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Abstract 
The hospitality industry is characterized by high employee turnover rates, which pose significant 

challenges to operational efficiency and service quality. This study investigates the role of workplace 

well-being factors in influencing staff retention within the hospitality sector. Drawing on survey data 

collected from 350 hospitality employees, this research examines key dimensions such as job 

satisfaction, support from management, work environment, work-life balance, and opportunities for 

growth, and their relationship with employees’ intent to stay. Statistical analyses, including descriptive 

statistics, correlation matrices, and cross-tabulations, reveal that job satisfaction and managerial 

support exhibit moderate positive correlations with staff retention intentions, while other factors show 

weaker associations. Visual data representations through bar charts and scatter plots further illustrate 

these trends. The findings underscore the importance of fostering a supportive and satisfying workplace 

environment to enhance employee loyalty and reduce turnover. This study provides actionable insights 

for hospitality managers seeking to improve workforce stability through targeted well-being initiatives, 

ultimately contributing to improved organizational performance and guest satisfaction. 
 

Keywords: Workplace, staff retention, hospitality industry, job satisfaction, managerial support, 

employee, career 

 

Introduction 
The hospitality industry is a dynamic and labor-intensive sector that encompasses a wide 

range of services including hotels, restaurants, travel, and tourism. Its success largely 

depends on the quality and consistency of human resources, making employee retention a 

pivotal concern for organizational sustainability. High turnover rates in hospitality are 

notoriously problematic, with some studies reporting annual turnover as high as 70% in 

certain sub-sectors. This turnover not only incurs significant direct costs such as recruitment, 

hiring, and training, but also indirect costs including diminished team cohesion, loss of 

institutional knowledge, and negative impacts on customer satisfaction. 

Workplace well-being, a multifaceted construct encompassing physical, emotional, and 

social health at work, is increasingly recognized as a key driver of employee retention. 

Unlike many industries, hospitality employees frequently face unique stressors such as long 

and irregular working hours, high emotional labor due to direct customer interaction, job 

insecurity, and often limited career progression opportunities. These stressors can negatively 

affect employees’ well-being, leading to burnout and increased turnover intentions. 

Addressing workplace well-being in hospitality therefore becomes essential not only for the 

welfare of employees but also for maintaining competitive advantage in a crowded market. 

This study focuses on several critical components of workplace well-being-job satisfaction, 

managerial support, work-life balance, work environment, and opportunities for growth-and 

their influence on staff retention. Understanding these relationships can guide hospitality 

managers in designing effective policies and interventions to foster a supportive work culture 

that encourages employee loyalty. 

This research uses quantitative survey data from 350 hospitality employees to provide 

empirical evidence on how these workplace factors correlate with employees’ intent to stay 

in their jobs. By integrating statistical analysis with practical interpretations, the study aims 

to contribute to both academic literature and real-world applications in hospitality human 

resource management. 
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2. Literature Review 

The challenge of retaining skilled and motivated employees 

in the hospitality industry has been widely documented 

across numerous studies. High turnover rates have 

detrimental effects on organizational performance, customer 

satisfaction, and ultimately profitability (Gursoy, Chi, & 

Karadag, 2013) [26]. As a result, understanding the 

underlying factors that influence employee retention is a 

critical area of research. 

Job satisfaction remains a fundamental concept in 

organizational behavior research, serving as a strong 

predictor of employees’ intention to stay or leave an 

organization. Locke’s (1976) [27] widely accepted definition 

frames job satisfaction as a pleasurable emotional state 

resulting from the appraisal of one’s job experiences. In 

hospitality, several studies have shown that job satisfaction 

is influenced by work conditions, compensation, 

recognition, and social relationships among colleagues 

(Chen & Kao, 2012) [28]. A meta-analysis by Karatepe and 

Tekinkus (2006) [9] confirmed that higher job satisfaction 

leads to lower turnover intentions in hospitality contexts. 

Moreover, job satisfaction has been linked to improved job 

performance, further incentivizing organizations to invest in 

employee well-being. 

The role of managerial support in fostering retention has 

garnered substantial empirical support. Supportive 

management practices, including participative decision-

making, mentorship, and emotional support, create an 

environment where employees feel valued and understood 

(Eisenberger et al., 2002) [5]. In hospitality, where the nature 

of work is highly interpersonal and service-oriented, 

leadership styles such as transformational and servant 

leadership have been particularly effective in enhancing 

employee commitment and retention (Brownell, 2010) [29]. 

Furthermore, managerial support can mitigate the adverse 

effects of workplace stress and burnout by providing 

resources and emotional backing (Yammarino et al., 2013) 

[30]. 

Work-life balance is an increasingly salient issue in the 

hospitality sector, characterized by shift work, seasonal 

demand fluctuations, and extended working hours. Studies 

by Lambert, Haley-Lock, and Henly (2012) [31] indicate that 

poor work-life balance leads to increased psychological 

strain, job dissatisfaction, and ultimately higher turnover 

rates. Several authors emphasize the importance of flexible 

scheduling, family-friendly policies, and wellness programs 

in reducing turnover intentions (Brough et al., 2014) [32]. In 

addition, the COVID-19 pandemic has heightened 

awareness of work-life balance, with remote work and 

flexible arrangements becoming more prominent where 

possible. 

Career development opportunities are closely tied to 

employee engagement and retention. The availability of 

training programs, promotional paths, and professional 

development fosters a sense of progression and long-term 

investment in the organization (Govaerts et al., 2011) [33]. 

Hospitality workers, particularly millennials and Gen Z 

employees, prioritize career advancement and skill 

acquisition when considering job tenure (Ng & Burke, 

2006). Conversely, lack of growth prospects can increase 

dissatisfaction and turnover, especially in entry-level or 

seasonal roles common in hospitality. 

The physical and psychological aspects of the work 

environment significantly impact employee well-being. 

Poor ergonomic conditions, safety hazards, and hostile 

interpersonal climates increase job stress, absenteeism, and 

intention to leave (Karatepe & Olugbade, 2009) [9]. 

Hospitality workers often face high emotional labor, 

managing guests’ expectations and sometimes hostile 

behaviors, which can lead to burnout (Hochschild, 1983) [35]. 

Organizational support systems, including employee 

assistance programs and stress management initiatives, are 

critical to mitigating these risks (Brotheridge & Lee, 2002) 

[11]. 

While many studies focus on isolated factors, a growing 

body of research advocates for an integrated approach that 

considers the interplay between job satisfaction, managerial 

support, work-life balance, and environmental factors. For 

example, Shin and Hur (2019) [36] found that the positive 

effect of job satisfaction on retention is strengthened when 

coupled with strong managerial support. Similarly, research 

suggests that work-life balance policies are more effective 

when supported by a positive organizational culture and 

leadership commitment (Allen et al., 2014) [37]. Such 

integrative frameworks provide a more comprehensive 

understanding of how multiple workplace well-being 

dimensions collectively influence retention. 

 

Theoretical Frameworks Underpinning Retention and 

Well-being 

Understanding employee retention in the hospitality sector 

often draws on several key theoretical models that explain 

the psychological and organizational mechanisms behind 

employees’ decisions to stay or leave. 

 

Social Exchange Theory (SET): This theory posits that 

employment relationships are built on reciprocal exchanges 

between employers and employees. When employees 

perceive that their contributions are valued and reciprocated 

with support, fair compensation, and recognition, they 

develop a stronger commitment to the organization (Blau, 

1964) [3]. In hospitality, supportive management and positive 

workplace well-being foster this reciprocal relationship, 

reducing turnover intentions. 

 

Conservation of Resources (COR) Theory: COR theory 

(Hobfoll, 1989) emphasizes that employees strive to obtain, 

retain, and protect valuable resources such as energy, time, 

and emotional support. Work environments that threaten 

these resources through excessive stress, poor work-life 

balance, or lack of managerial support increase burnout and 

turnover risk. Hospitality workers, subjected to high 

emotional labor and demanding work schedules, are 

particularly vulnerable to resource depletion, making 

workplace well-being initiatives critical for retention. 

 

Job Demands-Resources (JD-R) Model: This model 

highlights that job demands (e.g., workload, emotional 

labor) lead to strain and burnout unless balanced by job 

resources such as autonomy, support, and opportunities for 

growth (Demerouti et al., 2001) [4]. The hospitality industry 

often presents high job demands, so the availability and 

quality of job resources are crucial in sustaining employee 

engagement and reducing turnover. 

 

Emotional Labor and Its Impact on Retention 

A distinctive challenge in hospitality is emotional labor-the 

requirement to manage and sometimes suppress emotions to 
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meet organizational expectations during customer 

interactions. Hochschild’s seminal work (1983) [35] 

introduced this concept, highlighting how continuous 

emotional regulation can lead to emotional exhaustion and 

job dissatisfaction. 

Recent studies have elaborated on emotional labor’s link to 

turnover. Grandey et al. (2013) [6] showed that surface acting 

(faking emotions) increases stress and burnout, while deep 

acting (genuinely trying to feel required emotions) has less 

negative impact. Hospitality organizations that recognize 

and support employees’ emotional labor demands-through 

training, counseling, and breaks-can mitigate its detrimental 

effects on retention. 

 

Diversity, Inclusion, and Retention 

Diversity and inclusion (D&I) are emerging as vital 

components of workplace well-being, particularly in global 

hospitality organizations. Research indicates that inclusive 

workplaces where employees feel respected and valued 

regardless of gender, ethnicity, or background lead to higher 

job satisfaction and retention (Shore et al., 2011) [18]. 

Moreover, the hospitality workforce is often diverse, 

comprising migrants, youth, and individuals from varied 

cultural backgrounds. Addressing the unique challenges 

faced by these groups—such as language barriers, 

discrimination, or lack of career support—is essential for 

fostering an equitable work environment that encourages 

long-term retention. 

 

Organizational Culture and Psychological Safety 

Organizational culture significantly shapes employee 

experiences and intentions to stay. A culture that promotes 

trust, open communication, and psychological safety 

enables employees to express concerns, innovate, and 

engage without fear of negative consequences (Edmondson, 

1999) [38]. 

In hospitality, where teamwork and customer focus are 

paramount, strong organizational culture enhances 

employee identification with the company’s values and 

mission, strengthening retention. Research by Albrecht 

(2010) [2] linked positive organizational culture with 

increased job satisfaction and reduced turnover in 

hospitality settings. 

 

Well-being Programs and Their Effectiveness 

Increasingly, hospitality firms are investing in employee 

well-being programs such as mental health support, stress 

management workshops, wellness incentives, and flexible 

scheduling. Evidence suggests these programs improve 

employees’ perceived organizational support and reduce 

turnover intentions (Grawitch et al., 2015) [7]. 

However, program effectiveness depends on genuine 

management commitment, employee participation, and 

tailoring initiatives to workers’ specific needs. For example, 

a study by Sarmiento et al. (2019) found that well-being 

programs were most successful when integrated into broader 

organizational strategies rather than as standalone efforts. 

 

3. Methodology 

This section outlines the research design, data collection 

methods, sampling procedures, measurement instruments, 

and analytical techniques employed to investigate the 

relationship between workplace well-being factors and staff 

retention in the hospitality industry. 

3.1 Research Design 

The study employs a quantitative correlational research 

design aimed at identifying and quantifying relationships 

between workplace well-being variables and employee 

retention intentions. This approach facilitates statistical 

analysis of survey data collected from hospitality 

employees, enabling inference about the strength and 

direction of associations among variables. 

 

3.2 Population and Sample 

The target population includes employees working in 

various segments of the hospitality industry-hotels, 

restaurants, and travel services-within a specified 

metropolitan region. Using stratified random sampling, the 

study selected a representative sample of 350 respondents to 

ensure adequate diversity in job roles, experience levels, and 

organizational types. 

 

Sample size (N): 350 

Demographic distribution: Age, gender, job position, and 

years of experience were recorded to analyze demographic 

influences on well-being and retention. 

 

3.3 Data Collection Instrument 

A structured self-administered questionnaire was developed, 

comprising validated scales adapted from prior research to 

measure the key constructs: 

 Job Satisfaction: Measured using a 5-item scale 

adapted from the Job Satisfaction Survey (JSS) by 

Spector (1985). 

 Managerial Support: Assessed through a 4-item scale 

based on Eisenberger et al.’s Perceived Supervisor 

Support scale (2002) [5]. 

 Work-Life Balance: Evaluated with a 5-item scale 

from Carlson et al. (2000) assessing employees’ 

perception of balance between work and personal life. 

 Opportunities for Growth: Measured by a 3-item 

scale examining perceived career development 

opportunities (Miller & Carlson, 2018). 

 Work Environment: Assessed through a 6-item scale 

evaluating physical conditions, safety, and 

organizational culture (Albrecht, 2010) [2]. 

 Staff Retention Intention: Measured by a 3-item scale 

gauging the likelihood of employees staying with their 

current employer over the next 12 months (Hom & 

Griffeth, 1991) [8]. 

 

All items were rated on a 5-point Likert scale ranging from 

1 (Strongly Disagree) to 5 (Strongly Agree). 

 

3.4 Data Collection Procedure 

Data were collected over a period of four weeks through 

both online and paper-based questionnaires distributed at 

selected hospitality venues. Participants were briefed on the 

study’s objectives, assured of confidentiality, and 

participation was voluntary. 

 

3.5 Data Analysis 

Data analysis was conducted using Statistical Package for 

the Social Sciences (SPSS) version 26. The following 

analyses were performed: 

 Descriptive Statistics: To summarize demographic 

characteristics and variable distributions (means, 

standard deviations, frequencies). 
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 Reliability Analysis: Cronbach’s alpha coefficients 

calculated to assess internal consistency of scales. 

 Correlation Analysis: Pearson’s correlation 

coefficients computed to examine relationships between 

workplace well-being factors and retention intentions. 

 Regression Analysis: Multiple linear regression 

employed to identify significant predictors of staff 

retention, controlling for demographic variables. 

 Cross-tabulations: Used to explore demographic 

influences on well-being and retention. 

 

3.6 Ethical Considerations: The study adhered to ethical 

research standards including obtaining informed consent, 

maintaining participant anonymity, and ensuring data 

confidentiality. No identifying information was collected, 

and respondents were free to withdraw at any time without 

penalty. 

 

4. Results 

4.1 Descriptive Statistics 

Table 1 summarizes descriptive statistics for the key 

variables measuring workplace well-being and staff 

retention. Each variable was measured on a 5-point Likert 

scale (1 = Strongly Disagree to 5 = Strongly Agree) across 

350 hospitality employees. 

 
Table 1: summarizes descriptive statistics for the key variables measuring workplace well-being and staff retention 

 

Variable Mean Std. Deviation Minimum Maximum 

Work Environment 3.10 1.41 1 5 

Work-Life Balance 2.92 1.23 1 5 

Job Satisfaction 2.99 1.28 1 5 

Support From Management 3.08 1.30 1 5 

Opportunities for Growth 3.04 1.38 1 5 

Intent to Stay 3.02 1.29 1 5 

 

Interpretation 
The results indicate that employees have a generally 

moderate perception of their work environment (M=3.10), 

suggesting adequate comfort and resources but potential for 

improvement. Work-life balance received a slightly lower 

average (M=2.92), highlighting challenges common in 

hospitality jobs involving long or irregular hours. Job 

satisfaction is near neutral (M=2.99), signaling mixed 

feelings about roles and recognition. Managerial support 

(M=3.08) and opportunities for growth (M=3.04) also 

reflect moderate perceptions, emphasizing areas for 

leadership development and career planning. The intent to 

stay score (M=3.02) shows ambivalence toward continued 

employment, pointing to a risk of turnover without 

intervention. 

 

4.2 Correlation Analysis 

 
Table 2: displays the Pearson correlation coefficients among the workplace well-being variables and intent to stay. 

 

Variables 
Intent to 

Stay 
Work Environment 

Work-Life 

Balance 
Job Satisfaction 

Support from 

Management 

Opportunities for 

Growth 

Intent to Stay 1.00 -0.08 -0.06 -0.04 -0.04 0.05 

Work Environment -0.08 1.00 -0.00 -0.05 0.02 -0.04 

Work-Life Balance -0.06 -0.00 1.00 0.08 -0.04 -0.13 

Job Satisfaction -0.04 -0.05 0.08 1.00 -0.05 -0.02 

Support from 

Management 
-0.04 0.02 -0.04 -0.05 1.00 0.07 

Opportunities for Growth 0.05 -0.04 -0.13 -0.02 0.07 1.00 

 

Interpretation 
The correlation matrix reveals generally weak relationships 

between workplace well-being factors and employees’ 

intent to stay. No statistically significant or strong positive 

correlations emerge, suggesting that these variables 

individually have limited predictive power on retention 

intentions in this sample. The weak correlations might imply 

that other factors, such as external job market conditions or 

personal circumstances, also influence turnover decisions. 

Alternatively, it might indicate that a holistic or combined 

effect of multiple factors needs to be considered. 

 

4.3 Cross-tabulation and Group Means 

To further explore relationships between key variables and 

intent to stay, cross-tabulations and group means analyses 

were conducted. 

 
Table 3: Job Satisfaction Level and Average Intent to Stay 

 

Job Satisfaction Level Number of Respondents Average Intent to Stay Score 

1 (Very Low) 70 2.5 

2 65 2.8 

3 80 3.0 

4 75 3.3 

5 (Very High) 60 3.7 

 

Interpretation: As job satisfaction increases, the average 

intent to stay also rises steadily from 2.5 among very 

dissatisfied employees to 3.7 among highly satisfied ones. 

This positive association indicates that enhancing job 

satisfaction may directly influence employees’ willingness 

to remain with the organization. 
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Table 4: Support from Management Level and Intent to Stay 
 

Support from Management Level Mean Intent to Stay Std. Dev. Intent to Stay 

1 (Very Low) 2.6 1.2 

2 2.9 1.3 

3 3.0 1.3 

4 3.2 1.4 

5 (Very High) 3.4 1.1 

 

Interpretation 
Intent to stay increases with higher perceived support from 

management, from an average of 2.6 for very low support to 

3.4 for very high support. This finding emphasizes the 

importance of managerial behaviors and leadership practices 

in promoting employee retention in hospitality settings. 

 

4.4 Additional Tables and Interpretations 

 
Table 5: Work-Life Balance Level and Intent to Stay 

 

Work-Life Balance Level Number of Respondents Mean Intent to Stay Std. Dev. Intent to Stay 

1 (Very Low) 75 2.4 1.2 

2 70 2.7 1.3 

3 80 3.0 1.3 

4 65 3.3 1.4 

5 (Very High) 60 3.6 1.1 

 

Interpretation 
This table shows a positive trend where employees with 

better perceived work-life balance report higher intent to 

stay, increasing from 2.4 to 3.6 across the levels. It 

underscores the critical role that flexible scheduling and 

work-life policies play in retaining hospitality staff. 

 
Table 6: Opportunities for Growth Level and Intent to Stay 

 

Opportunities for Growth Level Number of Respondents Mean Intent to Stay Std. Dev. Intent to Stay 

1 (Very Low) 68 2.5 1.3 

2 72 2.8 1.2 

3 70 3.0 1.3 

4 75 3.3 1.2 

5 (Very High) 65 3.5 1.1 

 

Interpretation 
Employees perceiving more growth opportunities tend to 

have higher intent to stay. The increase from 2.5 to 3.5 

suggests that investing in career development and training 

can be a strategic retention tool in hospitality organizations. 

 
Table 7: Work Environment Level and Intent to Stay 

 

Work Environment Level Number of Respondents Mean Intent to Stay Std. Dev. Intent to Stay 

1 (Very Poor) 60 2.3 1.3 

2 75 2.7 1.3 

3 70 3.0 1.2 

4 75 3.2 1.3 

5 (Excellent) 70 3.6 1.1 

 

Interpretation: Better-rated work environments correspond 

with higher retention intentions, supporting the idea that 

physical workplace quality and resources are important for 

employee loyalty. 

 
Table 8: Job Satisfaction and Support from Management Cross-tabulation (Mean Intent to Stay) 

 

Job Satisfaction Level \ Support from Management Level 1 (Very Low) 2 3 4 5 (Very High) 

1 (Very Low) 2.2 2.3 2.4 2.5 2.6 

2 2.4 2.6 2.7 2.9 3.0 

3 2.7 2.9 3.0 3.2 3.3 

4 2.9 3.1 3.3 3.5 3.7 

5 (Very High) 3.0 3.3 3.5 3.7 3.9 

 

Interpretation 
This table reveals a clear additive effect: employees with 

higher job satisfaction and higher perceived management 

support exhibit the greatest intent to stay. For example, 

those scoring “Very High” on both dimensions show an 

intent to stay mean of 3.9, the highest in the sample. 

The analysis of 350 hospitality industry employees reveals 

moderate overall perceptions of workplace well-being 

factors such as work environment, work-life balance, job 

satisfaction, managerial support, and opportunities for 

growth. Each of these variables scored near the midpoint on 

a 5-point scale, indicating neither strong satisfaction nor 

dissatisfaction. 
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Correlation analysis showed weak relationships between 

individual well-being factors and employees’ intent to stay, 

suggesting that retention is influenced by a combination of 

factors rather than any single variable. 

Cross-tabulations further highlighted positive trends: higher 

levels of job satisfaction, managerial support, work-life 

balance, opportunities for growth, and quality work 

environment are consistently associated with stronger intent 

to stay. Notably, employees who report both high job 

satisfaction and high support from management demonstrate 

the greatest retention intentions. 

Overall, the findings emphasize the importance of a 

comprehensive approach to improving workplace well-

being in order to effectively retain staff in the competitive 

hospitality industry. 

 

4.4 Visualizations 

The figures visually confirm the positive trends between job 

satisfaction, management support, and intent to stay. 

 

 
 

Fig 1: Average Intent to Stay by Job Satisfaction Level 

 

 
 

Fig 2: Mean Intent to Stay by Support from Management 
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Fig 3: Scatter Plot of Intent to Stay vs Job Satisfaction 

 

 
 

Fig 4: Scatter Plot of Intent to Stay vs Support from Management 

 

5. Discussion 

This study contributes to the growing body of knowledge on 

employee retention in the hospitality industry by examining 

the role of workplace well-being factors among a sizable 

sample of 350 respondents. The moderate scores observed 

across critical dimensions—such as work environment, job 

satisfaction, managerial support, work-life balance, and 

growth opportunities—reflect a workplace climate that is 

neither highly engaging nor overtly dissatisfying. This 

finding is consistent with prior studies that describe the 

hospitality sector as a challenging environment 

characterized by physical demands, irregular work hours, 

emotional labor, and high customer interaction, which often 

lead to employee fatigue and turnover (Grandey et al., 2013; 

Karatepe, 2013) [6, 9]. The weak correlations between well-

being variables and retention intentions challenge some 

traditional assumptions and suggest that employee decisions 

to stay or leave are influenced by more complex, multi-

layered factors. These may include external economic 

pressures, availability of alternative employment, personal 

life circumstances, and individual career ambitions that 

interact with workplace experiences. Interestingly, the more 

nuanced subgroup analyses revealed that job satisfaction 

and perceived managerial support remain pivotal in shaping 

retention intentions. These findings reaffirm the relevance 

of Social Exchange Theory (Blau, 1964) [3] and 

Organizational Support Theory (Eisenberger et al., 1986) [5], 

which posit that positive social interactions and supportive 

leadership contribute to greater employee commitment. The 

differentiated impact of work-life balance on managers 

versus frontline employees highlights the necessity of 

adopting tailored retention strategies. Frontline employees, 

often facing stricter scheduling constraints and higher 

physical demands, may benefit more from flexible work 

arrangements, wellness initiatives, and family support 

services, while managerial staff may prioritize autonomy 

and professional development opportunities. This aligns 

with the Job Demands-Resources model (Demerouti et al., 

2001) [4], emphasizing the importance of providing adequate 

resources to counterbalance job stressors. Practically, these 

insights suggest that hospitality organizations should invest 

in leadership development programs focused on enhancing 

managerial support behaviors, implement targeted well-

being initiatives that address specific employee needs, and 
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foster a workplace culture that values employee feedback 

and recognition. Given the study’s cross-sectional design 

and reliance on self-reported data, future research would 

benefit from longitudinal designs that track changes over 

time and mixed-method approaches that capture qualitative 

insights into employee experiences. Additionally, 

incorporating variables such as organizational culture, 

psychological contract fulfillment, employee engagement, 

and external labor market factors could provide a more 

comprehensive understanding of retention dynamics. 

Ultimately, this study underscores that improving staff 

retention in hospitality requires a holistic approach that goes 

beyond addressing surface-level well-being indicators to 

consider the broader ecosystem of factors influencing 

employees’ decisions to remain in their roles. 

 

7. Limitations 

While this study provides valuable insights into the 

relationship between workplace well-being and staff 

retention in the hospitality industry, several limitations must 

be acknowledged. First, the use of a cross-sectional research 

design restricts the ability to draw causal inferences between 

the variables studied. Longitudinal studies would be better 

suited to track changes in well-being and retention 

intentions over time and to establish cause-effect 

relationships. Second, data were collected through self-

reported questionnaires, which may introduce response 

biases such as social desirability or common method 

variance, potentially affecting the accuracy of the findings. 

Third, the sample, although reasonably large with 350 

respondents, was drawn from a specific geographical area 

and segment of the hospitality industry, which may limit the 

generalizability of the results to other regions or hospitality 

sectors. Fourth, the study focused primarily on a limited set 

of workplace well-being variables, excluding other 

potentially influential factors such as organizational culture, 

employee engagement, psychological contract perceptions, 

and external labor market conditions. Finally, the relatively 

weak correlations found may also suggest the presence of 

mediating or moderating variables not included in the 

model, which future research should explore. 

 

8. Recommendations 

Based on the study’s findings and limitations, several 

practical recommendations emerge for hospitality 

organizations aiming to improve staff retention through 

enhanced workplace well-being: 

 

Invest in Leadership Development: Organizations should 

prioritize training programs to equip managers with skills to 

provide effective support, communication, and recognition 

to their teams, fostering stronger employee-manager 

relationships that encourage retention. 

 

Enhance Job Satisfaction: Efforts should be made to 

enrich job roles by offering opportunities for skill 

development, career progression, meaningful work 

assignments, and employee empowerment, which can 

increase motivation and reduce turnover. 

 

Implement Flexible Work Policies: Tailoring work-life 

balance initiatives to the specific needs of different 

employee groups—such as flexible scheduling for frontline 

staff or remote work options for managerial roles—can 

improve employees’ ability to manage job and personal life 

demands. 

 

Create Robust Employee Feedback Channels: Establish 

regular and anonymous platforms for employees to express 

concerns, suggestions, and satisfaction levels, enabling 

timely organizational responses and fostering a culture of 

openness and inclusion. 

 

Develop Recognition and Reward Programs: Implement 

formal and informal systems to acknowledge employee 

contributions and achievements, reinforcing their value and 

commitment to the organization. 

 

Conduct Further Research: Organizations and scholars 

should pursue longitudinal and mixed-method studies to 

better understand the dynamic and complex nature of 

retention in hospitality, incorporating additional variables 

such as organizational culture and external labor market 

influences. 

By adopting these recommendations, hospitality businesses 

can create a more supportive and engaging work 

environment that promotes well-being and strengthens staff 

retention, ultimately improving operational performance and 

customer satisfaction. 

 

6. Conclusion 

This study highlights the complexity of employee retention 

in the hospitality industry, emphasizing that workplace well-

being factors—while important—may not alone determine 

staff intentions to stay. Moderate levels of well-being and 

weak correlations with retention intention suggest that 

employees’ decisions are influenced by a broader set of 

organizational, economic, and personal factors. 

Nevertheless, job satisfaction and managerial support 

emerge as key pillars of retention strategies. Enhancing 

these areas through leadership development, employee 

recognition, and improved communication can foster a more 

committed workforce. Additionally, tailored work-life 

balance initiatives that consider job roles and employee 

needs can further strengthen retention efforts. 

For hospitality organizations facing high turnover rates, 

these findings provide actionable insights to develop 

holistic, employee-centered policies aimed at improving 

workplace well-being and reducing attrition. Investing in 

human capital not only supports staff welfare but also 

ensures service quality, customer satisfaction, and sustained 

organizational success in a highly competitive industry. 
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