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The problem or issues
The hospitality sector has long been one of the dynamic and booming industries in terms of significantly fulfilling consumer preferences and needs. However, due to the wider impact of COVID-19, this industry is notorious for having a very high turnover rate that depends on overall economic activities. Even though it creates an opportunity for other inspired workers to prove their efficiency within a role, still it brings significant challenges that affect workplace quality and performance (Johanson, 2021). Some of the authors figured out that high staff turnover is expensive, as businesses have to spend on hiring, recruiting and training replacements. The productivity and time during the transition massively affect company performance (Heymann, 2022). This effect has a far-reaching effect on organisational culture as it leads to decreased morale and trust in leadership as well as developing a cycle of disengagement. Excessive strain at work becomes a major concern of employee turnover in this market (Vet, 2021). Apart from that, the impact of demanding and inconsistent schedules, long-working hours and limited career development opportunities widely hamper client service quality and overall business operation. Throughout the research, key factors have showcased in the process of turnover intention and forecasted its impact on organisational culture and worker lifecycle at Alila Hotels & Resorts. Based on the market situation, business efforts have been addressed as key steps including encouraging work-life balance, offering compensation and benefits as well as utilising technologies to streamline workflow.
Findings
Widespread employee turnover is one of the major concerns for employers in the hotel sector. It develops a sense of uncertainty that has negative impacts on existing workers’ morale and engagement (Ro, 2021). As per a few research, this industry has an annual turnover rate of 73.8% with over 6% of employees leaving posts each month. Most business managers and owners influence staff retention by establishing a comfortable work environment and making workers respected and valued. Few HR experts agree that this sector witnessed a 10-15% annual turnover rate by mentioning the unprecedented factors affecting their quality and efficiency. 
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Figure: Turnover rate at the hotel industry
Source: (notch.financial, 2022)
According to the Bureau of Labour Statistics dictated that almost 70-80% of workers annually leave their jobs and move towards better opportunities. Low pay, challenging working environment and long working hours make it difficult for hotels to retain potential workers and embrace their engagement level effectively (harver, 2023). Based on this survey, 46.5% came from voluntary separations while an employee quits. Alternatively, 17.2% have been accounted for layoffs and terminations and 2.6% emerge from other types of turnover including transfers, retirement and disability-specific separations (notch.financial, 2022). The attrition rate for full-service along with limited-service restaurants is much higher than pre-pandemic averages with turnover reaching up to 106% and 144%. In some of the other reports, 74% of workers claimed that they left their organisations because of insufficient compensation in their current role (Bohne, 2024). The effect of a higher turnover rate leads to an increase aligned with training and recruitment practices, limited guest satisfaction and operational disruptions. 
Analysis of findings
Staff turnover is an essential issue for managers and stakeholders in the hospitality industry. It brings significant issues with business culture, increased recruitment expenses and lack of career development options that hinder employee morale and productivity rates. During the pandemic period, most firms have been unable to improve their performance level significantly. Based on market circumstances, organisations were eager to hire potential leaders to deploy attractive communication channels to build strong interaction with their employees (Bremen, 2024). However, the intense competition in this market has become a challenging task for Alila Hotels & Resorts in establishing its performance efficiently. The brand has figured out significant difficulties due to its toxic workplace environment and horrible management that massively downgraded its performance to stay ahead in this market (Plummer, 2021).
Recommendations
Within recent times, the effect of higher staff turnover widely harmed organisational performance and businesses willing to take key steps to limit its effect for ensuring a sustained productivity margin. However, it can be reduced through the deployment of essential tactics by focusing on enhancing employee engagement and job satisfaction. This involves the implementation of offering work-life balance, competitive compensation and benefits and fostering opportunities for professional development. From the perspectives of Alila Hotels & Resorts, the brand needs to integrate modernised technologies for leveraging essential consumer data with the aim of offering an immersive experience (LaMotte, 2023). This will definitely allow the brand to appeal towards a demographic motivated not through price, but also by the draw of handcrafted luxury. Additionally, the firm needs to initiate extensive training and development programs like workshops, in-store sessions and webinars to attract a wider range of audience. Through applying such diverse initiatives, the company can easily reduce the effect of employee turnover rates and expand its engagement level only to stabilise its position over the biggest competitors (Schwarz, 2025).
Conclusion
This section comes up with the identification of higher worker turnover that affects the performance of Alila Hotels & Resorts. It has captured an in-depth understanding of its long-term impact on downgrading service quality and guest satisfaction. A critical analysis of key findings has been defined through the identification of essential data sources that addressed the intentions of staff turnover including additional work hours, low wages, lack of career development opportunities and inadequate work-life balance. Hence, investigation of firm strategies has been taken into account such as attractive training and development sessions, establishment of inclusive workplace and feedback mechanisms to fulfil workers’ needs and preferences.
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Research Background
The hospitality industry is a high-work-pressure environment and it is rippled by increasing time spent while recruiting, training and onboarding new employees as well as reducing productivity margin. Higher labour turnover leads to high replacement costs, affects productivity, service quality and profitability. Even though it is important to bring opportunities for innovation, growth and improved organisational performance, still it evolves to raise unemployment levels. The impact of bad management becomes a major concern where few employees attributed their departure to a negative relationship with the manager and others witnessed harassment or discrimination (Dogru et al., 2024). This research will demonstrate the results of higher employee turnover disrupting the long-term performance of Alila Hotels & Resorts. It will demonstrate a detailed background by identifying key factors influencing the business’s attrition rates. Apart from that, critical observation of negative effects will be mentioned like lack of communication, limited support and ineffective workplace culture that massively hinders firm growth and revenue margin. Additionally, essential mitigation approaches will be discovered by understanding the brand’s employment initiatives to ensure a sustained selection and recruitment process only to prioritise employee well-being.
Problem Statement
Individuals working in programs with high employee turnover reported inadequate staffing and higher stress over lower turnover. Compared to other sectors, the hospitality industry faced a range of challenges including increased burnout, reduction in staff engagement and onboarding and loss of organisational knowledge. It leads to a higher proportion of inexperienced agents which results in more errors, lower-quality services and longer handling times that majorly disrupt the long-term planning of the business (Zirbes, 2024). Some of the studies have expressed the effect of increased operational expenses, inadequate training sources and decreased service equality that massively hinders the firm’s reputation and profitability. With the purpose of mitigating these issues, a detailed comprehension of business strategies will be addressed to recover from high work-pressure situations, maintain productive environment and upscale career development opportunities (Davras and Manap Davras, 2024).
Company Background
Alila Hotels & Resorts, one of the leading hotel chains founded in 2001 and was a part of Hyatt Regency till 2018. It is the sublime combination of authentic connections, awe-inspiring experiences and sustainable living that makes space to think, restore and breathe. The brand establishes with Commune Hotels and its merger with destination hotels in 2016, they were incorporated under the recently developed company Two Roads Hospitality. It is responsible for promoting sustainability principles by respecting for local culture and promoting intimate destinations for regional people (alilahotels, 2025). With a concentration on authenticity and passion, Alila provides unprecedented hospitality and operates as a developed loyalty and reward scheme for its members. It has wider hotel chains with properties in various countries such as the United States, Maldives, India and Indonesia. The firm has over 500 resorts and hotels worldwide and is willing to expand its market on the back of private spaces, personalised experiences and bespoke journeys. 
Investigation of theoretical frameworks
According to market circumstances, hotels need to make well-rounded strategic planning approaches to identify their mission, vision and goals in the competitive market. Identification of organisational practices becomes an essential part of understanding current market trends, strategic initiatives and the external nature for capturing long-term progress. Here, a STEEPLED factor will be applied by evaluating the feasibility and potential effect of this planning process to anticipate future business threats and take essential actions to minimise situational impacts. Afterwards, a structured SOAR and SWOT analysis will be depicted by analysing Alila Hotels & Resorts’ action-oriented approach to eliminating staff turnover issues. It will help to introduce effective opportunities like deploying sustained work-life balance, training and development programs and employee recognition practices as strategic alternatives. This will provide key options for the brand to make proactive decisions in limiting vulnerable risks to sudden changes only to increase operational efficiency and ensure profitability growth. 
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STEEPLED Analysis 
The above-mentioned framework is a strategic planning tools that helps the firm to understand the impact of external factors on the overall operation. Within the competitive industry, each factors places a strong emphasis on the growth and maintaining the competitive edge. 
	Factors 
	Analysis 

	Social factors 
	The overall hospitality industry is competitive in nature and the dynamic nature of the environment create both positive as well as negative impact on Alila Hotels and Resorts. This has been observed that the work preferences of the workers have been changed. This has been observed that most of the young staff prefers flexibility as well as work-life balance. According to the statistical data, in 2023, 36% of the workers have increased their productivity due to the nature of the hybrid working (Statista, 2024). Research have indicated that the nature of job in the sector requires dealing with pressure as well as burnout. The general differences in the expectations have influenced the organisation to implement new policies that can reduce staff turnover issue. This will ensure supportive work environment while showcasing the well-being aspect for the people. 

	Technological factors 
	The recent years have showcased the upgradation in the technology to attract the customer across the world. Alila Hotels and Resorts have effectively improved their website designing which has ensure improvement in the optimisation rate. This has been observed that AI-driven service, smart management tools and others can lead to the concerns for the job security (Schwarz, 2025). In many cases, workers can feel their replacement with the machines which further needs upskilling for security. Lack of management for the overall operation due to the less knowledge can create a dissatisfaction. Therefore, seamless integration aligning with training and developments are important to mitigate the turnover. 

	Economic factors 
	The current conditions of the UK have created significant impact on the employee retention in Alila Hotels and Resorts. Research have indicated that fluctuations in the global economy such as rising in living cost, inflation have negatively impacted on the financial stability (GOV.UK, 2024). This has also increased the chances of better paying opportunity. According to the statistical data, 16% of the organisation have reported their turnover in October 2024 (ONS.UK, 2024). It has been seen that many other companies highlight their compensation aspect to attract the workers. However, economic downturn has decreased the chances of future opportunities which needs further consideration. Therefore, for addressing the issue, the firm must ensure competitive salary packaged which will be justified with the market requirements. 

	Environmental factors 
	Over the years, the focuses on sustainability have gained the market as well as the perception of the travellers. Alila Hotels and Resorts have strategically adopted environmentally friendly initiatives. This has been observed that the overall adoption of sustainability requires strong collaboration among the employees of various department (Alilahotels, 2025). In many cases this can create a huge work pressure which needs to be taken into consideration. On the other hand, natural disaster climate changes and others can affect the hotel operation leading to the job instability (Boneva et al., 2021). Therefore, it is important to align this aspect for the overall employee engagement programs that can automatically reduce work strain.

	Political factors
	The recent political changes related to the labour law have effectively affected the workforce availability within the hospitality industries. Research have indicated that the UK government have incorporated restriction on migrant labour which is one of the key segments of the overall staffing within the Alila Hotels and Resorts. This can reduce the talent pool followed by leading to increase workload for the existing employees (Mamatzakis et al., 2023).

	Legal factors
	The overall hospitality sector is aligned with the diverse array of legal frameworks related to wages, working hours and others. This has been observed that Review of TripAdvisor have highlighted low workplace safety aspect for Alila Hotels and Resorts (Tripadvisor, 2024). However, non-compliance can result in dissatisfaction among the employees which further leading to the staff morale. Negatively publicity can damage the overall brand image of the organisation affecting both customer and staff trust. Therefore, it is important for a strong leadership programme which can contribute to the employee satisfaction and brand image. 

	Ethical factors
	Alila Hotels and Resorts have showcased its commitment for the maintenance for proper ethics with the market. The firm has brought forward equal opportunities for every staff which has made it one of the diverse workplaces (Banyeva et al., 2023). This has been observed that the organisation has shed light on the transparency with the HR policies that foster sense of belonging and commitment among the workers. 

	Demographic factors
	A diverse workforce is required to deal with the challenges of staff turnover within Alila Hotels and Resorts. Based on that, inclusive management practices that cater different age groups can ensure proper dealing with any challenges (Cassell and Kele, 2021). This has been seen that younger people often seek for rapid career progression where the others highlight stability. Understanding these demographic needs can ensure strong brand images and reducing the changes of staff turnover.



SOAR Analysis 
[image: ]
Figure: SOAR Model
Source: (Bridges et al., 2023)
The above-mentioned framework is a strategic planning ideology that focuses on the strength opportunities aspiration and result of the organisation.  These strategically brought forward code capabilities while focusing on the competitive age by highlighting the unique offering and services provided by the firm. However, it also helps to build the strength while measuring the achievable goals for sustained growth and improvement.
	Strength 
	Opportunities 

	Alila Hotels and Resorts that has been developed in 2001 known for its luxury hospitality and persoanlised service. This is an upscale hotel chain that has been a part of Hyatt since 2018 (Alilahotels, 2025). The firm is known for its commitment to the sustainability initiative which is adherence to the international environmental standards. On the other hand, unique guest experience by incorporating culture and others have made the firm first choice for many travelers. A strong brand identity with the in connectivity of luxury and sustainability showcase the importance on cultural authenticity. 

	The organisation Have effectively utilised digital marketing strategies for the enhancement of brand recognition as well as driving positive revenue. On the other hand, the hotel is also exploring to the niche areas of the market to cater a wider range of the customer that are looking for sustainability and cultural aspect within their travel experiences (Alilahotels, 2025). It has been seen that enhancement of the online presence strategically brought forward wider range of travellers showcasing their interest to the objective of the hotel. Therefore, partnership with the local artist and the business can increases the chances of opportunity for better experience as well as create a positive impact on the local economy.

	Aspiration 
	Results 

	Alila Hotels and Resorts aspire to set the industry standards by brought forward more improvement in the leadership opportunity. This has been seen that continuous upgradation and maintaining of strong market position requires a positive and agile vision (Wiechmann et al., 2022). The brand has aimed to enhanced the community engagement by providing the job opportunities which will also increases the beneficial outcomes. Moreover, Continuous upgradation related to the technology has aimed to meet the expectation of the guest while showcasing the commitment for customer satisfaction. 
	Application of the KPI for the measurement of the success rate within the industry can be a significant approach. Based on those high rates of repeat guest and the positive reviews in the trip advisor reflecting the guest satisfaction towards the Alila Hotels and Resorts. The recent data have showcased an increase in online revenue and the overall profitability due to the effective marketing strategies as well as offering unique experiences (Banyeva et al., 2023). Furthermore, industry recognition for the sustainable practices have also showcased the commitment for unique establishment within the competitive industry. 



TOWS Analysis
	Strengths-Opportunities (SO) strategies
	Strengths-Threats (ST) strategies


	Alila Hotels and Resorts Can leverage its strong brand identity as well as luxury market positioning by showcasing the commitment towards environmentally friendly initiative. This will be helpful to enter into the new market opportunities where the integration of cultural element into the guest experience will attract the eco conscious as well as experience driven travelers. Aligning with that collaboration aspect with the local artist can enhance the community engagement and improved the overall experiences (Calza et al., 2023). Through expanding the digital presence, the organisation can enhance its competitive age within the dynamic hospitality sector. 
	Increase market competition from the other brands that are also focusing on the sustainability can act as a threat for Alila Hotels and Resorts. Therefore, dealing with this the organisation must focuses on employee development as well as retention program to decrease the chances of staff turnover (Bolt et al., 2022). In many cases economic instability can erase the chances of vulnerability for generating a positive revenue. Thus, the hotel chain must work on technological aspects while apply its existing commitment as per the market requirement to strengthen its position as a strong leader. 

	Weakness-Opportunities (WO)
	Weaknesses-Threats (WT)

	Alila Hotels have faced high staff turnover which directly affected service qualities and operational efficiency (glassdoor, 2025). During this case, the hotel can enhance its strong dedication towards sustainability and community engagement by introducing employee retention programs that will align with brand values. As the company has a strong digital presence, it can be used to attract skilled personnel by displaying positive work culture and employee testimonials. More investments in employee development through leadership training, career progression plans and competitive employee benefits can enhance job satisfaction and decrease turnover.
	Employee turnover and high competition present in the luxury hotel industry in the United Kingdom brings more risk to Alila Hotels in terms of brand reputation and service standards. This time, the is required to employ stronger employee retention protocols like incentive programs, wellness initiatives and competitive compensation structures (harri, 2024). Maintaining internal training programs in spite of employee turnover would turn out to be beneficial. During this time, the hotel brand can keep its focus on automation enhancements and AI solutions to streamline operations and decrease overreliance on high staff retention.
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Recommendations 
Strengthening employee retention and development
The prime way through which Alila Hotels can resolve its high staff turnover is by building a strong employee retention strategy. It can be acquired by providing competitive compensation packages, performance-based rewards and career growth opportunities. Offering mentorship and leadership development programs can also assist workers to look for long-term career goals in the company, directly decreasing turnover (Curkovic et al., 2022). Collaborating with local educational institutions or hospitality schools can enable a steady flow of trained individuals who can understand and work on a company's sustainable values. The procedure can be achieved by investing in employee wellness through mental health support and work-life balance initiatives which will enable Alila Hotels to create a healthy work culture. 
Enhancing technology for operational efficiency
Alila Hotels is recommended to integrate automation and AI solutions for all daily operations to address the decline of service qualities. Chatbots that are managed through AI can handle customer queries, offer suggestions and streamline booking processes. In this way, the burden on front-line staff can decrease so that they can focus on other complicated tasks (Flandrin et al., 2021). Further, automated check-in and check-out systems can fasten operations and improve guest experiences since extensive manpower will not be needed anymore. Smart scheduling software can bring optimisation in staff distribution to ensure proper personnel are always present to handle any issue in spite of fluctuating workforce levels. 
Leveraging employer branding
A strong employer branding is deemed to be very important to attract and retain top tier talent. During this case, Alila Hotels is suggested to develop and modify its digital presence by highlighting employee success stories and behind-the-scenes insights into the workplace. The business will be able to become appealing to skilled professionals to align with brand ethics by promoting a workplace which values diversity and sustainability. The process can only be successful when regular employee feedback mechanisms are kept in place like surveys and open forums to identify necessary changes and resolve them promptly (Zografou and Galanaki, 2024). 
Developing strategic partnerships 
Alila Hotels can gain benefits from building strategic alliances with government agencies and hospitality organisations to ensure there is a consistent flow of talented individuals. Internship and apprentice programs can help to train potential workers and foster a sense of brand loyalty before they join as full-time employees (Hughes and Scheyvens, 2021). Engagement with local companies and cultural institutions may help the brand to offer unique professional development experiences to its staff which will make them feel valued and invested. 
Offering competitive bonuses and incentives
Involuntary turnover has a negative impact as it erodes trust among existing workers and enlarges the burden on those left behind. Its significant costs involve severance packages and potential legal compensation and loss of institutional knowledge. Hotel firms have a clear target of applying effective perks and incentives such as travel vouchers and discounts on gym memberships to bolster worker engagement rates (Werner and Balkin, 2021). It is recommended that Alila Hotels & Resorts adopt competitive bonuses and benefits like referral programs and hotel stays only to embrace the guest experience and increase its footfall margin. 
Developing a diverse and inclusive workplace culture
Due to the effect of pandemic and economic shutdown had a huge impact on hindering business operations in the hospitality sector. Most of the businesses have no option to close their stores due to the fluctuations in demand for services. Decreased staff turnover signifies a more content and stable workforce. Therefore, it requires the brand to promote an inclusive business environment by establishing trust in leadership, embracing the cycle of engagement and reducing turnover margin. Alila Hotels and Resorts must focus on hiring responsible leaders or managers towards implementing a rigorous and inclusive workplace culture for fostering a sense of innovation and creativity (Scott et al., 2021). The brand must adopt this strategy to embrace cultural awareness that involves open and interactive communication among employees, adherence to diversity-supportive policies and sensitivity training to improve its organisational performance.
Prioritising employee training and development programs
One of the primary approaches to limiting employee turnover rates through the deployment of attractive training and development programs. This involves brand initiatives of equipping workers with the capability of handling diverse guest requirements, controlling complaints effectively and delivering personalised service. During the pandemic period, hotel firms were incapable of adopting modernised technologies to streamline their workflow and optimise business operations. Hence, Alila Hotels & Resorts must focus on developing a career development path, augmented by personalised upgrades and premium services for meeting consumer preferences (Martini et al., 2023). These initiatives evolve essential mentorship programs, training sessions, webinars and external workshops intending to advance employee competencies and skills. As a result, it has a direct impact on limiting workers’ turnover intention which results in enabling the company to retain its workforce efficiently.
Effective onboarding process
The development of an onboarding process is an essential approach that provides employees with a glimpse into company culture and shapes their perception of their future workplace. It delivers a greater impression that promotes a willingness to stay, whereas negative impressions make turnover problems even worse. According to relevant studies, businesses with strong staff onboarding aim to increase retention rates, dedication to client service and a consumer-first mentality (Hodges, 2024). Depending on that, Alila Hotels & Resorts has to maintain an effective performance management system that used to limit turnover costs by addressing and evaluating issues lead to higher dissatisfaction levels. Organising regular performance reviews enables open and honest communication among workers and managers which helps to discover early detection of business problems and resolution of concerns. 
Change management practices and procedures 
Culture of open communication plans
One of the primary initiatives hotel businesses always initiate about the deployment of open communication plans for addressing the concerns of staff turnover. It works as a two-way process by which workers have the option to put their queries or raise workplace challenges. Not just that, this approach also makes them understand about their responsibilities and actions for the purpose of establishing a productive workforce (Phillips and Klein, 2023). Alila Hotels & Resorts’ business owners must utilise an open-door policy through regular meetings to discuss firm issues and provide effective solutions. The brand also prioritises evidence-based analysis about upcoming market changes, delivers regular updates, adopts communication channels and engages employees within the decision-making process (Kotter, 2012). Applying this activity helps the brand to develop a sense of ownership and limits resistance to change which reflects in limiting worker turnover margins.
Regular performance reviews
Due to intense competition in the hospitality industry, most firms are eager to develop well-established objectives via the assistance of the HRM department for minimising employee turnover risks. They have examined about the problems faced by workers due to their incapability of adopting business changes about modernised technologies and current marketing trends. Due to that, workers have no options to leave their jobs as they have witnessed higher disengagement levels. Alila Hotels & Resorts must focus on approaching flexible work opportunities, generous vacation policies and flexible scheduling strategies by assisting employers in shifting the balance and limiting turnover rates. It can be achieved through proactive management practices, regular conversations about career growth and examining workplace conflicts (Barnes, 2021). 
Collaboration with change ambassadors
The hotel and tourism industry suffered from a lack of young talent and skilled workers. This personnel shortage has a significant impact on degrading organisational performance. According to a few studies. changing staff portfolio generally confuses guests, reducing service quality and hindering brand reputation. Change ambassadors play a major role in facilitating and managing change to the broader project vision and ease the transition. Especially for change managers, building a strong network of ambassadors is essential for providing consistent support, sharing feedback and collaborating effectively (Hodges, 2024). The role of Alila Hotels & Resorts must be the same as they are willing to connect with established change leaders, agents and influencers to deliver peer-to-peer guidance and support. They should communicate effectively, promote honest feedback and build trust among teams to successfully adopt changes along with minimising resistance across organisational levels (Burnes, 2014).
Measurement of impact or success rates regarding suggested practices
Employee satisfaction surveys
Employee satisfaction surveys are significant opportunities that are used to listen towards staff queries, concerns and take proactive steps for improvement. Through implementing these tactic, businesses not only embrace employee engagement but also promote a culture of mutual respect open communication and continuous growth. It captures valuable insights into staff concerns, enabling management to locate improvement areas and examine business issues that could result in staff leaving (Fulmore et al., 2023). Hence, Alila Hotels & Resorts must organise an employee satisfaction survey to uncover the probability situation of worker turnover by addressing individual opinions about reviews, referrals and repeat business approaches. Application of these initiatives evolves as essential strategies for positively impacting guest satisfaction levels that result in the fulfilment of client preferences. 
Voluntary turnover rate
Businesses focused on approaching volunteer turnover rates for specifically identifying employees' processes about their leaving the workforce. Recently most of the farms where unable to adopt change practices due to having limited career development opportunities and a lack of technical knowledge. This situation makes them degraded and affects their performance in terms of staying updated in a competitive workplace (Scott et al., 2021). The same problem was faced by Alila Hotels & Resorts while developing diverse team culture and promoting open communication plans. Focusing on that, brand managers target to implement this approach by locating dissatisfaction areas and applying targeted activities to ensure higher service quality and upscale retention rates.
Performance indicators and productivity analysis
Within recent times, frequent turnover hinders team dynamics and morale, developing uncertainty and disrupting trust among existing employees. It emerges from various factors like insufficient training, lack of communication and inadequate processes which lowers the productivity rate in hotel services. Hence, brands like Alila Hotels & resorts look forward to adopting KPIs to identify and limit unwanted employee turnover by measuring their performance in the workforce. It helps hospitality managers in their efforts to maintain efficient and effective management of resources to achieve a higher profitability margin. Through applying this tool, the brand has the option to develop a smoother work-life balance and adopt modernised tools to transform their business operations and fulfil client preferences (Barnes, 2021).
Potential benefits of Alila Hotels & Resorts through implementing suggested strategies 
Building trust and accountability
While going through the process of change management, establishing trust and accountability is an essential process for building the foundation of any successful team. It requires regular check-ins, transparent communication and consistent expectations to maintain a strong culture of accountability and mutual respect. Alila Hotels & Resorts needs to develop a trusted environment by making employees secure in their jobs which limits turnover rates.
Improve service quality and operational efficiency
Currently, the brand has experienced a lower employee model due to ineffective workplace culture, lack of skilled traits and inadequate adoption of technology. One of the biggest advantages Alila Hotels & Resorts gains from the proper utilisation of data-driven tools for analysing their day-to-day service operations to embrace business efficiency (Tessema et al., 2022). They also look forward towards hiding potential workers and Adobe modernised technology to keep up with market rate and optimise research utilisation to impress stop productivity levels.
Associated Costs 
	Category
	Implementation Details
	Estimated Costs 

	Development of diverse and inclusive workplace culture
	Inclusive policies and practices, building safe spaces for open dialogue and leadership buy-in
	5,000- 9,000

	Employee training and development programs
	Establishment of training schedules, promotion of cross-cultural mentorship programs and selection of delivery methods
	9,000-13,000

	Competitive bonuses and incentives
	Group bonuses, performance-based incentives and non-monetary recognition programs
	12,000-15,000

	Effective onboarding process
	Coordination with key stakeholders, evaluation and feedback loops and build-in automation
	8,000- 11,000
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	Number
	Problem 
	Solution 
	Desired outcome
	Time scale
	Completion date
	Planned budget

	1
	High staff turnover, directly affecting service quality, operational efficiency and brand reputation.
	Introducing competitive salary packages, bonuses, leadership training and career progression chances. Partnering with local hospitality institutions for bringing more skilled people and implementing wellness programs or mental health support (Baker, 2024).
	Increased employee satisfaction and retention that will lead to steady service quality, improved operations and stronger brand image.
	6 months for program development and 12 months for full implementation.
	February 2026
	£50,000

	2
	Increased employee turnover that leads to inconsistent service and operational failures that have negatively affected customer satisfaction.
	Employing AI-driven chatbots for guest interactions, automated check-in/check-out systems and smart scheduling software for the optimisation of staff allocation (Morosan, 2022). Using predictive analytics for property management to predict operational requirement needs.
	Streamlined operations, reduced dependence on high staff retention, higher guest satisfaction and lower operational costs.
	3 months for software selection, 6 months for integration and 12 months for full implementation.
	December 2026
	£75,000

	3
	Alila Hotels struggle to attract and retain top talent due to a lack of employer branding and visibility of its workplace culture.
	Improve digital presence through employer branding campaigns, employee success stories and testimonials. Launching internal feedback mechanisms, recognition programs and inclusivity initiatives which can boost morale and engagement (V de Souza Meira et al., 2022). 
	Higher job applications, less employee turnover, increased company reputation and more workplace satisfaction.
	4 months for campaign design, 6 months for implementation and ongoing monitoring.
	January 2026
	£25,000

	4
	Difficulty to manage a steady workforce due to high turnover and limited access to skilled talent.
	Partnering with hospitality schools, government agencies and local businesses to offer internship and apprenticeship programs (Güden et al., 2024). Offering job placements after internships to trained individuals who have shown strong alignment with the hotel’s sustainability vision. 
	A continuous flow of talented candidates, reduced recruitment costs and increased employee commitment.
	6 months for partnerships and 12 months for program execution.
	August 2026
	£40,000
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The above report has briefly shed light on Alila Hotels to uncover knowledge on the factors which lead to high employee attrition and possible strategies to overcome them. A comprehensive STEEPLED analysis has been performed which enabled the report to analyse external influences that impacted workforce retention. It also included social, technological, economic, environmental, political, legal and demographic considerations. It has become quite prominent that aspects like growing employee expectations, technology integration and economic fluctuations played a big role in shaping employee experiences and retention rates. Such situations reinforced the demand for alignment among sustainability initiatives and staff engagement programs. Ethical considerations like fair wages, diversity and workplace ethics were a vital feature to maintain employee loyalty. Building transparent HR policies, anti-discrimination measures and ethical leadership programs have been put forward to bring advancement in staff commitment. Thus, SOAR and TOWS framework were utilised to acquire a structured approach to find strengths, opportunities, threats and weaknesses. In this procedure, it was suggested that Alila Hotels needs to strengthen employee retention protocols using competitive compensation, mentorship programs and leadership training. Similarly, leveraging AI-based automation was deemed to be another vital solution which has potential to bring developments in operational efficiency and decrease dependence on higher staff retention levels. For this case, an action plan has been made and proposed by including measurable steps to resolve turnover cases. The planning was done by emphasising on long-term solutions that can bring satisfaction among employees while streamlining operations and improving brand image. Overall, the report would not have been possible without the collaboration and insights which were provided by Alila Hotels. The opportunity to analyse and create strategic solutions for such a renowned brand is greatly appreciated. Now the team looks forward to potential future collaborations and remains committed to support Alila Hotels for its journey of excellence in the hospitality industry.
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