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Introduction:
Employee retention and turnover are important organisational management issues that have a big impact on competitiveness and productivity. These essential characteristics of modern businesses are examined in this dissertation. It begins with a summary of employee turnover and its effects before exploring the causes of this phenomenon. Establishing successful retention strategies requires an understanding of the underlying causes. A deductive method and accredited secondary quantitative data will be analysed and used. Based on the collected data, the confirmed or rejected hypotheses, a strategy will be proposed to reduce staff turnover and retain it for a long period of time in the considered case: A Case of Restaurant Fig and Olives and Forage Bakery. Employee loyalty, job satisfaction, and job performance are all known to be significantly impacted by engagement activities. (Meswantri & Ilyas 2018)
Background and Problems statement:
The general problem is the high turnover rate of employees in the hospitality sector. The average turnover - or churn - for UK workers is 34%. Three in ten UK employees leave to join another organisation each year. (GOV, 2023) Hospitality has the highest employee turnover (Jan 2022–Dec 2023)- 40.7%. (CIPD, 2024)
It is not known what the reasons are for attracting and retaining staff for a longer period.
Aim of research:
The aim of the research is to attract and retain staff over a long period of time using a case study methodology.
Research objectives:
1. Determine the reasons for high turnover.
2. Explore the factors that attract and retain employees for a long period.
3. Explore the strategy for retaining staff over a long period of time.
Research Questions:
The research questions of the study are:
1. What are the reasons leading to employee turnover?
2. What are the ways to reduce employee turnover?
3. What prevents the employee turnover?
Literature review:
“The UK hospitality sector is comprised of approximately 143,000 businesses, employs around 1.8 million people and, in 2019, generated £40.4 billion in Gross Value Added.” (GOV, 2023) In addition to creating jobs and improving the economy, hospitality is essential to communities across the nation because it offers an inviting atmosphere for people to socialise. (GOV, 2023) Hospitality has the highest employee turnover (Jan 2022–Dec 2023)- 40.7%. (CIPD, 2024)


Justification of Research:
- Benefits to Industry-
This study provides significant additions to existing knowledge regarding employee retention techniques and their effectiveness. First, it improves the understanding of employee turnover, research on voluntary exit rates, and reveals patterns associated with engagement programs, clarifying the need to adapt retention tactics. Taking this holistic view can help businesses develop lasting engagement skills.
Establishing the main reasons for staff turnover. Identifying gaps in the development strategy and role of job satisfaction, and organizational policies to promote employee engagement and loyalty.
- Academy benefits-
Revealing shortcomings in analysing and using secondary data and providing an opportunity to create more accurate methods of discovering the reasons leading to staff leaving. Analysis of a certain group of examples and conclusions about the ones leading to attrition, or the corresponding long-term stay of employees in the sector.

Methodology:
In the initial step of the dissertation, the topic, aim and objectives are defined. Accredited articles, books, research papers, etc. related to staff turnover and long-term employee retention will be searched, researched, analysed and used.
Deductive method will be used - in particular Saunder’s Onion research method. The data that will be analysed and used is secondary data. 2 hypotheses will be presented, which will be proven or rejected based on secondary data. To collect, analyse and present the collected quantitative data, I will use programs such as Excel and SPSS. (Saunders, 2012) Data will only be searched and used from reliable and accredited sources such as the University's online library, Google Scholar, UK Government websites, etc. Based on the collected data, conclusions will be drawn about the main reasons for staff leaving the workplace in the restaurant business (including bakeries) and proposals will be made for the preparation of strategies for staff retention for a long period of time.
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Conclusion: 
In conclusion, this proposal is designed to present the topic, the main points of support and questions that will be addressed, as well as the methods and evidence that will be used for the dissertation. The topic of the dissertation is "Analysing the causes of high employee turnover and proposals for prevention: A Case of Restaurant Fig and Olives and Forage Bakery" and a deductive method will be used by applying the Saunder's Onion research method. Secondary data will be collected, used and analysed to answer the research questions. The information collected from the conclusions made will be used to achieve the aim of the dissertation: to attract and retain staff over a long period of time.
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Table 1. 
	Autor/Title
	Aim of Autor
	Main 
Arguments
	Weaknesses
Limitations

	1. Employee Turnover and Engagement Programs for Retention.

Timsina, Suman (2024)



	The primary purpose of this study is to evaluate the efficacy of employee engagement programs in minimizing turnover. Timsina, Suman (2024
	1. The crucial role of job satisfaction. 
2. Organizational policies in fostering employee commitment and loyalty.
3. Trainings.
4. Competitive compensation packages. Timsina, Suman (2024
	1. The research focused specifically on the situation in the United Kingdom.
2. The lack of active involvement of employees in the process of gathering frontline experiences, mostly via questionnaires.
3. Doesn’t include investigated factors as - generation, culture, areas. Timsina, Suman (2024

	2. Work, wages and employment in the UK’s hospitality sector.
ABRDN Financial Fairness Trust (2023)

	1. Assess available published data pertaining to hospitality employment in the UK.
Extracted and analysed available data sources to focus on two specific dimensions of hospitality employment, the extent and nature of in-work poverty within the industry’s workforce and the nature and pattern of job vacancies in the pandemic and post-pandemic periods. ABRDN Financial Fairness Trust (2023)

	1. The demographic and skills profile of its workforce. 
2. Levels of remuneration.
3. Workplace conditions.
4. Job security.
5. Recruitment and retention.
6. Skills development.
7. Former and potential employees have been unwilling to return to work in the sector after pandemic.
ABRDN Financial Fairness Trust (2023)

	1. Lack of long-term policy and strategies for managing long standing issues and challenges in the industry.
2. Improvement of the job quality (including pay, working time, training and career development opportunities, flexible working options and terms and conditions).
3. UK immigration law should be amended to enable hospitality employers to have greater flexibility in the recruitment of seasonal employees from within and beyond the EU.
4. Appropriate support infrastructure for hospitality employees, in both rural and urban locations, is increasingly recognised as critical. This support includes affordable housing and transport as well as access to other key services (health, education etc.)
5. Cost of living crisis. 
6. Employer duty-of-care/health and safety responsibilities when workers are travelling to and from work.
7. The extent of time under-employment in the industry resulting from parttime and seasonal work as well as the use of zero hours contracts.
ABRDN Financial Fairness Trust (2023)


	1. The Effect of Waiters’ Occupational Identity on Employee Turnover Within The Context of Michelin-Starred Restaurants
Jerez, M.J.J.(2023)
	This study aims to address and developing an understanding of occupational identity and its consequences on work engagement and turnover.
	Insufficient research into the effects and influence of occupational identity.
	1. To date, researchers have largely concentrated on the purely operational aspects of restaurant staff’s jobs-  employee performance or training.
2. Less attention has been paid to their sense of self or their occupational identity(ies).
3. Some research studies have focused on job satisfaction

	4. The impact of coworker support and organizational embeddedness on turnover intention among restaurant employees 
Self, T.T. & Gordon, S. (2019)
	1. Examine the impact of coworker support on turnover intention.
2. Analyse the impact of organizational integration on turnover intention
	Negative relationship with role ambiguity, conflict, and role overload.
	1. Lack of coworker and management support.
2. Low engagement to the profession and work environment.

	5. Factors Affecting Hospitality Workers’ Intention to Leave the Industry during the Coronavirus Pandemic. Evidence from the UK
Zientara, P., Mieruszewska, J.A. and Bak, M. (2022)

	1. To ascertain how the interplay between negative moods, job satisfaction, career satisfaction, work experience and POS affects intention to move out of the hospitality industry.
2. To identify the relationship between job satisfaction, POS, career satisfaction, negative moods and intention to leave the industry. 
3. To analyse the mediating role of job satisfaction, career satisfaction and negative moods on intention to leave the industry.
4. To evaluate the moderating effect of work experience on the relationship between career satisfaction and intention to leave the industry.
	1. Difficult realities of hotel and restaurant work – emotional labour, work-life imbalance, low pay and little job security as well as violations of employment rights and unfair treatment.
2. Burnout.
3. Lack of job satisfaction.
4. Lack of organisational support.
	1. A small sample data and cross-sectional information. 
2. Study conducted only among non-managerial staff and not consider the impact of job positions, qualifications.
3. Re-examining the role played by work experience in the relationship between career satisfaction and intention to move out of the industry.
4. Research on employee attitudes and behaviours related with unfair employee treatment and disrespect for worker’s rights.
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