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[bookmark: _Toc143456696]Introduction

According to UK Government (2023), following the pandemic, employee job numbers in the UK have shown impressive resilience, surpassing pre-pandemic levels. However, challenges stemming from Brexit, the COVID-19 aftermath, and especially their effects on non-UK workers in the hospitality sector have been notable. Despite the sector's strong comeback, its rapid growth has led to an excess of job openings, primarily due to the volatile demand caused by lockdowns (UK Government, 2023).
The UK's overall turnover has surged becoming the highest in Europe, influenced by pandemic consequences and Brexit, with the hospitality industry exhibiting the highest turnover rate, with approximately 37.6% of employees departing from their positions on average annually (Greenway, 2023),
Notably, this industry grapples with the lowest average wages (Clark, 2022), particularly evident in accommodation and food services roles, aligning with Herzberg's (1966)  Two-Factor Theory's notion of hygiene factors. These low wages can trigger job dissatisfaction, prompting employees, especially in these roles, to seek better-paying options.
Additionally, the research by Wong et al. (2021) highlights that persistent stress from customer interactions and extended, irregular shifts, including weekends and holidays, propel hospitality turnover. The Job Characteristics Model (Bakker & Demerouti, 2007) supports this, acknowledging that such demands erode work-life balance and well-being, potentially reducing motivation and satisfaction and leading to job departure.
These factors understanding is pivotal in developing effective strategies to sustain the UK hospitality sector's growth while addressing evolving labor-related challenges.

[bookmark: _Toc143456697] Significance of the topic

Employee retention has become crucial within the hospitality industry due to the significant costs associated with recruitment, training, and turnover (Martin, 2019). In addition, to the financial costs involved, there are other intangible costs highlighted by Allen and Bryant (2012), including disruptions in teamwork leading to a 'Contagion Effect' where more employees leave, and diminished service quality during transitional periods.
To mitigate these considerable costs, organizations can employ strategies to prevent employee departures. Understanding the drivers of employee retention and implementing appropriate strategies can positively impact performance and profitability within the UK hospitality industry. By addressing the high turnover rates and related challenges, organizations can ensure a more stable and productive workforce, thus enhancing the sector's growth and long-term sustainability (Martin, 2019).

[bookmark: _Toc143456698] Purpose of the research

The purpose of this research is to uncover actionable insights into employee motivation for the enhancement of staff retention strategies in the UK hospitality industry. By considering challenges such as budget constraints and the economic backdrop of inflation and the 2023 recession, the study aims to recommend practical retention strategies that align with the industry's unique circumstances. Through this research, valuable knowledge will be contributed to assist hospitality organizations in improving their approaches to employee retention within a complex economic environment.

[bookmark: _Toc143456699]Aim

This research aims to understand employee motivation in the UK hospitality industry, considering challenges like budget constraints and the 2023 recession. By doing so, it seeks to recommend effective staff retention strategies tailored to the industry's unique situation, helping hospitality organizations navigate these economic complexities successfully.

[bookmark: _Toc143456700]Objectives

- To identify the factors of turnover in the hospitality industry in the UK
- To explore the key factors that influence employee retention in the UK hospitality industry.
- To provide recommendations for hospitality organizations to enhance employee retention.

[bookmark: _Toc143456701]Research Questions

- What are the key motivational drivers that influence employee retention and turnover in the UK hospitality industry?
- What strategies can hospitality organizations implement to enhance employee retention based on motivational drivers?

[bookmark: _Toc143456702]Chapter 2: 

[bookmark: _Toc143456703] Literature Review

This section is guided by a combination of key theoretical frameworks that collectively provide a comprehensive lens through which to explore the complex landscape of employee retention within the UK hospitality sector in the post-pandemic era. By addressing the psychological impact of the pandemic, fostering a positive culture, ensuring fair compensation, providing career growth opportunities, and promoting work-life balance, organizations can create an environment conducive to retaining their valuable workforce.

[bookmark: _Toc143456704]Impact of the Post Pandemic on Employee Retention

The measures introduced by the hospitality industry's response to the pandemic (e.g. staff reductions, changes in work schedules, and adjustments to working conditions) heightened sense of uncertainty and stress among the employees, reflecting a prevailing phenomenon known as occupational stressors. In addition, the cumulative effects of changing regulatory environment due to Brexit (Wadera, 2021) and the financial uncertainties stemming from the recession (Middleton, 2022) have exacerbated stress and job insecurity.
Wong and et al (2021) highlight the psychological toll experienced by employees and stress the importance of addressing these concerns for long-term retention. Drawing upon the Social Exchange Theory (Blau, 1964), employees are more likely to remain committed when they perceive fair treatment and support from their organization. Organizations should provide reassurance and demonstrate care to mitigate post-pandemic uncertainties, thereby fostering a sense of reciprocal obligation.

[bookmark: _Toc143456705]Organizational Culture and Employee Retention

The significance of organizational culture in job embeddedness cannot be underestimated. The Job Embeddedness Theory (Mitchell et al., 2001) suggests that employees are more likely to remain in their jobs when they feel embedded within their work environment. This theory aligns with the Conservation of Resources Theory (Hobfoll & Shirom, 2001), which proposes that employees are attracted to environments that offer resources and reduce stress. A positive work culture can foster strong job embeddedness by enhancing employees' connections, fit, and perceived sacrifice within the organization. A nurturing work environment, as advocated by Ampofo and Karatepe (2022), not only promotes employee well-being but also contributes to higher job embeddedness, making them more likely to remain in their jobs and organization.

[bookmark: _Toc143456706]Compensation and Benefits

Cost-saving measures from the financial crisis and the pressure of the rise of living costs may inadvertently affect compensation and growth (Middleton, 2022), echoing Equity Theory (Adams, 1965) which suggests that employees compare their inputs (effort) and outputs (compensation) with those of others. This theory also aligns with the category of hygiene factors in the Herzberg Two-Factor Theory (Herzberg,1966). If employees in these roles perceive their wages as inadequate to meet their basic needs or if they feel unfairly compensated compared to their efforts, it can lead to job dissatisfaction. On the other hand, if compensation is considered sufficient and fair, it may not necessarily lead to job satisfaction, but it can prevent dissatisfaction.
 Therefore, organizations should ensure perceived fairness in compensation to avoid turnover, applying the Expectancy Theory (Vroom, 1964) can help link performance and rewards effectively.

[bookmark: _Toc143456707]Career Development Opportunities

Human Capital Theory (Becker, 1964), a central concept in business and management, offers valuable insights into employee retention strategies within the hospitality industry. According to this theory, employees' knowledge, skills, and abilities are key assets that enhance their economic productivity and overall value to the organization. By investing in employee training, development, and skill enhancement, organizations can not only improve individual performance but also foster a sense of attachment and loyalty among employees. This increased perceived value and commitment are pivotal in mitigating turnover intentions. As businesses navigate the post-pandemic landscape, leveraging the principles of Human Capital Theory can guide the implementation of strategies that enhance employee retention by nurturing their professional growth and enhancing their role within the organisation.

[bookmark: _Toc143456708]Work-Life Balance and Employee Well-Being

The significance of work-life balance and employee well-being has been amplified by the pandemic (Wong et al,  2021). Meanwhile, according to Mulligan and Zieba (2020), the UK recession could unintentionally neglect employee well-being and development, influencing retention patterns. Applying the Job Demands-Resources Model, (Bakker & Demerouti, 2007) emphasize the need for a balance between job demands and resources to maintain well-being and commitment. This approach not only promotes employee well-being but also fosters higher levels of commitment and satisfaction, ultimately contributing to a more resilient and engaged workforce.

[bookmark: _Toc143456709]Research Gap

The research aims to address a significant gap in the existing literature specific to the UK context. While prior studies have primarily concentrated on the immediate post-pandemic impact, there's a noticeable absence of research examining the cumulative effects of the pandemic, Brexit, and the financial crisis up to 2023 on employee retention strategies within the UK hospitality industry. 
These intertwined factors are likely to have reshaped employee motivations and necessitated new retention strategies. This research aims to provide a current and comprehensive understanding of the motivational drivers and strategies influencing employee retention in the UK hospitality sector within the broader context of these events. This knowledge can aid in adapting retention practices to the evolving dynamics of the industry.

[bookmark: _Toc143456710]Chapter 3: 
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[bookmark: _Toc143456712]  Research Paradigm

The research will focus on interpretivism as enables the researcher to unravel employee retention intricacies by interpreting their narratives, offering insights for tailored strategies. While positivism and post-positivism pursue empirical generalizations, interpretivism's emphasis on context and meanings aligns with the intricate dynamics of the industry focusing on the human experience and resonates effectively with the subject's complexity, making it a fitting choice for this study (O’Gorman & MacIntosh, 2015).

[bookmark: _Toc143456713]  Research approach

The inductive approach involves deriving theories and insights from specific observations and data, making it well-suited for exploring the intricate factors affecting employee retention post-pandemic. Unlike deductive approaches, which start with existing theories and test hypotheses, and abductive approaches, which aim to explain anomalies, the inductive approach allows for a bottom-up exploration, aligning with the interpretive paradigm chosen. The interpretive philosophy seeks to understand individuals' subjective experiences, motivations, and behaviours, making the inductive approach particularly fitting for capturing the diverse and contextually rich dynamics of employee retention within the hospitality industry (Leavy, 2023).

[bookmark: _Toc143456714] Research Methodology

While Secondary Data refers to pre-existing information collected by other authors, Primary Data collection involves directly collecting data from individuals within the UK hospitality industry, allowing for tailored insights into their unique experiences and perceptions after the pandemic. This approach ensures relevance and specificity to the research context, capturing real-time nuances that might be missed in existing secondary sources. For instance, secondary data might not reflect current conditions or changes over time, impacting the study's relevance. By engaging directly with industry professionals, primary research offers the opportunity to explore participants' point of view, uncovering fresh perspectives and addressing specific questions about employee retention in the post-pandemic landscape (Leavy, 2023). 

[bookmark: _Toc143456715] Sampling Strategy 

The research will employ purposeful sampling to target participants with expertise in the UK hospitality industry e.g. employees, HR associates and managers. Alternatives were not suitable, like random sampling, which lacks the specificity required for industry insights and stratified sampling as may not capture the nuances of expertise needed (O’Gorman & MacIntosh, 2015)..

[bookmark: _Toc143456716] Data Collection Method 

O’Gorman and MacIntosh (2015) highlight differences between structured, open-structured, and semi-structured interviews. Structured interviews involve predefined questions in a fixed order, limiting depth. Open-structured interviews offer flexibility but can lack focus. Semi-structured interviews combine both, providing predefined questions while allowing elaboration. This balances flexibility with focus, making it suitable for capturing nuanced experiences, as in post-pandemic employee retention in the UK hospitality sector.

[bookmark: _Toc143456717] Data Collection Process 

Interviews will be conducted either in person or through virtual platforms, depending on participant availability and preferences. With participants' consent, interviews will be audio-recorded for later verbatim transcribing to ensure accurate capture of responses (O’Gorman & MacIntosh, 2015). Field notes will also be taken to document non-verbal cues and contextual details, e.g. emotions and body language.

[bookmark: _Toc143456718] Data Analysis 

Grounded Theory and Content Analysis were taken into consideration, however, Thematic analysis is the method that has been chosen for analysing the interview data for this research. Grounded Theory has been discarded as the method is focusing on developing new theories from data (Corbin & Strauss, 2015). While Content Analysis primarily involves counting and categorizing specific elements within the data, aiming for a more quantitative analysis of textual or visual content, Thematic Analysis has been chosen as goes beyond counting and focuses on identifying underlying themes, concepts, and meanings in the data, providing a qualitative understanding of the content's essence (Corbin & Strauss, 2015). Therefore, thematic analysis allows for the identification of recurring patterns and significant insights, shedding light on the various factors influencing employee retention.

[bookmark: _Toc143456719] Ethical Considerations

This study will adhere to ethical guidelines, ensuring informed consent, confidentiality, and participant anonymity. Ethical considerations will be given paramount importance throughout the research process (O’Gorman & MacIntosh, 2015).
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In summary, this dissertation proposal outlines a plan to investigate post-pandemic employee retention challenges in the UK hospitality industry. With the sector's crucial role in the economy and high turnover rates, understanding motivations for retention is vital. The proposed methodology involves interpretive research, using inductive approaches and primary data collection through semi-structured interviews. Thematic analysis will be employed to uncover recurring patterns and insights. Ethical considerations will be prioritized. Overall, the study aims to provide actionable insights for improving retention strategies and enhancing the industry's growth and sustainability.
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