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[bookmark: _Toc109206908]Executive summary 

The current study analyses the problem of HR issues at the London Marriot hotel. This study aims to look into the Marriot hotel's human resources working environment. This research aims to assess Marriot London's human capital scenario. The present study intends to analyse various factors that contribute to staff turnover using a variety of research approaches. The hotel is faced with the problem of workforce shortage. The research methods of the analysis include Consultant observation of the Marriot hotel, a survey conducted on the company's employees, an interview with the head of the human resource manager, and HR models used by the study employees. The study has also conducted SWOT analysis of the Marriot hotel to analyse the problems faced by the hotel. The study deduces significant findings for researchers and hotel managers. Firstly, it highlights the importance of employee turnover to the organisation. It discusses various variables such as job satisfaction, job engagement, job embeddedness, compensation, and other variables that contribute to the company's Turnover problem. The study also deduces the data from previous research theories, such as Herzberg's theory of motivation. Concerning this, it highlights the importance of positive organisational work culture. The subjects of the study include employees from the restaurant workers and HR managers. The study will help the researcher in deducing many implications for the volume of turnover within the hospitality industry. The study also explains the HR functions of the Marriot hotel and their relevance to turnover issue. The study recommends that employee turnover could be avoided by making the work more engaging, improving the employee-supervisor relationship, and providing reasonable compensation to all company employees
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Purpose of the report 
The current research papers relate to the organisational issues of Marriot hotel, London. Concerning this, the hotel faces the issue of high employee turnover. The current study seeks to utilize various methods to ascertain the causes of high employee turnover. The research utilizes Pestle analysis and Swot analysis to study the organizational variables. 
Methods 
Other than this the current study utilizes the previous literature review to ascertain the causes of employee turnover issue in hotels. The research method of the present study comprises SWOT analysis, grounded theory, the survey of workers, personal internship experience, and HR models linking to employee turnover. This study relies on a comprehensive explanation to examine the link between the variables and the perceptions of the participants in the study. Motivation-Hygiene Theory by Herzberg is applied in this study's methodology. The Price and Mueller Replacement Models from 1981 and 1986, as well as the Revised Greenhouse, Collins, Sing, and Parasuraman's Model of Voluntary Turnover, are all useful in defining the notion of turnover in the workplace. (Curry et al., 1986; Green, 2008; Martin et al., 1981). To help with the examination of the link between job quality, compensation, participation, incentives and work environment, several theories and models were used. Herzberg's motivation-hygiene theory examines the relationship between job satisfaction and job discontent. The study has utilized these research methods as it will allow them to improve to achieve their goals. 

[bookmark: _Toc109206910]Research question 

The study has the following research questions; 
RO1; Is the Marriot hotel in London faced with employee turnover?
RO2; What hr. practices does Marriot London have?
RO3; Is the study's employee turnover related to job satisfaction, embeddedness, compensation, and other variables?
RO4; Are the hr. practices of Marriot London diverse and equitable?
R05; what is the impact of covid on hr. department of the Marriot  

[bookmark: _Toc109206911]Research objectives 

I have been attached to the HR department of the Marriot hotel for three months. The experience provided me with valuable insight into the hotel operations and its various issues. Overall, the experience was good that helped me gain knowledge about the human resource management field. I was attached to the recruitment and hiring department. During this phase, I conducted research on the employees of the company. Following are the research objectives of the study conducted on employees of Marriot hotel. 
RO1; the current study seeks to analyse the human resource work environment of restaurants at the Marriot hotel.
RO2; the current report seeks to measure the human resource issue at Marriot London. 
R03; the current report seeks to analyse various reasons for employee turnover by using a variety of research Methods  
Ro4; the current study also seeks to analyse the work environment and culture of the restaurants in Marriot hotels. 
R0; 5 the current study also seeks to study the impact of Covid 19 on employee turnover.








[bookmark: _Toc109206912]Scope and analysis 

Marriott Resorts and Hotels’ corporate headquarters is located in Bethesda, Maryland. Up until the end of June 2020, there are 582 hotels with 205,053 rooms in operation and 160 hotels with 47,765 rooms planned. Regarding the total number of rooms, Marriott is the world's biggest consumer brand internationally and also have numerous branches in UK (Catana and Toma, 2021). It has 1,423,444 beds in 131 countries and regions with over 30 brands and 8,000 hotels. Of the 8,000 Hotels, 2,149 are run directly by the company, while the remaining 5,493 are franchised to third-party companies. Hotels can also be booked through the company's 20 booking facilities. Because of the 1993 division of Marriott Corporation into two companies, Marriott International, Inc. was established with the property licensing and management company Marriott International, Inc. (now Guest Hotels & Resorts). Like other international locations, Marriot is also present in United Kingdom.  Marriot London has more than 210 rooms. It is located in main urban locations. Like other locations, Marriot in the UK has also experienced worker staff shortages. Other than this, the company is also facing the issue of employee turnover due to various factors that have been perpetuated  in Covid 19.  
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Swot analysis 
[bookmark: _Toc109206914]Table 1SWOT table

	Strengths 
	1. Professional work culture 
2. Ethical Hr values 
3. Loyal customers 
4. Global brand 

	Weaknesses 
	1. Low engagement 
2. Ineffective data protection 
3. Poor work culture of the hotel 
4. Law suits
5. Negative publicity 
6. High turnover
7. Customer complaints 

	Opportunities 
	1. Expansion in other sectors 
2. Diversified offerings 
3. Expansion in developing countries 
4. Product expansion 
5. Adopting newer technologies 

	Threats 
	1. Physical and natural disasters
2. Health emergencies 
3. Recession 
4. Changing customer preferences 



[bookmark: _Toc109206915]Strengths 
One of the foremost strengths of the hotel is its professional environment and high-end Hr. values. following are the main functions performed by Marriot. 
The division of human capital of Marriot is in charge of the following provisions:
Drawing and retaining workers 
New workers or pupils for education. 
Resume monitoring mechanism and event preparation 
Maintaining track of credentials
Worker guidance 
Assessment of presentation 
Labour regulation and rules 
The company's organisational culture includes equitable practices that have allowed the company to expand internationally. It has operating non-union motels in strategic areas. Operational personnel's skills and efforts contribute to solid business results; hotel vacancy in the United States is down 4%. The company has exposure to well-established national recruitment Management Organisations that offer centralised recruiting support and service for hotel staffing. Work engagement is a work environment that recruits, educates, and keeps the best people; 80 per cent of job involvement leads to increased productivity, lower labour costs, and loyal return customers. Connectivity to technologies like the hotel new cloud-based, transportable HR and Payroll system, TMX (Team Member Environment), enhances availability, efficiency improvements, and reporting capabilities across Core HR, Pay, Remuneration, Talent Development, and Quality Management activities.
The company also have highly professional Hr department and loyal customers. Human resources also preserve meticulous and up-to-date records of each employee's performance. The Human Resources division is divided into two primary segments: Training & Development and Administration. Employees in the T&D Division are responsible for partially specialised and generic actions. In contrast, those in the Operational Department are responsible for all aspects other than T&D. HRD is also vital for putting up plans with other industries. They devise their methods of forecasting. As per current research, the Marriot Hotel's HR department is fully operational, and HR actions are not planned. However, they can help the company build strategies. HR might also change the company's approach to fit its requirements. Upper management creates most of the firm's operations. After that, the HR department's objectives are delegated to follow. There is a human resources strategy for each Marriot Hotel's objectives.
Additionally, the company is regarded as a global brand. The company's mission is "to enhance the lives of our customers by creating and enabling unsurpassed vacation and leisure experiences". Marriot offers a standard job posting that adheres to international standards. On the other hand, these listings are not static, and new roles are added to them as the workforce needs evolve. The requirement to replace ageing, dismissed, promoted, or on-the-job-rotation personnel may create a fresh vacancy in a hotel. When the leader of an organisation needs to fill a post, they send out a message to the Human Resources Manager. The form includes information such as whether the arrangement is for a new worker or a substitute, the experience necessary for the job and their descriptions. This application is sent to the General Manager for consideration and feedback. Marriot has a regular job post that follows international guidelines.
On the other hand, these jobs are fluid, with new roles being added as the labour force changes. The need to replace ageing, sacked, moved, or on-the-job-rotation personnel in a cafe can result in additional opportunities. The Human Resources Manager is contacted when a company asks to fill a position. The petition indicates whether the post is for a new or replacement employee and the job's requirements and qualifications. The Chief Operating Officer will examine and remark on this material.

[bookmark: _Toc109206916]Weaknesses 
The hotel is faced with several weaknesses. Firstly, the hotel has the problem of low engagement. Other than this the hotel has the weakness of increasing complaints. Workers attempt to provide the customer with the best services possible but occasionally make errors. Customers have exclusive complaint rights as they pay for their lodging and amenities. Consumers must criticise if they are unsatisfied with their selection to spend their currency on a positive mark. Customer criticism helps assess employee output (Stauss & Seidel, 2019). Customers feedback to assist the resort form out what did go wrong and how to avoid such issues in the future. The Marriot hotel is concerned with determining buyer objections. The primary purpose is to keep customers happy. The Marriot hotel is involved in responding to customer needs. The main objective is to keep customers happy. Marriot handles criticism well and goes out of his method to ensure that errors are not frequent. The organisation cannot get better if no one criticises, per a public discussion. Criticism is necessary since it will never be ideal. When there are no subjects, they will be unaware of the workers' evils. The complaint system of the Marriot hotel shows that clients are dissatisfied with the restaurant service. Prime reasoning is that the hotel has reduced 70 per cent of its staff dedicated to the restaurant department. They cannot keep up their lofty expectations. In the case of client criticism, the workforce has always been taught according to the resources.
Marriot ( in other locations ) has a low employee turnover compared to its participants because they do not require as much work from its opponents and offer physical and expressive rewards to its staff (Huckestein, 1995). However, they labour with a peaceful feeling. Staff are also provided with the specialised chance in other countries, permitting intermediate organisations to stay here for a more extended time. However, the pandemic has forced the company to rethink its hr strategy(Hancock, 2021). Many hotels have experienced shut down due to excessive workload. As a result of the introduction of their new organisation, they conducted the standard survey. The company has a market-matching viewpoint. However, Marriot London has a crisis of high turnover than the business as well as other Marriot opening. This information seeks to examine the HR activities of the Marriot company while also examining the human resource issue. The various aspect may add to the extreme turnover faced by the business. These include lack of succession, covid contact, and other elements associated with the topic(McCaskey and Hutchison, 2004). These issues have been understudied in the current report.
Opportunities 
The company have several opportunities such as expansion in developing countries. Many developing regions such as Africa and Asia are considered as tourist destination for the tourists in future. Concerning this the company can expand its business to these locations to improve its profitability. Other than this, the company can improve its productivity over time by treating its disengaged Employees. The company also possess the opportunity to expand their product line in various sectors. For this they will need to collaborate with other stakeholders. The company also possess the opportunity to improve its brand image and business using newer technologies such as machine learning and artificial intelligence. This will help the company to improve its work processes over time 

[bookmark: _Toc109206917]Threat 
The company is also faced with several threats. These include threats for natural and manmade disasters. The hotel is faced with the threat of physical disasters such as earthquake and other. Other than this the company faces the threat of terrorism. In past the company have been faced with the issue of terrorist attaches at its facilities. Its facilities in Nairobi and other locations have been attached by the terrorists. The company is also facing issues such as changing customer preferences. This may alter the services currently provided by the organization. For instance, the company operations are significantly impacted by the services of Airbnb and other such companies. 
The company is faced with the problem of recession. This means that increasing prices of raw material and other supplies used by the company to give hoteling services. 

[bookmark: _Toc109206918]Pestel analysis 
Table 2 Pestle analysis
	Political 
	1. Travel bans 
2. High taxation 
3. Political climate 

	Economical 
	1. Wages 
2. Rising inflation 
3. Work procedures 
4. Currency differences 

	Social 
	1. Customer preferences 
2. Aware customer 
3. Changing services 

	Technological 
	1. New technologies 
2. Internet factor 
3. Security breaches 

	Ecological 
	1. Climate protection litigation 
2. Recycling litigations 
3. Usage of organic products 

	Legal 
	1. Reclaims 
2. Data breaches claim 



Pestel analysis gives insights of various factors that can impact the organization. for instance, political factors such as travel bans during covid can impact the company operations other factors such as political instability ad high taxation will also impact several operations of the business. Other than this, economic factors such as wages, currency differences, rising inflations and work procedures can also affect the organizational processes. Other than this, social factors such as customer awareness and their preferences impact the hotel operations. These include change in services by other hotels or related organization. for instance, Airbnb have innovated in the field of hospitality. The company provides various online services to the visitors and owners of a place. In this way, the company act as a facilitator between owner and visitors. Ecological factors such as climate protection policies and concerns of customer will also impact the company operations. These include policies relating to recycling of products by the corporations. Marriot has also adopted recycling products of certain degree that have helped it to restrict the wastage associated with its operation. Various companies have started using organic products that have helped them to improve their sales. Concerning this, Marriot has also improved their sales to increase their productivity over time. Technological factors such as newer technologies also impact the hotel service. For instance, hotels are utilizing newer technologies and partnerships to improve their work culture and atmosphere. They are also improving their usage of technology to solicit the customers in long run. Legal factors also affect the organizational capabilities. For instance, in past the company have faced the problem of data breaches. this has negatively affected the company brand image and profitability. In many cases, the company gave disbursements to settle the amount for the case. 

[bookmark: _Toc109206919]Main body  

[bookmark: _Toc109206920]Issues faced by the hotel

Covid 19 resulted in mass shutdowns to contain the spread of the virus. The virus directly resulted in the closure of several Marriott businesses. It also affected the demand for hotel services as tourism dropped due to Covid 19 restrictions (Shea, 2022). Marriot London also suffered due to Covid 19 as 70 per cent of its operation was decreased. This resulted in the downsizing of the workers. This problem have been linked internationally with various hotel industries and have been explored in numerous international studies(Guzeller and Celiker, 2019; Park and Min, 2020). Other than this, the hotel faced the issue of fewer wages and more work in the Covid 19 times. Research studies have also shown that the covid 19 contributed to work stress for hotel employees. This resulted in high turnover among the hotel employees.
Research has indicated that the following factors contributed to work shortages in the hospitality industry (Whyte, 2021);

[bookmark: _Toc109206921]
Variables and employee turnover 
[bookmark: _Toc109206922]Compensation 

Compensation is significantly related to the turnover problem. Experts think that pay and extrinsic motivations influence staff attrition in the hotel industry(Babakus, Yavas and Karatepe, 2017). High staff attrition can be caused by unfavourable working conditions, poor training, and poor wages. According to the researchers, career progression, salary, and organisational loyalty affect turnover. According to researchers who scrutinize the cubic and linear associations between the intention of quitting one's work and its roots in a sample of service members, the effects of organisational excitement and stimulating job experience on staffing levels were quadratic (Mohsin et al., 2015). Managers were primarily responsible for employee retention. Researchers also investigated monetary rewards and personnel turnover (Pohler & Schmidt, 2016). They investigated the effects of managerial pay-for-performance practices on staffing levels in nonmanagement occupations by the independence and justice supposition, concluding that specific policies may impair the association between staff and management, ultimately leading to significant staff turnover. The result of the investigation backed up previous literature statements that salary impacted employee results, such as job satisfaction. Aside from compensation, political structures such as the chance for promotion and growth, workgroup cohesion, efficient and helpful leadership, and fair pay may all affect turnover(Rasheed et al., 2020; Bajrami et al., 2021). Marriot hotel London also faces the problem in its rewards structure. This means that the  Human resource activities such as staffing, assortment, `preparation, support chance, performance evaluation, response methods, and salary were investigated from the perspective of frontline staff. They found that HR practices' views on selection and remuneration methods significantly impacted frontline workers' intention to depart (Santhanam et al., 2015). They also found that organisational recognition could reduce the impact of observable selection procedures on workers' willingness to pass. Researchers investigated why Generation Y service workers consider leaving or quitting their jobs, their desire to go and their high turnover rates (Brown et al., 2015). They found that Generation Y workers left their jobs to pursue something more exciting and challenging. Researchers investigated the elements influencing movement in the hospitality sector, namely in three- and five-star lodges. They discovered management style, job atmosphere, and return perks that could impact attrition. They found that the company's performance had an impact on turnover. Employees may foresee layoffs and leave early if they believe their business is in financial danger. Similarly, provincial, and municipal economic factors influence employee choices; low-wage divisions may encourage people to look for employment elsewhere, whereas wealthier countries may offer opportunities for job growth and expansion, which may lead to employees leaving.

[bookmark: _Toc109206923]Engagement and Embeddedness

Another factor that impacted the employee turnover issue is employee engagement level. Low levels of commitment and engagement at a job may lead to a higher turnover rate (Afsar, Shahjehan and Shah, 2018). When people witness good levels of business collaboration, they are more motivated to put in more effort(Tews et al., 2020). In covid 19, people engagement has been affected as there was less demand for the hotel services. If people feel powerful, they are more likely to remain. (Robinson et al., 2014) Greater employee engagement and a better fit between the individual and organisation may result from those who receive much assistance.
Because of the greater involvement, workers may become more content and dedicated. When workers personal opinions agreed with organisational norms, they were more likely to give extra responsibility. Therefore, workers would feel more authorised and invested, which could direct to higher job satisfaction and performance. There is a link between work engagement and employee purpose in the hotel business (Robinson et al., 2014). The study gathered data from frontline staff at several properties and found that job involvement could influence turnover and commitment in several ways. 
Components of organisational dedication and society influenced organisational behaviour favourably. Business expenditure may hurt the intention to leave, but it also has the potential to motivate employees to stay. As per the findings of the Robinson study, hotel staff may find it less appealing to quit if the danger of relocating is significant. To increase workers' job attachment, leadership brought up the idea of the high cost of leaving. The impact of job engagement on the probable link between distributive, managerial, and social justice fundamentals of turnover intention was investigated. To do that, the scientists obtained information from full-time resort employees across Iran (Karatepe & Shahriari, 2014). According to research, economic, regulatory, and interactional justice all help to prevent voluntary turnover.
Furthermore, among those with a high level of job engagement, there was a higher link between justice assessments and intention to quit. Employees will feel more respected and valued if they perceive their employer treats them properly (Tews et al., 2014). This enhances their self-esteem and self-image. As a result, they have a lesser probability of leaving their jobs. This study's findings imply that variables other than job embeddedness, such as organisational pledge, impact employee turnover views and rates.

[bookmark: _Toc109206924]Job satisfaction

Job satisfaction may impact workers' decisions to leave or stay in their employment. Employee happiness may impact the attrition rate (AlBattat & Som, 2013). Supervisory conduct can affect work satisfaction, organisational obligation, and an owner's choice to leave a job. As per Herzberg, employees' performance and happiness can be influenced by several motivational aspects(Holston-Okae and Mushi, 2018). Participants were asked to identify which parts of their occupations helped them feel uncomfortable with their professions and which factors made them feel unsatisfied with their careers. According to their observations, employees' motivation is enhanced when they believe they can accomplish more and have more responsibility. They also found that cleanliness issues influenced job satisfaction. According to research, meeting these requirements does not always lead to emotions of fulfilment or motivation. Hygiene was influenced by corporate strategy, administrative processes, technical administration, and the class of relationships with supervisors, co-workers, and workers. In covid 19, job satisfaction of the hotel employees was affected. This is because they were forced to perform more than their expected range.
As per studies, labour turnover in the hotel business is related to work involvement, organisational commitment, and job satisfaction(Maxwell, Ogden and Broadbridge, 2010). According to the researchers, job involvement, affective and normative commitment, and objective work satisfaction all have strong positive relationships (Djajasinga et al., 2021). They also found that emotional and sustained organisational commitments and extrinsic and intrinsic job satisfaction have positive correlations. Job involvement, organisational commitment, and work satisfaction may influence a person's decision to stay or quit. The intent to terminate the business was negatively linked to affective organisational commitment, extrinsic work satisfaction, and intrinsic job satisfaction (Katsikea et al., 2015). High employee turnover and, perhaps, the destruction of hospitality enterprises could result from poor human and risk allocation. The mental health of hotel employees and their desire to leave are inextricably linked. According to academics, cognitive factors appear to affect the relationship between work conditions and turnover in various workplace contexts(Dwesini, 2019). Work engagement can suffer as a result of burnout. Learning and development may impact job satisfaction and their motivation to stay. 
The hotel business is among the busiest and most lucrative industries in the United Kingdom and other nations across the globe. Some countries, such as the United Kingdom, have maintained a significant tourism segment likely to be compensated and helped shape the market. Researchers explain the travel business as an association that strives to provide a wide range of requirements, including food, drinks, and housing (Hemmington, 2007). The hospitality business provides both ordinary guest–host communications and the tourism industry that addresses a wide range of human subjects. The hotel trade has an extensive history, meeting back over 4,000 years. The hospitality sector is still a multibillion-dollar industry that depends on the flexible spending and accessibility of its clientele (Brotherton, 2012). The hospitality business comprises hotels, restaurants, event preparation, theme parks, moving, travel agencies, and other service industries. The personnel who run these projects include operations managers, government or organisation jobs, management of human resources, facility preservation, and marketing positions (Ruizalba et al., 2014).
Numerous people are working in the hospitality and options business around the planet, contributing significantly to several countries' gross national product (GDP). Consequently, more research could help leaders in such industries improve employee competence, enabling them to fight productively in the hospitality division. As a result of globalisation, people now have more potential for assembling their projects, which is beneficial to the hotel industry (Dzwigol-Barosz et al., 2019; Fedyshyn, 2020). There have been billions of dollars invested in tourism and leisure, and experts believe this trend will continue for years. Millions of individuals around the globe are employed in the hotel sector. To eliminate a manager who has already undergone training, companies are willing to spend this amount. The trainer's efficacy is jeopardized by those who recruit and train employees or supervisors. Educating new workers takes time and money, which might be a problem for the hotel industry if they have to replace high-quality employees(Han, 2020). According to studies, a landlord's annual pay ranges from 30 to 50 per cent for entry-level personnel, up to 150 per cent for mid-level workers, and up to 400 per cent for top-level positions. (Bryant & Allen, 2013). Experts surveyed firm staff to appreciate better the factors influencing employee approval or dissatisfaction with their service.
Individual issues are those that can improve employees' attitudes on the way to their jobs by giving them their self-actualisation desires. An example of a motivational factor is an individual's ability to achieve their goals and get good feedback and the work at hand. Herzberg has suggested that the following motivating factors impact work motivation and fulfilment: (a) success and recognition, as well as acknowledgement, (b) employees' perspectives and (c) duty. (F. Herzberg, 1986). However, the research paper also illustrates how each factor influencing turnover is modelled. It is through the use of these study models that the issue of employee turnover may be better understood. 
According to Herzberg (1966), when a company's desire for satisfaction is vital, dissatisfaction reduces, resulting in improved performance; however, only pleasing motivational variables can contribute to higher production. Attitude influences productivity, as per Herzberg's theory (Alshmemri et al., 2017). Positive thoughts toward the business result in increased productivity when contrasted to unfavourable views toward the firm; bad attitudes toward the company can also result in mental disengagement from work. Job satisfaction has an impact on long-term commitment. This concept is unusual in that it differs from the traditional definition of employee satisfaction, which considers contentment and discontent as two ends of the same continuum.
Remuneration, integration with a supervisor or co-workers, and practical communication. Study has investigated five determinants of turnover: distinct work duties, formal communication association patterns of communication and regulations, and centralised power distribution in an association. Price explained that opportunity is a mediator of job satisfaction and turnover because of the range of possible labour in the area (Martin et al., 1981). Like many other systems, several faults were uncovered during the study of the Pricing scheme. According to the (Martin et al., 1981) paradigm, routine actions reduce satisfaction. Workers, on the other side, are more likely to be content with their jobs if they have a role in hiring decisions, get job-related training, form close bonds with colleagues, are paid fairly, and have growth opportunities. According to Price and Mueller, the accessibility of many work options moderates the relationship between job satisfaction and turnover (Rew et al., 2020). In reaction to the difficulty of minor statistically meaningful connections in their study, researchers updated and improved the model in 1986 to include the idea of role conflict as background to satisfaction. This needed continued studies to focus on new components and measuring parameters.
They observed that, as indicators of organisational commitment, teamwork and firm size increased the likelihood of people departing. They also suggested that corporate culture acts as a mediator between work satisfaction and quitting inclinations. Price and Mueller's revised model built several of the previous maintenance factors and a few new ones (Curry et al., 1986). The system benefited from the addition of distributive justice, developed from the research on fairness perceptions. According to this theory, employees are more likely to wait if they feel the conclusion, they get are commensurate with the time and effort they put in. According to the experts, the factors were grouped into motivators and disappointments. Since it depicts a person's behavioural attitude toward quitting a company, the intention to leave is a good predictor of subsequent attrition (Bonn & Forbringer, 1992). Over the years, staff hiring, management, and involvement have been vital to the hotel industry.
Moreover, the transient nature of the hotel industry contributes significantly to the high turnover rate (Dwesini, 2019). Even though hotel operators employ and fire staff based on seasonal variations, they are uninformed of the labour-versus-demand idea and thus cannot match workforce to need. Personalisation/customisation, customer services, advertising, and social media usage all have the potential to affect turnover rates.

[bookmark: _Toc109206925]Questionnaire and interview 

Material from an interaction with the human resources director was studied in addition to prior models in the research project. The topics for the interview are included in an appendix. The staff of the firm were also surveyed as part of the research. The questions asked about the company's HR policies. It also inquired about the causes of the high attrition rate among the workforce. In addition, 150 restaurant workers of the organisation were polled in the research. For this, the organisation inquired about the specifics of their employment role. The questionnaire was constructed following the study's goals. Using questions in qualitative research is an effective method for obtaining data regarding the study's underlying research questions (Appendix). The research questioned the head of the HR department for this reason. The researchers were able to get a significant amount of information on the company's HR policy thanks to the study questions. In addition, the researcher could determine the organisation's long-term problems.

[bookmark: _Toc109206926]Validity and reliability 

An investigation of the topic of employee turnover is based on established ideas. In this respect, peer-reviewed research has been used to gather data for the literature review. The survey items were subjected to a confirmatory factor analysis as well. When the CFA was done on the study's items, the Cronbach alpha was more significant than 74%. Peer-reviewed research and information from the company's personnel help make the study conclusions trustworthy. This research also uses a survey and an interviewing to quantify staff turnover. Based on the study goals, the interview was designed to examine the HR and the corporate environment.



[bookmark: _Toc109206927]Justification for using the research method. 

The study used the grounded theory as it implies linking and deducing new ideas in Hr. (Dougherty, 2017). This strategy also enables the researcher to examine the factors and their significance to the organisation's HR issues. Furthermore, the grounded theory allows people to do research by directly seeing patterns inside the study in a particular organisation (Khan, 2014). The organisation also relies on questionnaires, conversations, and the first-hand experiences of people to acquire first-hand information about this problem in the Marriot hotel. 

[bookmark: _Toc109206928]Research limitation 

Despite using a variety of approaches, the study has its limits. As a first step, the study may be biased because it only evaluates data from a small number of participants. Only 150 hotel workers were surveyed for this research, meaning that the other hotel workers' perspectives were not considered. The study may still be biased because of the small sample size, even though it utilises data from multiple employee workgroups, such as waiters, senior management, and other employees. In addition, the study relies on earlier research, which may include data that is conflicting or out of date. Using Herzberg's theory, this research identifies Hilton's problem. Future research should also look at how the firm might enhance its organisation's behaviour over the long term. Investigating the factors contributing to excessive employee turnover may help the firm achieve this goal. 

[bookmark: _Toc109206929]Findings and conclusions  

Individuals have learned over the years that in the hospitality industry, the only way of putting the client first is to put the staff first. Even though the logic may not be readily evident, it is undeniably powerful. Customers appreciate it when their rewards are given. According to studies, the hotel industry has one of the most significant personnel turnover rates of any sector in the developed world(Deery and Shaw, 1999). Hotels spend thousands of dollars each year training new personnel to replace experienced employees who depart. The cost of replacing a worker is now projected to be half their annual wage.
According to a literature evaluation, the following conclusions may be drawn from this research. To keep employees in the firm, organisations must provide financial and non-financial incentives to their workers (Bryant and Allen, 2013). An employee retention issue may be resolved over the period. The survey indicates that the majority of the employees in the company are unsatisfied with the company work environment. Employee dissatisfaction may be attributed to a variety of factors. Their co-workers do not value their work, according to the worker. Positive feedback has been proven in several studies to assist employees in enhancing their performance and level of commitment at work (Decuypere & Schaufeli, 2020). Because of this, workers can maintain their enthusiasm for their jobs. Nearly more than 60 per cent of employees indicated that they are unsatisfied with their job. This shows that the organisational culture of the Marriot company has led to job satisfaction issues. In addition, it showed that staff disliked their jobs because of the monotony and poor training they received. According to the poll questions, the company's work atmosphere is uninspiring. Employees, for example, will be expected to do the same work over and over again. This resulted in employee dissatisfaction. The lack of involvement in the job led to a lack of motivation, which increased workers' desire to leave the company. 
Data analysis also revealed that most employees of the company are unsatisfied with the work performed them. There are several reasons for this answer. In the minds of the company's workers, their job has little bearing on the organisation's overarching objectives. The monotony of their tasks exacerbates workers' lack of job satisfaction. According to data research, most workers do not have an accurate picture of their workplace. They are under the impression that they are not fairly compensated for their work. As a result, the firm's workers have a poor picture of the organisation and its manager. An interview with the head of the HR department helped the researcher identify the problems faced by the company. The company follows the hr. model of the Marriot group. It enables the company to frame policies as per the group. The interview helped the researcher analyse the functions of the hr. department. My personal experience and the company documents review helped me gain information about the HR department. 
To increase performance and reduce turnover, Marriot hotel must encourage employees to communicate their views, ideas, and other issues. The purpose of this study is to explore how different types of organisational culture and management styles affect employee engagement in the hotel business. As per the study's findings, human resource experts in the hotel industry should alter their corporate culture and leadership style to increase employee voice. The results of this study may also contribute to understanding the elements that drive employee engagement. Leadership is a means of achieving objectives by enlisting the assistance of others.
Data analysis also includes researcher hotel experiences. The researcher was employed at the Marriot hotel in London. During this period, he was assigned duties relating to hiring individuals. Additionally, individuals examined the concerns of the employee working at the facility.    
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The study's findings indicate that Marriot hotel faces the issue of turnover like other hotels in the hospitality industry. The results also show that the hotel is undergoing massive changes to improve its work culture. The manager also aims to improve the workplace environment by launching the feedback and grievance portal. The study also showed that the company employees were dissatisfied with the organisation and supervisor. The findings of this study can assist individuals, groups, organisations, and cultures to improve the problem of employee turnover. Employee retention is critical for every company's growth, stability, and financial health, including in the hospitality industry. In the hotel sector, employee retention reduces the costs of recruiting, hiring, and training new employees. As a result, it is vital for Marriott's survival to understand the variables that induce individuals to leave their jobs. According to the conclusions of this study, work engagement, employee salaries, employee contentment, employee motivation, and workplace culture are all significant drivers of hospitality employee turnover intention. The development of solutions to the problem is dependent on a broader examination of the elements involved in turnovers. Therefore, Marriot London should consider improving these elements of organizational culture. 
A lack of competent employees might lead to a drop in the company's customer base if they cannot provide an exceptional customer service experience. According to the present study's results, using ways to minimise worker turnover in the hotel sector may result in improved, more lucrative, and long-lasting enterprises that suit society's demands. Concerning this Marriot hotel should try to improve its work culture. Survey findings and literature review indicates that the company is facing worker shortage. For this, the company would need to improve its work culture. The hotel will need to incorporate equitable policies and compensation to retain its employees. 
According to this study's results, return, want, appointment, atmosphere, and work happiness are all essential elements for workers who may impact customers and the community in which they function. The service quality is at risk when a hotel's workforce is constantly changing. Furthermore, leaders at companies recognise the significance of tactics and strategies that result in a considerable force, as per the research findings. Employees' positive sentiments of job satisfaction, pay, staff morale, employee motivation, and work culture as a significant predictor of desire to quit in the hotel business are among the suggestions based on the results of this research.
The idea of a contented workplace is not new, but management now better understands what contributes to it. Knowledge of the ideals of employee satisfaction in catering occupations may be gained by combining what workers perceive as meaningful work experiences with what management expects and delivers to their staff. Resolving issues that affect employee motivation, such as remuneration and involvement, may help reduce the likelihood of turnover. Ensure that all workers feel supported, engaged, and compensated. According to this study, workplace involvement was shown to be the most reliable indicator of the likelihood that an employee would leave their current position. Although increasing other motivational elements and employee morale may be more challenging to explain, the compensation was the most consistent indicator of work-life quality described in this study.
As a result, experts advise CEOs to create work cultures that foster the most extraordinary levels of employee satisfaction. In the same way, making the workplace lively and exciting will lessen the probability of catering staff leaving. Senior-level employees and supervisors should be included in future studies. The results of this study may provide light on the viewpoints and opinions of senior hotel employees and employers, who may have similar or opposing views on the variables that affect employee departure to other industry professionals. It is possible that the five predictor factors in this research, which are exclusive to the hotel industry, may offer management helpful information they can use to create and execute improvements.   Individuals may better grasp the interplay of the numerous components identified as critical in this research approach and the degree to which each aspect is connected to employee turnover by using an actual case from the hospitality industry.
If the findings of a qualitative study are helpful to the researchers, they will have a better idea as to why various factors drove the desire to quit the workplace. Using a qualitative methodology or a mixed-method approach that integrates audible, visual, and written replies to relevant questions and data acquired using Likert-type scales, hotel personnel's opinions might be documented in meaningful ways. As the effects of COVID-19 spread throughout the world, governments and companies must put the protection of their citizens first. Global equity prices are anticipated to fall significantly due to this increased focus on the economy's strategy and corporate profitability. Customers of hotels and resorts, many of whom have been impacted by the storm, are urged to react quickly and keep an eye on the company's technical and financial impact. As a result, the effect on income and distribution networks is significant and unplanned.
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The current survey questions will be utilised for research purposes. Kindly rate the questions from strongly disagree to agree. The responses of individuals will be kept confidential and will be utilised for the research study. 
Q1; Are you satisfied with your job	

	a) strongly agree
	25%

	b) Disagree
	45%

	c)Agree
	10%

	d)Strongly agree 
	20%






Q2 The organisation has provided me growth opportunities
	a) strongly agree
	20%

	b) Disagree
	40%

	c)Agree
	20%

	d)Strongly agree 
	20%




Q3; My coworkers are supportive and work with me 
	a) strongly agree
	10%

	b) Disagree
	40%

	c)Agree
	30%

	d)Strongly agree 
	20%




Q4; I would recommend my workplace to every employee
	a) strongly agree
	40%

	b) Disagree
	20%

	c)Agree
	30%

	d)Strongly agree 
	10%




Q5; The Hotel rules are easy and understandable 
	a) strongly agree
	20%

	b) Disagree
	30%

	c)Agree
	40%

	d)Strongly agree 
	10%




Q6; My work is evaluated based on my performance 
	a) strongly agree
	20%

	b) Disagree
	20%

	c)Agree
	40%

	d)Strongly agree 
	20%





Q7; I learned new skills and knowledge in this job 
	a) strongly agree
	10%

	b) Disagree
	30%

	c)Agree
	60%

	d)Strongly agree 
	10%






Q8; The management makes changes suggested by the employees. 

	a) strongly agree
	10%

	b) Disagree
	30%

	c)Agree
	60%

	d)Strongly agree 
	10%





Q9; is your workplace an ideal place to work 
	a) strongly agree
	20%

	b) Disagree
	40%

	c)Agree
	30%

	d)Strongly agree 
	10%




Q10; I am well recognised for my job competencies by the organisation 
	a) strongly agree
	30%

	b) Disagree
	40%

	c)Agree
	20%

	d)Strongly agree 
	10%





Q11; I feel encouraged by my supervisor to suggest the suggestion and improvement 
	a) Strongly agree
	40%

	b) Disagree
	20%

	c)Agree
	30%

	d)Strongly agree 
	10%





Q12; The amount of work finished by me is reasonable 
	a) Strongly disagree
	50%

	b) Disagree
	20%

	c)Agree
	20%

	d)Strongly agree 
	10%




Q13; Is your job engaging 

	a) strongly agree
	40%

	b) Disagree
	30%

	c)Agree
	20%

	d)Strongly agree 
	10%
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Q1; What are the key values of your hotel? 
Answer; The key values of the hotel include diversity and inclusion, safety and security, equality, and innovativeness. 
Q2; How do you recruit the candidates?
Answer; Candidates are recruited by the organisation internally and externally. This provides the organisation to recruit candidates internally. Senior managers are hired based on their education and work experience.  
Q3; How many times do you hire candidates?
Answer; we hire individuals periodically, i.e. when we need the workforce. The employees are given training relating to their tasks. 
Q4; What type of performance method do you employ to rate employee performance?
Answer; we use a variety of performance scales to rate employees. Typically, we measure performance using a behavioural rating scale which helps the employee improve performance over the years.
Q5; Do you take feedback from employees relating to certain work procedures?
Answer; Employees are encouraged to participate in the survey conducted by the company. Their feedback is considered by frontline managers that communicate to us their concerns and issues.
Q6; What is the current turnover of your hotel?
Answer; The hotel has a turnover of more than 73%. This equals the industry average. We regularly update our policies as per the recent trends and market environment.
Q7; What do you think are the common reasons for such high turnover?
Answer; Employees come for seasons. The industry is also faced with similar issues. Other than this, the pandemic has also affected the business as people are locked in their homes. 
Q8; What type of hr. challenges are faced by the organisation?
Answer; The Hr. challenges faced by the organisation includes high employee turnover, monotonous work procedures, and shortage of water in the hotel. 
Q9; What type of strategies do you use in your hotel?
Answer; The company employs three levels of HR strategies. These include strategies such as business strategy, operational strategies, and functional strategies such as transformational strategy. 
Q10; how will you like to improve the work environment of your hotel?
A10; the company is setting up a feedback system that will allow the employees to share their concerns with the people.  
Q11; how has the covid 19 impacted the operations in the restaurants of Marriot London hotel?
A11; Covid 19 have resulted in mass shutdown resulting in the closure of Marriot facilities. It has impacted nearly all of the business functions of the hotel, including the hr of the hotel. Many employees have left the organisation after reported cases of corona in the field.
Q12; What measures have you adopted to mitigate the impact of corona?
A12; I have adopted several measures to mitigate the corona effect. These include social distancing at all of the places within the hotel. The hotel has transformed into open-air functions in major events where a distance of six feet is ensured. Other than this, the hotel promotes regular hand washing and sanitisation at the hotel.
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Are the workers supportive 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.1	0.4	0.30000000000000021	0.2	


Job recommendation 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.4	0.2	0.30000000000000021	0.1	


Hotel rules 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.2	0.30000000000000021	0.4	0.1	


Work evaluation 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.2	0.2	0.4	0.2	

New skills and knowldge 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.1	0.30000000000000021	0.60000000000000042	0.1	


Employee feedback 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.1	0.30000000000000021	0.60000000000000042	0.1	

Is your workplace an ideal place to live 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.2	0.4	0.30000000000000021	0.1	

Well recognized for the job
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.30000000000000021	0.4	0.2	0.1	

Supervisor encouragement 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.4	0.2	0.30000000000000021	0.1	


Amount of work 
a)strongly diagree	b)Disagree	c)Agree	d)Strongly agree 	0.5	0.2	0.2	0.1	

Job enagagement 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.4	0.30000000000000021	0.2	0.1	

Are you satisfied with your job 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.25	0.45	0.1	0.2	

Growth opportunities 
a)strongly agree	b)Disagree	c)Agree	d)Strongly agree 	0.2	0.4	0.2	0.2	


