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1.1 PROJECT PROPOSAL

HOW TO DEVELOP & RETAIN TALENT IN THE FOOD & BEVERAGE DEPARTMENT OF LUX* GRAND GAUBE


1.1 CONTEXT
The aim of this research was to identify and have precise insights on the loopholes and cold spots on our retention and talent management. The continuous recruitment over the past years has undoubtedly had an impact on our units’ productivity. The outcome should result to the understanding of the needs, motivation of the current employees, how to retain and enhance their skills.

1.2 JUSTIFICATION
From July 2018 to December 2018 a total of 132 persons have left our company (data covers 6 resorts in Mauritius of The Lux Collective) in which 83 were from the food & beverage department. Likewise for our own property, 20 persons left for another job and 6 for personal reasons. On the other hand, a senior level employee will stay for a minimum of 10 years. 

1.3 IMPACT
Turnover causes are both external (money, better opportunity, social well-being) and internal (poor leadership, no proper career guidance, stagnant salary). This project aims to find out which of these are a potential threat to our retention strategies. 

The aim for this project is outlined as below:

I. Identify the needs of potential talent 
II. Get insights on specific training needs of the current work force
III. Collect data to benchmark performance/motivational drivers
IV. Adjust the managerial expectation at all levels and draft precise processes
V. Develop a critical approach to data collection and analysis

1.4 INTENTION
The purpose of the survey was to establish a benchmark on learning needs, competencies, leadership skills and any other issues that could be factors to our employees’ turnover and on the key indicators to talent retention. There were two types of research tools:

1. Survey:
For line and supervisory level staff, with focused questions to collect data on their specific training needs and motivation.

2. Interviews:
Qualitative information from identified talent that will help to explain responses obtained via the survey and other feedback.

1.5 ETHICS RESEARCH
All the collected data were kept in secure place, were anonymous and did not contain any personal details. Consent was sought in advance and once received the research started with participants, it was also mentioned that the results shall be communicated.

1.6 PERSONAL LEARNING OUTCOME OF THE RESEARCHER
· Reflect on issues of our workforce
· Identify and overcome barriers to knowledge transfer
· Have critical insights on what individuals value
· Ability to have comprehension rather than apprehension on issues raised






2.0 PROJECT REPORT

2.1 INTRODUCTION

Competitive talent management is a challenge that all sectors face. From a professional perspective, the expectations of all work generations should be clearly for smooth functioning of any establishment. For a sustainable and yet competitive talent retention and management there are specific needs that have to be identified. This cannot be done on assumptions and requires research tools to draft a proper strategy. In the local context, hospitality industry has recorded a notable growth as well as investment. As an effect, a significant demand in workforce has been noticed.

This project is crucial for our organisation as the turnover has reached an alarming peak. From February 2018 to February 2019 a total of 83 employees have left the food and beverage department of our hotels and our own property representing 18 persons. The particular aim of this research was to identify the loop holes/cold spots of how we tackle retention. The continuous recruitment has an impact on our productivity. There is more time allocated to finding new employees compared to the time allocated to customers and training of our existing employees.








































2.2 LITERATURE REVIEW

WORLD WIDE INSIGHTS
In the context of employee turnover, the below data shows a realistic picture of the skills outlook that all industries experience. An article in the AAP General News Wire (2012) on workforce turnover shows that mining companies in Australia recorded that 18 percent of workers resign in the first 12 months of employment and a turnover of casual employees of more than 61 percent. On the other hand these companies showed a profit representing $140 million. The Dow Jones Institutional News press release (2018) reported that 5 percent of employees resign on a monthly basis and this occurs mainly in September. Staff turnover rates in Leisure and hospitality in Northern America is at 9 percent and manufacturing striking the lowest at 3 percent. Asian countries are now also following the trends of the western world. The annual index for South Korea is of 7.4 percent since 1971.However, the rate of skilled workers is low, the cause being the high unemployment among younger workers with less experience.

NATIONAL INSIGHTS
Mauritius is facing a problematic situation linked to turnover in the hospitality industry. Skilled employees are more likely to choose a six-month-contract on cruises with higher salary rather than enhancing their career. A research by Betchoo (2014) identified that coaching in the Mauritian context is without doubt linked with development of talent. With respect to the figures of employment establishments of the tourism Industry obtained from the national statistics (2017) shows that in 2017 there were 30,919 local employees compared to 31,019 in 2018. There is a dichotomy between employment and turnover. To put it differently an article mentioned that one of our recruitment criteria should be the identification of a potential talent and furthermore the development of skills. According to the Price Water House Cooper’s report (2018-2022), tourism in Mauritian contributed 8% of the Gross Domestic Product in Mauritius with 10% of active employment. A case study by Moushmi and Chintamanee(2018) on voluntary labor turnover in five star hotels in Mauritius unveiled the findings in a survey carried out with 122 employees out of which 64 %(79 respondents) might resign as a result of low incentives.

WORKPLACE INSIGHTS
The internal statistics of the company show that an employee stays for a minimum period of one and a half to four years for entry-level team members. This leaves very little scope for proper talent development. The interview questions that are part of the methodology were based on the feedback in the company-wide survey carried in 2018 conducted by Great Place To Work and having a response rate of 95% from LUX* Grand Gaube. The survey data outline the hidden part of the iceberg. The indication from this employee engagement report quantitatively showed that 59 % perceive that people are laid off as last resort, only 58 % feel that are involved in decision-making, only 53 % believe that promotion is fair while only 57 % reckon they have a good life and work balance. Furthermore in 2018, based on the exit interview of LUX* Grand Gaube, from February 2018 to February 2019, out of 118 employees that left in food and beverage 18 mentioned that it was for a better job offer. 







2.3 METHODS
Two methods were used within the context of this research to have insights on both the external and internal causes of labour turnover and talent retention. The methodological route chosen took into consideration all feedbacks to enable the analytic exercise after data collection. The purpose of the research was explained to the participants and anonymity assured. It was only after their consent that the research tool were shared with them. The survey and interview structure have enabled the collection of all variable data and the predetermined question based on the positivistic model of eliciting responses. The combination of information used all the valuable features for focused insights of the project. The feedback were not only treated as answers, on the contrary they would be used to inform decisions going forward to positively influence retention and talent management. The quantitative data in the exit interview form was of minor help, they contained mostly the reason why team members left. This research was based on the factors that encouraged them to leave.
1. Survey
It was conducted with 20 volunteers and it purpose was to establish a benchmark on learning needs, competencies, and leadership skills of the participants. The expected quantitative information with focused questions were helpful. It enabled the collection of various and valuable information from different food and beverage team members. There were 8 questions to which they had to answer openly and the questions were open ended to allow long and detailed answers.

2. Interview
A total of 16 participants took the interview, they formed part of a shortlist of candidates who had been identified as talent. Interviews were face to face and took approximately 20 minutes. Responses were recorded by means of interviewer notes and anonymised for the purposes of analysis. Questions were asked differently compared to the survey, this enabled to have contrasted answers.

Two methods that could have been used would have been:
1. An action research on specific focused groups. For this research we were not only focusing on problems but on causes and hidden agendas.
2. Theories, building models or case studies would not have enabled concrete and precise feedback on this particular subject.
The nature of this project included the gathering of sensible data and implied a crucial ethical approach. The participants’ were first briefed on the project and the following were outlined before the exercise:
· The research is voluntary
· Data shall only be reviewed, compiled and stored by the researcher
· No personal information is required
· Outcome of the research will be shared after the findings
· Anonymity and confidentiality shall be respected
It was mentioned and understood that both the researcher and the interviewers shall bear in mind that there is rational control to what is being said and recorded. As a result the research objective was not to only to identify short term solution but to address specific feedback. The implication and their meaning being elective in importance, the validation of decisions after findings shall outline the desired framework. The steps below ensured the process for both survey and the interview:
1. Introduction of the project
2. Shortlisting of participants
3. Picking of clues
4. Categorize issues
5. Interpretation of each findings
6. Look for the pattern issues
7. Draft a strategy

The ethical considerations for this research were: the researcher being seen as an authority figure and the possibility of not having genuine answers. This was addressed by an unbiased opinion from the researcher. Another ethical concern would have been the deliberate distortion or even the falsification of answers by the researcher. For this all feedback were recorded and were inserted in the findings.
2.4 FINDINGS
In regards to the impact, the data would eventually change the whole approach of our business model and gear new ways of perception of the organizational structure. The emotional answers also illustrated frustrations and the indication of what the people value. Though the number of respondent was lower than anticipated the data collected gave clear insights of the hidden part of the iceberg on talent retention and development at our property. The finding includes the main categories with the maximum responses. Question number 6 had minimal answers and the findings will be included in the conclusion
Survey responses:
To question 1, on what aspect of work do employee enjoy the most, team work stands out at. 30 percent responded on it in the interview and 24 percent in the survey. What is interesting and encouraging for the department is the fact that18 percent of the respondents do not feel that they work under pressure. One positive point raised by interviewees is the fact that their opinion is valued and this is a positive sign that encourages the open door policy being practiced. One team member mentioned that his/her job has enable him/her to overcome personal issues. Being surrounded by people that valued his/her work performance and gave the opportunity to prove himself or herself that his/her work performance is appreciated. One pertinent comment was, no matter whichever support we may give, holding people from resigning is a loss of time. The frustration on management style is also another factor that ultimately leads to turnover. 

Responses to question number 2 on the factors that would make them resign (in both the survey and the interview) represented more than 45 percent responses in both. The question was written differently in both research tool to have a better understanding and comparison. The indications are clear, both groups are keen to resign for better salary and working opportunity (higher position mainly)In the survey only 30 percent responded that team work is an important factor to their work satisfaction. This was asked in question number 3 on the motivational factor at work. On the feedback about managers and supervisors, team members are directing us to set relationship management which is a very critical feedback. There was a low response on the eagerness of respondents to resign if they have an opportunity to move to a job which is closer to their homes. 

In question number 4 on would make your work-life better and after analysing the written comments, the researcher observed that 18 percent mentioned in the survey feel that the lack of staff is also a factor that holds them from performing well. Another factor that is also mentioned in some of the forms are the number of split shifts schedule. This is another indication on the factors that affect our staff turnover. As an example, in one of the forms a respondent wrote his shift as comment. This valuable data shall be included in the recommendation.

Question number 5 indicated that 70 percent of respondents mentioned that they would recommend the resort to work and this is encouraging. This shows that employees feel that they are provided with a good working environment. In contrast, 43 percent feel that even though they enjoy working at the resort, the aspect of not being valued is an important factor to take into consideration.

Not having enough coaching was at 26 percent and it is a factor that enhances commitment. The predominant finding in question 6 indicates that employees are keen to learn. The motivation to learn new skills is very much favoured. The 50 percent response is positive on the willingness to fill the competencies gap, this indicated that our line employees are keen to grow to more senior positions.

The last question in the survey indicated that there is a confusion about the job description which seems to be unclear for some and also the nature of some of their duties. This seems to be a stark reality for the team. This point had an impressive number of comments in the surveys.





Interview responses
To question one in the interview, 70 percent responded that the food and beverage department is an exciting division to work and enjoy what they are doing.

To the factors encouraging team members in food & beverage to leave in question 2, 10 percent mentioned mind set of theirs colleagues, 16 percent salary and 28 percent to better working opportunity would be the main factors to their resignation. The most concerning is the 9 which did not commented on that, their feedback would have been crucial on this subject.

Question number 3 was rephrased for the interview and 20 percent mentioned that they have mainly a need for coaching above all. A lot feedback on the scare time allocation for learning representing 17 percent and the number of hours allocated to training is somehow influencing their work satisfaction.

The feedback received in question 4 showed that out of 16 respondents, 12 outlined their motivation to follow management courses to sharpen their skills and knowledge. The remaining 4 are comfortable in their actual position. The learning and development motivation has an important part in our team. They have a genuine eagerness to be trained, most of them would like management courses. This shows that they are keen to grow, be it with the company or in the future. Unfortunately, we note that what refrains them from enhancing their skills are factors like, not enough staff, not enough time, not enough feedback on their career development.

On the factors that would enhance their work commitment in question 5, talent tend to be thirsty of empowerment, 57 percent feel that they are not or do not feel that they are being empowered enough. During the last employee satisfaction survey, 58 percent of the respondents mentioned not being involved in decision making. We tend to only judge results and forget the emotional intelligence that is now a driver for performance. Talent tend to be thirsty of empowerment, 57 percent feel that they are not or do not feel that they are being empowered enough. During the last employee satisfaction survey, 58 percent of the respondents mentioned not being involved in decision making. We tend to only judge results and forget the emotional intelligence that is now a driver for performance.

The past training that have been followed by the interviewees have been efficient tools which enables them to do their work effectively. This was agreed by all the participant in question 6, 16 out of 16 responded positively on that.

The factors that could motivate people to leave in question 7 is the feeling of not being respected at 43 percent showed that we do not value people enough. Another useful comment from a participant during the interview was, frustration about not being perceived as a supervisor affects his work quality. The expression of employee mind set joins the above and it was found that it is an unequivocal factor to retention. From the researcher perspective this is an important aspect of the data collected. Though people work in a similar property and are bound to follow our service and company culture, our team express their feelings about one factor that either tends to be a motivational factor to leave is the current mind set of former employees. It has been noticed that there is a rift between our team. The interview outlined that some of them feel being muted when expressing their views and other feel isolated when they do not join opinions of others.

Participants voiced out in question number eight at 23 percent on the challenges to tackle emotional intelligence with the new generation of employees. They identified coaching skill as a competency that they miss to move to the next level.

To question 9 on the challenges which are hold development (growth) within the food and beverage department of LUX* Grand Gaube respondents had very mixed feedback. On their development, the data collected showed that 71 percent agree that they have enough support for their personal development, 29 percent answered that this is not the case. Though the percentage is positive, the researcher expected higher responses.



In both the survey and the interview respondents highlighted similar factors on the causes which would make them leave. They shared an equal percentage in the number of responses to factors like, better salary and moving to a higher position. The concern is the 9 no comments recorded in the survey. These are crucial feedback that would have been interesting to have. 

Responses also highlighted that co-worker’s mind set, salary or better working opportunity would be a factor to their possible resignation. From the researcher’s perspective frustration and the brewing perspective of not having enough staff has a ripple effect. It is clear that line employees work load increases and on the other side this is taken for granted. If we refer to the response to the valuation of work, our leadership team uses more authority instead of advocacy. It also seems that schism of beliefs of longs standing team members lingers and affects the inclusion of new comers.

It is vivid that our work force enjoy the working atmosphere at the resort and this has been clearly expressed quantitatively and qualitatively in the written comments in both the survey and the interview. Across the line, the salary issue appears and this is something that should be looked into. 
Furthermore based on the figures from our internal human resources analyst, a waiter will most likely stay in employment for a period of 1.3 years to 4 years. The research also outlined this factor, employees do not and shall not continue to work and grow within the company if they are not able to have guidance on their career development. In the interview when being asked in which position they see themselves in two years, the majority are aiming to be a head of department. .The points below were the learning outcome, understanding and competencies gap that the researcher developed during this research:

I. Identify the needs of potential talent 
II. Get insights on specific training needs of the current work force
III. Collect data to benchmark performance/motivational drivers
IV. Develop a critical approach to data collection and analysis
V. Analyse other business sectors and compare similarities on turnover




































2.5 CONCLUSION

The researcher was able to reflect on the data collected which could be a tool to cater for the needs of the employees. An annotation of the current work scope and job description should be done to reflect the actual duties for each position. 
The insights collected concerning the training is an aspect on which head of department should invest more energy. Role models in the hotel culture and the continuous outlook for improving working condition, processes, learning and development of teams. One recommendation would be that leaders/managers should be more engaged and empower others to achieve common goals.
Salary and better working opportunity as mentioned is not an assumption. A correct benchmarking exercise on salaries should be done to reposition the hotel salary grid. The barriers to knowledge transfer indicates that not everyone is harnessed with the basic, emotional intelligence development should be part of the recommendation also. One of the recommendation to create a better working atmosphere would be to use the below to develop talent and maximize employee potential l(Rothwell, 2010).
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3.0 APPENDIX

3.1 survey form
	Survey 20
	1
	2
	
3
	
4
	
5


	
6
	
7
	
            8                    
	


	Questions

	Good working environment 
	Team work
	No pressure
	No response
	Employee mindset
	Better career prospect
	Better salary
	No response
	Incentives
	Team work
	No response
	Equipment
	Working hours
	More staff
	No response
	Good management 
	Good working environment
	Motivated employee
	No response
	Management training
	Other food & beverage related training
	No response
	Yes
	No
	No response
	Yes
	No
	No response
	Total responses


	Q.1 What aspect of your work do you enjoy the most?
	10
	47
	3
	3
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	17

	
	59%
	24%
	18%
	18%
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Q.2 If you were to resign in the future, what would the main reason be?
	
	
	
	
	4
	9
	9
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	22

	
	
	
	
	
	24%
	53%
	53%
	0%
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Q.3 What are the things that motivate you at work?
	
	
	
	
	
	
	
	
	6


6
	12


12
	2
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	20

	
	
	
	
	
	
	
	
	
	35%
	71%
	12%
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Q.4 What changes in your deprtament would make your work-life better?
	
	
	
	
	
	
	
	
	
	
	
	3
	2
	7
	8
	
	
	
	
	
	
	
	
	
	
	
	
	
	12

	
	
	
	
	
	
	
	
	
	
	
	
	18%
	12%
	41%
	47%
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Q.5 Why would you recommend this resort to work?
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	1
	11
	4
	4
	
	
	
	
	
	
	
	
	
	16

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	6%
	65%
	24%
	24%
	
	
	
	
	
	
	
	
	
	

	Q.6 What training would you like to do and how it will enhance your competencies?
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	10
	10
	
	
	
	
	
	
	
	20

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	59%
	59%
	0%
	
	
	
	
	
	
	

	Q.7 Do you believe we support you enough in developing/ implementing your own development plan? Why do you say this?
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	12
	5
	3



3
	
	
	
	17

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	71%
	29%
	18%
	
	
	
	

	Q.8 Does your current job description reflect your actual duty
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	3
	1
	16
	4

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	18%
	6%
	94%
	














































3.2 Interview form
	Interview 16
	1
	2
	
3
	
4
	
5
	
6
	
7
	
8
	
9
	

	Questions

	Passionate department

	Team work

	No response

	Lack of leadership

	Better career prospect

	Mindset

	Better salary

	No response

	Food & beverage courses

	Management courses

	No response

	Head of deparment

	Managerial position

	Others

	No response




	More coaching

	Empowerment

	Respect of individual

	No response

	Brand standard

	Other food & beverage related training

	No response

	Salary

	Working close to home

	Better work prospect

	No response

	
Strength

	

Competencies

	

Challenges to develop

	Total responses


	Q.1 What are the things you enjoy in food & beverage department of LUX*Grand Gaube?
do you enjoy the most?
	16
	7
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	Passionate

	Professional

	Team player

	Strategic planning

	
coaching
	Leadership skills


	Not enough training

	Not enough coaching

	Not enough time to learn

	23

	
	70%
	30%%%%
	0%
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Q.2 What do you think are the factors encouraging team members in food & beverage to leave?
	
	
	
	3
	6
	11
	11
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	



29

	
	
	
	
	13%
	26%
	48%
	48%
	0%
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Q.3 What training would you like to follow to improve your knowledge?
	
	
	
	
	
	
	
	
	15
	6
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


21

	
	
	
	
	
	
	
	
	
	65%
	26%
	0%
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	



	Q.4 If you were to stay in the company in which position do you see yourself in two years?
	
	
	
	
	
	
	
	
	
	
	
	8
	6
	3
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	




17

	
	
	
	
	
	
	
	
	
	
	
	
	35%
	26%
	13%%
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	 Q.5 How can supervisors enhance your work commitment?
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	6
	13
	10
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	


29

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	26%
	57%%
	43%
	0%
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	



	Q.6 What past training that you attended helps you in your daily work?
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	11
	9
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	



20

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	48%
	39%
	0%
	
	
	
	
	
	
	
	
	
	
	
	
	
	

	Q.7 Can you list the factors that could motivate you to leave the company?
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	9
	2
	9
	9
	
	
	
	
	
	
	
	
	
	



29

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	39%%
	9%
	39%
	39&
	
	
	
	
	
	
	
	
	
	



		Q.8 What are the strengths that you feel you currently possess? Can you identify the competencies that you miss presently to move the next level?
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	6
	4
	3
	6
	8
	8
	
	
	
	








35

	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	17%%
	11%
	9%
	17%%
	23%
	23%
	
	
	
	

	Q.9 What are the challenges that you face which are holding your development (growth) within the food and beverage department of LUX* Grand Gaube?
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	7
	9
	6
	








22


	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	
	20%%
	26%
	17%
	




































· 3.3 SURVEY QUESTIONS
I. What aspect of your work do you enjoy the most?
II. If you were to resign in the future, what would the main reason be?
III. What are the things that motivate you at work?
IV. What changes in your department would make your work-life better?
V. Why would you recommend this resort to work?
VI. What training would you like to do and how it will enhance your competencies?
VII. Do you believe we support you enough in developing/ implementing your own development plan? Why do you say this?
VIII. Does your current job description reflect your actual duty?

· 3.4 INTERVIEW QUESTIONS
I. What are the things you enjoy in food & beverage department of LUX*Grand Gaube?
II. What do you think are the factors encouraging team members in food & beverage to leave?
III. What training would you like to follow to improve your knowledge?
IV. If you were to stay in the company in which position do you see yourself in two years?
V. How can supervisors enhance your work commitment?
VI. What past training that you attended helps you in your daily work?
VII. Can you list the factors that could motivate you to leave the company?
VIII. What are the strengths that you feel you currently possess? Can you identify the competencies that you miss presently to move the next level?
IX. What are the challenges that you face which are holding your development (growth) within the food and beverage department of LUX* Grand Gaube?



















3.5 Graph 1 - SURVEY 
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3.6 Graph 2 Interview
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