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  The hospitality industry encounters many issues in retaining talented employees, very little or no attention was paid to the development of retention strategies that resulted in poor organizational performance. People are the most important source of competitive advantage, big hotels and generally hotels try to adopt different ways or procedures to retain their talented employees for long time. This results in reducing unnecessary expenses in training new employees, motivate them and valuing their capability (Aman-Ullah & Ibrahim).
The big goal for companies is to keep the best and experienced employees around them, this means employee retention that became the biggest challenge for big organizations and HR departments. Employee retention has benefits in cost reduction for the company, the money they invest in someone who is leaving it’s a waste money each time and has financial impact, by focusing on employee retention recruiting and training costs are reduced for a company and recruiting and advertise costs are reduced. Productivity for the company is bigger with the remaining staff, take can take on more additional work. Organisations with successful employee retention programs creates greater connectedness and engagements which helps morale and boosts retention, steady employees have a positive effect on workplace morale and decrease the decision of number of workers who decide to leave. Experienced employees have a valuable relationship with customers and contractors. Inexperienced employees have a negative impact, experienced and long-term employees deliver satisfied services and creates strong relationships. Engaged and long-term experienced employees strengthen the company’s culture, creates a stronger corporate culture, improves productivity and performance, and have a positive impact on revenue. (Netsuite.com).
Because the hospitality industry is continuously dealing with the problem of changing its workforce, retention is an ongoing subject to keep its skilled personnel (Dwesini, 2019).
Through sustainable HR, the hospitability can better focus on its employees’ issues and their employment concerns, helps them to develop a positive attitude and a strong commitment towards longer staying (Wagner, 2011).
Globalism facilitates big hotelier companies that has interests all over the world and have financial potential as well but in my report, I will focus on the challenges that Relais and Chateaux unique hotels’ faces. Relais and Chateau are independent hotels that deliver luxurious and unique experience. These unique and exclusive luxury individual hotels are not taking part of other big hotel chains and they have their own labels of quality standards. On my report I will highlight Arosa Kulm Hotel and Alpine Spa that belongs to Relais&Chateaux brand, situated in the Swiss Alps and is mentionable that in Switzerland the unemployment is one of the lowest in Europe but still face challenges however there is a stable labour market and high GDP per capita (EdaAdmin, 2021).
Arosa Kulm Hotel and Alpine Spa is a seasonal operating hotel and belonging to the Relais & Chateaux has challenges to maintain its standards and its employees who can deliver these standard and high expectation of their customers.
Retaining employees is highly challenging due to varying demand and job-hopping by several employees from time to time (Faldetta, 2013). Employees of the hotel industry meeting visitors from all over the world, they have to deal with them on a daily basis which can cause stress this cause unsatisfaction and might not want to stay there (Goh, 2020).
The hospitality management operates still on traditional methods to retain employees, one-way communication and feedback, employees cannot share their long-term plans with their respective bosses and cannot get feedback or suggestions for their career development. This kind of methods are no longer effective to reduce the employee turnover rate (Gebbels, 2020).
Arosak Kulm Hotel and Alpine Spa is a seasonal hotel but to be able to survive on market and to keep their skilled employees all around year organises conferences and summer sports activities besides being a winter sport accommodation spot (RelaisChateaux, 2021). 
As per Caroline from Les Roches, they hire in Relais and Chateaux hotels open-minded candidates they are happy to do a little bit of everything within hotel and can adapt in all the apartments. She says that the success of a business is to love what you do.  (Lesroches.edu, 2019).
Being a family business Arosa Kulm Hotel and Alpine Spa has been developed over the ears from a simple inn into a luxurious mountain hotel, had challenges with the employee retention and Covid and inflation had a negative impact on its function and affected retention. They took measure to be able to remain on market, also during covid made permanent testing for employees and customers to be able to operate continuously when winter season has opened (Arosakulm.ch).
At the time of Covid, the hospitality industry encountered various difficulties, especially for frontline workers interacting with customers because they have to take care of customers safety and themselves as well. These unexpected situation keeping employees at work is challenging, organisations need effective strategies through which they can retain their employees (Kumar and Gupta, 2017).
The whole Relais & Chateaux network is controlled regularly so all the hotel need to keep their high standards and making sure their values are respected and fulfilled (Forbes.com, 2018).
After pandemic hospitality business experienced a growth in consumer demand but employment is still a top concern and inflation, and recession threatens to end the growth. Pandemic made many employees to leave, and this trend created to challenge of both attracting and retaining talent. Demand for workers became so intense that many businesses started to offer sin-on bonuses or flexible hours, it takes two months until a new worker is proficient, it takes time and money for company so the less companies doing it the more can save and less disruption to the team (Grantthorton.com, 2022).
As per Zhang (2016), staff turnover refers to the number of persons who voluntarily or involuntarily leave an organisation within a specific period and the level of turnover has an impact on every organisation.
As per Yazinski (2009), staff turnover in the hospitality industry can be divided into three groups, the first one are the external factors and here we mean the perception of employment and unemployment rate, the second one are the internal factors: tenure, education and gender, and the third one are the work related factors where wage, job satisfaction and organisational commitments are the key factors.
Other contributing factors could be narrowed down to employees’ expectations of the job, the discrepancy between the job and person, not enough coaching and feedback, minimal growth and career opportunities, stress for being overworked, poor working conditions and job status (Albatta and Som, 2013).
As per Rehman and Hassan, (2019), the hospitality industry focus on customer leisure activities and customer satisfaction, rather than more basic needs. The top priority in the hospitality industry is customer satisfaction. It is highly dependent on its employees that’s why it is a very labour-intensive industry in which the growth of the industry has a strong impact on employment. The nature of service in hospitality requires skilled employees who directly interact with customers and represent the organisation.
The hotel industry leaders need to understand the factors that encourage employees to display high potential in staying with the organisation (Milan and Dickson, 2015).
As per Onimole (2015), Managers need to consider job enrichment to avoid high turnover in their organisation. This involves designating employees with various work-types without increasing the workload level. Job enlargement can also improve motivation for employees to stay. Workers will give better interest in doing the job, better responsibility will be shown by employees resulting in higher levels of productivity.
As per Ayupp and Chung (2010), another very important factor in retention is communication between managers and employees. Terms and intentions of the hotel should be communicated to the employees to guide them in carrying out their respective tasks. Employees needs to be allowed to communicate their career plans and potentially to discuss their future with the organisation. Employees should be allowed to identify specific milestones for their achievement and ways in which the employers can use supporting resources to assist them in achieving their goals. The relationship between employees and employers will make it easier for both parties to have a clear, consistent, and direct communication about career advancement steps. This will make employees to feel more engaged in the organisation and increase their job satisfaction, staff turnover rate will be reduced.
As per Sandhya and Kumar (2011), communication between employee and employer will lead to a high levels of employee retention.
As per Lapointe and Vandenberghe (2017), Human Resources should hire smartly and implement exit and stay interviews to practice and maintain the communication process.
Bin (2015) say that selecting the right people for the right job is one of the most effective solution to reducing staff turnover, they will be more satisfied and engaged with their jobs. Emplouyees who are not the right persons for the position they applied will be more likely leave as they don’t have the knowledge and mental ability to handle the role.
Many employees especially younger ones care deeply about the culture of the company that they work for. They want to align themselves to companies that have the same beliefs that they have. They prefer to keep a strong connection to their community within company especially if aligns with their values.  An organisation can show trust how they value their community service as well and involving in charity works, ensuring diversity, equity, and inclusion. All organisations must insure that they are able to demonstrate that at workplace employees are conducted with daily interactions, that they are respected and opportunities are offered, employee surveys and programs as well (Grantthorton.com).
As a conclusion of all above we can say that hospitality industry has the highest rates of turnover and lowest rate of employee retention. The industry holds a negative reputation because of the long working hours, unpredictable schedules, demanding workload. Low level of retention is a big and continuous problem for employers, the implementation of strategies to curb high turnover is very important. It is important to build strategies that solve the issues as discussed though my report, in regard work-life balance, job satisfactions, job opportunities for career advancement, appropriate pays, development resources.
Human Resources has a positive impact on employee retention but still doesn’t solve the issues, but employees still feel supported and helped and feel to return the favours. For future hotel managers is a good opportunity to make changes and take part in these changes, can be a unique moment and big opportunity to listen, learn and make changes employees want and focus on things that employees missed the most. They can turn a great attrition into a great attraction by finding out why an employee is leaving and can act thoughtfully. Hospitality managers should be able to recognize talent in the process of recruitment but with the future HR and new technologies will improve the talent acquisition. With an automated and compliant global employment platform can grow revenue faster, will give the possibility to companies to have access to talents on a global bases and minimize the risks.
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