on the UK hospitality industry’s staff turnover to be assessed. The relevant theory linked to research objectives to be identified. It was necessary to look into and the gap and discrepancies in the literature in accordance with the analysis of earlier research. It was necessary to develop a conceptual model in order to depict the different variables related to the study topic.
[bookmark: _Toc158195212]2.2 Overview of the UK hospitality industry
The market size of the hospitality sector of the UK is 24.20 billion US dollar in the year 2023. The hotel and restaurant businesses in the United Kingdom are home to a variety of national, as well as international brands, resulting in an ever-changing and competitive market. Considering the concerns around Brexit, the tourism industry saw higher investments in the year 2021, especially in London, as a result of rising visitation and a demand for new lodging. Due to this increase, around 88 new hotel projects, shared spaces, and serviced apartments are drawing in investors. Whitbread Group, Travelodge, Accor SA, InterContinental Hotels Group, as well as Marriott International, Inc. are some of the leading companies in the leisure and entertainment sector (Modor Intelligence, 2023).
Based on the study by Innerhofer, Nasta and Zehrer (2022), commercial businesses in the hospitality sector are of 3 types that are motels or hotels, restaurants, and pubs or clubs or bars. This industry in the United Kingdom is highly based on the seasonal staff or the students. 
[bookmark: _Toc158195213]2.3 Concept of Staff turnover 
According to the study conducted by Dwesini (2019), an organization's employee turnover rate is the proportion of its employees that leaves within a given time frame. Voluntary termination of staff members from companies is defined ad staff turnover. Staff turnover is the number of staff members who quit a specific company during a particular period of time frame. The percentage representation of this is also referred to as the turnover rate. Annual calculations are usually employed to calculate the turnover rate.
[bookmark: _Toc158195214]2.4 Staff turnover in UK hospitality industry and its impact
As per the study by Dwesini (2019), the high staff turnover in the hospitality sector result in negative impact on the profitability, as well as competitiveness of the company. This is due to the fact that it is connected to the loss of human resources, employee turnover poses a threat to the profitability and performance of the business. Understanding the reasons behind employee attrition allows the organizational leaders of Portico Hotel put initiatives into operation that increase profitability and competitiveness. As a result, recognizing the causes of high labour turnover is of the utmost importance before a business can create efficient methods for retaining employees.
According to Datta (2020), the highly challenging task for any Human Resource manager is to control the staff turnover because the expense incurred for replacing the gap made by staff is very huge and that may lead to major financial loss. In the United Kingdom, about 30 per cent of hospitality staff leave their organisation or job within their 90 days of joining (PKF Francisclark, 2018). About 37.6 per cent of staff leaves the job in the hospitality sector every year, which is the highest among the other sector prevalent in the United Kingdom. The cost to replace a staff is very high (Greenway, 2023).
Based on the study by Frye et al. (2020), a hotel company's financial performance and staff morale are both influenced by the astonishingly high job turnover rates in this sector. This is because Portico Hotel, feels it is expensive to replace departed staff, turnover raises a company's expenditures. The amount of money essential for hiring, on boarding, and training new hires increases with an organization's job turnover rate. Dissatisfaction among seasoned workers who must cover for less skilled and experienced co-workers is another effect of high job turnover rates.
Based on the study conducted by Ghani et al. (2022), it is explored that one of the most complicated issues facing the globe today is employee retention. According to the investigation, the hotel sector is having difficult times maintaining the demand and supply of human resources in balance. The cost of employee turnover is high, representing approximately forty percent of overall costs.
[bookmark: _Toc158195215]2.5 Causes or factors leading to staff turnover in UK hospitality industry 
Based on the study by Dwesini (2019), perceptions by staff members of low pay relative to work, inadequate opportunities for professional development, low job engagement, strained employment relationships, and prolonged workweeks are among the primary factors of the high turnover rate in the hospitality industry. Long work hours, pressure from the workplace, and stress could even make hotel staff want to quit their jobs. Employee turnover can be affected by a number of variables, such as pay, engagement, motivation, and work environment. The working environment, remuneration, benefits, and management style are the elements that impact employee turnover at three- and five-star accommodations. Workers may anticipate layoffs in the future and resign ahead of time if they perceive their company is going through an extremely challenging financial period. 
The internal factors that contribute to employee turnover encompass job dissatisfaction unfavourable workplace environments, long work hours for inadequate compensation, unreasonable expectations, organizational culture, job characteristics, personal and trait-based factors, and inadequate staff training initiatives (Dwesini, 2019). There are other factors that contribute to high employee turnover, such as how managers treat their staff members, long workdays, pressure from the workplace, scheduling, training, benefits packages, greater prospects elsewhere, and the demanding physical nature of the job. Therefore, even though there is a wealth of research on the topic, there is not a set configuration that is generally agreed upon for the reasons behind employee turnover.
According to the research carried out by Frye et al. (2020), the reality that the hotel industry depends primarily on the young workers could be one of the root causes of the high staff turnover rates in the sector. Furthermore, the academic and holiday obligations of student employees frequently impact their work schedules, causing scheduling conflicts and a sense of a lack of full commitment to the company and the job. This perspective in turn contributes to a culture of high staff turnover.
According to the research carried out by Khuong and Linh (2020), investigating the effects of personal and work-related pressures on staff motivation, job satisfaction, and career fulfilment was explored and found that stressors associated with the workplace have a distinct and immediate effect on staff motivation, job satisfaction, and dedication, whereas stressors connected to the place of employment directly impact the motivation of employees but subsequently influence their determination and job satisfaction.
[bookmark: _Toc158195216]2.6 Influence of the seasonal employment on the UK hospitality industry’s staff turnover
According to the research by Innerhofer, Nasta and Zehrer (2022), depending on the degree to which a business relies on seasonal or temporary business, employers in the hospitality industry frequently face a variable and unpredictable level of demand from consumers. There is a widely recognized conflict between the necessity of developing and maintaining skills as a means of gaining a competitive edge and the requirement to adopt flexible labour practices in response to daily and seasonal variations in the degree of demand from customers. In order to meet their unpredictable demands, hospitality firms in the United Kingdom have traditionally relied on hiring interns and recent graduates. Because their engagement in paid employment is limited by other obligations, students are willing to participate in employers' part-time or seasonal recruitment drives (Innerhofer, Nasta and Zehrer, 2022).
Based on the research by Filimonau and Mika (2019), the hospitality sector of the United Kingdom is based on the migrants, especially from Poland. The staff shortage is observed when the migrants moved back to their nations. According to the study conducted by French (2018), Zero-hour contract (ZHC) employment is most prevalent in the hotel sector, according to ONS data, with 22% of jobs in this sector. Prominent personalities within the hospitality sector have emphasized the critical importance of these contracts to the business, highlighting the notable variations in demand that occur seasonally and on an event basis, as well as the necessity of flexibility to maintain the sector's growth. In the United Kingdom, the industry with the largest concentrations of migrant labourers is hospitality. 
People 1st in the year 2016 estimates that twenty-four per cent of the workforce in the hospitality and tourist sectors is made up of migrant workers based on evaluation of the Labour Force Survey (LFS). Of these, 45 per cent are European Union nationals and 55 per cent are not. Many hospitality occupations, including chefs, housekeepers, managers and owners of restaurants and catering businesses, chefs, kitchen assistants, wait staff, and other basic jobs in the sector, involve migrant labour (French, 2018).
According to the research study by Stamolampros et al. (2019), the staff working in the hospitality sector are usually on temporary basis or part-time basis in order to meet their financial requirements such as cost of studies. Such staff the date of expiration of the relationship with the company, as well as they cannot think of growth and stay with the same company in the coming future. According to Jaworski et al. (2018), part-time workers are perceived by many employers as inferior than full-time workers because they are generally less concerned with work quality and cleanliness, have greater absenteeism rates, and are more likely to resign from their jobs because they don't feel valued.
[bookmark: _Toc158195217]2.7 Impact of demanding work schedules on the UK hospitality industry’s staff satisfaction
As opined by Abdou et al. (2022) the high demanding work schedule and the high turnover intention by employees has become a major challenge in the UK hospitality industry especially in the post Covid scenario. The long demanding work schedule in this industry creates work life imbalance of employees for which turnover intention increases and this triggers a significant challenge in the hospitality sector. As opined by Brien, Thomas and Hussein (2015) long, irregular and unsocial able working hours, working under pressure, irregular holidays are the scenario of the hospitality industry which intensifies the intention to leave job and that creates shortages of trained employees in the hospitality industry. Furthermore, as cited by Murray and Holmes (2021) heavy workloads, unfriendly work shift, lack of job stability, relatively low salaries and seasonality are some common issues in hospitality sector which increases the turnover rate and this creates a negative reputation of working in hospitality industry. Moreover, as cited by Abdou et al. (2022) working in these conditions results in anxiety and stress among employees especially who are having family responsibilities.
In addition, poor working conditions, long work schedule has a significant positive association with work life imbalance which is perceived as one of the most significant predictors of employee turnover (Abdou et al., 2022). In hospitality industry influence of work life on family life is common and this also impacts the work life of employees. This happens when excessive work life hampers the capability to fulfil the duties of family life which triggers employee dissatisfaction and it hampers their potential to meet work needs resulting to poor performance (Brien, Thomas and Hussein, 2015). The poor performance when becomes a concept of majority people then the overall performance, work procedures get affected in the majority of sectors. The hospitality industry gets commonly known for hectic work culture and conflict between employees work and family become a major cause to trigger the intention of employee turnover (Akgunduz and Eryilmaz, 2018). Constant pressure of employee turnover creates stress on the employers and has to organise repetitive recruitment procedures or implement some reward strategy to increase retention and tis results to putting extra costs on the business operations.
On the other hand, as cited by Murray and Holmes (2021) workers when do not feel empowered due to long and strenuous working hours creates a negative impact on employee well-being, performance and productivity. It is found that empowered employees are able to produce higher quality service which is a much-needed aspect in the hospitality industry. Furthermore, it is evident from the study Meng and Han (2014) that employees in hospitality sector when performs poorly express lower job satisfaction and they express greater job satisfaction by satisfying guest with their quality services. 
Lower job satisfaction negatively impacts the performance level of an employee and resulting to performance decline of a hotel. Moreover, as cited by Piso (2021) the ability to regulate the duration and work pattern is paramount to shape their experience both in and outside workplace. It can be more specifically stated in hotel sectors that lack of control over working hours contributes in some highest incidence of poor performance, poor services and work-life conflict. Furthermore, hotel employees choose long working hours as a means to secure job and promotion and long working hours, irregular and unfriendly shifts, work on weekends exacerbate the problem of poor performance and work life imbalance (Piso, 2021). 
[bookmark: _Toc158195218]2.8 Role of employee benefits and compensation on staff retention in the UK hospitality industry
According to Jaworski et al. (2018), even if perks and incentives could lessen part-time employee turnover rates, the majority of part-timers are paid less than their full-time counterparts and do not receive benefits. This is true even though it is well known that employee turnover creates a vicious cycle of hiring, selecting, and training in the hospitality sector. Workers in the hospitality industry who worked part-time demonstrated a much lower level of organizational commitment compared to those who thought of their job as full-time. 
The hospitality sector's workforce had the shortest average tenure with their present employer. From a training model perspective, the hospitality business lacks mobility and consistency. Keeping the hotel sector in mind, it is found that management is hesitant to spend money on part-time employee training since they believe that these workers are simply replaced on a regular basis. Because of their high absence rates, lack of dedication, and subpar performance, there are questions regarding whether part-time workers are productive as well. 
On the other hand, it has been evident that exceptional employee benefits help to enhance brand image because of engagement with motivated staff. Portico Hotel that they won three awards in the award function of UK employee Experience where they got silver medal for best company to work for in the hospitality industry. (Portico, 2021).
Lack of training could be the cause of this seeming lack of production. Seven barriers to training part-time employees include: high training costs and low return on investment; insufficient training time; irregular shift work; part-time employees' prior work experience; low employee enthusiasm; high employee turnover; and a lack of tools, expertise, and appropriate training programs. According to data gathered from interviews with managers of housekeeping services, managers of recruitment agencies, and temporary hotel employees in the UK, temporary employees are more likely to behave like regular hotel employees if they receive training and financial incentives (Jaworski et al. 2018).
[bookmark: _Toc158195219]2.9 Influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry
According to the research by Baum et al. (2020), due to coronavirus, many staff in hospitality sector list their jobs and the temporary shutdown of the business also led staff turnover. Covid-19 has hit hard the hospitality sector which has a strong influence on employee strength and their turnover intention. As opined by Yin, Bi and Ni (2022) the consequence of this pandemic led to suspension of international tour and travel and this seriously impacted the hospitality industry. The reports from Ramuni (2021) pointed that the number of vacancies increased in hotels and the number of employees in 2021 declined by 11% than in February 2020 which was just the initial stage of Covid. As cited by Godinic, Obrenovic and Khudaykulov (2020) the high turnover rate was triggered because due to loss in business operations, many employees either left the job or they were terminated. This was also with the case with hotel Portico, despite they have unveiled exceptional employee benefits scheme and rewards (Portico, 2023). Furthermore, cited that Yin, Bi and Ni (2022) increase in employee turnover rate has negative impact on company performance. It is evident that high turnover rate in the hotels put extra pressure on expense related with selection, training and development which reduces the service quality associated with decline in customer retention. Additionally, Filimonau, Derqui and Matute (2020) opined that Covid 19 led to a significant challenge in the process of staff recruitment and retention in the hospitality industry. This has a severe negative impact on the hospitality industry facing challenges to retain customers, poor performance and also unwillingness of talents to join the workforce in hospitality industry. However, Portico Hotel somehow managed the crisis and tough times with the support from employee engagement platform app to support employees and colleagues during pandemic (Portio, 2021). 
On the other hand, as stated by Bufquin et al. (2021) it was evident in the pandemic times and post pandemic situation also that hotel employees prefer leaving the job because of perceived insecure atmosphere and this significant impacted employee engagement and turnover intention. Covid 19 has also influenced employees’ intention to quit job because of psychological stress for getting affected from people in order to serve them. Furthermore, Park, Kim and Kim (2020) opined that psychological anxiety among employees in hotel sector influenced their turnover intention as they experienced sadness, anxiety and pessimistic environment during the pandemic times. 
It is evident from the study conducted by Ferreira, Martinez and Rodrigues (2017) that operating performance perception and job insecurity as the key issues that influences staff turnover intention in the hospitality industry. In terms of operating performance perception employee’s intention to leave was due to the overall performance and development prospect of the hotel (Ferreira, Martinez and Rodrigues, 2017). Furthermore, hotel size has also a significant impact on job satisfaction and this is one of a prerequisite for employee turnover. It is evident from the study that hotel employment is related with operating performance which is also associated with hotel size (Yin, Bi and Ni, 2022). Employees anticipate that if operating performance is not satisfactory of a hotel, they become unwilling to join their or decrease in performance makes existing employees to leave. Additionally, employee turnover rate increased during Covid 19 because employees were anxious and felt worry about providing face-to-face services for normal customers and this triggered stress among them. 
[bookmark: _Toc158195220]2.10 Relevant Theory 
[bookmark: _Toc158195221]2.10.1 Herzberg's Two-Factor Theory
According to the research performed by Holston-Okae and Mushi (2018), workplace job satisfaction and job dissatisfaction are connected to each other, and this can be understood by Herzberg's motivation-hygiene theory. When a staff member's self-actualization is met, motivational factors have the potential to create a more favourable work environment. Success, acknowledgement, favourable comments, more responsibility, growth, and promotion, in addition to the actual work, are a few examples of motivating elements. 
The motivational structures that Herzberg identified as having an impact on employees' motivation, as well as job satisfaction are advancement, possibility of growth, employees' perspectives, achievement, acknowledgment, and responsibility. According to Deri, Zaazie and Bazaanah (2021), Herzberg's motivation-hygiene theory can assist in investigating the key factors responsible for high employee turnover in the hospitality sector of the United Kingdom based on Portico Hotel. The lack of staff satisfaction with job results in staff turnover, so the theory of Herzberg’s motivation-hygiene is effective to use as it helps in finding the turnover intention of staff and find motivational factor to retain the staff.
[bookmark: _Toc158195222]2.11 Literature Gap
Although there has been research regarding high employee turnover in UK hospitality industry; however, there is little evidence which has emphasised on the factors which triggers the increase in turnover rate. Little research has been done regarding the issue of seasonal employment, lack of control over working hours in the UK hospitality industry which intensifies the increase in turnover rate (Piso, 2021). This research aims to fill the gap by exploring the factors which are responsible for high turnover rate in the UK hospitality industry. The study conducted by Murray and Holmes (2021) highlights about employee empowerment for workforce stability; however, it has not focussed on the role of various employee benefits or compensation for reducing staff turnover rate in the UK hospitality industry. 
[bookmark: _Toc158195223]2.12 Conceptual Model
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[bookmark: _Toc158195261]Figure 2.1: Conceptual Framework
(Source: Damayanthi et al. 2019)
The figure above depicts the independent, mediatory and dependent variable of the study. It reflects the three main independent variables as remuneration, career and working conditions. Remuneration is highlighted in the study by lower wage rate, unstable job conditions affect career and irregular and long working hours are the negative working conditions. All these factors trigger to employee’s job satisfaction which is the mediatory variable. Lower job satisfaction intensifies the reason to leave job which increase employee turnover which is a dependent variable. 
[bookmark: _Toc158195224]2.13 Chapter Summary
The literature has highlighted the concept of employee turnover and has discussed the impact of staff turnover in UK. The literature pointed the hotel sector faces difficult times maintaining the demand and supply of human resources in balance. The hospitality industry faces skill shortages and continuous recruitment process leads to bearing extra costs. The study pointed out the different factors like long working hours, lack of job stability, irregular shifts and other factors for the increase in employee turnover. The literature simultaneously reviewed the influence of seasonal employment in the hospitality industry in UK. 
It reviewed that depending on the degree of seasonal business, employers in the hospitality industry frequently face a variable and unpredictable level of demand from consumers. There is a widely recognized conflict between the necessity of developing and maintaining skills as a means of gaining a competitive edge and the requirement to adopt flexible labour practices in response to daily and seasonal variations in the degree of demand from customers. The literature also reflects a degrading impact on the UK hospitality industry for the long work schedule. It has reflected that workers’ performance and service quality declines creating performance decline in the overall business. The literature also mentioned the role of employee benefits and compensation to retain employees in the UK hospitality industry based on Portico hotel. It is evident that Portico is only willing to spend on employees which can serve the problem of increasing turnover rate by the part time employees. This industry is facing a tough time in the post pandemic scenario and the literature reviewed that staff turnover rate has increased in UK hotels after Covid. 


[bookmark: _Toc158195225]Chapter 3: Methodology
[bookmark: _Toc158195226]3.1 Introduction
Research methodology is the science which indicate the way how research is done. As cited by Patel and Patel (2019) methodology is the way that systematically solves the research problem for logically adopting research steps. Methodology helps in understanding the research inquiry and the process itself. It aims to describe and analyse the methods throw lights on the limitations of chosen methods and clarify the presuppositions. One of the ways of construction of research methodology is based on the theoretical concept of research onion. This study has considered a research onion model proposed by Saunders, Lewis and Thornhill (2016) to provide a through description of the layers which has been considered as the methods in this study. 
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[bookmark: _Toc158195262]Figure 3.1: Research Onion Model
(Source: Melnikovas, 2018)
The figure above provides the depiction of research onion model which highlights the different layers of the onion. Choosing the research methodology and building the research methods in correspondence with the layers of this onion model has been done for this study. This study has considered the seven layers of this model and those layers are research philosophy, approach, design, methodological choice, time horizon, data collection process, and data analysis technique. 
[bookmark: _Toc158195227]3.2 Research Philosophy
Research paradigm is the set of belief, hypothesis, ontology, epistemology and methods that provides understanding of people’s knowledge and lays the foundation for all philosophically based foundation. Out of the three main research philosophy considered in research onion model, this study has considered interpretivist research philosophy. As cited by Junjie and Yingxin (2022) interpretivist philosophy is based on subjective epistemology and realistic ontology. It has been chosen over positivism and critical realism because among the three interpretivist only considers understanding research context from subjective perceptions and focuses on providing a clear link between research and the research subject. This paradigm has supported in providing a link between seasonal employment, demanding work schedules and staff turnover in the UK hotel industry for the hotel Portico. 
In addition, Alharahsheh and Pius (2020) pointed out that interpretivist enables the research to consider behavioural aspects of participant’s experiences which would help in describing the reality by the given assumptions and beliefs. This philosophy has been helpful to understand the influence of seasonal employment in Portico hotel and the staff turnover in UK hospitality sector. The subjective perceptions that have been derived from the participant’s observations has helped the research to describe the reality of the factors that intensifies the staff turnover in the UK hospitality sector.
 On the other hand, as cited by Junjie and Yingxin (2022) interpretivist discusses more of the individual meanings related to the research which is compromised in positivism research philosophy. This ideology helped to understand the impact of demanding work schedules on workers’ satisfaction and the reason behind high turnover in hotel in UK and also the situation in Portico hotel. Melnikovas (2018) cited that interpretivist is based on subjective ontological assumptions that be lives socially constructed reality can only be researched with conscious social constructions. It has helped to understand the increased turnover rate in hospitality sector of UK during and after Co-vid. Moreover, Pervin and Mokhtar (2022) pointed out that one of the benefits of considering interpretivist paradigm is that it enables the researches to diverse the viewpoints on the research context instead of just describing the objects. This paradigm has helped with diverse viewpoints to understand the role of employee benefits and compensation to increase staff retention in Portico hotel in UK. 
[bookmark: _Toc158195228]3.3 Research Approach
This is the second layer of the research onion which focuses on providing the procedures for data collection and analysis. As cited by Melnikovas (2018) this method is a general technique considered by researcher for conducting the study that focuses on data gathering, understanding the practical consequences of the research inquiry and interpretation of the research findings. Considering the research onion model, out of deductive, inductive and abductive this study has followed inductive research approach. Inductive has been chosen over deductive and abductive because of the nature of inductive which focuses on moving from specific to general. 
As cited by Zalaghi and Khazaei (2016) deductive reasoning starts with theory construction and then reaching to objective specification. On the other hand, abductive is the mixture of deductive and inductive (Melnikovas, 2018). Inductive approach emphasises on observations of specific theoretical concepts related to the study and then deriving generalised concepts and inferences from it (Zalaghi and Khazaei, 2016). This perception of inductive has helped to understand the factors that triggers staff turnover in UK hospitality sector to deriving conclusions based on hotel Portico. Moreover, opinion from Liu (2016) pointed out that inductive approach is widely accepted for its less rigour and high methodological flexibility. This is also a reason for which inductive has been considered in the study over deductive and abductive. Inductive approach has thus helped in paying sufficient attention to the research objectives and understanding the research query to consider proper data gathering and interpretation technique. 
It is also evident from the study of Woiceshyn and Daellenbach (2018) that inductive has the main advantage because it does not require any pre-fabricated model or framework. In inductive, researcher uses the observations for constructing an abstract or describing the research circumstances. This viewpoint has been used in this study to identify the factors that causes staff turnover in UK hospitality industry and an in depth focus on Portico Hotel. Furthermore, cited that Casula, Rangarajan and Shields (2020) inductive approach supports in identification of the trends within data sets to reach logical conclusions about the patterns. This approach has helped to derive the role of staff compensation and benefits on staff retention in UK hospitality industry.  On the contrary, Zalaghi and Khazaei (2016) argued that inductive is limited because it can get influenced by researcher’s knowledge and the research data. It is also claimed sometimes that inductive can be false because of its base on human observations. However, the study has not been affected by these limitations because authenticity of first-hand data and observations was thoroughly checked. 
[bookmark: _Toc158195229]3.4 Research Design
It is the method that provides blueprint of the study. Considering the onion model, three main research design are followed and those are descriptive, normative and explorative. This study has considered exploratory research design which enters to discover something new in regards with research context. As cited by Melnikovas (2018) in descriptive design, the research context is thoroughly described and in normative design what the future should or should not be like is searched and the ways of reaching it. However, the study did not need these dimensions and it chose exploratory design over the other two designs because this study intended to investigate and find out the factors that causes staff turnover in the hospitality sector of UK. Furthermore, opinion from Thomas and Lawal (2020) revealed that exploratory design is chosen when enough information regarding the research background is unavailable. This study has been helped by exploratory design to explore the factors that triggers employee turnover in hospitality in UK.  This design equivalently helped the study to explore the key role of employee benefits and compensation in staff retention in UK hospitality industry based on hotel Portico. 
In addition, Thomas and Lawal (2020) revealed that exploratory design is followed when the researcher has no past information and this design provides a tool for initial research to provide a theoretical idea of the research problem. The study has been helped by this design to gather a deep knowledge regarding the employee turnover in the UK hospitality industry. The aim of exploratory design is to include fact establishment, gathering new insights and determining meaningful patterns or themes from an unknown dimension of the research (Thomas and Lawal, 2020). This design hopes to gain new insights into the phenomenon that is being researched. Exploratory design has helped the study to gather new insights regarding the impact of demanding work schedules on employee turnover in the hospitality sector. 
As cited by Casula, Rangarajan and Shields (2020) exploratory research looks for causes and reasons of a research. This perception supported to gain insights behind the causes and reasons for high employee turnover in the hospitality industry. Exploratory design answers the “why” question by explaining the things “why things are the way they are”. This ideology has been beneficial for the study to understand the influence of employee benefits and compensation in staff retention of the UK hospitality industry. Moreover, exploratory design is a type of inquiry that is done in the preliminary stages. This research has included exploratory design that helps to understand the staff turnover in UK and its impact. Apart from all these advantages, exploratory data is disadvantageous where interpretation can be judgemental and biased. As cited by Hallingberg et al. (2018) in most of the exploratory research, due to smaller sample size the results are influenced because accurate results cannot be interpreted. However, this study has focussed on through interpretation and unbiased analysis has been done to avoid the limitation of exploratory design. 
[bookmark: _Toc158195230]3.5 Methodological Choice
This method is considered for making the decisions regarding research methods and techniques that are considered for the study. It involves the most appropriate approach for gathering and analysing data based on research objectives and theoretical insights. Following the research onion model, three methodological choices are considered and out of this the study has followed mono method qualitative choice. It has considered mono method because data has been considered only by one process and that is primary method. As stated by Melnikovas (2018) mono method is considered when data is gathered through one type and they are either quantitative or qualitative. This study has chosen qualitative data sources for in-depth insights. 
As cited by McCusker and Gunaydin (2015) qualitative research aims in understanding the different aspects of social life and focuses on analysing the context in words instead of numbers. Through qualitative choice of the study emphasises on understanding the patterns related to research phenomenon. This choice helped in analysing the primary data sources and has gathered in-depth insights about the factors that are the reason behind high employee turnover in the hospitality industry in UK. Qualitative methodological choice is concerned with qualitative process and this choice supported in maintaining the research quality by authentic and relevant insights. As cited by Aspers and Corte (2019) qualitative methodological choice is considered in research to address the problem and the task of providing the distinctive features of qualitative research. This study has been helped by this choice to address the research problem efficiently and identified seasonal pressures, low employee benefits, high working hours are the major reasons that triggers the problem of high turnover in UK hospitality sector. 
[bookmark: _Toc158195231]3.6 Data Collection Process
The research has chosen primary data collection process over secondary or mixed method of collecting data. It has considered primary data in order to include first hand observations which is not possible if data would have been collected from secondary sources. The research has also not been able to follow mixed methods for time constraints. The study conducted an interview with 6 managers of hotel Portico in UK in order to include their opinions, experiences and observations of high staff turnover in the UK hospitality industry. The study contacted the managers via social media LinkedIn and the interview process almost took 30-40 minutes. 
The study has focused on primary qualitative data sources in order to include the first-hand opinion. The study used 8 open ended questions for this unstructured qualitative interview. The questions were done keeping link with research questions and understanding from the previously reviewed literature. As opined by Monday (2020) interview allows the research to include interchanges of views and opinions and is expected to broaden the research scope. The study has been helped to include different opinions and perceptions of the managers through interview and helped to enrich knowledge about the main factors of staff turnover in hospitality sector.  As cited by Perri (2018) conducting interview is crucial if researcher is not focussed and careful. In this study, the interview has been done carefully in order to avoid unnecessary problems. Perri (2018) equivalently pointed out that in interview there is a chance of bias from participants or sometimes participants do not want to reply on sensitive topics. This issue has not been in this research case because the topic was not sensitive and no sensitive points was considered for interview process. 
[bookmark: _Toc158195232]3.7 Data Analysis Process
The research has followed thematic analysis technique to analyse the research findings retrieved from interview process. As per the opinion of Javadi and Zarea (2016) thematic analysis is widely accepted and common form for analysing qualitative research. This is widely accepted because of the flexible nature and the potential to clarify the reality. As opined by Vaismoradi et al. (2019) a theme is a vital component of thematic analysis that supports in reflecting detailed and rich insights of the datasets. This study has been helped to derive rich understanding and detailed insights about the factors responsible for high employee turnover in the UK hospitality industry.  Thematic analysis which works on reflecting the reality 	and it has supported to unravel the reality behind high turnover rates in UK hospitality industry. 
The study conducted by Braun and Clarke (2006) has followed certain steps for conducting thematic analysis, and this study has also followed it. In the study of Braun and Clarke (2006), the steps mentioned for thematic analysis are data familiarisation, generating initial codes, searching for themes, reviewing the themes, and the last is giving names and defining the themes. 
In the first stage, the study has focused on being familiar with datasets because familiarisation helps in understanding the datasets thoroughly by careful reading. It is noticed that a single comma in the interview transcripts has the potential to change the meaning.  Moreover, Vaismoradi et al. (2019) stated that immersion usually involves the process of repetitive reading and this arises when a researcher has high familiarity with the datasets. This is also achieved with careful reading of transcripts and reading the data in an active way in order to search for themes, meanings and patterns. Braun and Clarke (2006) suggested that it is ideal for the researcher to read the datasets at least once before coding because by reading identification of possible patterns will be shaped. This process also helped the present study to identify meaningful themes within short span of time and keeping link with research objectives. 
The second stage that has been followed was generating initial codes, which includes emphasis on the process of organising and generating thematic codes. As per the viewpoint of Braun and Clarke (2006) codes helps raw data to be interpreted in meaningful ways because it includes the semantic or latent features within the datasets. The third step employed in this technique was searching for themes which starts after all the similar codes were brought under a specific sub set. This stage helped in combination of an overarching theme and this phase has helped to sort the different codes into themes. The fourth stage that was followed was reviewing the themes and, in this stage, it was understandable that all themes identified were not really meaningful and some collapsed into each other. In the final phase, the themes were named and described with help of examples and evidence. 
[bookmark: _Toc158195233]3.8 Time Horizon
Time horizon has been chosen in this study and this study considered short term time horizon out of long-term, mid-term and short-term. It has considered short term study because data has been collected within last 10 years and has not continued the research for a long-term period. Short term time horizon has been considered because it has followed collecting data within last 10 years for a point of time not by following it for a chronological pattern. 
[bookmark: _Toc158195234]3.9 Ethics Consideration
The study has considered all the ethical aspects in order to maintain its integrity. It has focussed on understanding the various ethical aspects regarding primary data aspects. The study has chosen primary research and for that concrescence of ethical issues are high. As cited by Yip, Han and Sng (2016) ethical issues form an important part of modern research. Ethical issues exist in primary research regarding confidentiality, data protection, informed consents. This study before conducting the interview with managers has taken consent of them with giving them research details and aim for conducting it. 
The study has not included any participants forcefully and has also not compelled them to complete the entire process if they had wished for withdrawal in the mid of the interview. The study has not disclosed personal identity of the participants and has used their given information in terms of anonymous studies. It has followed the guidelines of General Data Protection Act 2018 in order to maintain data safety and privacy. It has kept the paper records of interview transcripts in lockers and has made safe the hardcopies by using passwords and encryption. 
Furthermore, as opined by Yip, Han and Sng (2016) mistreatment of research subjects are considered as academic misconduct. This study has thus not mistreated the research subject and has not harm any major human subject requirements of the research. It has also not falsified and manipulated the research data and has included the observations and experiences from the previous source with authenticity. The study has avoided inclusion of plagiarised content because it is also considered an academic misconduct. The research has not harmed any animal and human beings for its earlier completion. 
[bookmark: _Toc158195235]3.10 Summary
The chapter has discussed the chosen methods of this study and has highlighted the rationale behind considering them. The advantages of the chosen methods have been lighted in this research. The chapter has also mentioned the limitations of the chosen methods. The study has considered interpretivist philosophy which focuses on subjective interpretation. It has focused on inductive approach which is known from specific theories and concepts to generalised observations. The chapter also mentioned pros and cons of considering exploratory design and qualitative methodological choice. It reflected that how primary qualitative data has been collected conducting interview with the 6 managers. It has conducted a thematic analysis technique for analysing the data with the help of meaningfully integrated themes. 


[bookmark: _Toc158195236]Chapter 4: Findings and Discussion
[bookmark: _Toc158195237]4.1 Introduction
The chapter presents the research findings based on the observations and opinions collected from 6 respondents from Portico Hotel interviewed with 8 open ended questions. The opinions of interview respondents have been reflected as themes to provide it in an organised way. A thematic coding table has also been framed to reveal the sub codes and keywords included for each meaningful theme. The link with research objectives and the answer retried from which interview questions has also been presented in this chapter. The chapter has explained five themes keeping link with research objectives and questions. The first theme discuss the key influence of seasonal employment on the staff turnover in the UK hospitality industry. Through this theme, why seasonal employment is influenced in this industry and its emphasis on high staff turnover is revealed and first research question is intended to answer.
The second theme pointed out the impact of demanding work schedule on staff satisfaction in the hospitality industry of UK through which the second research question is aimed to answer. The theme three aspires to answer third research question and emphasises to understand the role of employee benefit and compensation in staff retention in the hospitality industry. The fourth theme pointed out the main factors that affect the employee job satisfaction in the UK hospitality industry which has been kept in link with answering research question two. The fifth theme focuses on the influence of corona virus in the hospitality industry of UK based on staff turnover and this theme has been looking to answer question four of the research.
[bookmark: _Toc158195238]4.2 Evidence from primary data sources
[bookmark: _Toc158195239]4.2.1 Thematic Coding
	Link with Objectives
	Keywords
	Sub Codes
	Meaningful Themes
	Link with Interview Question

	Objective 1
	Seasonal employment, migrant labours, staff turnover, part time work, students, holiday season, summer season, festivals, growth, productivity
	Seasonal Employment influence on UK hospitality industry
	Key influence of the seasonal employment on the UK hospitality industry’s staff turnover 
	Interview Question 1

	Objective 2
	Negative impact, long work hours, irregular shifts, unsociable working hours demanding work schedule, employee satisfaction, hospitality industry
	Demanding work schedule and its impact on hospitality industry
	Impact of demanding work schedules on the UK hospitality industry’s staff satisfaction 
	Interview Question 2

	Objective 3
	Employee benefits, staff retention, staff satisfaction, paid leave, holiday allow, pension contributions, vital role, significant influence, medical allowance, rewards, employee recognition
	Role of employee benefits and compensation in staff retention
	Key role of employee benefits and compensation on staff retention in the UK hospitality industry 
	Interview Question 3

	Objective 2
	Work environment, drivers, factors, job satisfaction, salary hike, demanding work schedule, healthy relationship with coworkers and supervisors
	Factors that affect job satisfaction in hospitality sector
	Main factors that affect the employee job satisfaction in the UK hospitality industry
	Interview Question 4

	Objective 4
	Devastating effect, loss of financial resources, anxiety, fear of losing lives, stress, Covid-19, staff turnover
	Effect of coronavirus pandemic in the staff turnover rate
	Influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry.
	Interview Question 5



[bookmark: _Toc158195240]4.2.2 Explanation of Themes
Theme 1: Key influence of the seasonal employment on the UK hospitality industry’s staff turnover.
In this context, the interview respondent 1 of Portico Hotel pointed out that the nature of this industry is the reason that influences seasonal employment. Interviewee 1 stated that UK hospitality and its seasonal nature reflects fluctuations in demand for services, which requires higher demand for workers, unless the companies in this sector faces the challenges of losing clients and decrease in productivity. Interviewee 2 highlighted that seasonal employment is influenced because the demand for seasonal staff increases in summer holiday and seasons triggering the higher demand for workers to meet the requirement of clients. Interviewee 3 stated that the industry is highly dependable on seasonal influence for which the demand for seasonal workers during the festive, summer or holiday season increases. Interviewee 3 also revealed that “This industry is highly dependable on seasonal influence and for which migrant workers, part time students are seen to join the workforce. When they leave the workforce there arises the issue of staff turnover.” 
Furthermore, interview 4 stated that seasonal employment is influenced by seasonal nature of this industry and added that the bad reputation of long working hours and low pay scale only influences seasonal workers like migrants, college students. This affects staff retention and hence staff turnover is highly evident who are less interested in company reputation, growth and productivity. Respondent 5 stated that seasonal employment is influenced because the scenario of permanent and regular employment triggers some negative aspects of this industry like demanding work schedule, shifting duties, irregular shifts, long working hours and poor payment. Similar opinion has been given by interview 6 where the statement reveals that extra work pressure during summer of holiday seasons leads to recruitment of seasonal workers and this influences seasonal employment in hospitality industry. It has also been evident from the response of interviewee 6 that seasonal employment is highly evident in the industry because of demanding work schedule, long working hours, fluctuations in service demand and lack of career progression. These are considered as major problems that affects the job aspirants to choose this profession for permanent and long term and hence seasonal employment and high rate of staff turnover is evident. 
Theme 2: Impact of demanding work schedules on the UK hospitality industry’s staff satisfaction. 
In this context, it has been evident from the first interview respondent pointed out that demanding work schedule in the hospitality industry triggers the issue of high turnover, staff shortages, lack of work motivation among employees reflecting negative impact on their work satisfaction. Interviewee 1 stated that unsociable work, increased workload due to demanding work schedule and not proper payment in coordination with increased workload affects employee satisfaction and this creates a negative impact. Interviewee 2 also revealed that staff satisfaction has a negative impact because demanding work schedule is associated with some dark sides which are irregular shifts, long working hours which actually increases staff dissatisfaction creating negative impact. In similarity with opinion of interviewee 1 and 2, similar opinion has been pointed out by interviewee 3 that “demanding work schedules exposes the workers to unsociable work, long working hours which affects the staff satisfaction highly”.  
Interviewee 4 has opined that the impact of high demanding work schedules is negative on staff satisfaction in this industry because demanding work schedules makes the workers expose to long working hours, work-family life conflict, unsociable work and irregular shifts and late nights. On the other dimension, interviewee 5 has revealed that the impact of demanding work schedules in the UK hospitality industry is negative because it affects employees’ work-life conflict, lack of integrity to work, lack of motivation for less career prospect, shifting duties, huge work pressure, relationships with supervisors and co-workers and adherence to duty roster. Interviewee 5 mentioned that these aspects hamper staff satisfaction in the hospitality industry. Interviewee 6 simultaneously pointed out that demanding work schedules creates workers’ lack of motivation for huge workload, lack of ability to maintain work-life balance creating work-family conflict, overtime of work, daily scheduling and long working hours negatively impacts staff satisfaction in UK hospitality industry. 
Theme 3: Key role of employee benefits and compensation on staff retention in the UK hospitality industry.
In the opinion of interviewee 1, it has been evident that employee benefits play an essential role in retaining staff in hospitality industry. As per the statement of interview 1 it has been pointed out that as the hospitality industry is associated with unsocial work timings, high workload, employees can be motivated if they are offered with employee benefits and compensation based on monetary aspect. This helps to improve their job satisfaction and intensity to provide quality services to customers. Interviewee 1 also revealed that Portico hotel believes in this aspect and hence offers paid leave, paid sick leave, pension contributions and holiday allowance to employees which motivates and satisfies staff and hence plays a vital role in the exhaustive work environment of hospitality industry. 
Interviewee 2 highlighted about medical allowance, holiday allowance, rewards or recognitions to hardworking or capable employees which significantly enhances staff satisfaction and thus, employee benefits have a vital role in hospitality sector of UK and is highly significant to reduce the issue of staff turnover in this industry. On the other hand, interviewee 3’s statement opened up a new dimension that in the highly competitive industry like UK’s hospitality sector, employee benefit and compensation play an important role to retain and attract top level talents. Moreover, interviewee 3 pointed out that employee benefits play a vital role to reduce staff turnover and increases employee satisfaction. 
Interviewee 4 revealed that employee benefits and compensation are highly important for retaining staff which ensures employee well being and work motivation. Moreover, if an employee feels motivated in the work place by the culture and policies of staff well being then there increases the chances of staff retention. On the other hand, interviewee 5 highlighted that “I feel it is the vital aspect to retain staff because if your company offers competitive wages and benefits like health insurance, travel allowance, incentives, job security, monetary rewards or recognition, it helps to increase employ retention rate”. Interviewee 6 stated that employee benefits and compensation plays a vital role in staff retention where employees are offered with monetary rewards, appraisals, recognition, health benefits and providing sick leaves and paid casual leaves. These facilities create positive work experience that turns supporting employee retention because positive experience in workplace enhances staff satisfaction and their willingness to quit job is difficult.  
Theme 4: Main factors that affects the employee job satisfaction in the UK hospitality industry
In this regard, various factors have been highlighted by the interview respondents that has the ability to affect job satisfaction in the UK hospitality industry. From the opinion of interviewee 1, it is evident that pay scale, relationship with hierarchy and coworkers, work hours are the main factors that affects job satisfaction of employees. In addition, interviewee 1 pointed out that employee recognition, salary hike, good corporate culture ad positive work environment and maintaining proper work life balance are drivers of job satisfaction in this industry. Interviewee 2 revealed that unsociable work, demanding work schedule, not pay scale matching with workload, roster duty are some factors that can affect employee’s job satisfaction negatively. The factors mentioned by interviewee 2 reflects that job satisfaction can be ensured if the pressure of shifting duties, regular shifts and duty times can be offered which could also reduce the issue of high staff turnover rate in this industry. 
Interviewee 3 stated that job satisfaction is positively influenced by the factors on staff retention in the UK hospitality industry are positive work environment, inclusive culture, pay scale, employee benefits, recognition and rewards, work-life balance. These factors when working in positive direction enhances job satisfaction of employees. Similarly, interviewee 4 has also pointed out the negative sides of hospitality industry which are irregular shifts, duty pattern which negatively affect job satisfaction. Moreover, having a bad terms with coworkers or supervisors makes the feel of demotivation or dissatisfied which is thus a significant barrier to enhance job satisfaction. 
Interviewee 5 mentioned that job satisfaction is positively influenced if employees are allowed in the positive work environment. Interviewee 5 opined that “Our Company also focuses on job satisfaction and for this we focus on maintaining a cordial corporate culture. We focus on creating friendly and respectful environment which helps in achieving employee job satisfaction”. Furthermore, interviewee 6 stated that work environment, relationship with co-worker, supervisors and recognition has the potential to positively influence job satisfaction. Interviewee 6 also added that career prospect opportunity and good remuneration are two other vital factors that affects job satisfaction positively. Not having these aspects can affect job satisfaction negatively which can intensify the issue of high turnover rate. 
Theme 5: Influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry.
Interviewee 1 has revealed that “pandemic has created a huge impact and the impact has yet not been predicted because decisions of border locks, shutting down of hotels crated a sense of panic to closure of work which further triggered the fear of job insecurity which led to leaving job and consequently high turnover”. On the other hand, interviewee 2 pointed out that coronavirus has shown a devastating effect in the hospitality industry and has reflected impact throughout the different segments of hospitality industry. Interviewee 2 stated that pandemic crested stress and anxiety because of the fear of losing lives and hospitality service providers were not out of the scenario. Moreover, interviewee 2 simultaneously mentioned that due to Covid-19, financial resources declined for many companies due to mobility restrictions and lockdowns and they were compelled to cut employment with staff which increased the staff turnover rate. 
Interviewee 3 also pointed out that the pandemic has significantly influenced staff turnover rate because the anxiety and stress created losing lives compelled many workers to leave job. It has also been mentioned by interviewee 3 inability to provide additional incentives or bonuses for which workers rely in base pay was also lost. Interviewee 4 pointed that Co-vid has turmoil this industry and loss of sales and profit for mobility restrictions compelled different companies to terminate employees, though hotel Portico did not take such step during the pandemic. Interviewee 5 highlighted that Co-vid has made people learn to handle the toughest situation and during that situation lower productivity because of restrictions to visit hotels has created reduction in customer visits, simultaneously affecting profit which created fear along many employees and before being terminated, they shifted other domains.  Interviewee 6 pointed that the worst situation hospitality industry has faced during Co-vid. In the opinion of interviewee 6, it has been noted that Portico hotel also has faced the difficulty of staff retention and the entire hospitality industry in UK has experienced staff turnover of more than 20000 overseas workers. This is because cross border locks have restricted access to workers, moreover fear of losing lives has also increased turnover rate in our industry because we have to give service which requires coming in touch with the customers which means problem in following the measure of social distancing. 
[bookmark: _Toc158195241]4.3 Summary
The chapter has explained the evidence collected from interview transcripts with five meaningful themes. With theme 1, it has pointed out that seasonal nature of hospitality industry strongly influences seasonal employment for which migrant, college going students are interested to join this industry. Moreover, the huge workload, demanding work schedule, low payment, irregular shifts are the problem for which staff turnover increases and this also influences seasonal employment to boost because job aspirants reflect repulsion to join this industry’s workforce permanently. The second theme found that staff satisfaction has a negative impact because demanding work schedule is associated with some dark sides which are irregular shifts, long working hours which actually increases staff dissatisfaction creating negative impact. 
The third theme has pointed out that employee benefits and compensation like holiday allowance, medical allowance, pension contributions, health insurance, travel allowance, incentives, job security, monetary rewards or recognition it helps to increase employee retention rate and thus play a vital role. From theme 4 it has been evident that employee recognition, salary hike, good corporate culture and positive work environment and maintaining proper work life balance are drivers of job satisfaction in this industry. Theme 5 found that pandemic has created a huge impact because decisions of border locks, shutting down of hotels crated a sense of panic to closure of work which further triggered the fear of job insecurity which led to high turnover, loss of financial resources compelled companies to cut employment and has reflected high turnover rate. 


[bookmark: _Toc158195242]Chapter 5: Discussion
[bookmark: _Toc158195243]5.1 Introduction
This chapter provides discussion of the findings which presents critical evaluation and analytical discussion of the themes. With the help of examples, evidence and supportive statement or argumentative opinions, the findings in consideration with each theme has been critically interpreted. This critical evaluation helps to establish the reliability of findings and the intention to meet the research objectives with a focus on validating the theories considered in the literature review. 
[bookmark: _Toc158195244]5.2 Discussion of findings
[bookmark: _Toc158195245]5.2.1 Discussion of Theme 1: Key influence of the seasonal employment on the UK hospitality industry’s staff turnover
The insights derived from theme 1 has pointed out that seasonal nature of this industry influences seasonal employment which also emphasises on excess workload, demanding work schedule leading to high staff turnover. Similarly cited by Zientara, Adamska-Mieruszewska and Bąk (2023) seasonality in this industry is a key factor that influences seasonal employment and leading to staff turnover during the not seasons. Along with Zientara, Adamska-Mieruszewska and Bąk (2023) pointed out that seasonal fluctuations in demand for labour are a vital factor that highly influences seasonal employment to be prevalent. Findings from the opinion of interviewee 3 has revealed that seasonality is highly evident in this industry for which migrant labourers or college going students are willing to join the workforce. Job aspirants those who are willing to work for full time do not wish to choose the workforce because seasonal nature fluctuates seasonal demand for labour. In link with this opinion from findings, ONS (2019) similarly reported the seasonal nature of this industry faces struggle to recruit British workers. It has been evident that nearly 1 out of every four workers in hospitality industry are non-British nationals. 
While, Papadopoulos and Ioannou (2022) opined that the trends of seasonal employment ensure availability of large number of migrant workers has accepted the low paid positions which has become a reason for high turnover rate. It has been evident from the study that 25% of workers are migrant labours in UK hospitality industry where over presentation from Black and Minority Ethnic Workers in UK hospitality which has made the trend of lower wages (Mai and Cominetti, 2020). 
The statement of interviewee 5 have also pointed out that seasonal employment is influenced because the scenario of permanent and regular employment triggers demanding work schedule, shifting duties, irregular shifts, long working hours and poor payment. Similarly in congruence with opinion of interviewee 5, Abdou et al. (2022) cited that irregular, long unsociable working hours, irregular holidays, work under pressure, lower wages and seasonal characteristics are the influential predictors of high turnover in this industry. Opinion from Zientara, Adamska-Mieruszewska and Bąk (2023) pointed out that UK hospitality industry does not live up with the standards of employer antiunionism, mis fair treatment and violation of labour laws and very high incidence of non-standard employment forms like zero-hour contracts to the fore. 
It has also been evident from the findings that seasonal employment is present in the industry because of demanding work schedule, long working hours, fluctuations in service demand and lack of career progression. However, in the opinion of Shi, Gordon and Adler (2022) temporary increase workloads, expanded job responsibilities are considered as often good challenge stressors because these aspects of job because they can be motivating and inspiring to employees. Shi, Gordon and Adler (2022) further pointed out that challenge stressors help to promote personal growth and development and prevent the negative effect of staff turnover in the hospitality industry. This interpretive discussion intends to achieve the first research objective with a strong emphasis to validate the Herzberg's motivation-hygiene theory. It focuses on understanding the influencing factors of staff turnover and the nature of seasonal employment in the hospitality industry. Including the theoretical insights when a staff member's self-actualization is met, motivational factors have the potential to create a more favourable work environment which can reduce turnover. 
[bookmark: _Toc158195246]5.2.2 Discussion of Theme 2: Impact of demanding work schedules on the UK hospitality industry’s staff satisfaction
The insights derived from the findings associated with theme two reflects that staff satisfaction is negatively impacted in hospitality industry because of demanding work schedule. This is because it has some dark sides which are irregular shifts, long working hours which actually increases staff dissatisfaction creating negative impact. Similarly agreed by Tan et al. (2020) overwork, stress, long working hours and issues in working hours are key drivers of staff dissatisfaction in hospitality industry. It is similarly cited by Strenitzerová and Achimský (2019) that for ensuring a sustainable growth of a business, staff satisfaction is necessary to prevent staff turnover and ensure employee loyalty. On the other hand, Heimerl et al. (2020) stated some different factors that might affect staff satisfaction and those are professional development, management, working atmosphere. This has been the opinion of interviewee 5 retrieved in the findings and also added the demanding work schedule negatively impacts staff satisfaction because it triggers work-family conflict for unsociable work hours and irregular shifts. Similarly agreed by Barriga Medina et al. (2021) that work-family conflict has a positive effect on employee turnover because it affects employees’ well-being and satisfaction. Moreover, the statement of Yoo (2023) reflects a similar view that irregular and demand work schedules make the workers’ exposed to high level of stress which negative impacts their well-being, emotional exhaustion and triggers job dissatisfaction. 
The findings from the second theme in the opinion of interviewee 2 and 3 have also revealed that demanding work schedules creates workers’ lack of motivation for huge workload and the inability to maintain work-life balance acts as a driver of negative impact on job satisfaction. In this context, opinion from Yoo (2023) relates that workers feel demotivated and lack of commitment if they are not allowed to work in a descent environment which includes less demanding work schedule, regular shift, proper work time. The theory of Herzberg's motivation-hygiene has been validated through this analytical discussion by emphasising on employees' motivation, job satisfaction and employees' perspectives for demand work schedule. This interpretive discussion has focused on acknowledging the second objective of the research. 
[bookmark: _Toc158195247]5.2.3 Discussion of Theme 3: Key role of employee benefits and compensation on staff retention in the UK hospitality industry
The findings have highlighted that employee benefits and compensation plays vital role in staff retention in the hospitality industry. It has been evident from the opinion of interviewee 1 that as hospitality industry is linked with long working hours, high workload, irregular shift, employee benefits and compensation work as a key tool on retaining staff. Similarly, opined by Dina et al. (2017) employee benefits like additional perks, insurance, bonuses and various types of leaves have a positive effect on employee motivation which removes the issue of staff turnover and potential employees are retained. In contrary, Sorn et al. (2023) argued that organisations in hospitality industry should focus on opportunities for career development, ensuring work-life balance, proper corporate culture beyond employee benefits and compensation. This is because lack of ability to meet those aspects can trigger staff retention negatively despite there is a good provision of employee benefits and compensation. 
Furthermore, statement of interviewee 1 and 2 highlight that Portico hotel offers paid leave, pension contributions, holiday allowance for enhancing staff satisfaction to retain them. Similarly, reports published by Portico UK (2023) also pointed out employee benefits like auto employment into workplace pension scheme, holidays of 28-33 per year, sick pay and compensation in terms of recognition like service awards, thank you vouchers, medical coverages. In agreed opinion with Ghani et al. (2022) it is evident that benefits and compensation play vital role to positively impact employee retention. Ghani et al. (2022) pointed out that in hospitality industry, cash and non-cash benefits helps to attract and retain best talent. This has also been the point of opinion by interviewee 6. 
Attractive compensation supports in employee retention because employees put effort and wishes to stay if they know that their efforts will be recognised and rewarded (Dina et al. 2017). On the contrary, as argued by Han (2020) that organisational commitment and work-life balance are also factors that supports in staff retention and if these are not met despite high perks and benefits, employees are often noticed to leave their jobs. Moreover, interviewee 3 pointed out that employee benefits play a vital role to reduce staff turnover and increases employee satisfaction in competitive landscape. Similarly cited by Halim et al. (2020) that in competitive environment of hospitality sector, that compensation and benefits provided to employees support and retain them because of the provision of various facilities like bonus, merit pay, leaves, increase in salary and other perks. This critically evaluated discussion has focused on acknowledging the third research objective with an aim to validate the insights reflected through Herzberg's motivation-hygiene theory. 
[bookmark: _Toc158195248]5.2.4 Discussion of Theme 4: Main factors that affect the employee job satisfaction in the UK hospitality industry
The findings in regard with this theme has pointed out several factors that can affect job satisfaction either positively or negatively in the UK hospitality industry. This analytical discussion aims to broaden the scope of the findings keeping a partial link with second research objective. The findings have pointed out that payment and long working hours in hospitality are the main factors that affects job satisfaction negatively. Similarly opined by Díaz-Carrión, Navajas-Romero and Casas-Rosal (2020) long working hours, lower payment become context sensitive to workers and it reflects continuous work for customers shift work, unsocial work creates a point of dissatisfaction for employees. The issue of shifting work and unsociable work has also been pointed by interviewee 2 in the interview. The findings also pointed out that job satisfaction is positively influenced by positive work environment, higher payments and availability of employee benefits and compensation. This has been supported by Dawson et al. (2023) which highlights that many organisations in hospitality industry focuses on building a positive organisational culture that drives employee satisfaction along with motivation commitment, and higher performance. It is stated by Dawson et al. (2023) when an organisational culture is not inclusive and positive then an employee will be potentially a poor fit with organisational culture and hence creating job dissatisfaction.
Moreover, in the opinion of interviewee 6 and 4 maintaining a cordial and friendly relationship with hierarchy and co-workers is another factor that can enhance job satisfaction. In agreement with this opinions, similar statement has been reflected by Bufquin et al. (2017) that positive relationship with supervisors and colleagues has a significant influence on enhancing job satisfaction positively. On the other hand, Heimerl et al. (2020) cited that adherence to the duty roster has a positive effect on job satisfaction which is a contradictory opinion with the opinion derived from interviewee 2 in the findings. This analytical explanation and discussion of the theme has accepted the insights derived from Herzberg's motivation-hygiene which encompasses the factors that drives employee satisfaction by understanding their perspectives and motivational aspect. It has validated the theoretical underpinnings with a partial link to acknowledge second research objective by understanding the factors that can affect staff satisfaction. 
[bookmark: _Toc158195249]5.2.5 Discussion of Theme 5: Influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry
The insights derived from the findings linked with theme 5 which reflects that pandemic has a significant influence in staff turnover rate in the UK. It has been evident that the decision for cross borer locks, lockdowns, mobility restrictions created a feeling of stress, insecurities ad has resulted in high turnover. Similar is the opinion of Bufquin et al. (2017) that psychological distress among employees for this life-threatening virus triggered the intentions among many employees to quit job resulting in high turnover rate in Covid-19 pandemic. Furthermore, Jung, Jung and Yoon (2021) opined that job insecurity has reflected a high peak during Co-vid 19 because of loss of sales and profit for mobility restrictions and limited customer visits, which consequently affected employee engagement and increased turnover intention. This has been similar opinion derived from interviewee 5 from the interview. It has also been evident from the findings that lack of financial resources compelled many firs to cut employment and UK hospitality industry has witnessed more than 20000 workers in the opinion of interviewee 3 and 6 respectively. Similarly cited by Yin, Bi and Ni (2022) that many hotels have experienced more pressure to pay personnel costs and undergo higher financial risks which forced the hotel operators to dismiss some employees. Though, the interviewee has not stated that Portico took such action during Covid. During the pandemic, Portico kept commitment and expressed enough gratitude for their workers who relentlessly served to reach customer services efficiently. They were given Portico Bags that contained treats and safety products for their excellent service (Portico, 2020). Moreover, in the period of Covid, the company won award for being an “Employee-Centric Company” with stiff competition from AstraZeneca, McLaren, Sky and Quilter Old Mutual (Portico, 2021). This analytical discussion has focused on acknowledging the fifth research objective.
[bookmark: _Toc158195250]5.3 Managerial Implications
The study findings provide a roadmap to the market practitioners of UK hospitality industry for understanding what are the different factors that impacts high turnover in the hospitality industry. The findings imply that being a seasonally demanded industry, the influence of seasonal employment is evident along with strong presence of migrant labours which has a significant association with high staff turnover. The findings of the study also indicates that demanding work schedule has the ability to negatively impact staff satisfaction and also pointed out that effective employee benefits and compensation can help in staff retention. The benefits and compensation provided in Portico Hotel has been mentioned in the findings which pointed out that the hotel authorities are concerned about employee well-being and satisfaction which can further support the brands in hospitality sector to retain best talents.
The findings also suggest that how hospitality industry can be saved from the constant crisis of high employee turnover by focusing on the factors that affect employee job satisfaction or the influence of seasonal employment on staff turnover in this sector of UK economy. The study findings have also mentioned that can be used as guideline by the authorities of hospitality industry which is about career development and opportunities in this industry. It has been evident that lack of career prospect can dissatisfy employees and it can lead to higher turnover despite good perks and compensation. 
[bookmark: _Toc158195251]5.4 Summary
The chapter has discussed each of the themes critically with opinions and arguments from several other authors to reflect the establishment of findings. It has discussed that seasonal employment is influenced by the seasonal nature of this industry which also has a negative impact on staff retention in the hospitality industry. Contradictory opinions have been evident for second theme where it is revealed that only demanding work schedule does not negatively impact staff satisfaction, their satisfaction is also impacted if inclusive work culture, professional development, management, working atmosphere are not present. The third theme also established the validity of the findings because it has been evident that in hospitality industry where low wages, long working hours, irregular shifts are also drivers that triggers negative impact on staff satisfaction. The discussion furthermore established the theoretical connections with the research findings in order to validate the theoretical insights. 



[bookmark: _Toc158195252]Chapter 6: Conclusion and Recommendations
[bookmark: _Toc158195253]6.1 Conclusion
The study investigated the factors that are responsible for high turnover rate in the UK hospitality industry. In order to investigate this research aim, the study focussed the discussion based on Portico Hotel to consider how the hotel and the entire UK hospitality industry faces the challenges or consequences of high turnover rate. The research formulated four objectives and has done primary qualitative research conducting an interview with 6 managers of Portico hotel to know the scenario of the industry. The research emphasised on finding the factors that are responsible for high turnover in the industry. It incorporated to understand the influence of seasonal employment on staff turnover, focussed on understanding the impact of demand work schedule on staff satisfaction and the factors that influences staff retention in the hospitality industry. From the interview transcripts, the research formulated five potential themes to reflect the findings in a systematic order.
In accordance with first research objective the theme one of the findings is linked and has focussed on inspecting the key influence of seasonal employment in the UK hospitality industry on the staff turnover. The literature in connection with this objective has pointed out that, to meet unpredictable demands, hospitality firms in the UK have traditionally relied on hiring interns and recent graduates. It has also been highlighted from the opinion of Innerhofer, Nasta and Zehrer (2022) that engagement with them in paid employment is limited by other obligations, and the willingness of students to engage in part-time jobs influences seasonal recruitment drives. The findings from theme 1 revealed that seasonal employment is influenced by seasonal nature of this industry and also the bad reputation of long working hours and low pay scale only influences seasonal workers like migrants, college students resulting in staff turnover when part time workers leave the job. However, a contradictory opinion has been found while analysing the findings which pointed out that increase workloads, expanded job responsibilities are considered as often good challenge stressors because these aspects of job are motivational and inspirational to workers and can have a positive impact on staff retention. The first objective of the research is acknowledged by establishing its validation and argument it with critical evaluations. 
In congruence with second research objective two themes has been linked to reflect the impact of demanding work schedules on staff satisfaction. The literature of this study has also provided a comprehensive review highlighting the impact of demanding work schedule and also focusing on the factors that affects staff satisfaction in hospitality industry. The literature in the opinion of Abdou et al. (2022) revealed that poor working conditions, long work schedule has a significant positive association with work life imbalance which is perceived as one of the most significant predictors of employee dissatisfaction and resulting to high turnover. The findings from theme two revealed that staff satisfaction has a negative impact because demanding work schedule exposes the workers to unsociable work, long working hours which affects the staff satisfaction highly. The research has discussed in the statement of Yoo (2023) link with second theme that irregular and demand work schedules make the workers’ exposed to high level of stress which negative impacts their well-being, emotional exhaustion and triggers job dissatisfaction. In the connection with findings from theme four reflected that workers’ satisfaction is negatively affected by several factor out of which demanding work schedule is one of them. The theme pointed that unsociable work, demanding work schedule are some factors that can affect employee’s job satisfaction negatively. Second research objective has been acknowledged. 
In association with third research objective the literature reflected in this study highlights those benefits and compensation though plays a vital role, the majority of part-timers are paid less than their full-time counterparts and do not receive benefits which leads in high staff turnover. In concern with this objective, theme three pointed out the significant role playing of employee benefits and compensation where employees are offered with monetary rewards, appraisals, recognition, health benefits and providing sick leaves and paid casual leaves. These facilities create positive work experience that turns supporting employee retention. Similarity has also been found from the opinions of interview respondents as well as while discussing the findings, Portico hotel offers paid leave, pension contributions, holiday allowance for enhancing staff satisfaction to retain them. Third research objective has been acknowledged. 
In link with fourth research objective the literature has provided a comprehensive review in the opinion of Park, Kim and Kim (2020) that psychological anxiety among employees in hotel sector influenced their turnover intention as they experienced sadness, anxiety and pessimistic environment during the pandemic times. The findings from theme five in this context also expressed similar viewpoints that during Covid-19, financial resources declined for many companies for mobility restrictions and lockdowns which made them compelled to cut employment with staff increasing the staff turnover rate. It has also been found that pandemic has significantly influenced staff turnover rate because the anxiety and stress created losing lives compelled many workers to leave job. However, the findings also clarified and provided evidence in discussion section that Portico did not have taken such steps to cut employment, moreover it gained award for being an employee centric company during the tough times of pandemic. Fourth objective of the research has been met. 
[bookmark: _Toc158195254]6.2 Research Limitations
The study provides managerial and practical implications with consistency and relevancy in findings. However, some limitations still exist. In terms of literature review, the study only considered the papers published within last 1 years and therefore, the past scenarios related to high turnover rate in the UK hospitality industry based on Portico hotel has not been able to reflected. The second limitation of this study is that, it has only considered the scenario for Portico Hotel based on the observations of the managers working there. Therefore, the findings cannot be generalised to other contexts and could have been interesting to analyse other hotels of other countries to broaden the research scope. The study focused on understanding the factors that are responsibility for high employee turnover in the UK hospitality industry. The limitations arises because employee turnover is a broad factor and is still evolving and the papers considered in literature review has been considered by the authors from different perspective and this limits to through analysis of the factors that are responsible for employee turnover. 
[bookmark: _Toc158195255]6.3 Recommendations
The study provides some practical recommendations that can be considered by the market practitioners of hospitality industry to avoid the issue of high turnover rate
· Training and Development Programs can be enhanced in the hospitality sector because offering comprehensive training program emphasises upskilling and cross training leads to increase job satisfaction and reduced turnover (LinkedIn, 2023).
· Effective Communication with staffs is suggested to foster in hospitality industry which has a plethora of benefits, encouraging employees to be honest and open about their problems or perceptions and it helps to prevent working in a toxic environment leading to enhancing employee retention (Blythe, 2021). 
· Flexible work arrangements are recommended to include for providing flexible scheduling options can help the employees to maintain work life balance by accommodating personal commitments and this ensures reduced turnover as well as operational efficiency (LinkedIn, 2023). 
· Workplace Wellness Initiatives are suggested to include which prioritises employee well-being through wellness programs and initiatives that significantly impacts job satisfaction. These can include fitness classes, mental well-being program, stress management workshops and access to health food options (LinkedIn, 2023). These initiatives result in higher satisfaction level because employees feel that company cares for their overall well-being leading to higher employee retention. 
[bookmark: _Toc158195256]6.4 Future Scope and Practical Implications
The study has a future research avenue to focus on doing a mixed method based on quantitative and qualitative data sources to gain a robust overview about the factors that turns down employees to continue their job in hospitality industry. The study included the role of benefits and compensation on staff retention; however, future research avenue exists in terms of understanding the relationship between compensation and employee retention by focusing on the aspects like organisational culture, leadership styles, non-monetary compensation like work arrangements, training programmes and recognition programs can play vital role for employee retention (Sorn et al. 2023). 
The results has practical implications because it offers insights for hotel property owners, business operators, hotel managers to understand the different dimensions of retaining staff. It also has a contribution towards academicians for offering new approaches and new lines of research on this subject. The study also practically implies guidance about the influence of seasonal employment on staff turnover, the role of employee benefits and compensation and the factors that affect staff retention in the UK hospitality industry. 
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Interviewee 1
Question 1: What is the key influence of the seasonal employment on the UK hospitality industry’s staff turnover?
In my perception UK hospitality industry faces the issues of staff turnover in seasonal period because of the nature of our industry. The seasonal nature of this industry and fluctuations in demand for services, which requires higher demand for workers, unless the companies in this sector faces the challenges of losing clients and decrease in productivity. 
Question 2: What is the impact of demanding work schedules on the UK hospitality industry’s staff satisfaction?
The demanding work schedules on UK hospitality industry leads us to face higher turnover, staff shortages, lack of motivation among workers which reflects negative impact on the staff satisfaction.  Have noticed that unsociable works, increased workload and sometimes not match with the pay scale and workload creates a dissatisfaction among workers which reflects a negative impact. 
Question 3: What is the key role of employee benefits and compensation on staff retention in the UK hospitality industry?
I feel that employee benefits are essential for the hospitality industry because it helps to attract and retain top talent. I believe that in the unsocial work timings, high workload, employees are motivated if they are given proper benefits on compensation on monetary base which can improve their job satisfaction and intensity to provide quality services to customers. So, it plays a vital role in our industry. Our hotel provides employee benefits through paid leave, paid sick leave, competitive holiday allowance and pension contributions. 
Question 4: What are the main factors that affects the employee job satisfaction in the UK hospitality industry?
Pay scale, relationship with hierarchy and co-workers, work hours are the main factors that can affect job satisfaction of employees in the UK hospitality industry. Mostly, what I want ti say is that a good work culture, positive work environment, pay scale means hike in salary or recognition or rewards and work life balance are the main factors that affect employee job satisfaction. 
Question 5: What is the influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry?
We have faced huge impact due to Covid and the impact has yet not been predicted because decisions of border locks, shutting down of hotels crated a sense of panic to closure of work which further triggered the fear of job insecurity which led to leaving job and consequently high turnover. 
Question 6: What is the challenges present in the existing environment of UK hospitality industry?
UK entire economy is facing the difficulties associated with Brexit, Covid-19 and Russia Ukraine war and simultaneously same goes with our industry. The challenges we experience is the cost-of-living crisis which has actually been driven by increase in prices of raw materials, energy, staff salaries creating a knock out effect on prepare food and drink cost and maintain employees by giving high wages. 
Question 7: Do you think that high turnover has triggered the problem of skills gaps in this sector of UK? Please share in detail
Yes, I believe that high turnover has created skill shortages because for the rapidly evolving environment. The changes in customer demand, inclusion of budding technologies often leads to obsolete the existing skills of employees which lead to high turnover. Moreover, the high turnover creates a concept related to this dimension that hospitality industry keeps expectations from workforce to keeps on imbibing new skills. This leads to further skill gap in the industry because skill shortages arise for the floating misconception about the hospitality industry. 
Question 8: What challenges does the UK hospitality industry faces due to high turnover rate?
In my experience I have noticed that recruitment becomes challenging for us which in turn creates difficulty for us to main a stable workforce. This happens because hospitality industry has a bad reputation for its high turnover rate. 
Interviewee 2
Question 1: What is the key influence of the seasonal employment on the UK hospitality industry’s staff turnover?
Seasonal employment is noticed in our country’s hospitality industry because the demand for seasonal staff increases in the summer or holiday seasons. We have experienced a huge rise of visitors’ number during these seasons. 
Question 2: What is the impact of demanding work schedules on the UK hospitality industry’s staff satisfaction?
It has a negative impact on the staff satisfaction because demanding work schedule leads to irregular shifts, unsocial working pattern and long working hours intensifies the dissatisfaction of staff for which we also have to face the issue of high turnover. 
Question 3: What is the key role of employee benefits and compensation on staff retention in the UK hospitality industry?
I think it has a vital role because offering holiday allowance, medical allowance, rewards or recognition has a significant potential to motivate employees which can eradicate the issue of staff retention.
Question 4: What are the main factors that affects the employee job satisfaction in the UK hospitality industry?
I have noticed that unsociable works, demanding work schedule and pay not matching with workload are the main factors that affects the employee job satisfaction which leads to turnover in this industry. 
Question 5: What is the influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry?
We have faced a devastating effect on the inbound tourism industry and its impact has been even throughout the different segments of hospitality industry. In my opinion, the pandemic has reflected a strong positive influence on staff turnover rate because fear of losing lives created stress, anxiety among the hospitality service providers and on the other hand, many companies were compelled to cut salaries of staffs because of lack of financial resources for lockdowns and mobility restrictions. These aspects have fuelled the issue of high employee turnover during the Covid-19 pandemic. 
Question 6: What are the challenges present in the existing environment of UK hospitality industry?
High energy prices, staff salaries, increase in price of raw materials has led to the issue of cost-of-living crisis. I will also add the practice of behaving sustainably to reduce environmental harm has become challenges for us to focus on the best alternative that can reflect our sustainability commitment in business operations. 
Question 7: Do you think that high turnover has triggered the problem of skills gaps in this sector of UK? Please share in detail
Yes, I think that turnover problem leads to continuous recruitment and this results into inclusion of inefficient, unskilled fresh talents which has the chance of plummeting the productivity in an organisation. 
Question 8: What challenges does the UK hospitality industry faces due to high turnover rate?
High turnover rate has created a bad image of this industry which retaliates young talents to join this industry and minimum deviation from satisfying employees poses a significant challenge for the recruiters of hospitality industry and for this they have to keep a strong focus on beneficial strategies and approaches to retain employee. 

Interviewee 3
Question 1: What is the key influence of the seasonal employment on the UK hospitality industry’s staff turnover?
[bookmark: _Hlk158032174]This industry is highly dependable on seasonal influence and for which migrant workers, part time students are seen to join the workforce. When they leave the workforce there arises the issue of staff turnover. 
Question 2: What is the impact of demanding work schedules on the UK hospitality industry’s staff satisfaction?
The demanding work schedules exposes the workers to unsociable work, long working hours which affects the staff satisfaction highly. 
Question 3: What is the key role of employee benefits and compensation on staff retention in the UK hospitality industry?
They play a vital role to attract and retain employees in this highly competitive industry. Employee benefits play a vital role to reduce staff turnover and increase employee satisfaction. 
Question 4: What are the main factors that affects the employee job satisfaction in the UK hospitality industry?
Positive work environment, inclusive culture, pay scale, employee benefits, recognition and rewards, work-life balance are the main factors on staff retention in the UK hospitality industry. 
Question 5: What is the influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry?
Covid has reflected a significant influence on staff turnover rate because the anxiety and stress created for losing lives compelled many workers to leave job. It was also evident that inability to provide additional incentives or bonuses for which workers rely in base pay was also lost. 


Question 6: What are the challenges present in the existing environment of UK hospitality industry?
The turmoil of Covid has somehow been recovered, however, this industry is still facing the challenges related to continued impact of Brexit issue on supply chain, high energy cost and alcohol duty reform. 
Question 7: Do you think that high turnover has triggered the problem of skills gaps in this sector of UK? Please share in detail
Yes, it triggers the issue of skill gap because continuous inclusion of new workforce with the challenge of retention of efficient workers creates barriers to enhance productivity, expand business and also the issue of loss of revenue. 
Question 8: What challenges does the UK hospitality industry faces due to high turnover rate?
It has created a bad image for us that creates constraints to join this industry by young talents. We also face the problem of continuous recruitment process because of high turnover. 


Interviewee 4
Question 1: What is the key influence of the seasonal employment on the UK hospitality industry’s staff turnover?
Seasonality influences industry employment and as per my observation the seasonal demand influences seasonal employment. The bad reputation of long working hours and low pay scale only influences seasonal workers like migrants, college students, for which staff turnover is highly evident and they are less interested in company goals and productivity. 
Question 2: What is the impact of demanding work schedules on the UK hospitality industry’s staff satisfaction?
The impact of demand work schedules is negative on the staff satisfaction because it makes workers exposed to long working hours, work-family life conflict, unsociable working hours, irregular shafts and late nights. 
Question 3: What is the key role of employee benefits and compensation on staff retention in the UK hospitality industry?
In my opinion, employee benefits and compensation have a high importance on staff retention because it ensures employees’ wellbeing and work motivation. 
Question 4: What are the main factors that affects the employee job satisfaction in the UK hospitality industry?
Duty pattern, shift timings, relationship with supervisors and coworkers, work environment, employee benefits and compensation, work-life balance and payments are the main factors that affects job satisfaction in the UK hospitality industry. 
Question 5: What is the influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry?
It has turmoiled this industry very much and during this time, loss of sales and profit leads to many companies to cut of employment which increased the turnover rate. Though, our hotel did not take such step. 
Question 6: What is the challenges present in the existing environment of UK hospitality industry?
Issue related to supply chain for Brexit, rising energy prices and high cost of raw materials has been a significant pain point for us. 
Question 7: Do you think that high turnover has triggered the problem of skills gaps in this sector of UK? Please share in detail
In my opinion, yes it has triggered the issue of skill gap because high turnover creates an environment of constant recruitment and training to the fresh candidates which creates loss of financial resources, productivity loss and skill gap issue to perform high level critical business operations like handling luxury or elite client. 
Question 8: What challenges does the UK hospitality industry faces due to high turnover rate?
We have created a bad reputation of this industry because unsocial work life and long working hours has been a major reason for work-family conflict for which many job aspirants re no interested to choose this profession. 


Interviewee 5
Question 1: What is the key influence of the seasonal employment on the UK hospitality industry’s staff turnover?
The key influence of seasonal employment in the hospitality industry because regular employment leads workers to engage demand work schedule, with lower wage profile and long and shifting work hours. Moreover, we all know that flexibility, skill development are ensured through seasonal employment and this is the reason for which influences seasonal employment. 
Question 2: What is the impact of demanding work schedules on the UK hospitality industry’s staff satisfaction?
The impact of demanding work schedules in the UK hospitality industry is negative because it affects employees’ work-life conflict, lack of integrity to work, lack of motivation for less career prospect, shifting duties, huge work pressure, relationships with supervisors and coworkers and adherence to duty roster. All these aspects have a serious negative impact on the staff satisfaction of industry. 
Question 3: What is the key role of employee benefits and compensation on staff retention in the UK hospitality industry?
I feel it is the vital aspect to retain staff because if your company offers competitive wages and benefits like health insurance, travel allowance, incentives, job security, monetary rewards or recognition, it helps to increase employ retention rate. 
Question 4: What are the main factors that affects the employee job satisfaction in the UK hospitality industry?
Positive work environment is the key to ensure job satisfaction of employees in this industry. Our company also focuses on job satisfaction and for this we focus on maintaining a cordial corporate culture. We focus on creating friendly and respectful environment which helps in achieving employee job satisfaction
Question 5: What is the influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry?
Corona virus has made us experience the toughest situation and, in this situation, lower productivity because of restrictions to visits hotels and tour destinations places has created reduction in customer visits which triggered earning of profit. This fear made many employees shift to other domains causing higher rate of employee turnover. 
Question 6: What is the challenges present in the existing environment of UK hospitality industry?
The global shortages of labour, rising energy costs, skill gap of available labour and changing consumer preferences are the challenges prevalent in this environment of UK hospitality industry. 
Question 7: Do you think that high turnover has triggered the problem of skills gaps in this sector of UK? Please share in detail
Yeah, I think skill gap has been triggered for high rate of employee turnover because the bad reputation in our industry of long work hours, lack of work life balance, family time conflict influences the willing workforce to think twice and often no to join the workforce of this sector. Continuous pressure to recruit and train to lower-level employees requires time to fit for control the high skilled jobs and in hierarchical position, overall, this industry faces skill gap. 
Question 8: What challenges does the UK hospitality industry faces due to high turnover rate?
The high turnover rate in this industry leads to challenges like giving higher wages to attract talents, working on the issue of skill gap, ensuring higher benefits, compensation and ensuring a positive work environment. 

Interviewee 6
Question 1 What is the key influence of the seasonal employment on the UK hospitality industry’s staff turnover?
Seasonal employment is more evident in our industry because of demanding work schedule, long working hours, fluctuations in service demand, lack of career recognition are the major causes for which job aspirants only choose this profession for a time being. I have also noticed that we have to recruit seasonal workers because in the summer times or holiday seasons, more workers are required because of extra work pressure on hotels. 
Question 2: What is the impact of demanding work schedules on the UK hospitality industry’s staff satisfaction?
Wel, as per my observation, it is really a scenario where workers ‘satisfaction is highly affected because demand work schedules lead to long working hours, daily scheduling changes, overtime of work creating work-family time conflict and this triggers employee turnover in the UK hospitality industry. 
Question 3: What is the key role of employee benefits and compensation on staff retention in the UK hospitality industry?
Working in this organisation, I feel that employee benefits and compensation on staff retention plays a vital role because monetary rewards, appraisals, recognition, health benefits, giving sick leave and paid casual leaves creates a positive work experience which in turn supports employee retention and engagement.  
Question 4: What are the main factors that affects the employee job satisfaction in the UK hospitality industry?
In my opinion, I would say that work environment, relationship with coworkers and supervisors, remuneration, recognition and career prospect are some vital factors that affects employee job satisfaction in the UK hospitality industry. 
Question 5: What is the influence of coronavirus pandemic on the staff turnover rate in the UK hospitality industry?
This has been the worst situation; we all have experience through our life. Our industry, moreover, our hotel also has faced the difficulty of staff retention. The entire hospitality industry in this country has experienced staff turnover of more than 20000 overseas workers. This is because cross border locks have restricted access to workers, moreover fear of losing lives has also increased turnover rate in our industry because we have to give service which requires coming in touch with the customers which means problem in following the measure of social distancing. 
Question 6: What is the challenges present in the existing environment of UK hospitality industry?
We are facing mounting challenges related to drive for sustainability, rising energy costs, alcohol duty reform, constant change in marketing trend and dynamics, increasing cost of daily consumables. Moreover, the back-to-back crisis of Russia-Ukraine war, Covid and Brexit has been an insurmountable pressure for the entire hospitality industry which hinders in staff retention, access to potential talent overseas and change in guest expectations. 
Question 7: Do you think that high turnover has triggered the problem of skills gaps in this sector of UK? Please share in detail
Yes, I think that high turnover has triggered the problem of skill gap affecting the all the corners of labour market for this industry. We have observed that currently this industry is facing the challenge of reduced supply of qualified employees and also facing the gap of demand-supply manpower. There is high demand of workers as hotels ae increasing, however the shortage of manpower is existential because of high turnover rate which is driven by long work hours, lack of work-life balance, lack of career opportunities, low wages and all these factors hampers the image of this industry which further prevents in engaging to this profession. 
Question 8: What challenges does the UK hospitality industry faces due to high turnover rate?
In my experience, employee retention has consistently been a significant issue because high turnover rate disrupts operations, and also increases recruitment and training costs. The problem is further exacerbated by the incident of Brexit and Covid 19. 
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