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Executive Summary
	The purpose of this report is to develop a proposal for a research project for DoubleTree by Hilton, Kensington on personnel development links to organisation outcomes. In order to achieve this, the researcher has conducted secondary research through books, journals and websites.
	The report introduces the current issue of high employee turnover and the effects it has on the organisation, such as the lack of talented workforce in the organisation and the cost of rehiring to fill those positions. It then goes on analysing retention methods, such as flexibility, and how they would be beneficial for the hotel’s revenue in the long run. Good and poor practice of employee engagement is also outlined and supported through secondary research.
	Further into the report, the influence of stakeholders and their interests are discussed, talking about CIPD as a Human Resource organisation, the employees and customers, how they can influence the business and why they have an interest in the organisation.
	The researcher then discusses and evaluates primary research and its benefits. They describe, interviews, surveys, observations and focus groups but discusses more surveys and focus groups as mixed method options to conduct the research.
	In the conclusion of the report, all the things that need to be taken into consideration are summed up and the researcher proposes several recommendations for the organisation to take into consideration to reduce turnover and make the most out of their employees.
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Terms of Reference
This report was requested by the General Manager of Doubletree, Kensington on June 5 2018. The purpose of the report is to undertake an investigation on issues involving employee engagement that effect productivity, such as incentives and flexibility. The report got completed by Human Resources Advisor, Eleni Xanthopoulou and its submission is due on July 6 2018.
	The report will discuss advantage and disadvantages of flexible employment, how they affect the organisation and recommendations on how to resolve any issues. It will also be focusing on talent development in order to increase productivity and reduce the high staff turnover that proves costly for the organisation.
Procedure
	To prepare this report certain research procedures have been used. The research is focused on qualitative data from a variety of sources of information as a variety of information gathered is required to make the research effective. Qualitative data offers an insight to specific issues instead of focusing on trends. The report focuses on secondary data, such as textbooks, journals and websites as it is time-saving, cost-efficient and also, with low ethical consideration. (Anderson, 2009)
Findings
Introduction
	DoubleTree by Hilton is a 4 Star hotel located in South Kensington, London. It is an American hotel chain owned by Hilton Worldwide. Situated close to the Natural History Museum, the Science Museum and Victoria & Albert Museum, the hotel is one of the most popular accommodations in London. The hotel reflects the elegant Kensington look as its interior carries the traditional regency style. (Doubletree3.hilton.com, 2018)
	The hotel offers 203 rooms and 8 purpose-built meeting rooms and function facilities as well as restaurant and a bar, 100 Queens Gate Bar and Lounge, employing a big number of personnel. Witts (2015) states that, according to a People 1st research, the hospitality industry has a very high employee turnover, costing the sector £272m per year but also reducing productivity as organisations are left short-staffed. People 1st has calculated that if productivity in the hospitality industry increased by 1% it could drive an additional 1.43bn per year, therefore, the organisation needs to look into employee engagement and getting the best performance out of its employee in order to retain them.
Employee Engagement- Good and Bad Practice
	Pilbeam and Corbridge (2006) believe that labour turnover can be a highly costly procedure for the organisation taking into consideration the cost of recruitment and selection of replacements, administration associated with, induction and training of new starting employees, as well as cover for the job while a position is unfilled. In order for an organisation to fully understand the retention issues, it has to identify the reason behind it. 
	Hay (2002) undertook a survey on employment satisfaction and the drive to leave an organisation. For the employees who had low satisfaction levels, 49% felt that their skills and abilities weren’t being used, 38% indicated that there were no opportunities to develop new skills and 41% were not confident in their senior management. 
To ensure that the organisation is retaining talented workforce, it take into consideration employee engagement and Flexibility. Flexibility covers a broad range of different areas of activity, some of them being:
Functional- promoting multi-skilling. The aim is that people should increase the range of tasks able to perform, such as a colleague’s job or even new skills which are anticipated to become significant in the future.
Numerical- employing people on different forms of “atypical contract” so they can be employed when needed, e.g Part-time and temporary contracts, subcontractors and homeworking. 
Temporal- a working arrangement to have employees present during peaks and throughs in demand, for example, flexitime, annual hours, zero hours and term-time working contracts.                (Taylor, 2014)
Taylor (2014) also suggested that organisations which gain a capacity for greater flexibility can develop sustained advantage. The main reasons behind it are that flexible organisations can make use of employee talents more effectively, the business becomes better at embracing change and employees value it in terms of hours, leading to recruiting and retaining strong performers.
An example of good employee engagement practice is Hyatt Corporation as it has a high employee retention and long tenure compared to its competitors. Hyatt show commitment to employee development and are able to trigger inner motivation that comes from knowledge of growing and developing by being empowered. (Managers.org.uk, 2015)
Another good example is Firmdale Hotels who were awarded the Best Employer in Hospitality Catey in 2017. They treat people as individuals and communicate in an adult-to-adult manner. Employees have the freedom to be themselves and are able to dictate when they would like to work through self-scheduling or easy shift-swapping. (Mullen, 2018)
An example of poor talent management would be inflexibility. Giving employees long, inflexible hours can lead to stress, resentment and even health problems. When pushing employees with little consideration of their well-being and engagement they become less productive and are more likely to leave the organisation, meaning an increase in employee turnover. (Beardwell and Claydon, 2007)
Influence of Stakeholders
	Stakeholders are the parties or customers to be considered as having a stake in the hotel. Those parties are likely to include employees, shareholders, trade unions, suppliers, the local community and even the government (Martin and Whiting, 2013). The 3 stakeholders the report focuses on are professional organisations/unions, employees and customers.
	The Chartered Institute of Personnel Development (CIPD), which is a professional association for HR management professionals, have a great interest and influence over employee engagement and talent development as they established the phrase “Learning and development” which intends to capture the depth of the role of learning and development in organisations. Their responsibility is to ensure organisations are getting the best out of their employees in the most efficient way. (Beardwell and Claydon, 2007)


	Employees are the biggest stakeholders in this organisation as they are the key to the hotel’s operation. They have a big interest in the decisions of the organisation as they are the ones that get affected. Talent development and flexibility are very important for their performance, career and personal life, therefore important for the hotel as such decisions may affect job satisfaction and fulfilment, failing to retain talent. (Winston, 2008)
	Customers are also important stakeholders as they influence the profitability of the hotel. Some customers rely on the facilities regularly and they also engage with the employees. As already discussed, flexibility and multi-skill training would be beneficial for their productivity and engagement and therefore, increase revenue. That would be the ideal way to make the most of talented employees. (Kokemuller, 2018)
Primary Research Methods
	HR research is involved with the real world as it enquires into people management and development in order to increase knowledge of current issues and take effective action; such as solving problems, evaluating innovative practices and developing and implementing new forms of HR intervention (Anderson, 2009).
	Primary research is proprietary research, meaning, the data of this subject/area has been collected by the researcher directly and “belongs” to them. It comes in both qualitative and quantitative forms, depending on the aim of the research. The main primary research types are face-to-face and telephone interviews, surveys, observations and focus groups (Researchoptimus.com, 2018); there are many advantages in using primary research methods:
Interviews- Interviews are a great source of qualitative data. They can be very effective as they allow the respondents to give in-depth answers that allow the researcher to record opinions and attitudes on the subject. However, they must be carefully conducted as interview bias might occur.
Surveys- are one of the most cost-effective way to conduct research as they can be done online or be sent out through the post. They are mainly used for the collection of quantitative data to identify trends. Those surveys often have a low response rate, which makes it a disadvantage.
Observations- Participant behaviour can be enlightening as behaviours in a certain situation can be recorded through this research method. It is classified as real evidence and it can be very beneficial.
Focus Groups- Are effective for research when a certain quota of target groups needs to be filled. They are the most effective source of qualitative data as it is conducted through a discussion between participants on a certain subject. The main advantage is that respondents can build on each other ideas, however the disadvantage is that some participants may not feel comfortable expressing their opinions in a public setting, or certain participants can take up more time than required.
	If primary research was to be conducted for this report, the methods chosen would be a mixed method of Surveys and Focus groups between the organisation’s employees. Surveys are low-cost and would able the organisation to identify certain trends through statistics, as they would be conducted only through the hotel anonymously, this method would be likely to have a high response rate. Focus groups would be, however, the main source of data as the organisation values the views of its employees on engagement and flexibility. As this is a subject that affects employees, the best insight that could be received for the future planning of talent management would be through their views, opinions and needs.
Conclusion and Recommendations.
	The hospitality industry has a high employee turnover, costing organisations a lot of money that would otherwise be profit for them. The issue is not only the cost of rehiring but also the loss and lack of talent, resulting to a drop of productivity and if not dealt with efficiently, could possibly cause a lot of damage to the organisation and its future.
	Through the secondary research conducted on the subject, it has been found that offering flexibility on working hours, job types and skill development can increase job satisfaction, therefore, employee retention, which is the desirable result. Here are a few recommendations on how to decrease employee turnover:
Functional flexibility. Doubletree can introduce multi-skill training for its employees. Staff can be trained in different operations and departments of the hotel, giving them a variety of choice of developing their abilities in other aspects they may be interested in giving them the choice may increase their job satisfaction levels and some may wish to further their career within the organisation. Providing opportunism for advancement will reduce the costly turnover but also will be beneficial in the long run as the talented workforce remains in the company.
Managing and retaining talent may be challenging at times as there is high competition. To retain the talented workforce, the company should make expectations and goals clear and make its employees feel like an asset to the company, by proving rewards or incentives on performance. Incentives encourage employee engagement as there is a link between pay and turnover and will make them feel rewarded for the hard work they put into the organisation.
Flexibility in hours worked. Employees have other commitments outside of work, being flexible enables the company to meet their needs. Introducing “Flexitime” may benefit the company as employees can make the decision of when they wish to work. Setting a flexitime contract of 130 hours a month, will get the work done, but also in time that is best for them. However, this would only be able to work for office-based operation like HR, sales and accounting. For operational departments such as banqueting, zero-hour contracts can benefit both organisation and employee. Employee would not be tied to work a certain number of hours a week, but the hotel can still offer regular shifts, but also the department wouldn’t have to keep staff they do not need in work as that is a waste of money. With zero-hour contracts the hotel can only engage employees when needed for specific days of weeks of the year as the hospitality forecast varies.
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