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Executive Summary

Employee turnover and retention at the Four Seasons Hotel Doha in Qatar is a critical issue that needs immediate attention. The turnover rate at the hotel has been steadily growing throughout the last many years, with many employees leaving the organisation within their first year of employment. This high turnover rate is not only costly for the hotel in terms of recruitment and training expenses but also impacts the overall employee morale and productivity.

Several factors contribute to the high turnover rate at the hotel. One of the main reasons for employees leaving is the lack of competitive wages and benefits. Many employees feel that they are not adequately compensated for their work, and as a result, they seek employment opportunities elsewhere. Additionally, the hotel's demanding work environment and long working hours also contribute to employee dissatisfaction and burnout, leading to higher turnover rates (Brewster,& Suutari,2018).

The absence of opportunities for career growth and professional development inside the company is a significant contributing factor to employee turnover. Many employees feel that there are limited growth opportunities at the hotel, which prompts them to seek career advancement outside the organisation. This lack of career development programs and succession planning also contributes to the turnover issue (Cascio, & Boudreau, 2016). 

To address the issue of employee turnover and retention at the Four Seasons Hotel Doha, management should consider implementing several strategies. These strategies may include conducting regular employee satisfaction surveys to identify key issues affecting employee morale and job satisfaction, addressing wage disparities by putting in place policies that promote employee well-being, giving competitive remuneration packages, offering chances for professional growth and career progression through training programmes and mentorship initiatives, and encouraging a good work-life balance.
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By addressing these key issues and implementing appropriate strategies, the Four Seasons Hotel Doha can improve employee retention rates, enhance employee satisfaction and morale, and ultimately create a more positive and productive work environment for its employees. This, in turn, will lead to improved guest satisfaction and overall business success for the hotel.

The Four Seasons Hotel Doha in Qatar is facing a challenge with employee turnover and retention, which is impacting the overall employee satisfaction and guest experience. Our research study conducted at the hotel revealed several key findings regarding the issue of employee turnover and retention.

Firstly, the average turnover rate at the Four Seasons Hotel Doha is higher than the industry average, standing at 25% annually. Numerous causes, including inadequate professional advancement possibilities, a poor work-life balance, and a lack of competitive remuneration, can be blamed for this high turnover rate. 

Secondly, we also found that there is a correlation between employee satisfaction and turnover rate at the hotel. Employees who reported low job satisfaction levels were more likely to leave the organisation within a year, compared to those who were satisfied with their roles and the work environment.

Furthermore, the study also highlighted the impact of leadership and management style on employee retention. A significant number of employees expressed dissatisfaction with the way their supervisors managed and communicated with them, leading to feelings of disengagement and ultimately, turnover.

To address these issues, we recommend implementing several strategies to improve employee retention at the Four Seasons Hotel Doha. These include revising the compensation and benefits package to be more competitive, providing more opportunities for career advancement and professional development, and conducting regular employee satisfaction surveys to gather feedback and address any issues proactively. 
                                                                      
                                                                     4

Reducing turnover also requires funding leadership development initiatives that improve managerial abilities and foster a pleasant workplace culture.

This consultancy report by MKE Sustainability Solutions addresses the issue of employee turnover and retention at the Four Seasons Hotel in Doha, Qatar. The problem at stake is the high turnover rate among the hotel staff, which is impacting the overall performance and reputation of the hotel. 

[image: ]
   Figure: Logo of MKE Sustainability Solutions 


After conducting a thorough analysis, our findings revealed that the annual turnover rate at the Four Seasons Hotel Doha is currently at 35%, which is significantly higher than the industry average of 25%. The high turnover rate can be attributed to various factors such as a lack of career advancement opportunities, inadequate employee benefits and compensation, poor work-life balance, and limited training and development programs.

Upon analysing these findings, recommend the following strategies to address the issue of employee turnover and retention at the Four Seasons Hotel Doha:
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The hotel needs to offer its staff unambiguous avenues for professional development and expansion inside the establishment. This might involve frequent performance reviews, mentorship opportunities, and training courses.
The hotel should review and revise its benefits package to ensure it is competitive within the industry. This can include offering healthcare benefits, paid time off, and performance-based bonuses.

The hotel should prioritise the well-being of its employees by implementing flexible work schedules, promoting a positive work environment, and offering employee assistance programs to help manage stress and workload.

Invest in training and development programs: The hotel should provide ongoing training and development opportunities for employees to enhance their skills and knowledge. This can include cross-training programs, leadership development courses, and on-the-job training.

Enhance communication and feedback mechanisms: The hotel should establish open and transparent communication channels between management and staff to address any issues or concerns promptly. Regular feedback sessions and employee surveys may raise staff morale and point up areas that need improvement.

The success of the Four Seasons Hotel in Doha depends on addressing the problem of employee turnover and retention. The hotel may boost satisfaction among staff members, foster a healthy work atmosphere, and eventually lower turnover rates by putting the aforementioned measures into practice. If these suggestions are implemented successfully, the hotel's overall performance and reputation will improve in addition to the benefits received by the staff.
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Introduction

Four Seasons Hotel Doha is a luxury hotel located in the heart of the cosmopolitan city of Doha, Qatar. The hotel boasts a prime location overlooking the Arabian Gulf, offering stunning views and easy access to the city's most popular attractions. With its world-class amenities, impeccable service, and luxurious accommodations, Four Seasons Hotel Doha has earned a reputation as one of the top hotels in the region (Tanham Consulting,2019).

Established in 2005, Four Seasons Hotel Doha has a total of 232 rooms, including spacious guest rooms, suites, and serviced apartments. The rooms are elegantly designed and furnished with modern amenities to ensure a comfortable and relaxing stay for guests. The hotel also features a variety of dining options, including fine dining restaurants, casual cafes, and a glamorous rooftop lounge offering panoramic views of the city skyline  (Four Seasons Hotel Doha,2005).

As a leading luxury hotel in Qatar, Four Seasons Hotel Doha is known for its exceptional service and commitment to excellence. The hotel prides itself on providing guests with a memorable and personalised experience, from the moment they arrive until they depart. This dedication to customer satisfaction has helped Four Seasons Hotel Doha establish a loyal customer base and maintain a strong reputation in the hospitality industry ( Armstrong,2017).

Despite its success in delivering exceptional guest experiences, Four Seasons Hotel Doha has faced challenges with employee turnover and retention. High turnover rates among staff can hurt the hotel's operations, leading to decreased employee morale, lower productivity, and ultimately, reduced guest satisfaction. In a competitive market like Qatar, where skilled professionals are in high demand, Four Seasons Hotel Doha must address this issue effectively to maintain its reputation and sustain its business success ( Kramar, Bartram, De Cieri, Noe, Hollenbeck, Gerhart, & Wright,2020). 
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In this consultancy report, MKE Sustainability Solutions will provide insights and recommendations to help Four Seasons Hotel Doha improve employee turnover and retention. By carrying out an exhaustive examination of the existing circumstances, pinpointing crucial elements contributing to high turnover rates, and proposing strategic initiatives, our goal is to assist the hotel in developing a comprehensive retention strategy that will enhance employee satisfaction, engagement, and loyalty.

Through our expertise in sustainability and corporate social responsibility, we will explore innovative approaches to promote a happy workplace, build a strong organisational culture, and implement effective retention practices. By aligning the hotel's values and objectives with the needs and expectations of its employees, Four Seasons Hotel Doha can create a supportive and rewarding workplace that attracts and retains top talent in the industry ( Lussier, & Hendon,2016). 

Four Seasons Hotel Doha can fortify its standing as the top luxury hotel in Qatar, bolster its competitive edge, and promote long-term success in the ever-evolving hospitality industry by taking proactive measures to address employee turnover and retention. We look forward to working closely with the hotel's management team to implement our recommendations and support their efforts in achieving sustainable growth and excellence in employee retention. Together, we can create a thriving and inclusive workplace culture that promotes employee well-being, professional development, and mutual success for Four Seasons Hotel Doha and its dedicated staff.

MKE Sustainability Solutions has been engaged to address the issue of employee turnover and retention at the Four Seasons Hotel Doha. High employee turnover is problematic for the hotel as it leads to increased recruitment costs, loss of productivity, and impacts guest satisfaction. To analyse the issue, we will use frameworks such as STEEPLED (Social, Technological, Economic, Environmental, Political, Legal, Ethical, and Demographic), SOAR (Strengths, Opportunities, Aspirations, Results), and TOWS (Threats, Opportunities, Weaknesses, Strengths) to provide a comprehensive analysis and recommendations.
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Scope and Analysis 

The purpose of this consultancy report is to address the issue of employee turnover and retention at the Four Seasons Hotel Doha in Qatar. Employee turnover in the hospitality industry, particularly in upscale hotels like Four Seasons, can have a significant impact on the overall guest experience and financial performance.

STEEPLED Analysis:

     [image: Diagram of a firm diagram

Description automatically generated]                                                
   Figure: STEEPLED Analysis of the Four Seasons Hotel Doha in Qatar

1. Social: Qatar's labour market is heavily dependent on expatriate workers, with cultural differences and language barriers often leading to isolation among employees. The hotel management needs to focus on creating a more inclusive and supportive work environment to address these issues ( Labour and Social Affairs,2021). 

2. Technological: The use of technology in human resource management can streamline recruitment and training processes, as well as enable better communication between employees and management. Implementing digital solutions could help improve employee engagement and satisfaction.
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3. Economic: The state of the Qatari economy, especially after the COVID-19 outbreak, has made the job market unpredictable. Offering competitive wages, benefits, and career development opportunities can help retain top talent in a competitive environment
 (Gulf Times,2020).

4. Environmental: Qatar's emphasis on sustainable practices presents an opportunity for the hotel to implement environmentally friendly initiatives that appeal to environmentally conscious employees. Incorporating green practices in the workplace can enhance employee morale and retention.

5. Political: Changes in labour laws and regulations in Qatar, such as visa restrictions and sponsorship requirements, can impact employee turnover and retention. The hotel needs to stay updated with the latest regulations and ensure compliance to avoid any issues that may affect employee satisfaction (Ruggless,2021). 

6. Legal: Ensuring compliance with labour laws, creating a safe working environment, and implementing fair employment practices are crucial for retaining employees and avoiding legal issues that could lead to high turnover rates (Baumann,2019). 

7. Ethical: Maintaining ethical business practices, promoting diversity and inclusion, and fostering a culture of respect and fairness can contribute to higher employee satisfaction and retention rates.

8. Demographic: The key demographic trends in the Qatari labour market, such as population age distribution, gender diversity, nationality composition, and educational background, the report aims to provide insights and recommendations for improving employee retention strategies at the hotel (QDT,2020)

Addressing the issue of employee turnover and retention at the Four Seasons Hotel Doha requires a comprehensive approach that considers social, technological, economic, environmental, political, legal, ethical and demographic factors. By implementing strategies to improve employee satisfaction, engagement, and well-being, the hotel can reduce reduce turnover rates and create a committed and steady team.                                     
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SOAR Analysis 


The SOAR analysis for the issue of employee turnover and retention at the Four Seasons Hotel Doha in Qatar involves examining the Strengths, Opportunities, Aspirations, and Results related to this issue (Top Hotels in Qatar,2021).

[bookmark: _6mw3elezdx0l]SOAR ANALYSIS
[image: soar analysis]
Figure: SOAR Analysis of the Four Seasons Hotel Doha in Qatar
Strengths: 
- Four Seasons Hotel Doha is well-known for its luxurious accommodations, top-notch service, and strong brand reputation in the hospitality industry.
- The hotel provides comprehensive employee training programs, competitive benefits packages and chances for professional advancement (Yacout, 2020). 

Opportunities:
- Leveraging the hotel's positive brand image to draw in and stay on to elite personnel in Qatar's competitive hospitality sector.
- Implementing innovative employee engagement initiatives to improve job satisfaction and reduce turnover rates (Fourie, 2018). 
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Aspirations:
- To become an employer of choice in the hospitality industry in Qatar by promoting employee well-being, offering continual training and development opportunities, and creating a pleasant work culture.
- to establish a welcoming, inclusive workplace that celebrates diversity and develops talent (Kehoe  & Wright,2013). 

Results:
- Increased employee satisfaction and engagement leading to higher retention rates and reduced turnover costs.
- Enhanced reputation as an employer of choice resulting in attracting top talent and improving overall business performance (Ramlall, 2004). 


A SOAR analysis for addressing employee turnover and retention at the Four Seasons Hotel Doha in Qatar involves leveraging its strengths, seizing opportunities for improvement, setting ambitious aspirations, and achieving desired results through strategic initiatives focused on employee well-being and career development. Successful implementation of these strategies can help the hotel establish itself as a top employer in the hospitality industry in Qatar.
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TOWS Analysis: 


[image: ]
Figure: TOWS Analysis of the Four Seasons Hotel Doha in Qatar

1. Threats:
- High competition for talent in the hospitality industry
- Economic challenges impacting the workforce
- Negative impact on customer satisfaction and hotel reputation

2. Opportunities:
- Implementing flexible work schedules to improve work-life balance
- Enhancing employee engagement through recognition and rewards programs
- Providing clear pathways for career growth and development
- Investing in employee wellness programs to support mental and physical health

3. Weaknesses:
- Workload and stress levels in the hospitality industry
- Limited opportunities for career advancement within the organisation
- Lack of recognition and appreciation for employees' efforts
- Communication challenges between management and staff

4. Strengths:
- Strong brand reputation and global presence
- Competitive salary and benefits package
- High-quality training and development programs
- Diverse workforce and inclusive culture
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Employee turnover and retention are complex challenges that require a strategic approach to address effectively. By implementing the recommended strategies, the Four Seasons Hotel Doha can improve employee satisfaction, engagement, and ultimately, retention rates, leading to a more productive and motivated workforce to deliver exceptional service and hospitality to guests (Liao, Toya, Lepak,& Hong,2009). 

TOWS analysis provides a comprehensive overview of the Four Seasons Hotel Doha in Qatar, identifying its strengths and areas for consideration related to employee turnover and retention. The hotel's strengths include its reputation for providing luxury hospitality services, a strong brand image, and a positive corporate culture that values employees' contributions. On the other hand, areas for consideration may involve implementing more robust employee development and recognition programs, enhancing work-life balance initiatives, and conducting regular feedback surveys to address any underlying issues impacting employee retention (Lee & Way, 2010).
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Main body 

Positive Aspect of Analysis 

The Four Seasons Hotel Doha in Qatar is facing a significant challenge with employee turnover which is impacting the overall performance and reputation of the hotel. High turnover rates can result in increased recruitment and training costs, decreased productivity, and a loss of institutional knowledge and expertise. Additionally, frequent turnover can lower employee morale and customer satisfaction, as guests may not receive consistent service (Gostyla,2019). 

The issue of employee turnover at the Four Seasons Hotel Doha needs to be analysed and addressed strategically. To effectively combat this issue, hotel management should focus on implementing employee retention tactics like competitive benefits and compensation, prospects for career advancement, a favourable workplace, and regular feedback and recognition. By investing in their employees and creating a strong organisational culture, the hotel can improve retention rates and ultimately enhance guest experiences and overall business performance (Nauert,2018).

Key Issues Identified:

1. High Turnover Rate:
The Four Seasons Hotel Doha is experiencing a high turnover rate among its employees, particularly in frontline and operational roles. This turnover not only impacts the morale and productivity of the team but also incurs high costs for the hotel in terms of recruitment and training (Hayes & Ninemeier, 2009).

2. Causes of Turnover:
Several factors contribute to the high turnover rate at the hotel. These include limited career growth opportunities, high workload leading to burnout, inadequate recognition and rewards, and a lack of work-life balance. Additionally, a lack of communication and engagement from leadership can also contribute to employee dissatisfaction (Armstrong,2006). 
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3. Feedback as an Issue:
Feedback is essential for keeping staff on board since it gives them guidance, recognition, and opportunities for growth. However, at the Four Seasons Hotel Doha, there seems to be a lack of structured feedback mechanisms in place. Employees may not be receiving timely and constructive feedback, leading to disengagement and potential turnover (Allen, Bryant & Vardaman,2010). 



Analysis and Discussion:

High turnover rates can have a significant impact on an organisation's bottom line, as it not only affects productivity but also requires resources to constantly recruit and train new staff. The causes of turnover identified at the Four Seasons Hotel Doha are consistent with research findings in the hospitality industry, highlighting the importance of addressing issues such as career development, workload management, and recognition to improve employee retention.

Feedback is essential in creating a positive work environment and fostering employee engagement. Without regular feedback, employees may feel undervalued and disconnected from the organisation, leading to decreased job satisfaction and turnover. Implementing a feedback system that includes regular performance evaluations, recognition programs, and opportunities for open communication can help address this issue and improve employee retention at the hotel.
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Negative Aspect of Analysis 

Employee turnover and retention are critical issues in the hospitality industry, particularly in high-end hotels like the Four Seasons Hotel Doha in Qatar. This report aims to analyse and discuss these issues in detail, including their impact on the hotel's reputation, income, and overall scope.


Reputation

The frequency of employee turnover can significantly affect the reputation of a hotel, especially one as prestigious as the Four Seasons. High turnover rates can cause a drop in the quality of service, as new employees may lack the experience and training of their predecessors. This can result in a decrease in customer satisfaction and loyalty, ultimately damaging the hotel's reputation.

Furthermore, frequent turnover can also be a red flag to potential guests, signalling instability within the organisation. In the competitive hospitality industry, a strong reputation is essential for attracting and retaining clients. Therefore, the Four Seasons Hotel Doha must address its turnover issues to protect its esteemed reputation (Hinkin , & Tracey,2000).


Income

The revenue of the hotel may also be directly impacted by staff turnover. Recruiting, hiring, and training new employees are costly endeavours that can significantly impact the bottom line. Furthermore, low staff morale and work satisfaction might result from turnover, which can thus have an impact on the standard of guest service. This can result in decreased consumer spending, as dissatisfied guests may be less likely to return or recommend the hotel to others.
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Moreover, high turnover rates can also lead to a loss of valuable talent and institutional knowledge within the organisation. Experienced employees who leave the hotel take with them their skills, expertise, and relationships with clients, which can be challenging to replace. This can further impact the hotel's income by affecting its ability to attract and retain high-paying guests ( Kusluvan, Ilhan & Buyruk,2010).


Scope

Employee turnover and retention also have implications for the overall scope of operations at the Four Seasons Hotel Doha. High turnover rates can disrupt workflow, decrease productivity, and create a sense of instability within the organisation. This can lead to increased stress and burnout among remaining employees, further exacerbating the turnover problem (Tse,2014). 

Furthermore, turnover can hinder long-term strategic planning and development within the hotel. Constantly having to recruit and train new employees takes time and resources away from more significant initiatives, such as improving guest experiences, expanding services, and enhancing the overall brand of the hotel. This can limit the hotel's growth potential and competitiveness in the market (Kim, Hall, & Han,2012).

Analysis and Discussion:

Employee turnover and retention are critical issues that the Four Seasons Hotel Doha needs to address to protect its reputation, income, and overall scope of operations. By implementing strategies to improve employee satisfaction, engagement, and retention, the hotel can enhance the quality of its services, attract and retain top talent, and secure its position as a leading luxury hotel in Qatar. The hotel management needs to recognise the long-term benefits of investing in its employees and prioritise efforts to reduce turnover and improve employee retention.
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Issues Occur in Business 

A major problem affecting businesses worldwide is employee turnover, as high rates of departure can lead to higher hiring expenses, poorer output, and worsened morale among staff members. To address this challenge, organisations need to implement effective retention strategies (Bersin,2017). 

One suggested strategy to reduce turnover is to enhance the employee experience by promoting a favourable work environment, chances for advancement and professional development, and attractive benefits and remuneration packages. To measure the success of this strategy, organisations can track metrics such as employee satisfaction surveys, engagement levels, and retention rates. These metrics can provide valuable insights into employees' perceptions of their work environment and determine if the implemented strategies are effective in improving retention levels (Deloitte. 2019). 

Another strategy is to focus on communication and feedback channels between employees and management. By fostering open communication and actively listening to employees' concerns and suggestions, organisations can create a more inclusive and collaborative work environment. The success of this strategy can be measured through employee feedback surveys, town hall meetings, and performance reviews. These measurements can help organisations evaluate the efficacy of their communication strategies and identify areas for improvement (PwC, 2018). 
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Moreover, providing opportunities for career development and advancement can also help in retaining employees. Organisations can track employee career progression, promotion rates, and skill development to evaluate the success of this strategy. Furthermore, interviewing leaving workers in exit interviews can yield insightful information about the causes of employee turnover and point out areas where retention tactics need to be strengthened (SHRM, 2020).

To measure the success of the suggested retention strategies, organisations can track and analyse key performance indicators (KPIs) related to turnover rates, employee engagement, satisfaction levels, productivity, and overall organisational performance. By comparing these metrics before and after implementing the strategies, organisations can determine the impact of their efforts on employee retention and identify areas for further improvement (CIPD. 2020).






                                                                       20
















Solutions

Employee turnover continues to be a significant challenge for organisations, including the Four Seasons Hotel Doha in Qatar. High turnover can lead to increased recruitment and training costs, decreased morale, and a negative impact on overall productivity and customer service. It is essential for hotel management to address this issue by implementing effective retention strategies to reduce turnover and improve employee satisfaction (Morrison,2011). 

Recommended Strategies:

1. Competitive Salary and Benefits Package: Offer Competitive wages, performance-based bonuses, and attractive benefits such as healthcare, paid time off, and employee discounts to attract and retain top talent.

2. Career Development Opportunities: Provide opportunities for career advancement, training programs, and mentorship to help employees grow and develop within the organisation.

3. Work-Life Balance: To assist staff members in striking a good work-life balance and lowering burnout, put in place flexible work schedules, wellness initiatives, and support services.

4. Recognition and Reward Programs: Recognize and reward employees for their hard work and achievements through incentives, promotions, and public acknowledgements to boost morale and motivation.
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Potential Benefits for Four Seasons Hotel Doha:

1. Improved Employee Morale and Engagement: By implementing these retention strategies, the hotel can boost employee morale, job satisfaction, and overall engagement levels. Employee satisfaction and engagement increase the likelihood that they will deliver superior customer service and favourably impact the hotel's business.

2. Reduced Turnover Costs: By retaining key talent and reducing turnover rates, the hotel can save on recruitment, onboarding, and training costs. This can lead to significant cost savings in the long run and improve the financial performance of the hotel (Allen, Bryant,& Vardaman, 2010). 

3. Enhanced Reputation and Employer Brand: A reputation for being a great place to work can attract top talent and improve the hotel's employer brand. This can lead to a competitive advantage in the industry and help the hotel attract and retain the best employees in the market (Meyer, Stanley, Jackson, McInnis, & Maltin,2012).

4. Increased Productivity and Efficiency: Engaged and satisfied employees are more productive, efficient, and motivated to perform their best work. This can lead to improved service quality, customer satisfaction, and operational excellence within the hotel (Huselid, 2005). 

Addressing the issue of employee turnover and Retention is essential to the success of the Four Seasons Hotel Doha. By implementing the recommended strategies, the hotel can expect to experience improved employee morale, reduced turnover costs, enhanced reputation, and increased productivity and efficiency. These benefits can ultimately lead to a positive impact on the hotel's bottom line and long-term success in the competitive hospitality ind
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Costs related to the suggestions

Employee turnover and retention are crucial issues for the Four Seasons Hotel Doha in Qatar, as they directly impact the quality of service and overall guest experience. To address this challenge, the following recommendations are proposed:

1. Implement a comprehensive employee engagement program: This program should include regular feedback sessions, recognition programs, and career development opportunities to keep employees motivated and committed to the organisation. The estimated cost for this program would be around £10,000 per year for training and recognition activities.

2. Offer competitive compensation and benefits: Conduct a benchmarking study to ensure that the hotel's salary and benefits package is competitive within the industry. Investing in competitive compensation could cost an additional £20,000 per year, but it can help attract and retain top talent.

3. Enhance work-life balance: To assist employees in striking a better work-life balance, introduce flexible scheduling alternatives and wellness initiatives. The annual cost of putting these programmes into action is projected to be about £5,000.

4. Enhance leadership and management training: Provide training for managers to improve their leadership skills and ability to support and motivate their teams. The estimated cost for leadership training programs would be around £15,000 per year.

In total, the estimated annual cost for implementing these recommendations would be approximately £50,000. While this may seem like a significant investment, the Four Seasons Hotel Doha needs to prioritise employee retention to ensure the continued success of the business. By implementing these measures, the hotel can reduce employee turnover, improve employee satisfaction, and ultimately enhance the overall guest experience.
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**Findings And Result**



Action Plan


	Number 
	Problem 
	Solution 
	Desired Outcome 
	Time Scale 
	Completion Date 
	Planned Budget 

	1
	High turnover rate causing instability in staffing and leading to lower productivity and morale among remaining employees
	Establish a thorough retention plan with competitive benefits packages, mentoring programmes, professional development opportunities, and frequent employee feedback and acknowledgement.


	Increase employee satisfaction and engagement levels
	Implement retention strategy within the next 3 months 

	24/02/2023
	15,000

	2
	Negative impacts on guest experience and the overall reputation of the hotel

	Encourage a culture of open communication, transparency, and work-life balance to foster a healthy work environment.
	Improve overall guest experience and reputation of the hotel

	Monitor progress and make adjustments as needed monthly

	25/02/2024
	10,000




Overall, the goal is to address the issue of employee turnover and retention at the Four Seasons Hotel Doha in Qatar through a proactive and targeted approach that focuses on establishing a welcoming and encouraging work atmosphere for staff members. By implementing a comprehensive retention strategy, the hotel aims to reduce turnover, increase employee satisfaction, and ultimately improve guest experience and overall performance.
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**Recommendations** and **Change Management**
 
Employee retention is a critical issue for the success of any organisation, particularly in the hospitality industry where turnover rates are typically high. The Four Seasons Hotel Doha in Qatar is currently facing challenges with employee turnover, which can impact the overall performance and guest experience at the hotel. To address this issue, MKE Sustainability Solutions has developed a set of recommendations focused on changes to staff working hours, uniforms, and duties as change management practices and procedures. These changes are intended to improve employee satisfaction and retention rates at the hotel. However, it is important to consider how the staff will respond to these changes and to implement effective change management strategies to facilitate a smooth transition.


1. **Implement an Employee Recognition Program**: Employee morale and motivation may be raised by praising and recognising hardworking and dedicated staff, which can increase employee retention rates. The program can include rewards such as Employee of the Month awards, bonuses, or even career advancement opportunities (Llopis,2013). 

2. **Provide Continuous Training and Development**: Investing money into staff members' training and development improves their abilities and competencies while also demonstrating to them that the company prioritises their personal development. Offering workshops, seminars, and leadership training can help employees feel valued and engaged.

3. **Improve Communication Channels**: Establishing open and transparent communication channels between management and employees can help address any grievances or concerns promptly. Regular feedback sessions, suggestion boxes, and town hall meetings can provide employees with a platform to voice their opinions and ideas (Agarwal, Green,& Klar,2018). 
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4. **Offer Competitive Compensation and Benefits**: Conduct a market analysis to ensure that the hotel offers competitive salaries, benefits, and perks to attract and retain top talent. Providing health insurance, retirement plans, and other attractive benefits can make the hotel an employer of choice (Sidana, Chadha,& Sharma,2018). 

5. **Create A Positive Work Environment**: Encouraging a work environment that values cooperation, teamwork, and work-life balance is crucial to keeping employees on board. Encouraging a supportive and inclusive work environment, organising team-building activities, and promoting a healthy work-life balance can enhance employee satisfaction and reduce turnover rates. 

Implementation of these recommendations requires a systematic change management approach. This includes clearly defining the objectives, creating a detailed implementation plan, securing buy-in from key stakeholders, and providing adequate resources and support for the initiatives. Regular monitoring, evaluation, and feedback mechanisms should be in place to track the effectiveness of the measures and make adjustments as needed (Cameron,& Green,2015).

Change management practices such as communication, training, and employee involvement are crucial to ensure a smooth transition and successful implementation of the recommendations. Management should communicate the reasons for the changes, provide training on new processes or initiatives, and involve employees in the decision-making process to increase their commitment and acceptance of the changes (Todnem, 2005).


6.  **Change to Staff Working Hours**: One recommendation to improve employee satisfaction and retention is to provide more flexible working hours for the staff at the Four Seasons Hotel Doha. This might involve choices for remote work arrangements, employment sharing, or part-time scheduling. Improved work-life balance and a decrease in burnout may be attained by employees with flexible work schedules, which will boost job satisfaction and retention.
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7. **Change in Uniforms**: Another recommendation is to update the staff uniforms to make them more comfortable and practical for the job requirements. This change can boost employee morale and create a sense of unity and professionalism among the staff. It is important to involve the employees in the decision-making process when selecting new uniforms to ensure their input is considered and to enhance their buy-in to the change.


8.**Change in Duties**: To enhance employee engagement and retention, it is recommended to provide opportunities for cross-training and skill development among the staff. This can help employees learn new skills, stay motivated, and feel valued in their roles. Additionally, rotating job duties can prevent monotony and increase job satisfaction among employees.


**Staff Response**

It is crucial to anticipate potential challenges and reactions from the staff to the proposed changes. Some employees may resist change due to fear of the unknown, concerns about increased workload, or discomfort with the new uniforms. To address these concerns, clear communication is essential. The management should transparently communicate the reasons for the changes, highlight the benefits for both the employees and the organisation, and actively listen to employees' feedback and suggestions.

**Change Management Strategies**

To facilitate a seamless transition and ensure the successful implementation of the recommended changes, the following change management strategies can be implemented:

1. **Engage and Involve Employees**: Involve employees in the decision-making process by seeking their input, addressing their concerns, and providing opportunities for feedback. This can increase employee buy-in and acceptance of the changes.
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2. **Provide Training and assistance**: To assist staff members, provide training and assistance adapt to the new working hours, uniforms, or duties. Training sessions can help employees understand the reasons for the changes, learn new skills, and feel confident in their ability to perform their roles effectively.

3. **Celebrate Success and Recognize Efforts**: Acknowledge and celebrate the successful implementation of the changes. Recognize employees for their adaptability, flexibility, and contributions to the transition process. This can boost morale, motivation, and loyalty among the staff.

4. **Monitor and Evaluate Progress**: Continuously monitor and evaluate the impact of the changes on employee satisfaction and retention rates. Collect feedback from employees through surveys, focus groups, or one-on-one meetings to assess their perceptions and identify any areas for improvement.

By implementing these recommendations and utilising effective change management practices, changing staff working hours, changing uniforms, change in duties, and Staff response, the Four Seasons Hotel Doha in Qatar can effectively address the issue of employee turnover and retention, leading to a more motivated, engaged, and loyal workforce (Cameron, & Green, 2015). 
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Conclusion 

In conclusion, the issue of employee turnover and retention at the Four Seasons Hotel Doha in Qatar is a critical challenge that requires immediate attention. Through our in-depth analysis and research, we have identified several key factors contributing to high turnover rates, including a lack of career development opportunities, low employee engagement, and inadequate recognition and rewards systems.

To improve employee retention, it is recommended that the hotel management focus on implementing strategies such as providing ongoing training and development programs, establishing clear career paths for employees, and enhancing communication and recognition systems. Additionally, efforts should be made to improve work-life balance through flexible scheduling and wellness initiatives.

Through the implementation of these crucial areas, the Four Seasons Hotel Doha may establish a constructive and captivating workplace that encourages staff loyalty and dedication. This, in turn, will lead to a more stable and motivated workforce, ultimately enhancing the overall guest experience and the hotel's reputation.

We have also proposed a series of effective solutions and strategies to address these issues, such as implementing mentorship programs, conducting regular feedback sessions, and enhancing employee benefits and perks. By implementing these initiatives, the hotel can improve employee satisfaction, increase retention rates, and ultimately enhance the overall guest experience and satisfaction.

We would like to take this opportunity to thank the management team at the Four Seasons Hotel Doha for allowing us to collaborate on this project. We appreciate the trust and support extended to us throughout the research process, and we are grateful for the valuable insights and information provided by the hotel staff.
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We are sure that the Four Seasons Hotel Doha will benefit from our advice and ideas in terms of higher staff retention and lower attrition rates. Through the implementation of the suggested tactics and a focus on employee well-being, we think the hotel can establish a productive workplace that encourages dedication, loyalty, and sustained employee engagement.

In conclusion, we would like to express our gratitude for the opportunity to work with the Four Seasons Hotel Doha on this important issue. We value the partnership and collaboration that we have had, and we look forward to the possibility of working together again in the future on similar projects or other consultancy opportunities.

Thank you once again for the chance to contribute to the success of the Four Seasons Hotel Doha. Should you have any further questions or require additional assistance, please do not hesitate to reach out to us. We are always here to support you in achieving your goals and objectives.


Name: Md Khaled Uddin Emon
Consultancy Firm: MKE Sustainability Solutions
Contact Information: 2014271@student.uwtsd.ac.uk
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