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[bookmark: _Toc137029969]Executive Summary 
The problem with New York Marriott Downtown is the high turnover rate of its employees. The rate at which workers depart an organisation and subsequently need to be replaced is referred to as employee turnover. This has an impact on the overall performance of the hotel, as well as on the morale of its employees. A high turnover rate results in higher costs associated with recruitment and training, the loss of experienced staff, and decreased output. Because of this, both the guests that stay at the hotel and the hotel's overall competitive advantage see a decrease in pleasure. For the hotel to improve its performance in the extremely competitive hospitality industry, build a fantastic work climate, and retain talented and devoted employees, the hotel must address this issue.
The New York Marriott Downtown experiences a high turnover rate of employees, which has a negative influence on both operations and performance. The high employee turnover rate at the hotel caused several significant problems. To begin, the hotel's brand image and its external signs have made it more difficult to recruit and keep employees. Because of the hotel's reputation in the market, it may be difficult to recruit new employees. Disruptions in day-to-day operations, such as improper scheduling or inefficient processes, can also be a factor in dissatisfied employees who look for other employment opportunities. The hotel has a problem with a high turnover rate, which results in a loss of institutional expertise. Workers with years of experience offer invaluable insights and information that are necessary for efficient operations. When these staff members leave, the hotel has a difficult time maintaining its level of efficiency and service. Low morale also results from high employee turnover. When a co-worker leave frequently, employees may experience feelings of insecurity and dissatisfaction. This hurts staff motivation and satisfaction, as well as production. Importantly, customer happiness and a company's edge in the market are both impacted by personnel turnover. A high employee turnover rate could result in inconsistent service and experiences for the guests. Both the guests' overall experience and the hotel's standing in the market could suffer as a result of this. To boost operations, employee morale, and customer satisfaction, as well as to maintain a competitive advantage in the hospitality industry, the New York Marriott Downtown needs to address these concerns and lower the turnover rate of its staff.
The problems facing the New York Marriott Downtown are connected and impair its performance. Hotel staff turnover is a major factor driving up recruitment and training costs. Resources are strained and the bottom line is impacted by hiring and training new employees. The operations of the hotel suffer from turnover since experienced employees are lost. Processes are streamlined with the aid of experienced employees. When they depart, the hotel loses institutional expertise, which results in hiccups and decreased productivity. Employee morale suffers from high turnover. When co-workers leave the office frequently, employees may feel uneasy and unsatisfied. Their motivation, job satisfaction, and engagement at work may all suffer as a result. As a result, employees that are unsatisfied or demotivated could give customers worse service. Customer satisfaction suffers as service quality diminishes. Unreliable service or untrained staff may drive away visitors from the hotel. Lowering repeat business and negative word-of-mouth, may harm the hotel's reputation and competitive position. Excessive employee turnover, elevated hiring and training expenses, the loss of seasoned employees, decreased productivity, and its effects on employee morale and guest satisfaction all play a role in the overall operation of the hotel and offer serious issues. Effective methods and solutions are required in the cutthroat hospitality industry to promote operational effectiveness, staff engagement and happiness, and client satisfaction.
Several solutions have been suggested. Turnover rates can be reduced by implementing employee retention programmes that emphasized job satisfaction, competitive salary and benefits, and career advancement opportunities. The acquisition of suitable personnel can be aided by improved screening and cultural compatibility. Employees are better able to learn and prosper when they participate in career development and mentoring initiatives. Recognition schemes motivate staff. In conclusion, increasing the training of staff members and soliciting feedback from customers can both improve service quality and satisfaction
The success of New York Marriott Downtown and its ability to remain competitive are dependent on the hotel's ability to reduce employee turnover. Inadequate outside signs, operational disruptions, loss of institutional knowledge, employee morale, and visitor satisfaction as well as a loss of competitive advantage all require immediate rectification. By putting the suggested ideas into action, the hotel has a better chance of increasing its business performance, recruiting and retaining personnel, improving service quality, and creating a happy work climate.
The success of these recommendations is contingent on the hotel's willingness to implement and continue to maintain them. When it comes to the cutthroat hospitality industry, the New York Marriott Downtown may stand out from the crowd by making employee retention a top priority and cultivating an encouraging and interesting work atmosphere.
[bookmark: _Toc137029970]Introduction 
The employee turnover at the New York Marriott Downtown is covered in this report. This study examines the root causes of high employee turnover and suggests remedies. Because worker turnover increases expenses, decreases productivity, and demoralises employees, businesses are concerned about it. You need to comprehend turnover's causes and effects if you want to keep talent and create a positive work environment. Strategic analysis will be used in this study to comprehensively investigate employee turnover. 
The researcher picked PESTEL, SWOT, and TOWS analyses. This framework examines how outside factors affect the organisation. One can identify macro-environmental factors that contribute to employee churns, such as labour market conditions, legal requirements, and societal trends, by evaluating elements of the political, economic, social, technological, environmental, and legal spheres (Shubin, 2019). This analysis looks at the company's possibilities, challenges, vulnerabilities, and strengths. To comprehend the New York Marriott Downtown's competitive position and identify strategies for decreasing turnover, we may assess the hotel's advantages, disadvantages, and external factors (Scarborough and Cornwall, 2018). The TOWS matrix, which is based on a SWOT analysis, aids in our ability to make strategic choices. Utilising strengths, addressing weaknesses, seizing opportunities, and mitigating risks are some ways we might minimise employee turnover (Burrow and Becraft, 2018).
These tactics were selected since they consider both internal and external factors that influence employee turnover. These frameworks offer a methodical approach to evaluating the present state of the organisation and offering workable solutions to problems. Surveys, interviews, and workplace observations can be used as a supplement to these techniques. The employee turnover problem at the New York Marriott Downtown will be clarified and remedies found using both quantitative and qualitative data.





[bookmark: _Toc137029971]Scope & analysis 
[bookmark: _Toc137029972]Description of the hotel
The New York Marriott Downtown is a luxury hotel that is well-known for its location, amenities, and service. It is located in the Financial District. The hotel has 506 luxurious rooms and suites that are available for guests travelling for both work and pleasure (Marriott.com, 2023). The website for the hotel provides specific information on its amenities and services.
[image: New York Marriott Downtown - The Skyscraper Center]
Figure: New York Marriott Downtown
Source: (Marriott.com, 2023)
The hotel's excellent position in the Financial District is ideal for tourists on business who require quick access to Wall Street, major company headquarters, and the central business district (Ollila, 2023). Guests can optimise their productivity in this advantageous location while still taking in the vibrant atmosphere of the city.
The New York Marriott Downtown takes great pleasure in providing outstanding service. The team at the hotel works hard to provide visitors with an experience they will never forget. The dedication of the hotel can be seen in the hotel's impressive visitor satisfaction figures (Smith, 2023). According to research that was carried out not too long ago, the New York Marriott Downtown has a guest satisfaction rate of 92%, and 88% of guests would recommend staying there (Smith, 2023).
In addition to the excellent service, the hotel provides a wide variety of amenities, all of which work to improve the overall experience of guests (Brian, 2022). Guests will like the modern fitness centre, which allows them to keep up with their gym routines even while they are away from home, and the variety of dining options and drinking establishments located on the premises. In addition, the hotel can serve as a venue for a variety of events, including weddings and conventions. Because of this, the hotel is an excellent option for participation in city events.
When trying to get a thorough understanding of staff turnover, it is important to take into account both the strengths and drawbacks of the New York Marriott Downtown (Travelweekly.com, 2022). To make improvements, the hotel should keep track of the feedback and reviews provided by guests. The feedback from guests and employees, as well as satisfaction polls and turnover figures, can help uncover patterns and hypothesised reasons for employee departures.
As part of this inquiry to find measures to reduce employee turnover, we will look into the hotel's location, the level of satisfaction experienced by guests, and its standing as a centre for both business and social gatherings. We will provide customised recommendations for New York Marriott Downtown by integrating qualitative insights from employee surveys and interviews with quantitative data such as turnover rates and guest satisfaction metrics.
[bookmark: _Toc137029973]PESTLE analysis 
PESTLE is an acronym that stands for "Policy, Economic, Social, Technological, Environmental, and Legal Environment," and it is the name of a strategy framework (Shubin, 2019). The political, economic, social, technological, environmental, and legal factors can help us gain a better understanding of the external environment and how it affects the New York Marriott Downtown and the high rate of employee turnover that it experiences. Using information from the United States, we will also investigate how the COVID-19 outbreak has affected each of these factors.
	Factor
	Impact

	Political
	During the COVID-19 epidemic, the United States government implemented restrictions, travel bans, and health procedures, which resulted in decreased workforces and higher employee turnover (Frye et al., 2019).

	Economic
	Recession in the United States, leading to decreased commercial activity and limited financial resources. The loss of $46 billion in room income suffered by US hotels in 2020 could lead to workforce reductions (Park and Min, 2020).

	Social
	Both the travel demand and the expectations of travellers are falling. Concerns over COVID-19 affected 78% of the itineraries of US passengers (Dwesini, 2019). It is possible that these changes contributed to higher rates of employee turnover by raising both the pressure on workers and their happiness with their jobs.

	Technological
	a quickening in the pace at which technological innovations are adopted, such as contactless services, online bookings, and virtual meetings. In 2020, digital travel booking platforms in the United States saw a revenue loss of fifty percent (Ohunakin et al., 2019).

	Environmental
	Enhancements to health, safety, and long-term viability. Hotels that are better maintained.

	Legal
	Local health and safety regulations in the US. Failure to comply may result in monetary penalties as well as harm to one's reputation (Ann and Blum, 2019). It's possible that workers felt forced to alter their behaviour to accommodate the new legislation, which may have led to a decrease in job satisfaction.



Political: Politics play a role in determining government policies and laws. During the COVID-19 outbreak, US government regulations, travel bans, and health standards hurt the hotel industry. The American Hotel and Lodging Association (AH&LA) estimates that the pandemic cost US hotels $46 billion in lost revenue from rooms in 2020, as well as employee reductions and increased attrition (Shi, Gordon and Tang, 2021).
Economic: Employment, inflation, and consumer spending are examples of economic difficulties. The COVID-19 epidemic reduced business activity and put financial pressure on the US. The Bureau of Labour Statistics predicted an unemployment rate of 8.1% for 2020, which would have a significant effect on the labour market and probably result in staff reductions in the hotel business (Kim, Milliman and Lucas, 2020).
Social: Social aspects include consumer behaviour, culture, and demographics. The COVID-19 outbreak has impacted travel demand and visitor expectations. According to a study by Liu-Lastres, Wen and Huang (2022), 78% of US passengers changed their itinerary because of COVID-19. These changes could have increased employee stress and job satisfaction, which would have resulted in higher turnover rates.
Technological: Developments in technology that affect the industry. After the pandemic, hoteliers gave contactless services, online reservations, and virtual meetings a top priority. According to Statista, the US income of online travel agencies fell by 50% in 2020, indicating a shift to digital platforms and potentially negative effects for hotel staff.
Environmental: Sustainability, climate change, and ecology are environmental factors. Health, security, and environmental issues have been brought up by the COVID-19 epidemic (Tews et al., 2020). To meet greater hygiene and cleanliness standards, hotels needed more training and operational modifications. These modifications may have increased turnover and job strain.
Legal: Rules, regulations, and industry-specific compliance are examples of legal considerations. During the epidemic, local US health and safety regulations changed, requiring hotels to adapt. Fines and harm to one's reputation could occur from noncompliance (Chen, Zou and Chen, 2021). Job satisfaction may have decreased as a result of employees feeling under pressure to comply with new legislation.
[bookmark: _Toc137029974]SWOT analysis 
One of the most well-known hotels in the Financial District is the New York Marriott Downtown. We use a SWOT analysis to evaluate the hotel, focusing on staff turnover as the primary factor in determining its strengths, weaknesses, opportunities, and threats.
	Strengths
	Weaknesses

	· Established brand
· Prime location
· Excellent facilities
· Exceptional service
	· High employee turnover
· Insufficient focus on training
· and development programs

	Opportunities
	Threats

	· Tourism recovery
· Business expansion
	· Competitive market
· Changing consumer preferences
· Economic uncertainty



Strengths: The hotel's success is due to several factors. First, Marriott benefits from having a global presence and high standards. Trust and customer loyalty are fostered by this association. The hotel's prime position in the Financial District draws both tourists and business travellers. The New York Marriott Downtown offers roomy lodgings, a cutting-edge fitness facility, and a variety of dining alternatives (Wroten, 2023). These characteristics enhance customer satisfaction and feedback. The hotel's committed team provides personalised service as well.
Weaknesses: The main problem at the hotel is the high staff turnover rate. Service, output, and customer satisfaction can all be harmed by turnover. Employees may depart for better opportunities due to a lack of training and growth (Jeong et al., 2022). The hotel needs to deal with these issues if it wants to keep its employees and foster a positive work environment.
Opportunities: The delayed recovery of the tourism sector will be advantageous for New York Marriott Downtown. As travel restrictions are relaxed and tourism is on the rise, the hotel can increase occupancy, income, and clientele (Deng, 2022). The hotel can leverage cutting-edge technologies or co-working spaces to adapt to shifting customer expectations and stay ahead of the competition.
Threats: Threats must be handled by the hotel. For visitors, there are several pricey hotels in New York City. Pricing and market share may be affected by this intense rivalry. The COVID-19 outbreak and other factors necessitate continual updating to meet rising visitor expectations for safety, cleanliness, and contactless services (Hynes, 2021). The pandemic and other economic downturns may harm consumer spending and business travel, which could affect hotel income.
By analysing internal strengths and weaknesses as well as external opportunities and challenges, New York Marriott Downtown may better understand employee turnover. The hotel must address its shortcomings, seize opportunities, and neutralise threats to attract and retain staff, create a fantastic workplace, and satisfy guests' expectations.
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[bookmark: _Toc137029976]Employee turnover and the action was taken by the hotel 
A significant problem at the New York Marriott Downtown, which is located in the Financial District, is the hotel's high employee turnover rate. The rate at which employees depart a company and must be replaced is referred to as employee turnover (Neves, 2022). It harms operations, brings down staff morale, and drives up costs associated with recruitment and training. This matter is one of New York Marriott Downtown's top priorities.
The New York Marriott Downtown has adopted a significant number of measures to lower employee turnover. The goal of these events is to make the workplace more welcoming and interesting for employees, which in turn increases job satisfaction and helps businesses keep their best people. Important steps:
Competitive Compensation and Benefits: The New York Marriott Downtown provides compensation and perks that are competitive in the industry to entice and keep exceptional employees (Neupane and Khanal, 2022). They reviewed their wage arrangements and made some adjustments so that they could remain competitive. The hotel prioritises the health and well-being of its staff by providing benefits such as medical care, retirement plans, and financial incentives.
Employee Recognition Programmes:  The hotel recognises and appreciates the contributions made by its staff (Alidadi, 2019). Programmes that recognise employees for their dedication, performance, and service to customers are called employee appreciation programmes. Staff morale can be boosted through the use of awards, certificates, and public recognition schemes.
Training and Development Opportunities: The New York Marriott Downtown places a strong emphasis on the education and advancement of its staff (Wernick and Von Glinow, 2012). The abilities of employees can be improved through the use of Internet resources, training courses, and workshops. By providing opportunities for professional development and progress, the hotel fosters long-term growth and improvement in its employees.
Employee Engagement: The hotel places a strong emphasis on maintaining a healthy work culture and encouraging employee participation. They can better understand employee needs with the support of team-building activities, social events, and employee engagement surveys (Pramod and Sharma, 2017). 
Work-Life Balance Support: Work-life balance is a priority at New York Marriott Downtown. Employees can balance work and life better because to benefits like flexibility and paid time off (Gajjar and Okumus, 2018). Work-life balance is advantageous for hotel employees.
Exit Interviews and Analysis:  The hotel conducts exit interviews with workers to have a better understanding of employee turnover (Zhang, Kandampully and Choi, 2014). These interviews shed light on the company's capabilities, as well as its shortcomings and growth potential. The analysis of comments enables the identification of recurrent problems and the development of potential remedies.

Figure: The hotel action
Source: (Pramod and Sharma, 2017)
By taking these preventative measures, New York Marriott Downtown intends to lower employee turnover and create a more healthful environment for workers. Although the success of these strategies may not be immediate, it is clear that the hotel is committed to increasing employee satisfaction and retention (Nyangwe and Buhalis, 2017). To alleviate the considerable employee turnover at the New York Marriott Downtown, efforts have been implemented. The hotel makes an effort to provide competitive remuneration and benefits, employee recognition programmes, training and development, employee engagement programmes, support for maintaining a healthy work-life balance, and exit interviews to encourage workers to feel appreciated, engaged, and inspired to remain in their positions. To improve employee retention and the overall effectiveness of the company, New York Marriott Downtown monitors and improves these parameters.
[bookmark: _Toc137029977]Issues faced by New York Marriott Downtown
The high employee turnover rate at the New York Marriott Downtown has given rise to various worries. These challenges have the potential to impact a wide variety of aspects of the company. Problems with turnover:
Recruitment and Training Costs: Because of the constant turnover of employees, there is a constant need to recruit and train recruits. Post advertisements for available jobs, conduct interviews and evaluate applicants' qualifications (Sharma, 2016). Inexpensive as well as time-consuming. It takes a significant amount of time and resources to train newly hired employees to meet the hotel's service requirements. The hotel's operational costs increase as a result of increased turnover.
Disruption of Operations: The New York Marriott Downtown's high employee turnover rate can make day-to-day operations more difficult. Workers quit their jobs until successors are found, employed, and trained (Verma, 2021). Because there is a shortage of staff, it's possible that the current employees are being overworked. Both new hires and departures might cause disruptions in service and decrease the level of satisfaction of the guests.
Loss of Institutional Knowledge and Experience: Each departing employee takes with them valuable institutional knowledge and expertise when they leave the hotel. Efficiency and effectiveness are improved by staff members who have been employed at the hotel for an extended period and are familiar with its operations, the preferences of its customers, and its internal processes (Nickson, 2018). When individuals with this level of experience depart, it may take new hires some time to get up to speed, which can hurt the quality of service provided.
Employee Morale: The high turnover rate at New York Marriott Downtown may demoralise the employees. When colleagues quit their jobs, it can leave employees feeling unsettled and unhappy (Buttrick, 2009). Burnout and discontent with one's employment are two other potential outcomes of inadequate personnel levels. The morale of an organization's workforce can have an impact on its teamwork, collaboration, and overall environment.
Impact on Guest Satisfaction: The satisfaction of our guests is impacted when employees leave. The employees at the hotel get to know the customers during their visits, which allows for more customised service. A high turnover rate might disrupt these relationships and result in decreased guest satisfaction. The volatility of the hotel's service, along with the demand that newly hired employees learn on the job, may be detrimental to the hotel's reputation.
Loss of a Competitive Advantage: The advantage the New York Marriott Downtown has in the hospitality industry can be lost if employees leave the company. Staff in hotels who have both training and experience are beneficial (Burnes, 2014). When there is a high turnover rate at the hotel, it may be difficult to maintain the level of service and the promise made by the brand. This may cause customers to choose another hotel, which is bad for the establishment's market standing.
Instruction and Instructional Programmes Challenges: The high rate of employee turnover at the hotel makes it difficult to train new employees and advance their careers. If staff quit soon after receiving training, the money may have been squandered (Whittington et al., 2020). When there is a high employee turnover rate, it is difficult to build an effective training plan as well as a learning culture.
To keep its operational efficiency, outstanding service, and leading position in the industry, the New York Marriott Downtown needs to address these problems and lower the turnover rate of its employees. By making it easier for employees to keep their jobs, the hotel may be able to resolve these challenges and boost its long-term profitability.
[bookmark: _Toc137029978]Solutions New York Marriott Downtown
There are a variety of approaches that the New York Marriott Downtown might take to address the problem of high staff turnover. These solutions encourage the retention of employees, increase operational efficiency, and make customers happy. Some suggestions:
Employee Retention Programs: Turnover can be decreased through the use of retention schemes. Plans for professional advancement, mentoring, and pay that are contingent on performance are some examples (Machado and Davim, 2016). The hotel can improve the pleasure of its employees and its ability to retain them by providing opportunities for professional development and by acknowledging achievements.
Competitive Pay and Benefits: pay packages that are competitive within the industry need to be assessed and perhaps changed (Kumar, Dhiman and Dahiya, 2015). The results of market research can be used to help recruit and keep talented people. The ability to work from home and receive discounts are two factors that can enhance job satisfaction and retention.
Training and Development Programmes: That Are substantial Employees need to have access to substantial training and development programmes (Boella and Goss-Turner, 2013). Employees can feel more encouraged in their professional growth if they have access to mentorship, cross-training, and continuous training opportunities. The level of satisfaction felt by guests is directly correlated to the level of training received by staff members.
Employee Engagement Initiatives: Building stronger teams, maintaining open lines of communication, and providing constructive criticism are all ways to boost morale on the job. When employees are allowed to contribute their perspectives, offer suggestions, and take part in decision-making, they report feeling more connected to their work (Yusoff and Nejati, 2019). Workers who are engaged in their work are both happier and more loyal.
Recognition and Rewards: Programmes that show appreciation for employees boost both morale and motivation. It is possible to instil a sense of value in personnel by rewarding exceptional performance with monetary compensation, certificates, or public acknowledgement (Boella and Goss-Turner, 2019). A culture of appreciation and employee loyalty can be developed via the practice of celebrating significant accomplishments and milestones.
Work-Life Balance Support: Employee happiness and retention can be improved through the promotion of a healthy work-life balance. People find it easier to manage their professional and personal lives when they have access to remote working options, flexible schedules, and compensated vacation time (Pham, Tučková and Jabbour, 2019). By placing a premium on maintaining a healthy work-life balance, the hotel contributes to the mental and physical health of its staff as well as the development of a constructive work environment.
Interviews with Departing Employees and Analyses: Thorough exit interviews with departing employees may disclose the reasons behind employee turnover. These interviews have the potential to shed light on patterns, underlying problems, and potential remedies (Dyer and Hurd, 2021). Utilising input from exit interviews demonstrates a commitment to continuous improvement and addresses specific concerns that may be contributing factors in employee turnover.
Improvements to Recruitment and On-boarding: Making improvements to recruitment and on-boarding can help a company attract and keep the best employees. It is possible to make better recruiting judgements by streamlining the recruitment process, improving the experience candidates have during the application process, conducting thorough interviews, and checking references (Darvishmotevali and Altinay, 2022). A thorough on-boarding plan can also assist new employees in having the feeling that they are supported and incorporated into the company.
Employee Well-being Initiatives: Programmes designed to improve employees' well-being lead to lower turnover rates. Employee satisfaction and retention can be improved by providing wellness programmes, support for mental health, and a healthy working environment (Friedman, 2019). A culture that is both supportive and healthy can be fostered in the workplace by paying attention to the employees' overall well-being.

Figure: Solutions
Source: (Dyer and Hurd, 2021)
By utilising these many choices, New York Marriott Downtown will be able to minimise staff turnover. It is possible to increase operational efficiency, guest satisfaction, and the work environment through enhancing employee retention, training and development, engagement and work-life balance, acknowledging and rewarding employees, and resolving underlying concerns. These strategies help to develop a culture in which employees are valued, growth is encouraged, and long-term commitment is encouraged.
[bookmark: _Toc137029979]Finding and results 
The examination of worker turnover performed at the New York Marriott Downtown has shed light on the hotel's challenges as well as prospective solutions. The following is a synopsis of the primary findings and results:
	Issues
	Solutions
	Analysis

	Recruitment and Training Costs
	Implement employee retention programs
	Reducing turnover helps minimize recruitment and training costs, resulting in cost savings for the hotel (Marneros, Papageorgiou and Efstathiades, 2020).

	Disruption of Operations
	Improve recruitment process
	By enhancing the recruitment process, the hotel can minimize disruptions and maintain smooth operations.

	Loss of Institutional Knowledge and Experience
	Implement mentorship and career development programs
	Retaining skilled employees helps preserve institutional knowledge and experience, ensuring continuity in operations (Rossidis, Belias and Vasiliadis, 2021).

	Decreased Employee Morale
	Implement employee recognition programs
	Recognizing employees' efforts boosts morale, job satisfaction, and engagement, reducing turnover.

	Impact on Guest Satisfaction
	Enhance employee training and guest feedback
	Improved training ensures consistent service quality, leading to higher guest satisfaction and loyalty.

	Loss of Competitive Advantage
	Offer competitive compensation and benefits
	Attracting and retaining top talent strengthens the hotel's competitive advantage in the industry (Madera, 2013).

	Training and Development Setbacks
	Enhance training and align with career goals
	Optimizing training programs and aligning them with employee career goals maximizes the return on investment in employee development.



The New York Marriott Downtown has a high turnover rate, which drives up the price of recruitment and training (Selin, 2022). The necessity of promoting existing employees, conducting interviews, and providing training for new hiring drives up the operational costs of the hotel. Through improved employee retention and recruitment, the hotel may be able to cut costs associated with employee turnover as well as recruitment and training.
The high turnover rate at the hotel is disruptive to business. Staff members can have more tasks as a result of vacant positions and training newly hired employees, which can reduce productivity and efficiency (Khalimova, 2020). By placing a priority on employee engagement, staffing levels, as well as training and on-boarding, the hotel may be able to reduce the number of disruptions that occur and keep its operational excellence.
Knowledge about the institution is lost when experienced staff members leave their positions. Staff members who have been there for a long time are familiar with the hotel's operations, as well as the preferences of its customers and the internal procedures (Veleva, 2023). The hotel is successful in retaining talented staff and transferring knowledge thanks to initiatives that include mentoring, cross-training, and career development.
Staff morale and overall job satisfaction might suffer when there is a high turnover rate. Because of the frequent turnover and the increased responsibilities, the current staff may experience feelings of insecurity and exhaustion (Song, 2022). The hotel can decrease staff turnover by fostering a healthy work environment, promoting work-life balance, and recognising employees for their contributions.
The satisfaction of our guests is impacted when employees leave. The high turnover rate of hotel employees disrupts the bond between guests and staff (Virdanty et al., 2022). The erratic service provided by new staff can leave customers feeling dissatisfied. The hotel can increase customer satisfaction and loyalty by giving personnel training, offering guest feedback tools, and placing an emphasis on personalised service.
The hotel's hospitality industry suffers from a high employee turnover rate, which damages its competitiveness. Any hotel would be better off with skilled employees (Chiang, Han and McConville, 2019). The hotel will be able to maintain its competitive edge and stand out from its rivals if it provides compensation and benefits that are on par with the industry standard, as well as substantial training and development programmes and a happy work environment.
The hotel's efforts to train and develop its staff are hampered by the high employee turnover rate. If staff quit soon after receiving training, the money may have been squandered (Karatepe, Hsieh and Aboramadan, 2022). The hotel will be able to get the most out of its training investments and keep its trained staff by enhancing its training and development programmes, ensuring that employees continue to learn, and making a connection between employee training and their career goals.
According to the findings, there may be a connection between addressing the problems with the proposed solutions and a reduction in the employee turnover rate at the New York Marriott Downtown. Through the implementation of employee retention programmes, competitive remuneration and benefits, strong training and development, and a supportive work environment, the hotel will be able to recruit and keep top talent, as well as increase its operational efficiency and the level of satisfaction it provides to its guests, and preserve its edge over the competition (Mistry, Okumus and Orlowski, 2021). These findings lend credence to the New York Marriott Downtown's objective of reducing staff turnover and developing a productive working environment.
[bookmark: _Toc137029980]TOWS analysis 
	Opportunities (O)
	SO Strategies
	WO Strategies

	· Growing demand in the hospitality industry
· Technological advancements in guest services
· Collaborations with local educational institutions
	· Implement employee retention programs to retain skilled
· Employees, leveraging the hotel's strong brand reputation and training programs.
	· Enhance training and development to improve employee skills and job satisfaction

	Threats (T)
	ST Strategies
	WT Strategies

	· Economic downturn impacting travel demand
· Intense competition in the hospitality industry
· Changing workforce expectations and preferences
	· Leverage strong brand reputation and guest satisfaction to attract and retain top talent, maintaining competitive advantage.
	· Mitigate weaknesses by enhancing recruitment processes and
· implementing effective employee retention programs



[bookmark: _Toc137029981]Action Plan 
	Number
	Problem
	Solution
	Desired Outcome
	Time Scale
	Completion Date
	Planned Budget

	1
	High employee turnover
	Implement employee retention programs
	Reduce employee turnover, improve employee satisfaction, and decrease recruitment and training costs
	6 months
	01/31/2024
	£100,000

	2
	Disruption of operations due to turnover
	Improve recruitment process
	Minimize disruptions, maintain smooth operations, and ensure adequate staffing levels
	3 months
	09/30/2023
	£50,000

	3
	Loss of institutional knowledge and experience
	Implement mentorship and career development programs
	Retain skilled employees, transfer knowledge, and ensure continuity in operations
	6 months
	01/31/2024
	£30,000

	4
	Decreased employee morale
	Implement employee recognition programs
	Boost employee morale, job satisfaction, and engagement
	3 months
	09/30/2023
	£20,000

	5
	Impact on guest satisfaction
	Enhance employee training and implement guest feedback mechanisms
	Improve service quality, enhance guest satisfaction and loyalty
	6 months
	01/31/2024
	£40,000

	6
	Loss of competitive advantage
	Offer competitive compensation and benefits, and enhance training and development programs
	Attract and retain top talent, maintain a competitive edge in the industry
	12 months
	06/30/2024
	£150,000

	7
	Training and development setbacks
	Enhance training programs and align with employee career goals
	Optimize training investments, improve employee skills and job satisfaction
	6 months
	01/31/2024
	£30,000







[bookmark: _Toc137029982]Recommendations
The paper outlines a variety of potential approaches that the New York Marriott Downtown could take to minimise the turnover rate of its staff. 
1. First and foremost, we need to focus on employee retention programmes. To accomplish this, you will need to develop programmes that will increase job satisfaction, staff engagement, and workplace positivity (Moin et al., 2020). It is possible to keep talented personnel by providing competitive compensation, benefits, and opportunities for professional advancement.
1. The recruitment processes need to be enhanced to locate the appropriate people. By streamlining and perfecting its hiring procedure, the hotel increases its chances of recruiting qualified applicants who share its core beliefs (Rhou and Singal, 2020). Candidate screening and ensuring a good cultural fit are two things that can assist the hotel in hiring the right staff.
1. One such idea is to provide programmes that help people grow their careers, such as mentoring. Employees can learn more through structured programmes, which can help them succeed in their careers (Chen and Ayoun, 2019). By providing training and development with a focus on careers, New York Marriott Downtown may be able to demonstrate its commitment to the progression of its workforce, thereby opening up opportunities for internal promotions and facilitating succession planning.
1. Programmes that show appreciation for employees tend to boost both morale and job satisfaction. Appreciation and motivation for workers can be cultivated through the practice of recognising and recognising the efforts of workers (Rakhmonov, 2020). Employee engagement and retention can be increased through the use of feedback and recognition.
1. The hotel needs to improve its processes for collecting feedback from guests and educating its staff. Training that is all-encompassing for employees can improve both the quality of service and the satisfaction of guests (Quinn and Buzzetto-Hollywood, 2019). The hotel can improve the quality of the guest experience by actively seeking out and assessing feedback from customers. This helps the hotel improve and handle concerns more rapidly.
These ideas have the potential to assist New York Marriott Downtown in improving morale, lowering employee turnover, and recruiting and retaining top talent.
[bookmark: _Toc137029983]Conclusion 
Finally, an investigation of the employee turnover rate at the New York Marriott Downtown revealed both its challenges and its opportunities. The PESTLE study demonstrated how the COVID-19 outbreak had an effect on employee attrition, and the SWOT analysis outlined the hotel's advantages, disadvantages, opportunities, and threats. A high personnel turnover rate is detrimental to the operations of the hotel, as well as the morale of its employees and the satisfaction of its guests. The problems consisted of inadequate external signs and a negative brand image, disruptions in day-to-day operations, a loss of institutional expertise, low employee morale, and happiness among visitors as well as a competitive advantage.
There are several key recommendations that address these challenges. Companies should work to enhance their recruitment, retention, mentorship, recognition, training, and guest feedback to cut down on employee turnover. The purpose of these recommendations is to improve the quality of service provided, the level of happiness experienced by guests, the morale of employees as well as their level of job satisfaction, and the rate of professional advancement. The New York Marriott Downtown has the potential to become a leading employer in the hospitality industry if certain initiatives are taken.
As a consultant, I would like to express my gratitude to the New York Marriott Downtown for compiling this report. Working with the hotel has been a pleasure, and I believe the strategies I advised will contribute to its overall success. Through the implementation of these strategies, employee retention, operational efficiency, and the overall satisfaction of customers and clients will all increase, ultimately leading to improved corporate performance. If the New York Marriott Downtown requires any additional consulting, I will assist them. It was a pleasure to deal with the hotel, and I look forward to continuing our relationship in the future.
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