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[bookmark: _Toc10809774]Chapter 1: Introduction:
[bookmark: _Toc10809775]1.1: Research Background
Human resource manager within an organization applies for a key function in terms of managing the employees through various functioning role. It can be apprehended that the major role of the HR supposes for managing the human resources of a company and make them viably loyal to the firm’s goals and objectives. This can be identified as a great virtue for the firm because with greater employee loyalty being shown to the firm’s context, the HR managers are able to depict for a higher level of productivity in the competitive edge. The HR manager is implied for taking on various steps, which deciphers for a major role in context of the employees as one of the most important resources to be usefully utilized for attaining firm’s goals and objectives. In terms of managing the human resource of a company, it can be identified that a HR manager is not only entitled to the recruitment and selection of employees for attaining organizational objectives; but the most challenging part is the employee retention process (Wang et al., 2017). This is mainly because of the fact that one of the main job functions of the Human Resource managers is to form innovativeness and efficacy among the employees so that they can utilize it for long duration. Regarding this aspect, it can be identified that HR managers find the employee turnover process to be much more costly as replacing a new employee with the experienced one can tamper time and productivity for the firm at the competitive level. 
The orientation of the staffs at this point of time can be interpreted to be an essential thing to understand as this denotes the fruitfulness and productivity of the role of the HR managers within an organization for deriving out the best within the firm’s competitive dimension. Staff turnover is depicted to be a costly and difficult situation for any industrial sector. Employee turnover rate is measured through employee retention practices adhered by the HR of the company. In many cases, it can be seen that employees induced to poor motivation level leads to their cause of leaving the firm. This suggests the fact that the HR managers whose one of the main priorities in employee management is to boost them with various professional and personal achievements has to regard the retention of the staffs to be a major process for growth and productivity of the firm. Employee turnover is main issue in the hospitality sector. Employees working within the hospitality sector, especially within a hotel for a longer period induce higher productivity (Kim, 2014). The impact of high staff turnover is seen to be affecting hotel operational movements in a negative and this same happens to the sustaining employees of the organization. The service sectors like hotels where customer demands are seen to be relatively high, the work pressure over employees at the same time is seen to be extreme. The reasons cause behind employee turnover therefore in the hospitality industry are measured through employee motivation to stay in this service industry as well as their description of jobs to satisfy consumer demands. As staff turnover is seen to be a key concern for any organization, the service sector like the hotel industry is not an exception to that. The hotel industry in east London is growing at a fast pace. In this respect, the commitment of employees towards different activities of hotels is seen to be demanding (Hwang et al., 2014). The various job characteristics, responsibility; job motivation levels are making the hotel industry in the eastern part of London to be presenting extreme pressure over employees working in hotels. 
[bookmark: _Toc10809776]1.2: Significance of research:
High staff turnover reduces the consistency of business functions for any industrial sector. As employees denote to be the major human resources of an organization, therefore their turnover ratio is directly proportional to cost functioning and business functioning in any industrial sector. From the various studies, it has been accumulated that high staff and workers turnover induces to lesser productivity of organization due to inadequacy in enough work force to run on daily business functions and strategic moves (Dusek et al., 2014). Therefore, it can find that employee attrition rate is a serious issue to be ascertained by any HR manager within an organization as they anticipate for loosing of specialized competent employees within the competitive background. The daunting of the employee turnover rate is a critical issue for any HR manager of an organization as it induces an organization to hinder its opportunist growth through staff retention process. In many cases, it has been observed that the dissatisfaction of the staffs acts as a concurrent force against employee turnover rate. This is mainly because of the fact that the senior employers regarding their personal motivational factors do not support the employees working within a firm and this anticipates for the newer staffs to lose their motivation level for working within the firm. The determining of the employee turnover rate is an important factor to be considered upon as it indicates for the organization to be thoroughly aligning to the willful personal and professional development program in the respective industrial sector (Gatling et al., 2016). In this respect, it can be underpinned that the employer of the organization creates a mutually reflective relational discourse with the employees so that the probability of employee turnover rate can be diminished in the current platform of the firm. 
 For a hotel industry, the firm’s profitability and productivity is highly dependent over workforce strengths because they directly represent to the customers through their service on behalf of the management of the respective hotel. Hotel industry becomes most busy service sectors of any economy are directed towards heavy customer interactions and communications with the employees. The employees within the hotel industry are indicated towards heavy workload and constant pressure of customer satisfaction for maintaining business productivity (Kang et al., 2015). In this matter, it can evaluate that the employees reciprocating for a higher rated customer satisfaction process interprets for lesser focused being given in their personal and professional development programs by the HR manager. According to Stamolampros et al., (2019), it has been found that the employees being hindered in their professional development activities are vulnerable to lower commitment level within the hotel industry. Moreover, the intensified competitiveness of the hotel industry asserts the fact that there is continuous rat race between the various hospitality institutions regarding acquiring maximum employees with seeking them higher wages than their competitors seek. This can be enacted as a vital cause for the rising employee attrition rate among the employees of the hotel industry. The vastness of the hotel industry in eastern part of London in UK reciprocates the fact that the employees working in various hotels are induced to lesser job satisfaction level with increased demands of work pressures. The consistency of the operational movements of these hotels is highly dependent over productivity of workforce and their emancipation of various skills and performance for securing higher customer satisfaction (Mohsin et al., 2013). The competitive market in Eastern London hotel and hospitality industry has urged for greater responsiveness and this results for high turnover rate among employees working in Eastern London hotels. 
[bookmark: _Toc10809777]1.3: Rationale of research:
The high employee attrition rate in the London hotels industry gives rise to an organizational environment reciprocating of poor business operation and less transference of skills and knowledge among sustaining employees. The business organization, which is depicted, of higher employee turnover rate determines insecurity for existing workforce to efficiently perform his or her own work. On overall content, it can identify that high turnover rate is seen to be depicting for lowering the morale of the employees as of determining lower work culture dynamics in a hotel industry. On this aspect, it can be entailed that lower employee morale due to high turn-over rate in this particular industrial sector can imply for the newer employees to create a negative impression about the organization they are involved with. In hotel industry, the maximum attrition rate can invariably transform the employees to sustain on a vision where they can feel demotivated towards the value of the business and thereby confronting to hardships in attaining organizational goals and commitment level. This indirectly affects the customer loyalty level of the particular hotel institution because of the deficiency in the workforce. In many cases, it has been identified that for high employee turnover rate, the staffs within a hotel sector are faced with acute problem in their personal level relationships and professional communication network. This creates a gap in their performance standards and thereby demeaning the reputation of the hotel in the industrial sector (Zhao, and Ghiselli, 2016). The high turnover rate among the employees within a hotel sector implies for creating distraction in their work dynamics or particular job role they are assigned for. The hotel industry directed towards diversified customer bases often seen to be losing the interest of the sustaining employees when they have higher turnover rate. This actually deciphers the fact that trustworthiness of the customers to the particular institution becomes weak as they feel that they will be unable to provide them high-class service quality standards with such meager workforce strength in their organizational dimension. 
The reasons behind employee turnover rate is a necessary field of study in hotel industry because the aspect is prioritized to greater customer demands and extreme work pressure over employees to sustain their customer base (AlBattat, &Som, 2013). Moreover, it can also be seen that the turnover ratio within a hospitality sector is necessary to understand because of the high customer-oriented culture within the particular industry. In a hotel industry, there are different job roles and characteristics required to meet up the diversified customer needs. The implication of the turnover rate can induce for reducing the multi-tasking rate among the employees and this can have a grave effect over the customer satisfaction level with non-compliance of the employees to satisfy their particular job role or characteristics. In a megacity like London, the growth of hotels in its eastern part has been rapidly increasing in current years. In this respect, the hotels in this sector faces innumerable challenges in context of motivational factors like attractive wages and compensation benefits; preserving of work-life balance; professional opportunities and many others. All these factors assert the fact that employee turnover rate is aligned to motivation level of the employees while working with a particular group of hotel chain. With higher employee motivation, the employees are persuaded for greater retention rate in any service sector and hotel as well as hospitality section is not different from it (Brown et al., 2015). The rationale of the following research indicates the fact that the reduced motivation level of the employees working at eastern London hotels is one of the major criteria of higher turnover rate among employees of London hotels. 
[bookmark: _Toc10809778]1.4: Research Questions:
Research questions depict the initial step of a research project by finding on pertinent idea about the overall study. In the following research, the main research question, which can be underpinned, is as follow: -
· What are key reasons of high staff attrition level in hotel industry of London with special reference to eastern London hotel?
[bookmark: _Toc10809779]1.5: Research’s aims, objectives:
The aims and objectives of the research help the researcher to analyze the correct way of research conduction. The main intend of the research is to recognize the various factors contributing to higher workers turnover in East London Hotels.
Key objectives of this research have stated below -
· To classify the various aspects affecting staff motivation level in hotel industry.
· To assess how employee turnover rate is directly proportional to staff motivation level.
· To evaluate the reason of high turnover rate at hotel sector with the special orientation to Eastern London hotels.
[bookmark: _Toc10809780]1.6: Research Structure:
The structure of the research generally highlights about the specific chapters that are embedded within the research. Initially the research has been successfully determined through introduction chapter where the entire aspects of the research are successfully introduced. The second chapter is about the literature review which has constituted different review of eminent authors along with a detailed conceptual framework for the study. The third chapter has discussed about the research methods applied in order to accomplish the research. Here detailed overviews of the chosen research design are discussed thoroughly. The fourth chapter will adhere on data analysis of the information found through surveys and interviews for this research. The fifth chapter will define for deriving the discussions on data findings and its relativeness with the literature reviews on chapter two. This segment is a critical analysis of the data findings along with interpretation of scholars presented in the literature review section. The sixth chapter will determine the conclusive note of the overall research and its concise synopsis of the overall research being conducted. The researcher will also propose for some future recommendation by acknowledging the study limitations and evaluation of future scopes of the research in this particular area or subject. 
[bookmark: _Toc5611393][bookmark: _Toc10809781]Chapter 2: Literature Review:
[bookmark: _Toc5611394][bookmark: _Toc10809782]2.1 Introduction:
This section of the report reflects a detailed study on the rate of staff attrition in the Hotel industry of London Hotels. The hotels industry hugely relies on ratios of employee engagement where employee turnover is the biggest setback to the potential of an organization. Staff attrition has been sighted as a growing concern of the hotel industry in London, where the rate of employee resigning is very high, based on numerous reasons which include work culture as well as uncertainty or job security issues.  The concept of employee turnover has been discussed, along with the factor which influences this high employee turnover as stated in previous research work conducted by the management experts over the years and the theories stated previously. Employee turnover effects on the dimension of hotel industry, along with a brief discussion about the path by which staff turnover could be reduced have been discussed.  Motivation has a deep impact on the mindset of the employee and is considered as a major element in mitigating the higher degree of employee turnover, and is followed on by a short summative conclusion. 
[bookmark: _Toc10809783]2.2 Motivation concept
Motivation is suggested to the reason or a reason that makes an individual act in a particular manner (Hertzberg, 2017). It is also often stated as the desires, needs, demands and wants within an individual. The process of motivation helps the persons to achieve the goals along with objectives. The most effective means of motivation at workplace is money. According to Deci and Ryan (2010) there are 2 kinds of motivation which are used within the organizations and they are intrinsic as well as extrinsic motivation. Therefore, the intrinsic motivation is referred to as the drive which develops from within the individuals to achieve success. In contrast extrinsic motivation is stated as the motivation which is not driven from within an individual but by the help some external rewards such as money, praise, fame and grades. With the advent of globalization competition among the organizations across the globe has increased significantly. It is also revealed from the past researches and studies that the performance and productivity of an organization is highly varied on the presentation of the individuals or employees working within the company. Similarly, the performance of staffs is related with the level of employee motivation to effort within the organization i.e. more an employee is motivated to work at the workplace they perform better. For instance, an individual who is highly motivated within an organization performs better that the ones who are not motivated to work. The organization now a days implement a number of motivational theories like Abraham Maslow’s hierarchy of needs, ERG theory, Vroom’s expectancy theory, Hertzberg’s 2 factors theory, etc. and these theories help in the employee motivation in an efficient manner. According to Reiss (2012) motivation has also helped in reducing staff turnover within the organization. He also opined that extrinsic motivation is more effective in motivating the employees than the intrinsic motivators. 
[bookmark: _Toc10809784]2.3Concept of hospitality industry
As opined by Nyheim and Connolly (2011), hospitality industry is a wide group of fields or businesses that involves offering services to the customers. The hotel industry such as hotels, cruise line, transportation, event planning, theme parks, food services, drink services, pubs, hotels, etc. The hotel sector can be broadly classified into four segments and they are Food and beverages, lodging, recreation and Travel and Tourism. The food and beverage department are fastest growing along with revenue generating segment of the hospitality industry. This segment includes the service of offering foods and liquor (both alcoholic and non-alcoholic) of different styles and tastes to the customers. The travel and tourism sector become most blooming sector of the hospitality industry and the government of UK spends a huge amount of money to improve the travel and tourism sector in UK. The travel and tourism sector entails services which are related in moving people from one place to another place for entertainment, leisure, vacation or business purposes. Lodging refers to the service of providing accommodation to the customers where they can stay, sleep, eat, and get entertained and other services. The recreation sector involves offering enjoyment, relaxation and rest to the individuals 
[bookmark: _Toc5611395][bookmark: _Toc10809785]2.4 Employee turnover concept:
According to Mowdayet al (2013) staff turnover doesn’t affect the growth or business prospects of an organization, until the number of employees leaving the organization is balanced out with potential candidates being hired by the HR department.  The immediate reasons behind a huge employee turnover rate are termination, resignation and sometimes even the discharge of employees.  The impact of employee turnover has always been sighted as negative as the employee being suspended or terminated by the organization also takes along with them value proposition previously benefiting the hotel.
The movement if employees in and out of the organization should be monitored and are generally by means of voluntary or involuntary means.  The staff turnover rates in a specific organization justify the potential of an organization and the level of efficiency. As stated by      the hotel industry is revolves around the potential of their employees, the services generated and is hence represented by people. The effects of employee turnover are very high where the reasons are diverse, and result in losses for the organization on the whole. The reasons lie in the interpersonal relation of the employees, the levels of pressure imposed on the staff members and the organizational policies. 
[bookmark: _Toc5611396][bookmark: _Toc10809786]2.5 Factors of high employee attrition:
According to Stanley et. al (2013), the factors which could affect the staff attrition rates in hotel and Hospitality Industry of London Hotels are as stated in this segment. These factors that influence the staff attrition rates are because they affect the mindset, the cultural beliefs or the actions of the employees. The pressure on the employee working in the London Hotels is immense, as the number of people visiting these hotels is growing every year with a growing grate of tourists visiting London every year, the number of business meetings, seminars, conferences and exhibitions being held in these hotels.  
The factors influence the staff attrition in the hotel Industry are –
When the employees are being played less than the industry standards, they feel neglected and disrespected for the efforts and the work they do and hence retort to reigniting from their work. A range of websites reflect the pay scale of employees based on their skill set, their experiences and their domain of work, thus allowing them to stay updated about their position. An employee or staff member of the hotel industry could easily assess their position i.e. where they stand and the wages they should be paid, a clear comparison allows them to understand the statistics.  
As opined by Kim (2014) employees when underpaid are demotivated to continue working in the same hotel over, they may have worked over the years. Hence resignation of the employee results in higher employee turnover rate of their present organization, where the organization faces loss of experienced employees, trained people who held pivotal and decision-making position. A lost employee takes along with him the years of learning, the tricks, the lessons and the profitability they were awarding to the hotel.  Financial and non-financial rewards of an employee effect their potential, their mindset and these when awarded in the form of awards will potential boost the chances of employee loyalty. 
The hospitality industry is growing at a very high pace, where the growing number of hotels is in need to extract the best talent available, and hence they offer great salary packages to the employee along with lucrative incentives.  The ambience, the brand name and the location of the hotel along with the position offered are the other reasons which lead to growing staff attrition. Staff attrition enhances when the staffs are not allowed to explore and restricted to not so lucrative opportunities. In the hospitality sector, employee turnover is a widespread issue because of the consumer-facing industrial business context. The heavy dependence, which the hotel industry shows towards the employees for gaining consumer attention, helps them to capitalize their business opportunity in competitive dimension. According to Qazi et al., (2015), it has been found that the HR managers of the recognized hotel chains adhere to the capitalization of its resources with maximum and best of utilization process of their human resources. This adds a competitive advantage to their business platform. The labor-intensive environment of the hotel sector has already been seen as a major criterion for determining the high turnover rate of the employees as they become very much stressed with the workload they face while working within this industry. Moreover, it can also be underpinned that in hotel industry, the intensity of the high turnover rate is mostly characterized by the inefficiency of the HR managers to provide with high quality training and development program, which can resist for attractiveness of labor in the respective industry.
As stated by Ineson and Berechet, (2011) the impractical and unfeasible expectation of the employer’s results in panic, grief and anxiety among the employees. This enhanced emotional outburst is because of high work pressure, limited instructions from their superiors, and unacceptable levels of authoritative influence of the employers. The pressure imposed on the staff members could be termed as legitimate by the employers, only if the objectives are clarified; the goals designed properly and the instructions hence laid down for the staff members meet the task essentials.   Impractical expectation from the employees, short deadlines at this hotel do not yield any result, where the staff members are upset about their post and their job. This kind of undue pressure for prolonged period lead to employees turning hostile and hence employee turnover rates soar high. 
Yao et al., (2019), has opined that the HR managers in the contemporary period of hotel industry have invariably defined for employee attitudes as a key cause of the employee attrition rate. In many cases, the attitudes of the employees for leaving the organization they have been working for a longer period denote their non-compliance to the various labor management systems indicated by the HR manager. From different contextual situations, it has been identified that employees working under extreme workload of hotel sector is seen to be continuously failing in their professional performance standards and this act as a vehement force against their tenacity to work within the particular industrial sector. In some cases, it has also been identified that the behaviors and attitudes of employees for improving the service quality within the industrial sector like a hotel has always deciphered for active decision-making support. The extreme workload of the employees within a hotel industry deciphers for the employees becoming frustrated in some instances which propagates for degraded attitudes of the employees while working within a particular organizational workforce (Gatling et al., 2016). Therefore, it can be underpinned that the difference in the attitudes of the employees within a hotel industry can lead to reduced satisfaction level regarding their jobs and thereby leading to higher intensity of leaving the firm. 
The growth opportunities and the amount of recognition awarded at some of the hotels lack the motivating attitude, a proper performance appraisal systems or incentive mechanism which results in higher dissatisfaction levels in the employees. According to AlBattatet. al (2014), promotions, growth, recognition, appreciation allow the staff members to be attached to their work place, where they feel connected and hence contribute in building long term relationships.  Employees do not feel secure at such work environment where their work is neither appreciated nor recognized by their superior and hence, they are discouraged to continue working in such ambience. 
The hospitality industry is based on employee performance, their services rather than product being offered and hence revolves around high level of performance expected form the staff members. Falling performance standards, loss of company assets and even losses faced by the company, results in cutting down the pay of their staff members. The employee handbooks when not prepared and distributed to the employees result in discomfort and dissatisfaction among the employees where they fail to precedent the moves of their employers. 
The seasonal nature of the industry is considered another major reason behind high employee turnover ratios in the hotel and hospitality Industry.  The employee members do not have much work all year round and hence prefer moving on form one organization to another here they would have stability, distributed work as per their requirements.   The employees when joining an organization have a range of expectations in their role, where they seek for opportunities, rewards policies of the employer, work life balance potential available for their employees and job security. 
Gender difference is sighted as another potential reason of high employee turnover, where the female and male employees are awarded different goals and objectives.  The female workers have separate responsibilities apart from their professional responsibilities. According to     the female’s employees and the male employees are accorded different payments for the same work, this biasness is another cause of disposition of the female employee’s turnover.  Gender biasness is also sighted in relation to the work allotted and physical and mental health of the female employees in hotels working as janitors or in the house keeping departments. 
Stress levels of employee because of the pressure imposed on them during busy hours, the objectives and instructions are not clear and the coworkers are not very social on some instance causing higher level of work place risks for the employees. Good relationship with peers and the superiors at work allow the employees to stay positive, contented and happy about their job role. 
[bookmark: _Toc5611397][bookmark: _Toc10809787]2.6 The potential impact of staff attrition:
The quality and service standard delivered by the organization go down with high employee turnover in an organization, where the organization losses their customers because of poor quality services and this also has an impact on their profit levels and revenue generated. The work load of the existing employee increases, work gets messed up, piled up and pressure built up, and the newly hired staff members by the HR department do not really understand the dynamics of the organization and fail to deliver the same standard of services.  With increased work pressure and work load the existing employees, deteriorated health, and with frequent absenteeism are not able to deliver potential services and the best performances at their work. 
Financial implication of employee turnover is high, where lost hours, the lack of service creates a scarcity or crisis in the organization, during which customs are left unreported, the maintained and reporting work doesn’t go along well and hence the lack of synchronization. The results of all this mismanagement are lost revenue, lower profits ad loss of loyal customers.  The lost also includes heavy administration cost, where the team breaks down; there is need for synchronization and reformation of team to deliver the previous standard of work. 
The cost of recruiting potential candidates in the vacant position is a cost insured by the organization, where an entire process of selection and recruitment is followed and has certain costs in each stage of the process. There is advertising cost, the cost of managing the entire process, the cost of setting up interviews and the other round for potentially hiring an employee who could fill in the vacant position.
Training the new employees, making them understand the organizational work culture, the time invested on the staffs, the payments being made to the trainers and the cost of the induction programmed are the cost which could be mitigated if committed and motivated employees are hire.  
[bookmark: _Toc5611398][bookmark: _Toc10809788]2.7 Ways to reduce employee turnover:
Human resource policies of an organization should be well managed and hence the policy of employee retention should start off from the very first stage where potential candidates could be recruited for various skilled positions. The human resource department should be potentially well structured so that the planning process is well managed and hence demonstrate their full potential in meeting the needs of these hotels. Staff attrition is a loss to the organization, a loss of resources, a loss of time, a loss of potential and experienced staff members should be reduced to allow organization to retain their position and this can be achieved by a range of methods –  The organizational culture of an organization should be very supporting for the employees, where the organizational culture should allow the employees to potentially enhance their skill set and establish a seamless communication pattern in the organization (Mohsin et. al, 2015).
Communication among the employee s, in different levels of the organization when potentially enhanced, seamless and any problems of the communication channels should be eliminated which could else while create unstable situation in the hotel. 
Exit interviews are a must these days, on the basis of high staff attrition rate in the hotel industry, where the data collected from the employees who left their organization could be sued as a referential data to retain employee while safeguarding their interests. Pay, succession planning, non-financial rewards, undesirable working life and working environment balance are some among the numerous reasons behind employee turnover and proper exit interviews conducted will allow the organizations to yield potential output of such situation. Equal opportunities for employees are a very important and critical technique that could be applied in an organization where the men, women and the disabled employees are given equal opportunities. Gender inequalities should be eliminated to allow the employee to feel safe and secure about their position. Performance appraisals in an organization should be structured and executed in a manner that the performance s of the employees is properly assessed, monitored by their superior and hence assessed based on the key performance indicters laid down. The yearlong performances of the employees should be thus assessed in a very efficient manner by their superior, and hence assess and rewards or penalties should be awarded based on their KPI’s. As stated by    motivation is a way of allowing the employees to stay positive, feel motivated about their skills and qualities and hence perform better. Motivating employee should be a part of the strategic planning of the manager, where employee motivation is stated as a way of enhancing productivity and profitability. Making opportunities and potential for development of then employee allows the employees to stay positive and perform with great passion and determination for their organization.  Stagnate position in the organization is very demotivate where the employee lack then zeal to be very passionate about their job role and hence eventually look out for better options outside the organization.  Training is yet another way of allowing the employees to upgrade their skills sets and hence develop over a period.  Awarding training to the employees at their work place from time to time based on their level of performance make them feel at home, where they are valued and hence given due importance.  Promotions and succession planning play a great role in boosting the potential and motives if an employee in a hotel industry, where the staff members become yet more commuted and employee engagement is enriched.
[bookmark: _Toc5611399][bookmark: _Toc10809789]2.8 Relation between motivation and employee turnover:
Higher level of motivation for the female employees allows them to retain work after their maternity leaves and hence stay determined at their post, the female employees should be motivated to not just retain their work responsibilities but to maintain a balance in between their personal and professional lives.  The female employees are not quite reluctant to return to their work places after such elongated leaves and only motivation and comfort at work place will allow them to be committed. 
As per Abraham Maslow’s motivational theory, stated by Homet. al (2012) should be implemented by the managers, where the staff members when motivated at their work place they could deliver yet more potential and effect outputs. The standards and services expected by the employees could be retained when the employees are motivated about their position and determined to deliver the best output.  The hierarchy of needs theory when implemented at the workplace will allow the employees to be loyal at their workplaces, when the levels of hierarchy on the pyramid of needs where the elements move from basic need to more complex and dependent one’s.   The physiological needs of an individual include their main requirement for the physical existence of the employees comprising food, water shelter and citing needs. The concept as demarcated by Maslow stated that the needs keep on diversifying as the employee move up the pyramid. At some point they may even have two or three parallel need, and as per the theory the lower stage requirements should be pleased before the moving along with the top-level ones.  The safety needs are the next category of needs, where the employees should be secure about their position at their work place along with their health and safety implication in the organization which could possibly affect them. The hierarchy of need as stated by Maslow’s mentioned the need for an organization to deal with economic crisis or financial issues in the business organization shouldn’t affect the job position of the employees and this security when ensured allows the employee to stay secure about their position in the organization eliminating levels of employee turnover. The love or belongingness needs are very important where the employee feel belonged to the social ambience of the organization, where the employee are a part of groups and clubs allowing them to be close to their coworkers and hence built relationship. The Esteem needs are described by the need of an individual for a status or a quo in the organization or the society, and this when attained allows the employees to be satisfied about their position. A sense of value or contribution is thus infused in a person when they are accepted and valued by their peers.  Stress levels could be managed if a staff member has retained their self-esteem needs where they feel confident and mentally balanced. Maslow stated in his theory that the self-actualization needs are attained when an employee has retained the position at their work place, society and in their lives. The previous levels of motivation when achieved will motivate and hence retain the confidence in a staff member to utilize their potential to the fullest level. By concentrating on this theoretical concept, it can be stated that the relation between employee motivation level and turnover rate is an inter-related factor within the hotel industry. The hotel industry being a highly consumer-oriented business platform, the essence of motivation level of the employees within the workforce is an essential aspect to be concentrated upon. Qazi et al., (2015), has opined that in hotel industry, the motivational factors for raising employee satisfaction level indicates for the employees being highly aligned to their organizational levels of commitment. Additionally, the cost and time of new employee’s recruitment within the organization, the vivacity of fulfilling professional development goals is recognized to be prior in this sector as this vehemently determines their attitude to be remaining highly procured to the organization’s objectivity. It is the psychological contract between the employers or HR managers and the employees of a hotel industry, which benefits to raise the employee motivational instances and thereby demanding for lesser turnover rate among the hotels in a developed country. 
[bookmark: _Toc5611400][bookmark: _Toc10809790]2.9 Conclusion:
 It could be stated from a range of research work on the causes, effects and the ways in which the level of staff attrition could be mitigated in the hotel and hospitality industry, that staff turnover is a growing concern for this industry and should be eliminated or mitigated as far as possible. There is a great critical importance of employee retention, where untimely or scattered recruitments schedules could be avoided and hence produce high quality of work.  Stress, discrimination, undue pressure, lower wage rates, seasonal opportunities of work are stated as the potential cause of staff attrition in the hotel and hospitality industry where the employee seek for better prospects in other organization.  The output of staff attrition on the dimension of an organization have been elaborated which include financial implication, loss of competitive position in the market. Exit interviews, equal opportunities for employees, performance appraisals and motivation are the potential elements, which could mitigate the rising levels of employee turnover. Motivation has been sighted as a possible technique to mitigate the growing levels of employee turnover so that the employees could be retained, their experience could be routed and the employers or the organization doesn’t lose out on their profits. 
[bookmark: _Toc493715547][bookmark: _Hlk7727067][bookmark: _Toc10809791]Conceptual framework

Fig: Conceptual structure
Source: (created by self)
The entire conceptual structure shows that there is an important link between the Motivation, HR control and staff turnover. The information and data of secondary research or the literature review section shows that motivation and employee turnover is directly linked. This means that employees who are highly motivated within an organization tend to stick to the business for the long period whereas the employees who are not motivated often look for new opportunities and switch jobs easily. The hotels in East London suffer from the high rate of the staff attrition in hotels and this requires immediate attention of the HR people to ensure that the high rate of staff turnover is controlled effectively. If this high number of employees quit working in the hotels continues to prevail or increase the hotel industry would face a major loss in terms of revenue generation. 
The conceptual framework denotes that motivation, HR control and employee’s turnover are the major aspects which affects the working or performance of the hotels in East London. The HR department within an organization plays an important character in keeping the staff motivated by employing various methods of motivated. Currently, the involvement of employees for the making of important decisions is one of the major jobs of the HR’s in an organization to keep the employees highly motivated within the organization. The HR department is also required to make sure that they handle the grievances and complaints of the employees such that they work happily within the organization. Moreover, the HR also conducts various social activities which help the employees to get entertained for a certain period of time from their hard, monotonous and continuous work schedule within the organization. 
The HR department is required to devise strategies and policies which would keep the employees highly motivated at work. The HR of an organization has the capability to manage the rate of employee attrition within the organizations. It is responsibility as well as duty of the HR to make sure that the people within the hotel are happy to work in the organization. The HR should also be sure of that the compensation and the benefits offered to the individuals meet the needs and demands of the individuals appropriately. If the needs are unmet the HR should adopt corrective measures so that the employees are able to fulfil their needs and remain motivated to achieve goals that would meet the next set of their needs. Hence, it can be truly justified that the HR has the power to manage the high rate of employee attrition rate in the hotel as well as hospitality sector by keeping the employees motivated and encouraged for the high period.
[bookmark: _Toc10809792]Chapter 3: Research Methodology.
[bookmark: _Toc9961049][bookmark: _Toc10809793]3.1 Introduction:
The research has based on the important topic and that is high turnover rate in the hospitality industry. Through conducting the research, the researcher has analyzed the critical factors regarding the employee turnover (McCusker, 2015). Due to some reasons, the employee turnover rate enhances in the East London Hotels which highly affects the internal environment of the hospitality industry. Therefore, the segment of research methodology is very important as it helps the researcher from different perspectives.  A number of methods has used in this part for completing the research. Research philosophy, Research Approach, Research Design, Research Strategy, Data Collection and Data Sampling Procedure are the important methods that are included in research methodology. Each method plays an important role for conducting the research effectively. Along with, the researcher has maintained the reliability of research through completing the procedure in the proper ethical way. 
[bookmark: _Toc9961050][bookmark: _Toc10809794]3.2 Research Onion:
The implementation of research onion is important for the research as the researcher can get different ideas about the methods that are needed for successfully completing the research. It signifies the sequence of research and the conducting process.  As the researcher has investigated on important issues, therefore, the research onion provides help to the researcher. 
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[bookmark: _Toc9961051][bookmark: _Toc10809795]3.3 Research Philosophy:
The researcher has selected the Research Philosophy as it is initial as well as vital part of the research methodology. Different paradigms of research have strongly influenced the research philosophy. The paradigms of research have comprised of axiology, phenomenology and epistemology. As per the stated by Mackey (2015), the research philosophy consists of four different segments or parts. Interpretivism, positivism, realism and subjectivism are the divisions that are used in the Research Philosophy. The researcher has applied the segments of research philosophy according to the requirement of research. By critically analyzing the core factors of employment and turnover, the researcher philosophy has provided a number of information and data to the researcher. For this research, the researcher has chosen the Positivism Research Philosophy as it is entirely appropriate and suitable, which also helps to identify them. Moreover, the real facts, business dimensions and multiple operational concepts of the hospitality industry have been evaluated by the researcher through this help of the research method. Thus, the research philosophy has granted for finding real outcomes as well as effective consequence that assist in to recognize the reason of high employee turnover rate in the London(east) Hotels. 
[bookmark: _Toc9961052][bookmark: _Toc10809796]3.4 Research Approach:
Research approach is another important and significance part that is required at the time of conducting research because it assists the researcher for planning properly about the different strategies and methods as it has high importance in this respective filed regarding the subject – evaluating the reasons for high employee turnover rate in the hotel industry.  Therefore, the researcher has got directions about this research phenomenon and it’s conducting procedure.  Mainly, the research approach has formed with two different types - Inductive Research Approach and Deductive Research Approach. The researcher has selected the deductive approach as it can entirely analyze the subject of matter.  Hence, the deductive research approach has incorporated the testing as well as evaluated the selected area of the research. The authentic inferences and gathered secondary information have been analyzed and reviewed for this research. Moreover, the research questions are embraced by the research approach, which helps to generate and develop new ideas and concepts about the research topic. 
The deductive approach helps the researcher to know the reason about the high employee turnover rate in the London Hotels (Walliman, 2017). Based on the case study, surveys and the observational method, the research has conducted. Through the use of research approach, the researcher has reached to the core element of the research and that is highly required for successfully implementing the research procedure. 
[bookmark: _Toc9961053][bookmark: _Toc10809797]3.5 Research Design:
Generally, the application of research design is for encompassing the utilized approaches in order to enable or facilitate the implementation and integration of the particular components and elements of the research procedure.  Research design provides an idea and concept to the researcher that how the researcher can carry forward the research process without facing barrier on the way of research. Moreover, the research design also helps in the identification of the problems and also provides solutions according to the problem. Exploratory and Descriptive Research Design are the divisions of research design. In the research paper, the researcher has selected the process of Descriptive Research Design as its contribution is maximum for this research. Clear as well as proper details of information can get about the topic of this research through the help of research design. As per the name of this research method, the significance of this approach can recognize. So, the basic purpose of this research design is making a strategy of the research which permits the accurate appraisal of cause as well as effect association between the dependent and independent variables. 
[bookmark: _Toc9961054][bookmark: _Toc10809798]3.6 Research Strategy:
The importance of research strategy is to achieve precise results, outcome and successful completion of research.  In this particular research paper, the researcher has mainly concentrated on the sizzling topic that cause of creating many issues in the hotel industries. The internal operations, customer services as well as business profitability have been highly affected by the increasing rate of employee turnover (Smith, 2015).  Therefore, the application of research strategy guides the researcher to know about the critical and crucial aspects regarding the research.  As per the intensity of research topic, the researcher has selected both quantitative as well qualitative research strategies to deeply analyze each factor of the research.  The significance of this research is very high as it clearly notifies the critical condition of the hotel industry. The hotels of London cannot perform well without the collaborative and communicative work of employees, staffs and the workers. Therefore, the utilization of these strategies has been stated below: 
[bookmark: _Toc9961055][bookmark: _Toc10809799]3.6.1 Quantitative Research Strategy:
Quantitative research strategy changes the direction of the research by taking the research procedure to a significant way (Ledford, 2018). In order to complete the research and get proper precise result, the quantitative research strategy is effective. Mainly, the primary data has collected for continuing the research as in this way, the researcher gets the chance to come close and meet with the people.  Therefore, quantitatively and mathematically interpreted proper value has got which helps the researcher to discover the important facts regarding the high employee turnover rate. However, the researcher has arranged survey method or the questionnaire method to collect numerical data as well as information about the research. Generally, the mathematically measured data is necessary for this research as the researcher has estimated the number/ rate of employee turnover in this way. Along with, the entire research process has been analyzed through the appropriate application and execution of the Microsoft Excel.  Moreover, various findings have generated in the form of graph and bar charts. Hence, the utilization of quantitative strategy is beneficial for this research as the research procedure get some advantages 
· Quantitative research strategy emphasizes on the core element of this research and assists in the outlining the research structure (Litosseliti, 2018).
· The researcher has got a perfect and concise outcome after completing the survey process and knew the participant’s opinion about this matter.  
· The information that is collected for this research is genuine and collected from the proper source. 
· Highly reliable, valid, precise and authentic result can get that help to analyze important aspects of the research (Wildemuth, 2016). 
· High amount of numerical data can underpin the application of this strategy.
· The opinion of participants has been estimated by conducting the survey process. 
· The process of data analysis is relatively quicker and faster for finding the higher efficiency and accuracy. 
[bookmark: _Toc9961056][bookmark: _Toc10809800]3.6.2 Qualitative Research Strategy:
Secondary source has used for the completing the research as the information that is collected by this way is proper and genuine. To come in a perfect and precise conclusion, the researcher has analyzed the research paper, online articles, documents as well as journals as these are important aspects for this research. In order to evaluate and analyze the cause of high employee turnover rate, the qualitative research strategy is helpful. Basically, the prier and preview journals and articles has used for conducting this research procedure. The advantages that are getting by this strategy are really very helpful for doing the research.  
· The assessment and terms, conditions of the research can recognize in this way.
· This strategy provides benefits the researcher for continuing the research format and getting an accurate as well as reliable interpretation and analysis about this research topic (Dumay, 2015).
· Therefore, it is possible to make comparison between different factors that influences the work quality and employee turnover rate.
· Through the proper implementation of qualitative research, the overall dynamic process of the research can analyze. 
[bookmark: _Toc9961057][bookmark: _Toc10809801]3.7 Data collection process: 
During collecting of data, some matters need to considered which are very important for the research procedure.  Proper source and appropriate data collecting are important, otherwise, the research cannot conduct in a genuine way which is highly necessary (Taylor, 2015). For this research, the researcher has collected both the primary as well as secondary data as it helps to maintain the research density.  The researcher has selected particular research area for the conducting the survey procedure. According to maintain research ethics and principles, the researcher has asked questions to the participants and tries to know their perspectives about the different reasons of enhancing employment in the east London hotel industries. Moreover, the researcher has gained proper and topic relevant data through gathering appropriate data along with information. It has also underpinned that the collected data from, the questionnaire method has helped the researcher to analyze and evaluated several matters regarding this topic. 
[bookmark: _Toc9961058][bookmark: _Toc10809802]3.7.1 Collection procedure of primary data: 
In this research, the researcher has highly focused on the collection of primary data.  It is important to collect the reliable data as the information has applied in this research procedure. So, the entire research has based on the data that is collected from the survey procedure. Through the primary data, the researcher can reach to the main objectives and goal of the research as it assists in the interpreting of different data regarding the conceptual findings and conceptual frame working (Alvesson, 2017). It has knowing from the data; the management system of those hotel industries is quite weak and not appropriate as per the present market condition. Due to the lack of motivation, the employees have not got proper facilities and the opportunities for the future growth. Therefore, hotels of East London have suffered high for this situation. Actually, there are several matters which directly and indirectly influence the turnover rate of the hotel industries. 
In this research, the researcher has taken 20 respondents, who are the employees of different hotels throughout the East-London. 10 questions have been asked by the researcher to them and the all questions are regarding the different factors (internal and external) of hotel organization as this is influencing the rate of employee turnover. 
[bookmark: _Toc9961059][bookmark: _Toc10809803]3.7.2 Collection procedure of secondary data:
To achieve the fruitful and important information, the secondary data collection procedure is highly useful as well as appropriate. In this aspect, the data has collected from the prier preview journals as the data which has collected from that source is authentic as well as reliable. There are many journals which are based on this important topic. Nowadays, high employee turnover makes a big problem that needs to be solved by strategically and effectively as it is the best route for reaching to the core point of issue. Interview has been taken by the researcher to the three individual managers of the SIP group of hotels, placed in the London UK, located in eastern part of London at E7 to E15 area. The data has collected for this research; it is concrete as well as perfect. 
[bookmark: _Toc9961060][bookmark: _Toc10809804]3.8 Process of data sampling:
[bookmark: _Toc9961061]It is another important method for analyzing the data as many information and data has gathered from the way which helps the researcher to find out the exact outcome for this research. Data sampling procedure consists of Non-probability and probability procedure. In this project the researcher has adopted the process of purposive sampling which is a subdivision of non-probabilistic sampling. In this particular sampling process, the sample is chosen on the basis of the characteristics of population. Also this is selected on the basis of the key objectives of the research context. In various studies purposive sampling is also termed as subjective sampling or selective sampling. This use of this particular sampling is highly justified because; through this process targeted sample can be reached very quickly. However, this type of sampling is selected on the basis of particular situation, where the proportionality of the population is not highly concerned. This is one of the fastest methods of sampling and it gives proper and authentic research results. The researcher has implemented best process for data sampling as per the importance of research. This process is very complex and complicated for this research. Therefore, the researcher has taken help of different techniques to successfully conduct the research procedure. The key purpose of this research is to identify the reasons for enhancing the rate of employment. Different questions have been asked by the researcher for not only proceeding the research procedure but also get various information and documents about this sizzling topic. Through properly sampling the participants, the researcher has got vital documents and also analyzes the reason of employee turnover rate.  By the application of proper technique, the researcher can easily focus on the valid and reliable data that has been gained through the researcher. Moreover, the feedback of the respondents helps to understand the researcher about the issues and problems of employees and along with the reason that why they cannot want to work in the hotels. 
In this research, the researcher has taken 50 respondents and asked those questions randomly about the matter of employee turnover. The respondents are basically the hotel managers and employees. According to the question, they provide their answers, the age of selected respondents is between 20 years – 50 years as this age group is perfect for this research. The selection of this respective sample size can be justified as it has enabled gathering valuable feedbacks through analyzing the reasons for high employee turnover rate in hotel industry. The statistical analysis of these feedbacks has enabled the generation of accurate research findings and outcomes 
[bookmark: _Toc10809805]3.9 The reliability as well as validity of research:
Whenever, a research has conducted, it has required sustaining the reliability as it is directly connected with the accuracy of research (Humphries, 2017).  To conduct the research, the researcher has collected effective and efficient data. Therefore, the research procedure is conducted through an authentic manner. Vague data and information are strictly discarded here. 
[bookmark: _Toc9961062][bookmark: _Toc10809806]3.10 Ethical Consideration of the research:
In order to conduct the research, it is important to follow the guidelines and ethical norms (Silverman, 2016). Without maintaining these aspects, a research cannot be completed or granted as these are primary rules and regulations of the research. Before starting the research procedure, the researcher needs to take permission to the respondents about this matter. Moreover, it has required to check various evidence as the evidences are highly important and provide help the researcher to continue the research procedure. Therefore, researcher has taken prior permission and appointments for the survey from different hotels individuals. Any kind of pressure cannot allow in the research technique because it is against the rules and regulations of the research procedure. Along with, proper code and legislatives has to be maintained to successfully complete as well as precise the outcome of this research. 
[bookmark: _Toc7144920][bookmark: _Toc10809807]Chapter 4: Data Analysis:
The significant results achieved from the entire interpretation and assessment of the data gathered by a researcher in order to undertake the research for determining proper findings and outcomes from the outcomes is considered as the data analysis. 
[bookmark: _Toc10809808]4.1 Quantitative Analysis:
Gender
	Gender

	 
	Respondents
	%

	Male 
	15
	75%

	Female
	5
	25%

	Total
	20
	 




The respondents selected for the research are determined as per the demographic variables which ensure that 75% of the total respondents are male hotelier and 25% of the remaining are female hotelier. The total number of respondents selected was 20, out of which 15 were males and only 5 were females who responded the questions posed by the researcher over employee turnover rate within hotel sector in Eastern London. 
1. Rate below job related factors starting from most important to least important for high employee turnover in hotel industry.

	No.
	Factors
	No.
	Factors

	1
	Job Satisfaction
	7
	Decision making

	2
	Work Culture
	8
	Shifting/working hours

	6
	Utilizing the skills
	5
	Wage satisfaction

	3
	Motivation
	10
	Insurance / Mediclaim

	9
	Incentive
	4
	Training



There has been identified 10 job-related factors rating from most important to least important for employee turnover rate in hotel industry. These were mainly job satisfaction, work culture, skills utilization, motivation, incentive, decision making, hours of working, wage satisfaction, insurance and training. It is identified from the entire survey that among the job-related factor maximum respondents have empowered the fact that job satisfaction is considered to be most important for higher employee turnover within the hotel industry.
2. Rate the below factors in order of importance, when 1= most important & 10= is least important. 

	No.
	Factors
	No.
	Factors

	1
	Job Satisfaction
	8
	Decision making

	3
	Work Culture
	4
	Shifting/working hours

	9
	Utilizing the skills
	2
	Wage satisfaction

	5
	Motivation
	10
	Insurance / Mediclaim

	7
	Incentive
	6
	Training



In this second section, the question for the most important factor has been categorized under 10 factors like the previous one. The result almost predicted to be same with the respondents proclaiming for the job satisfaction to be the most important factor. ON the other hand, the factors like Mediclaim or insurance was proclaimed the least important factor. 
3. How strongly do you agree with the following statements?
3.1 High employee turnover will influence organizational culture.
	 
	Respondents
	%

	Strongly Agree
	8
	40

	Agree
	6
	30

	Neutral
	1
	5

	Disagree
	2
	10

	Strongly Disagree
	3
	15

	Total
	20
	 




It is evident from the entire fact when the respondents have been asked about the fact high employee turnover will influence organizational culture then 40% strongly agreed this fact that High employee turnover will influence organizational culture. Out of 20 employees, eight employees strongly agree with the view that the organizational culture is influenced by the high rated turnover of employees within hotel industry. Only 6 employees agreed with this opinion, whereas only one employee posed neutral point over the question. Only two employees disagreed over the opinion and 3 employees strongly opposed the fact. On the other hand, 30% have only agreed that high employee turnover will influence organizational culture. But 5% have neutrally portrayed that high employee turnover will influence organizational culture. Moreover, 10% have disagreed the fact that high employee turnover will influence organizational culture. Furthermore, 15% have strongly agreed that high employee turnover will influence organizational culture. 
3.2 from question 1 above which of the Organizational factors impact employee turnover. When 01 is most important & 10 is least important.
	No.
	Factors
	No.
	Factors

	2
	Job Satisfaction
	7
	Decision making

	1
	Work Culture
	5
	Shifting/working hours

	8
	Utilizing the skills
	4
	Wage satisfaction

	3
	Motivation
	10
	Insurance / Mediclaim

	9
	Incentive
	6
	Training


As per the question given above, it is identified that work culture is most important for the organizational factors that impact the employee turnover. While the least important fact will be the insurance and Mediclaim provided by the organization to the employees. 
4. Have you been made aware of the working culture within your hotel? 
	4. Have you been made aware of the working culture within your hotel? 

	 
	Respondents
	%

	Yes
	15
	75

	No
	3
	15

	Don’t know
	2
	10

	Total 
	20
	 




Out of 20 participants, majority of the participants that is 15 respondents posed their views for showing a positive awareness about the hotel cultural background. Only 3 respondents showed negative response to the question and two participants asserted their view for knowing nothing about the working culture within the hotel.  It is underpinned that 75% of the respondents are aware of the working culture within their hotel. But 15% of the entire respondents are not aware of the working culture within their hotel. On the other hand, 10% of the respondents do not know in perceiving the awareness have been adhered within the hotel. 

4.1 If yes, by whom were you made aware?
	 
	Respondents
	%

	Yes
	15
	75

	No
	5
	25

	Total
	20
	 



Out of 20 respondents, 15 respondents confirmed the fact that they were aware of the company’s working culture and only 5 employees depicted the fact that they were unaware of the company’s work culture. In order to aware the fact 75% of the respondents were made aware and remaining 25% are not made aware about the working culture of organization. 

4.2 If no, do you believe you should be made aware? 
	 
	Respondents
	%

	Yes
	16
	80

	No
	4
	20

	Total
	20
	 




In this context, out of 20 employees, majority of the employees gave their opinions about the necessity of awareness among the employees for work culture. It has been found that 16 employees asserted the opinion that it is important for the employees to be aware of the work culture of a hotel industry and only 4 deciphered the fact that it is not necessitated for knowing the work culture in hotel industry in recent dynamics. It is justified from the negation that it is needed to be aware about the working culture which is directed by 80% respondents but 20% revealed no about the fact about not too aware for maintaining working culture. 

4.3 By whom?
	 
	Respondents
	%

	Human resource manger
	8
	40

	General manager
	5
	25

	Supervisors
	4
	20

	Others
	3
	15

	Total
	20
	 




It is underpinned that 40% of the respondents which asserts that about 8 employees out of 20 believe that Human resource managers are the main persons to influence the employees about the work culture within the hotel industry. 5 employees out of 20 which are 25% of the total employees think that they are the main person for influencing company’s work culture. Only 4 employees that is 20% have thought that supervisor must aware about the working culture. Alongside, 15% thinks that other personnel will aware about the working culture within organization. 

5. How aware are you of the working culture within your hotel?
	 
	Respondents
	%

	Very Aware
	12
	60

	Aware
	4
	20

	Unaware
	3
	15

	Strongly Unaware
	1
	5

	Total
	20
	 




It is evident that 60% are very aware regarding the working culture. Only 20% of the respondents are aware regarding the working culture. 15% are unaware about working culture. On the other hand, 5% are strongly unaware about the working culture within the hotel. 

6. How important do you believe Human resource is in resolving issues of employee turnover?
	 
	Respondents
	%

	Very Important
	18
	90

	Not important
	2
	10

	Total
	20
	 




It is quite obvious from the analysis when the respondents are asked about believing that how much important is in resolving issues of employee turnover then, almost 18 employees out of 20 employees which is 90% of the total have uttered that it is very much important that human resource is in resolving issues of employee turnover. Moreover, only 2 employees which is 10% of the respondents have revealed that human resource is in resolving issues of employee turnover are not important. 
6.1 How important do you believe Senior Executives is in resolving issues of high employee turnover?
	 
	Respondents
	%

	Very Important
	16
	80

	Not important
	4
	20

	Total
	20
	 






It is underpinned that from the analysis when the respondents are asked about believing that it is important for senior executives is in resolving issues of high employee turnover then, 16 employees or 80% have uttered that it is very much important for senior executives is in resolving issues of high employee turnover. Moreover, 4 employees 20% of the respondents have revealed that it is important for senior executives are in resolving issues of high employee turnover. 


6.2 Who do you believe is best place to resolve high employee turnover issues?
	 
	Respondents
	%

	Human resource manger
	13
	65

	General manager
	4
	20

	Supervisors
	1
	5

	Others
	2
	10

	Total
	20
	 





It is believed by 65% of the respondents that human resource manager might resolve the issues of high employee turnover. While, 20% of the respondents think that general manager will be important for resolving the issue of high employee turnover. 5% thinks supervisors will be perfect for resolving the issues but 10% think that other personnel will be important for resolving the issues regarding higher employee turnover issues.
7. What incentives given by HRM to reduce the high employee turnover rate?
Three managers are interviewed regarding the fact in identifying what incentives are needed to be given by HRM for reducing the high employee turnover. It is underpinned achieving the targeted revenues of the organization will denote the incentive level that will be acquired by the employees in reducing higher employee turnover rate which is highly identified by the three managers working within the respective group of hotels in SIP group East-London.  
8. What steps HRM is taking to motivate the staff?
The managers have been asked about the steps for motivating the staff, and then the first manager revealed that providing tailored training program to employees until and unless they are highly efficient will be the best way to motivate them. On the other hand, the second manager thinks providing incentives will highly motivate the respective employees working within hotel. The third manager thinks that not only incentive and training program will motivate the staff but being supportive, giving rewards & their performance reviews with action will regenerate motivation among the staffs.
9. What are the plans of organisation to control high employee turnover rate?
In order to reduce and control high employee turnover rate, the first manager thinks that hiring right people in the right place will be efficient enough to control the high employee turnover rate. The second manager thinks that to keep compensation and benefits package competitive and recognised and reward employees by showing them their importance will definitely empower control in high turnover rate. The third manager thinks that showing proper career path and praising the staffs & to provide them flexibility around work life and balance will highly control the employee turnover rate.
10. Why employees are leaving the job? What is the most common reason?
It is identified that the employees are generally leaving the job due to higher work pressure environment with no help within the organization. The first manager thinks that Poor development program &flexibility are the most common reason; the second manager thinks that proper incentives are not given to the employees within the organization for which they are leaving the job. The third manager thinks that due to the higher working time, pressure environment with no help so they do not satisfy with the job and are leaving the job. It is analysed that the most common reason to leave the job is lower job satisfaction among the employees are leading them to leave the job. 
[bookmark: _Toc10809809]4.2 Qualitative Analysis:
Article name: The effects of mentoring on role stress, job attitude, and turnover intention in the hotel industry
Author name: Samuel Seongseop Kim, Jaemoon Im, Jinsoo Hwang
Year of publication: 2015
In this report, it has noted that due to less influence towards the monitoring of functions within the hotel industries the stress and job declines are taking place enormously that are resulting in high turnover rate within an organization of hotels. The study includes of different conceptualized monitoring program as well as activities such as role modeling, career development and psychological support. These above three factors have been implemented for eliminating the effect of turnover rate within the organizations. Due to low motivation, level by the management system enables in turnover rate. As the turnover rate is resulting a huge loss within the hotel industries. This factor is affecting the productivity factor and secondly enhancing the expenses more higher standards. So, the management system is allowing higher service quality within the workplace environment for promoting better facilities for the employees along with enhancing the performance factor positively. The factors are also promoting different opportunities for the employees. The financial factor plays an important role within this report because the higher the money will be paid to the employees lower the level of employee turnover will happen within the hotel industries (Kim, 2015). As per the research it has been calculated that the employees need proper training and practices for knowing details about each and every products and services related to the hotel industries. The management system should take special concern about the interest rate of employees along with providing better workplace environment. Due to the turnover rate, the quality of the performance and services will continuously get affected within the hotel industries and this will slowly decline the name of the brand. This article has done for allowing better job satisfaction as well as enhanced organizational commitments along with better understanding about all the effects by improving the outcomes enormously. The employee turnover also results in many cultural boundaries and that is tremendously affecting the performance of hotel along with making huge losses rather than making profits. For eliminating the factor of employee turnover within the hotel industries the management system allows many retention strategies by enhancing the employees job performance for increasing the rate of profitability across the overall marketplace. 
Article name: Staff turnover in hotels: Exploring the quadratic and linear relationships
Author name: AsadMohsin, JorgeLengler, RobertaAguzzoli
Year of publication: 2015
The main aim of this article helps in accessing the relationship between the different intension for antecedents as well as intensions for leaving the job related to linear and quadratic. Basically, this an analytical approach for undertaking the risk factor of employee turnover within the hotel organizations. The management system of the hotel organizations should enable many implications for keeping good and skilled employees within the organization. The manager plays an effective role for maintaining an organizational enthusiasm along with stimulation of job for keeping stable employees within the organization along with maintaining a particular level of productivity. Various investment strategies and policies are included within the organization for improving the overall engagement of employees within the workplace environment.  The report allows many theoretical models and different hypothesis for enhancing the organizational loyalty as well as security earnings along with guaranteeing better improvements within the employee turnover (Mohsin, 2015). This helps in allowing much quadratic analysis that promotes many improvements within the employee turnover by the practices of different human resource development. Many talent retention strategies along with different learning provided within the working environment. Proper training facilities are given to the employees for enhancing the professional and personal development that allows in proper growth and development within the organization. Training methods helps in increasing almost 70% of employees within the organization along with promoting the retention rates. This helps in eliminating different challenges related to the employee turnover. Best practices and programs are performed within the organization that allows many technological changes that allows higher level of knowledge and skills to the employees for enhancing better availability, loyalty along with independence by maintaining better relationships within the employees positively. Employee motivation enables in promoting different talent management theory and practices and they promote focused motivation and different opportunities for the employees. A better communication technology helps in improving the employee identification along with increasing the changes as well as performance. The relationship helps in maintaining the job performance along with balancing the work-life balance and better job satisfaction within the overall organization. Different analytical approaches have taken place within the organization for ensuring employees within the organizations. 
Article name: Turnover Intention and Commitment as Part of Organizational Social Capital in the Hotel Industry
Author name: Anthony Brien, Nicholas Thomas & Ananda Sabil Hussein
Year of publication: 2015
The purpose of the report helps in understanding different variables within the organizational social capital that are different impacts of organizational commitments, rates of enhanced communications, influences and by enhancing the trust level within the hotel industries. In this report the qualitative research has been done for highlighting various factors within various organizational social capital for impacting the total employee turnover accordingly. The different variables are been measured along with identifying various relationship in case for analyzing the different tests and data hypothesis. The positive impacts related to the influences related to communication helps in reducing the factor of employee turnover. Different levels of managements are practiced within the organizations such as operational and managerial along with enabling the influential and trust factor. Proper attention is required for the employees that are provided by the management system and that are promoted by the manager that helps in increasing the power of impacts along with understanding different dimensions of employee turnover intention along with promoting various positive factors by reducing the rate of employee turnover accordingly (Brien, 2015). The organizational social capital allows in identifying talent retention strategies that helps in improving the areas of employee retention and enhances the job performance within the hotel industries. The social capital also helps in enhancing the job performance factor like tasks as well as contextual performance. This helps the management system to promote different rewards to the employees along with improving the job performance rates. This study helps in examining the relationship between the employee engagement, employee compensation, employee motivations and job satisfaction within the workplace environment of the hotel organizations. The researchers allowed many findings and independent variables within the hotel organization for eliminating the factor of employee turnover. This report includes various implementing strategies and policies for enhancing more skilled employees within the hotel industries for enhancing the profitability factor positively across the marketplace. The employee turnover can affect the customers from buying different products and services related to the hotel industries. The employee turnover allows in representing a different effective issue within the hotel industries whereas, this is much essential for understanding the overall nature within the hotel industry as well as plays a potentially significant role that is related to the human-resources policies along with different strategies in reducing the turnover rate of employees within the industries.

Article name: The relationship between customer incivility, restaurant frontline service employee burnout and turnover intention
Author name: Su JinHan, Mark A.Bonn, MeeheeCho
Year of publication: 2015
This article helps in representing continuous employee turnover and this one of the biggest challenges faced by the hotel industries. The turnover results in allowing loss of productivity along with customer incivility. The models of hierarchical linear are commonly used for analyzing data within the hotel industries across the marketplace. The management system promotes a positive relationship within the management system of the hotel industries. The article also helps in understanding the relationship between turnover intentions as well as customers incivility. The management system helps in approving many different managerial implications for developing effective management strategies that helps in eliminating the factor of employee turnover. The report enables in showing the different experienced employees that is positively associated with both emotional demands related to the employees as well as several burnouts. Apart from this, emotional job demands helps in promoting different associations within experienced customer incivility along with burnout. The high rate of employee turnover results in the decrease of productivity factor positively along with reducing various qualities and quantity factor within hotel industries. The employee turnover also effects the overall organizations and its related employees those are engaged within the organization (Han, 2016). Poor satisfaction qualities of employee level as well as low performance results in the loss of employees within the hotel industries along with increasing the rate production turnover. The employee turnover is directly affecting the service provider within the hotel industries. Due to lack of growth opportunities within the organization results in the employee turnover. Lack of co-worker’s engagement is an effective factor linked with the organization results in reducing the organizational culture. Thus, that may affect the career development of employees within the Hotel industries. Therefore, the management system is promoting better facilities, benefits along with providing increased salaries to the employees by allowing increased financial packages. Different intrinsic and extrinsic rewards are promoted for the employees and this are commonly known as the motivational factors that allows better career development. The employee turnover helps in determining the profitability and competiveness within the hotel industries. In these articles, researchers had used many qualitative and quantitative methods within the management system for reducing the factor of employee turnover. The manager plays an important role for encouraging the employees within the hotel industries that helps in enhancing the productivity rate accordingly.
Article name: The role of supervisory behavior, job satisfaction and organizational commitment on employee turnover
Author name: Cynthia Mathieu, Bruno Fabi, Richard Lacoursière and Louis Raymond
Year of publication: 2015
This article describes about the different role of supervisory behavior, organizational commitments for allowing better and enhanced job satisfaction that are depending upon the treason of employee turnover. An enhanced leadership style is required within the organizational commitment for allowing better motivational level that helps in contributing better well-being of employees. The behaviors of the supervisors and self-administrative helps in measuring and enhancing the level of job satisfaction. The modern and innovative leadership style helps in reducing the employee turnover rate positively. The small and large enterprise both uses different models of organizational commitments. Therefore, the article helps in processing a test related to these models that are commonly used by different types of enterprises for reducing the factor of employee turnover within an organization (Mathieu, 2015). The report helps in resulting different behavior of person-oriented leadership that are affecting the turnover intentions for promoting job satisfaction as well as organizational commitment related to the behavior of oriented leadership pattern within the hotel industries. The organizational commitment can directly affect in reducing the employee turnover intention along with increasing the rate of productivity. Therefore, the organizational commitment helps in promoting stable concept along with bringing more innovativeness and creativeness that helps in keeping the organizations competiveness much higher. Thus, this factor helps in increasing the productivity and profitability along with reducing various challenges within the organization that are affecting the employee turnover respectively. The management system promotes many monetary rewards to the employees and these results in long term accessibility within the organization.  Thus, organizational commitment leads to different important outcomes within the hotel industries along with promoting greater motivation, higher organization supports and higher organizational citizenship behavior. Thus, this factor helps in reducing the employee’s turnovers within the organizations. The management system helped in solving various communication gaps within the employees. 
[bookmark: _Toc7144921][bookmark: _Toc10809810]Chapter 5: Conclusion and Recommendations:
[bookmark: _Toc10809811]5.1 Conclusion:
This report provides a vivid analysis of the factors affecting high staff turnover in the hotel industry. It is evident from the research that the hotel industry is adversely affected by the highest rate of staff turnover within the industry and the main reasons for the same being lack of motivation, lack of appropriate work life balance and excessive job pressure.  The report concludes that the business function is negatively affected by high rate of staff turnover and hence majority of the companies within the hotel industry face major challenges in terms of both customer satisfaction and profit. On account of high employee turnover productivity is less and it becomes difficult for the company to sustain in this highly competitive environment. The research study clearly reveals that the famous Eastern London hotels faces high rate of employee turnover on account of low levels of motivation among the employees of the organization. Both the secondary as well as primary data collected from journals, blogs, internet and questionnaire respectively denotes that the factors responsible for the high rate of employee turnover are job satisfaction and inappropriate work culture. It also reveals that approximately twenty-five per cent of the people working in a hotel or organization are not clearly aware of the culture that prevails within the organization and hence are unable to adjust to the working environment. It can be easily concluded from the results that employee turnover greatly influences organizational culture. Observing the main factor of employee turnover, reveals that there is a high need for the management of the organizations to focus on enhancing the level of motivation of the individuals. It is evident that there are a number of ways in which the level of motivation level of the employees can be improved including implementation of motivational theories like Abraham Maslow’s motivation theory, Hertzberg’s two factor theory, etc. The analysis of the rate of high staff turnover in hotel industry has helped in determining the possible causes, effects and ways to reduce staff turnover. These details and information can be used by the management of the hotel industries in future to control the rate of staff turnover. The research study also depicts that there is a significant need of balancing job pressure, stress at work, work life balance, wage rates, etc. in order to ensure that the companies are able to retain the employees for a long period of time. High rate of turnover not only effects productivity but also reduces the quality of work and also expense of the company also increases. As the older employees leave the organization the management are required to continuously hire new employees and offer then training so that they are able to perform the desired task. The process of recruitment, selection and training all the year round increases the expenditure of the company which in turn reduces the profit margin of the company. Hence, as the days are passing by with the increase in level of competition among the organizations globally there is a need that the hotel industry of UK takes steps to reduce staff turnover. 
[bookmark: _Toc10809812]5.2 Recommendations:
It is quite evident from the research study that lack of motivation leads to job dissatisfaction and finally leading to high rate of staff turnover.  Some suggestions or recommendations which would help in reducing staff turnover within the hotel are as follows;
· Motivating the staffs effectively: the staffs working within an organization can be motivated with both monetary and non-monetary benefits.  The monetary rewards include offering incentives to the employees on their good performance. This amount of money would help the employees to fulfil their needs which are beyond the basic needs and hence work with more and more efforts to earn more incentives. The management of the organizations can also offer non-monetary benefits like flexible timing, certificate of appreciation, awards, gym membership, recognitions, free parking, discount coupons for their families, etc. These would help the organizations to not only motivate them to improve their performance but also retain them for a long period of time. 
· Training: it is evident from the research study that the employees within the organizations are unable to understand the jobs that they are required to perform within the organization and hence unable to deliver the desired results. This condition can be easily improved by offering good and effective training to the employees. This would enable them to not only understand the job that they are going to perform but also the roles and responsibilities that they are required to perform within the organization. 
· Good working environment: the companies must ensure that they offer a good working environment with all amenities available to them. The employees should be given a clean and hygienic area to work which includes enough of lighting as well as ventilation. The employees should also be given some time to take rest if the job is severely hectic like working in front of the oven for long hours. This would make the employees realize that the management of the company thinks about the employees and they in turn would work towards profit of the organization. It is evident from the past researches and journals that poor working environment is also one of the major causes that forces the employees to look for other opportunities and often leads to high rate of employee turnover.
· Reducing job pressure: hotel industry is quite labour intensive wherein the employees face a lot of work pressure. The pressure at work is unbearable during the peak seasons and the employees are forced to work more than the working hours but the payment remains the same. To tackle such a situation the organization must make sure that they offer overtime payments to the employees working more than nine hours within the workplace.  This would incline the employees to work for longer hours as they are able to fulfil the needs which they couldn’t with their salary only. In addition to this the organizations can also focus on hiring employees on a contractual basis during the peak seasons to distribute the workload. This would reduce the work pressure on the employees and also with the help of the contractual workers the companies can become more productive thereby catering services to more customers. 
· Job rotation: the employees often become bored of the same kind of work that they do every day. They find work monotonous and hence loose interest at work. This inclines the employees to look for a change where they can learn something new and also get rid of the monotony. In order to prevent this from being one of the reasons of staff turnover the company can focus on implementing the concept of job rotation. Job rotation is a phenomenon wherein the employees are employed at different jobs within the same business and the employees get the chance to do different kind of jobs within the same company. This helps the employees to learn as well as implement new things which are required to break the monotony that they face while working on the same job for the entire tenure of service. 
· Room for growth and opportunities: the past news and researches depict that there is a very little chance to grow in the hotel industry. The people employed at main functional departments of the hotel end up doing the same jobs at the same designation for a very long time. This denotes that the people within the hotel industry cannot rise in their career ladder very easily. Here lies the responsibility of the management of the organization’s to provide a platform where the individuals can grow and learn more within the industry. The management of the hotels should make sure that they provide promotion and growth opportunities within the organization. Once they are able to do so they would be aligned towards the company for a long period of time thereby enabling the company to retain the senior employees for a long period of time and ensuring smooth working within the organization.
· Flexible work timings or schedules: some employees perform better if they are not pressurized to come at the stipulated time. The companies must offer flexible timings to the individuals so that they are able to work with more sincerity and motivation at work. Flexible work timing also helps in keeping the employees highly motivated. 
· Work life balance: the most prominent grievance of the employees working in a hotel industry is poor work life balance. Increasing pressure at work and time-consuming work at the hotels has distorted the work life balance of the workers of the hotel. The employees are bound to reach offices on time but they are unable to leave the workplace at the stipulated time as they are unable to complete their daily tasks. The people are not able to give adequate time to their family and friends which keeps them unhappy at work. The management of the hotels must ensure that they are able to spend adequate time with their family and are happy during their time of work.
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Hotels in East London 


Motivation


HR control


Employee Turnover



Gender	0.75000000000000167	0.25	0.75000000000000167	0.25	


3.1 High employee turnover will influence organizational culture.	Strongly Agree	Agree	Neutral	Disagree	Strongly Disagree	40	30	5	10	15	

4. Have you been made aware of the working culture within your hotel? 	Yes	No	Don’t know	75	15	10	
4.1   If yes, by whom were you made aware?	Yes	No	75	25	

4.2   If no, do you believe you should be made aware? 	Yes	No	80	20	

4.3  By whom?	Human resource manger	General manager	Supervisors	Others	40	25	20	15	
5. How aware are you of the working culture within your hotel
5. Do you think that it is highly essential to empower the business development along with customer retention and engagement by Marks and Spencer in order to sustain better feasibility in the by using social networking sites?	Very Aware	Aware	Unaware	Strongly Unaware	60	20	15	5	

6.  How important do you believe Human resource is in resolving issues of employee turnover?	Very Important	Not important	90	10	
6.1 How important do you believe Senior Executives is in resolving issues of high employee turnover?
6.1 How important do you believe Senior Executives is in resolving issues of high employee turnover?	
Very Important	Not important	80	20	

6.2 Who do you believe is best place to resolve high employee turnover issues?
6.2 Who do you believe is best place to resolve high employee turnover issues?	Human resource manger	General manager	Supervisors	Others	65	20	5	10	
~ 28 ~
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