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Introduction

People are the most important resource of an organization. Through the work carried out, the top employees are the ones who bring the biggest sales, customers, or quality products. In other words, they ensure the company's success.
Staff turnover and retaining talented and valuable employees within the company are two of the most important problems for which modern managers are forced to find viable long-term solutions.
In the following, this paper will find out why employee retention is important, what are the current challenges affecting it in the hospitality sector, and what are some of the solutions to build an effective strategy regarding the workforce behind Holiday Inn Manchester City Centre. 
The Holiday Inn Manchester City Centre hotel is situated in Manchester City, United Kingdom, 0,6 miles away from the city center. The hotel has 298 non-smoking bedrooms with complete amenities. The hotel’s offer includes 105 rooms with 2 beds, 105 rooms with 1 bed, 21 suites, and 12 meeting rooms. The 12 meeting rooms can host up to 160 people. The in-house services include laundry, room service, car rental, hotel bar, fitness center, and business center. (Hotelplanner.com, 2019)
From the point of view, the economic factors that may influence the retention of employees are the level of the salaries in the industry which are relatively low, although taxes and social contributions are quite high, and the rising inflation rate. When it comes to social and political factors, employees are looking for industries that are more stable for events like the pandemic which has affected hospitality very much. 
When it comes to the hotel’s competitors, it is worth mentioning that they may be seen as factors that influence the company’s retention rate. Hotels such as Premier Inn Manchester Central Hotel and Clayton Hotel Manchester City Centre can try to attract talent to their workplace. 
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It is worth mentioning that hospitality is a dynamic industry, which means that retaining personnel should be a continuous effort. (Al-Suraihi et al., 2021)
Halim Z.’s work on identifying factors for employee retention showed that factors such as the workplace atmosphere, benefits and recognition, employee commitment, supervisor support, and pay have a significant effect on staff retention. The study was conducted through the ANOVA and EFA analysis methods. The study was based on two main questions, which are: 
1. What elements do computational methods identify as essential for keeping employees, and how do those elements relate to one another across various developing country sectors? 
2. Which organizational and demographic factors influence employee retention across a variety of sectors in developing nations, and how do these factors compare to one another? (Halim et al., 2020)
A similar study was conducted by Hauwa Dogonyaro in her 2021 doctoral research entitled, Employee Retention Strategy in the Hospitality Industry’. This qualitative single case study's goal was to investigate methods that hotel managers take to increase staff retention. The study was based on Herzberg’s two-factor theory. Questionnaires, corporate papers, observations, and field notes served as the sources for data gathering. The outcome of the study was that personnel productivity may be negatively impacted by ineffective retention methods. The author identified 4 categories of factors that influence retention, training, and professional growth, pay and benefits, workplace conditions and employee welfare, and rewards and recognition. ( Dogonyaro, 2021)
Reducing staff turnover is done through two approaches: on one hand, reactive, which means understanding the causes and reasons that lead people to leave and correcting what can be corrected, and on the other hand, proactive, coming up with a value proposition that motivates people to choose to stay every day within the company. 
Understanding why people leave is essential in reducing staff turnover and retaining employees. It should be every company's mission to understand its own employees and anticipate their dissatisfaction. Therefore, the company must make a permanent, continuous effort to understand the reasons and motivations underlying the intentions of its own employees.
There can be many reasons why employees can choose to leave their job for another company. Those are the relationship with their manager, lack of development opportunities, stressful or toxic work environment, differences in values, mismatch with the team, increasing financial needs (for example as a result of taking out a loan), lack of respect, feeling of inequity, work schedule, ineffective performance management system, and many others. (Half, 2018)
It is worth mentioning that every reason for staff departure has a solution. In the following, I will be enumerating a few solutions that can be adopted in order to obtain a higher retention rate within the hotel. 
Companies should make staff recruitment a priority. The first step towards a better retention rate is recruitment, the key stage in which the company chooses who will work with and under what conditions so that the future employee performs well and stays with the company as long as possible. Practically, in the recruitment process, the hotel should make sure that the future employee perfectly complies with the company's policies, is faithful to the culture that it promotes within it, and is devoted to the common goal of performing together with the other colleagues. (SHRM, 2019)
The hotel should have a clear strategy for employee training and promotion within the company. Valuable employees want to progress, and that is why the hotel should give them all the opportunity to participate in various training programs, national and international courses, and conferences, or offer them subscriptions to specialized magazines. This is because the company wants active, creative, motivated, and agile employees. The easiest and safest way for the company is not to recruit again and invest in training, but to increase, progressively, the people in the company.
It is widely known that employees who carry out their activity in optimal, relaxed conditions, without conflicts or exaggerated pressure exerted by superiors, are not only productive but also loyal to the respective workplace. In order to find out if a hotel’s employees enjoy their work environment, the HR department can hand out questionnaires. The anonymous questionnaires applied to the employees by the HR department can capture the level of stress to which they are subjected, and based on the results obtained, it is possible to intervene to remedy the situation if it is necessary.
Showing appreciation to the staff should be mandatory, not only in the hospitality sector, but in every industry. A simple gesture like this would give the employee more confidence and the desire to perform next time. The human resources department should intervene and stimulate such behaviors on the part of department heads.
Balancing the motivational system will guarantee employee retention. The way in which the treatment received by employees is perceived on a global level plays an important role in their retention. In the situation where some employees receive salary increases or much better working conditions than others, although the contribution of the two categories is equal, it will create dissatisfaction in the company, and those who feel unfair will want to leave.
An essential factor that determines employees to be loyal to the company is effective communication, which means making sure that the general objectives correspond to those of the people in the team. In other words, open communication between employees and management creates a feeling of belonging to a community that has the same common goal: for the company to perform well and be one of the important players in the industry in which it operates. If the employees do not agree with the principles that are the basis of the company's strategy, they will not stay long in the company.
That is why it is important to transparently convey to them what the medium and long-term objectives are, to give them all the assistance they need to fulfill them, and to encourage them to express their ideas, to put innovations into practice, and to get involved in all projects. It is equally important for the managers of the departments to give people feedback, not only when things do not go in the desired direction or when they make mistakes, but also when they achieve results beyond expectations.
It is very important for companies to start giving their employees smart benefits. Beyond the material aspects, such as bonuses, and transport facilities, there are a number of benefits that can count more than these and that meet higher needs than the basic ones. These are related to safety at work, maintaining a satisfactory state of health, and creating a pleasant working atmosphere.
As an industry example that managed to implement most of the solutions mentioned before, I will speak briefly of Continental Hotels, a Romanian hotel chain. According to Radu Enache, the president of the hotel chain, the company manages to reduce the turnover rate and increase the retention rate of its employees by continuously matching the salary policy with those in the industry and, at the same time, by offering bonuses for almost all categories of operational personnel, depending on certain performance objectives, as well as on other aspects, which are not necessarily related to performances. Besides this aspect, the company focuses on professional training and giving its employees the opportunity to participate in specialization courses or professional competitions specific to their needs and adapted to the industry. In addition, the hotel chain tries to match its organizational culture with values such as a healthy balance between personal and professional life, flexibility, and opportunities for immediate and ongoing professional development. (Enache R., 2017)
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Employee retention is important in order to avoid the high costs generated by the departure of valuable employees and the resumption of the recruitment process, which will inevitably lead to a reduction in productivity. It is a long-term process, but it is essential that it be constant, and through effective solutions, such as the ones mentioned earlier in this paper.
The benefit of knowing exactly the intentions and needs of employees are rewarded by retaining talents and their loyalty, decreasing fluctuation, and increasing their engagement, benefits that are quantified in bigger profits for the company. 
A simple analysis of the organization will give a clear picture of employee retention. Knowing how many people left in the last year, what were the main reasons for their departure, what could have caused them to change their minds, and how can the company increase the staff retention rate are only a few starting points that the hotel can start from when developing the retention strategy. 
Most employee departures are due to factors such as remuneration and benefits package, lack of education and professional growth opportunities, bad management, toxic workplace environment and culture, and many others. 
It is worth knowing that investment in human resources is extremely important for any business. Done at the right time, the costs can be amortized quickly, especially when the retention rate of employees, their dedication, and work productivity increases.
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