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The high staff turnover in the hospitality industry is a continuous and serious issue. Changes over costs are incurred by hotels for a variety of reasons. Managers confront hurdles in minimizing or managing staff turnover, in addition to resisting the severe nature of the hotel industry’s margin adjustments while matching the demand for service quality. Regardless of the stability of the institution, the hotel and hospitality industry have one of the greatest growth rates for a variety of reasons. Voluntary, involuntary, functional, and dysfunctional turnover are all terms that can be used to describe employee turnover. The current paper seeks to explore certain HR issues with the Best Western Hotel in California. The company documents, including employment surveys, highlighted the problem of employee retention, especially after the coronavirus pandemic period. The current study seeks to analyse the problem by using literature studies as well as an interview to assess the problem.
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Introduction 
The whole research is based on an examination of the problem of employee turnover in the hospitality industry, as well as strategies to keep personnel on track. Many of them were affected from a health point of view by the infection with the new virus, but also mentally due to the introduction of a lockdown.
The Best Western hotel in California has been chosen as the location for the extensive examination. It is the world’s largest hotel company, with over 4000 hotels in approximately 180 locations. Local excellence and customer service are the brand’s unique features. Since October 2009, the firm has been offering the best lodgings, services, and furnishings in a trendy and high-class style. The training needs assessment conducted identified that employees are demotivated to perform their jobs at the hotel. The hotel is also faced with other issues such as poor organisational culture. 
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Problem statement 
The hotel is faced with high employee turnover of 40%, which is significantly high from the industry average. Furthermore, the hotel had problems in its organisational culture, which contributed to less employee engagement. And when we talk about engagement as a concept, it has long been a part of everyday life in organisations. Most companies know that it is essential that their employees be dedicated, but many still do not understand why it is important.
Due to less hotel retention, the company faced the problem of less revenue. The problem was also associated with increased costs of operation. The underlying problem with this hotel, though, is that worker turnover has increased in recent years. As a result, the main purpose of this article is to explore ways for lowering staff turnover and boosting them morale. This is a serious issue for a hotel like Best Western, because a hotel needs a significant number of workforces to function properly, and this has become a more delicate issue lately since the opening after the lockdown. In addition, the hotel’s main purpose is to give excellent service to its customers. This is only feasible if the hotel has enough staff to adequately cater to the guests and provide them with the best available facilities depending on their requirements. The hotel requires many well-trained employees to operate efficiently.
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The study’s main purpose is to identify the causes using theories collected through several literature reviews. If a company can get to the root of the problem, it is much easier to solve it and begin the procedure. The study’s purpose is to figure out why employee retention is so crucial and how to improve it by addressing the underlying factors. The research will work out how to maintain personnel once the root cause is understood.
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Methodology and discussion 
[bookmark: _Toc89146601]Primary Research
The study was conducted using a qualitative research approach that included conversations with current and former hotel employees (Campbell, 2014; Harper, 2011). Face-to-face and telephonic interviews were conducted. Before beginning the initial interview, a questionnaire was created for both objectives. The interview was used as the major source of data, while the literature study for the secondary data source was conducted using the specific articles and journals discussed in the report.
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Workers leave a company for several reasons or difficulties that have been bothering them, and turnover is affected by a combination of factors and reasons. Weak management, a lack of employee commitment, a lack of vision or inventiveness in the company, and high job stress are only a few of the factors that contribute to employee turnover (HR’S, 1995; O’Connell and Kung, 2007). Handling a high employee turnover rate is always expensive, and several variables contribute to this issue. Employee migration is one of the major factors that influence the likelihood of turnover. This is quite natural. However, if this is caused by internal factors, it culminates in
many individuals leaving all at once, which is costly for the company. Some of the elements that contribute to a lack of employee participation are discussed below. 
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· Weak Management
Having incompetent leadership or communication gap between management and employees is one of the major factors that drives away the employees. Similarly, people need the opportunity to improve and grow, so a lack of advancement prospects, development may result in a loss of engagement. Moreover, workers want to do their utmost for the firm they work for, but they also want their accomplishments to be recognised. Hence, introducing proper incentives based on employee performance can also help retain the staff.
To remain profitable in the hospitality sector, effective workers are always required. Therefore, having supportive management is critical to maintaining low turnover and high employee retention. Leadership teams are frequently seen working against the business mission to preserve their domination over and above others (Amankwah and Anku-Tsede, 2015; Puni et al., 2016). As per various surveys, workers regularly depart because of their bosses’ behaviour. As a result, data and records indicate that poor leadership has always been one of the most significant factors. Leaders typically behave in a dictatorial manner, unwilling to listen to the thoughts or opinions of their staff.
[bookmark: _Toc89146604]Employees in the hotel industry are expected to perform a wide range of jobs. Moreover, with only 80 employees, the organisation will experience a high rate of turnover. Additionally, the hotels activities would be hampered since enough visitor care will be delayed. When many employees depart due to poor leadership, the remaining ones are left with an unpleasant boss, since the management is likely to vent its anger on the remaining employees. Employees require a supportive leader to boost their performance, which is also linked to turnover (Bycio et al., 1990). As per statistics, an abusive supervisor has a greater negative impact on employee engagement than genuine workplace stress. The collaborative leader should be able to persuade group personnel to boost output. If a business is wasting talented employees, it is a sign that it is failing to meet its demands. Workers’ needs, in general, include development, self-improvement, opportunity, wage rate, progression opportunities, incentives, and recognition (Cotton and Tuttle, 1986).

· Lack of Growth Opportunities
If there is a lack of excitement among personnel, they will become discouraged, since higher morale means more capacity to operate and vice versa. When workers are unsatisfied, it results in poor labour, and lower employee spending, all of which are detrimental to the company’s sustainability (Hulin, 1968). If the hotel average pay falls short of that offered by competitors, it is only natural that turnover rates will go up, as people will be more attracted to a more accessible and better pay range. Therefore, businesses will have to devise a benefit and pay package to encourage the staff to return to work for them.
The business culture is one of the most important aspects in retaining personnel (Chahal and Poonam, 2017; Deery and Shaw, 1999). Workers may revolt if there are few opportunities for advancement or if their accomplishments and achievements are not adequately recognised and appreciated. Employees will get demoralized if their issues and complaints are ignored rather than handled (Kwakye, 2018). If business policies are strict, employees will be dissatisfied and less motivated to contribute to the company’s success. According to a study, staff turnover is necessarily high when employees are under a lot of stress at the job yet have few opportunities to innovate (Elçi et al., 2012). Adopting cutting-edge technology is among the most effective techniques for reducing workplace stress. As per research, when sophisticated technology is used, the stress of manual labour is reduced, and production volumes naturally rise, resulting in a reduction in staff errors. As per Nieves and Segarra Cipres (2015), the “concept of service innovation,” distinguishes one property from another and ensures a company’s survival. Technology is a critical tool for the hospitality business, particularly in hotels. As a reason, the company should put this in place right away in order to reduce staff turnover.
Employees will naturally stay in a job where there is a culture of creativity (Hoque, 2013; Nieves and Quintana, 2018). This is because good innovation makes workers’ duties easier and decreases the likelihood of them making mistakes. In addition, technology will reduce workplace stress and offer workers with motivation. The company’s culture should also be open to change, allowing for staff creativity
and personal growth. Employees are usually stressed when they are under a lot of work pressure since it is tough for them to meet the organisation’s work demands. Most employees express dissatisfaction with their workload and tight deadlines.
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· Excessive Pressure
Excessive job pressure will have a detrimental impact on employee performance. This is because workers are compelled to complete a large amount of work in a short period when there is an abundance of it (Li et al., 2016; Qureshi et al., 2012). As a result, mistakes occur during the process, and overall output diminishes. Because of the work pressure, workers may acquire health problems and be unable to maintain a healthy work-life balance, especially as many of them have experienced acute depression during the lockdown caused by the coronavirus pandemic. It is frequently tough for them to deal with the situation since they are committed to making mistakes, and they become entranced by the type of employment that has been forced upon them, leading to a reduction in their willingness to work in that firm. 
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Evaluation and conclusion
The study is important to comprehend the causes for excessive staff turnover in the selected hotel. This procedure can identify numerous reasons, and thus this research proposal can be a big assistance in resolving the problem by applying effective retention strategies. As a result, the research is a significant aid in the decision-making procedure for retaining employees that the Best Western management can conduct through effective integration of workforce retention actions. The study has attempted to provide numerous insights concerning the challenges that arise within the company. Although the employees are competent in performing their duties and possess the essential qualifications to work in this sector, they need some practical experience. According to the conclusions drawn from the literature review, the company’s management needs to implement some recognition measures for employees to make them feel like a part of the company and to help them appreciate their value and worth. Another important aspect of development is giving them enough time to balance their job and personal lives. 
Furthermore, employees are perceived as dissatisfied with their management since they are not given enough independence in their job. Adjustments in the leadership system are also required, with leadership behaviour being substituted with the democratic establishment. To provide the required assistance to the workers, the leader must also learn how to grow as a manager. To encourage employee retention, workplace safety should be improved and managed to a larger level (Cloutier et al., 2015; Sandhya and Kumar, 2011). The qualitative method helps the organisation to save the money associated with extensive direct research on the issue. It has also allowed the researcher to study various variables that may affect the organisation adversely (Opsal et al., 2016). 
The method is also reliable as it allows the researcher to analyse complex areas. The secondary research also helps build a conclusion, which helps in narrowing the aim of the study. The interviews would also help the researcher to gain insight into the real issues faced by the organisation. It would allow the researcher to frame questions as per the research aim. The researcher can customize the research based on the earlier studies conducted on the topic. The method is also creative, which makes it easier for the researcher to conduct research.
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