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Executive Summary 
[bookmark: _Hlk191509506]This report examines the employee retention challenges at Jumeirah Rotana Hotel Dubai, a luxury four-star property known for its exceptional service and modern amenities. Despite its reputation, the hotel faces significant issues related to high employee turnover, which is negatively impacting operational efficiency, guest satisfaction, and financial stability. The hotel, with over 125 rooms, has built a strong reputation in the hospitality industry, but frequent employee turnover is hindering its ability to maintain consistent service and operational stability. The objective of this report is to analyse the causes of high turnover, assess its impacts on the hotel’s operations and reputation, and propose actionable recommendations to improve retention rates. This is achieved through a combination of quantitative and qualitative analysis. The quantitative approach examines turnover rates, recruitment costs, and the financial impact of high turnover. Qualitative methods involve employee surveys, exit interviews, and secondary research into industry trends and best practices. Analytical frameworks, including STEEPLED, SOAR, and TOWS, are applied to identify both internal and external factors contributing to the retention issue and suggest effective solutions. At 32%, the hotel’s turnover rate is significantly higher than the UAE hospitality industry average of 25%. Several key factors contribute to this high turnover. Employee dissatisfaction with working conditions is a major issue, as long working hours, high workloads, and a lack of work-life balance contribute to employee burnout. Additionally, the compensation offered by the hotel is below industry standards, making employees feel underappreciated for their efforts. Another key issue is the lack of career advancement opportunities, with many employees perceiving limited paths for professional growth, which leads to frustration and seeking opportunities elsewhere. Finally, leadership practices, including communication gaps and a lack of employee recognition, are contributing to low morale and disengagement. The negative impacts of high turnover are far-reaching. Operationally, constant staff changes disrupt workflow and reduce efficiency. Recruiting and training new employees frequently creates additional strain on the hotel’s resources, diverting attention from other critical operational areas. Service quality becomes inconsistent, which directly affects guest satisfaction. The growing number of guest complaints about poor service highlights this issue. Furthermore, high turnover damages the hotel’s reputation, making it difficult to attract skilled talent. Financially, the hotel incurs substantial costs for recruitment, onboarding, and training, adding additional strain to its budget. To fully understand the root causes of high turnover, the report applies a variety of analytical frameworks. The STEEPLED analysis highlights several external and internal factors influencing retention. From a social perspective, the hotel’s diverse workforce presents challenges in terms of team cohesion and integration. Technologically, the lack of digital engagement tools and platforms contributes to employees feeling disconnected from the organisation. Economically, the increasing demand for skilled workers in the hospitality industry gives employees more job options, making them more likely to leave for better opportunities. Environmentally, while the hotel’s sustainability efforts are valuable, they add to employees’ workload, potentially leading to burnout. Politically, labour laws in the UAE influence the structure of employment contracts, sometimes resulting in job insecurity or dissatisfaction. Legally, while the hotel meets minimum labour standards, there are no additional incentives to encourage long-term retention. Ethically, work-life balance remains a major concern, with employees finding it difficult to maintain a healthy balance between personal and professional life, which contributes to high turnover. Demographically, younger employees are particularly focused on career growth and, when they see no opportunities for advancement, are more likely to seek better prospects elsewhere. In addition, the SOAR analysis focused on strengths, opportunities, aspirations, and results offers further insights into how the hotel can address retention issues. The hotel’s strengths, such as its strong brand reputation and commitment to quality service, can be leveraged to attract top talent. The hotel has the opportunity to improve its recruitment efforts by enhancing its employer branding, making it a more attractive place to work. Structured training and career development opportunities will help retain employees by providing a clear path for growth. The hotel aspires to become an employer of choice, known for offering a positive work environment and meaningful career progression. Achieving this goal would improve employee retention, increase job satisfaction, and result in better service quality for guests. The TOWS analysis further clarifies potential strategies the hotel can adopt to address the retention challenge. The combination of the hotel’s strengths, such as its brand appeal, and the opportunity to improve recruitment strategies can help attract skilled employees. Additionally, investing in training programs will address skill gaps, while improved employee engagement can reduce turnover due to external competition. Furthermore, boosting employee morale and recognition is vital to preventing the hotel from losing staff to competitors. Based on the findings, the report offers several key recommendations. First, the hotel should enhance compensation packages by conducting salary benchmarking and offering performance-based incentives. This will ensure that employees feel valued and fairly compensated for their work. The report also recommends establishing structured training and leadership development programs to provide employees with clear career progression paths and equip them with the necessary skills to succeed. Regular employee feedback mechanisms and team-building activities should be introduced to improve morale and engagement. Additionally, training managers in communication and employee recognition practices will foster a more positive work environment. An implementation plan for these recommendations is outlined, including revising the salary structure, launching training programs, and improving leadership communication practices. The timeline for implementation ranges from three to six months, with an estimated budget ranging between £20,000 and £120,000, depending on the specific initiative. To ensure successful implementation, Kotter’s 8-Step Model is recommended, which includes raising awareness of the new policies and obtaining employee buy-in through workshops. To assess the effectiveness of these interventions, the report suggests monitoring turnover rates, employee satisfaction scores, guest feedback, and service quality metrics. These measures will help determine whether the strategies are working and allow for adjustments, as necessary.











Introduction 
[bookmark: _Hlk191509697]Jumeirah Rotana Hotel Dubai, a prominent four-star establishment, caters to both international tourists and business travellers. With more than 125 rooms and a variety of modern amenities, the hotel has built a strong reputation for exceptional service. However, like many businesses in the hospitality industry, it struggles with high employee turnover. Frequent staff departures disrupt operations, reduce service consistency, and lead to increased costs associated with recruitment and training. These challenges impact the hotel’s ability to provide smooth guest experiences and pose potential risks to its brand image and financial sustainability. Addressing employee retention is crucial for maintaining the hotel’s competitive advantage in Dubai’s rapidly evolving hospitality market. This report, prepared by HVS Global Hospitality Services, a leading consultancy firm specialising in the hospitality sector, focuses on strategies to improve workforce management and operational efficiency. The firm has extensive experience working with luxury and mid-scale hotels across the region, offering customized solutions to enhance employee retention, elevate guest satisfaction, and drive financial success. With expertise in human resources, organisational development, and hospitality operations, HVS Global Hospitality Services provides data-driven insights and strategic recommendations to address workforce-related issues. By incorporating industry best practices and analytical tools, the firm aims to assist Jumeirah Rotana Hotel Dubai in overcoming its retention challenges and achieving long-term operational stability. The primary goal of this report is to analyse the key factors contributing to employee turnover at Jumeirah Rotana Hotel Dubai. It will assess the impact of high attrition rates on service quality, operational efficiency, and overall brand perception. Furthermore, the report will offer practical, actionable recommendations to improve employee retention, lower recruitment and training expenses, and enhance job satisfaction. Retaining skilled employees is essential for ensuring service excellence and building a motivated workforce that drives long-term business success. A well-structured retention plan can lead to better guest experiences, increased employee engagement, and improved operational performance.
To achieve these objectives, the report employs a multi-faceted research approach. A quantitative analysis will be conducted to examine turnover rates, recruitment expenses, and their financial effects. Additionally, employee surveys and exit interviews will provide qualitative insights into staff concerns, job satisfaction levels, and reasons for leaving. The study will also incorporate secondary research to assess industry trends, competitive benchmarks, and best practices from leading hospitality brands for comparative insights. Analytical frameworks such as STEEPLED (Social, Technological, Economic, Environmental, Political, Legal, Ethical, and Demographic factors), SOAR (Strengths, Opportunities, Aspirations, and Results), and TOWS (Threats, Opportunities, Weaknesses, and Strengths) will be utilized to evaluate both internal and external influences on retention. These methodologies will help identify strategic solutions tailored to Jumeirah Rotana Hotel Dubai’s operational landscape.
The ultimate aim of this report is to provide the hotel’s management with a clear understanding of the root causes of employee turnover and present structured solutions. By proactively addressing these challenges, Jumeirah Rotana Hotel Dubai can build a stronger workforce, maintain service consistency, and secure a more sustainable and profitable future in Dubai’s highly competitive hospitality industry. Implementing effective retention strategies will also reinforce the hotel’s long-term vision of establishing itself as a top employer, attracting talented professionals, and positioning itself as a preferred workplace in the region. A stable workforce fosters stronger team cohesion, better guest relationships, and enhanced business performance, further strengthening Jumeirah Rotana Hotel Dubai’s reputation for hospitality excellence.
Analysis  
Retention Problem 
The Jumeirah Rotana Hotel in Dubai is dealing with serious employee retention issues, primarily driven by poor working conditions, insufficient compensation, a lack of opportunities for career progression, and ineffective leadership. These challenges have culminated in a high turnover rate of 32%, significantly surpassing the 25% average turnover rate seen across the UAE hospitality industry (Davidson et al., 2010). This elevated turnover rate is problematic on multiple fronts. For one, it disrupts the smooth functioning of hotel operations as new employees need extensive training, while experienced staff who leave take with them valuable expertise and institutional knowledge (Vetráková et al., 2020). Furthermore, high turnover can damage the hotel's reputation, especially among potential recruits who may see the company as an unstable or unappealing place to work (Goh & Okumus, 2020). It also affects the guest experience, as constant turnover can lead to inconsistency in service quality (Mohsin et al., 2013). Financially, the hotel bears the cost of frequent recruitment, training, and the loss of productivity, which can erode profitability (Kranton, 2003). Therefore, it is crucial for the hotel to take immediate action to address these challenges, creating a more supportive and motivating work environment. By improving working conditions, offering fair compensation, fostering career development, and cultivating strong leadership, the hotel can not only improve retention rates but also ensure long-term stability, enhance operational efficiency, and bolster its financial performance (Govaerts et al., 2011). 
High turnover and impact on Hotel 
[bookmark: _Hlk191309992]The high employee turnover rate of 32% signals significant dissatisfaction, which negatively affects the hotel's overall performance. Several key factors contribute to this issue. Employees are dissatisfied primarily due to pay disparities, with salaries at Jumeirah Rotana falling below industry norms (Padhi, 2010). Additionally, there is frustration stemming from the lack of clear career advancement opportunities, leading to feelings of stagnation. The absence of proper recognition for employee efforts further undermines motivation and engagement (Deery & Jago, 2015). This discontent is intensified by inconsistent service quality, which has led to an increase in guest complaints. Frequent turnover results in staff being less experienced or familiar with operational processes, worsening service delivery and impacting guest satisfaction, potentially influencing their decision to return. From an operational standpoint,  high turnover disrupts daily activities, creating gaps in knowledge and experience, which hampers efficiency (Michel et al., 2009). Moreover, the financial burden of recruiting and training new employees adds strain to the hotel's budget, which is already challenged by a competitive industry. The hotel's reputation is also at risk, as negative employee feedback about the work environment can deter talented candidates, limiting the pool of potential hires in an industry reliant on skilled professionals(Deery & Jago, 2015). Furthermore, this cycle of high turnover can create a toxic work environment, where remaining employees may feel overburdened, leading to further dissatisfaction and eventually contributing to more departures. This creates a vicious cycle that becomes increasingly difficult to break (Wang et al., 2020). Each new recruit requires training, but without clear career progression or motivation to stay, these investments  are often lost as employees quickly move on. As the turnover rate remains high, the organisation struggles to establish a cohesive and experienced team, which impacts long-term growth and success. Addressing these issues is crucial not only to improve employee satisfaction and retention but also to ensure the long-term success and stability of the hotel. Ensuring better working conditions, fair compensation, and a clear path for growth could help the hotel break this cycle and strengthen its position in the competitive hospitality industry. (Kusluvan et al., 2010)
Cause of the retention issues 
The hospitality industry demands a high level of commitment and energy from employees often leading to burnout. This issue is particularly evident at Jumeirah Rotana Hotel, where staff are expected to handle excessive workloads and long hours. Managing guest volumes leads to both  physical and emotional exhaustion, affecting employees' performance and enthusiasm (Trógolo et al., 2020). The constant stress and fatigue result in lower job satisfaction, decreased productivity, and a cycle of burnout. Many staff members also experience a lack of control over their schedules, which disrupts work-life balance and fosters feelings of disillusionment and diminished loyalty to the organisation (Abubakar et al., 2021). Without time to recover or address personal needs, employees are less likely to stay long-term.
Financial compensation plays a crucial role in retaining talent in the competitive hospitality industry. At Jumeirah Rotana Hotel, employees report wages that fall below industry standards, creating a sense of inequality and undervaluation (Benítez-Núñez et al., 2024). This disparity is particularly noticeable among skilled and experienced workers who may be tempted to seek higher-paying opportunities elsewhere. Compensation includes not just the base salary but also benefits, bonuses, and other perks. When the compensation package falls short, employees may feel their efforts are not adequately rewarded, leading to dissatisfaction and a higher turnover rate (Manoharan et al., 2023) The departure of talented employees disrupts operations and leaves behind a less motivated team, further exacerbating retention issues.
Career development is another key factor influencing employee retention. At Jumeirah Rotana Hotel, the lack of growth opportunities contributes to employee dissatisfaction (Shuck & Wollard, 2009). Employees want to feel that their work is contributing to their future success, and without clear paths for career advancement, they may become disengaged. Career growth includes not just promotions but also training, skill development, and new responsibilities. Without these opportunities, employees may see their roles as temporary, leading to dissatisfaction and a lack of commitment. A lack of training and development programs means employees are not acquiring the necessary skills to succeed, resulting in stagnation and frustration (Kusluvan et al., 2022)
Leadership is also vital to employee retention. At Jumeirah Rotana Hotel, communication gaps and a failure to recognise employees' achievements lead to disengagement. Effective leadership is not just about overseeing operations but also about fostering a positive work environment, providing guidance, and supporting staff (Kimbrough, 2018). When leaders fail to communicate effectively, employees feel disconnected from the organisation’s goals (Osborne & Hammoud, 2017). Regular feedback and recognition are essential for boosting morale and keeping employees motivated. When employees feel underappreciated and unsupported by their leaders, they are more likely to seek better opportunities elsewhere, increasing turnover rates.
The factors of work conditions, compensation, career development, and leadership are interconnected and reinforce one another. For instance, employees struggling with long hours may find it harder to cope with low compensation, driving them to search for better opportunities offering both work-life balance and higher pay. Similarly, a lack of career development opportunities becomes even more frustrating when leadership is perceived as indifferent. Together, these challenges create a toxic environment that leads to high turnover, disengagement, and dissatisfaction across the organisation. (COOPER, 2003)
Steepled Analysis 
The STEEPLED analysis examines Social, Technological, Economic, Environmental, Political, Legal, Ethical, and Demographic factors that shape an organisation’s external environment and influence strategic decisions (Huang et al., 2019).
· Social: Workforce diversity fosters innovation but can create integration challenges. Organisations should implement cultural training, inclusive policies, and employee engagement programs to promote collaboration and cohesion. (Roberson et al., 2024)
· Technological: Limited digital tools hinder communication and efficiency. Investing in AI, automation, cloud-based platforms, and remote work solutions enhances productivity, innovation, and employee engagement. (Selesi-Aina et al., 2024)
· Economic: High demand for skilled labour increases turnover, requiring competitive salaries, career development, and retention strategies. Inflation, economic downturns, and market trends also influence wages and job security. (Abbas Khan et al., 2024)
· Environmental: Sustainability initiatives enhance employee morale and corporate reputation. Companies can implement waste reduction, renewable energy solutions, and corporate social responsibility (CSR) programs to promote environmental stewardship. (Camilleri, 2017) 
· Political: Changing labour laws, visa policies, and government regulations affect employment and operations. Businesses must remain compliant and adaptable to avoid disruptions and maintain smooth operations. (Khan et al., 2020)
· Legal: Meeting labour laws is essential, but offering additional benefits, career growth, and employee wellness programs strengthens retention and engagement.
· Ethical: Supporting work-life balance, fair wages, and ethical workplace policies fosters employee satisfaction, reduces stress, and improves overall productivity. (Subramanian & Jaganathan, 2022)
· Demographic: Younger employees value mentorship, career progression, and skill development, while a multigenerational workforce benefits from flexible policies, diverse incentives, and inclusive leadership strategies. (LM, 2017) 
SOAR Analysis
The SOAR analysis is a valuable tool for organisations to define their strategy by focusing on Strengths, Opportunities, Aspirations, and Results, ensuring alignment between internal capabilities and external opportunities. (Kamkankaew, 2023)
Strengths: A strong brand reputation and consistent service quality not only set the  organisation apart from competitors but also build customer loyalty and employee pride. These strengths serve as key differentiators in the marketplace, helping to foster lasting relationships with both customers and talent. (Rehman & Pal, 2021) 
Opportunities: Expanding recruitment efforts through enhanced employer branding can provide access to a larger talent pool, while well-designed training initiatives ensure employees are equipped with the skills to excel, fostering a culture of growth. This can also help improve job satisfaction and loyalty, resulting in a more motivated workforce. (Maheshwari et al., 2017)
Aspirations: By aiming to be the employer of choice, the organisation aligns its goals with broader workforce satisfaction objectives, including higher employee morale, engagement, and retention. Cultivating a workplace culture that values career development, recognition, and work-life balance is integral to achieving this aspiration. (Turner, 2017)
Results: Meeting the aspiration of becoming an employer of choice not only improves retention but also strengthens the company’s overall performance. A satisfied and engaged workforce contributes to enhanced productivity, higher quality of service, and a greater sense of organisational unity, positioning the company for sustainable success in the long term. (Zamroni, M.R. et al., 2024) 
TOWS Analysis  
TOWS analysis is a strategic tool that helps organisations align internal strengths and weaknesses with external opportunities and threats to create effective strategies. This approach identifies areas to capitalise on strengths, address weaknesses, leverage opportunities, and mitigate threats, positioning the company for long-term success. (Aslan et al., 2012)
· Strengths–Opportunities: The company can use its strong brand to attract top talent, positioning itself as a leading employer. Targeted marketing that highlights the benefits of working for the company, its culture, and values can make it more appealing to high-quality candidates. (Srivastava & Bhatnagar, 2010)
· Weaknesses–Opportunities: To address skill gaps, the company should invest in training programs that bridge the divide between current employee capabilities and  needed skills. This will improve performance and retention by ensuring the workforce is better equipped for organisational goals. (Srivastava & Bhatnagar, 2010)
· Strengths–Threats: To remain competitive, the organisation should enhance its marketing strategy to emphasise what sets it apart, such as work culture, career growth opportunities, or sustainable practices, which can attract top talent in a crowded market. (Kravariti et al., 2021)
· Weaknesses–Threats: In a competitive labour market, improving employee morale is essential to prevent turnover. Offering incentives like professional development opportunities, competitive benefits, and a positive workplace environment can reduce the likelihood of employees seeking other opportunities. (Ghani et al., 2022)
By considering these factors comprehensively, the organisation can plan strategically for long-term growth and better workforce management. Each analysis STEEPLED, SOAR, and TOWS offers a unique perspective to assess both internal strengths and external challenges, aiding in the development of effective strategies for success.
[bookmark: _Hlk191507767][bookmark: _Hlk190943100]Recommendations and Change Management 
Recommendations 
· Enhance Compensation Packages: To stay competitive, it is important to assess the salaries of industry rivals through salary benchmarking and adjust your compensation packages accordingly. Additionally, incorporating performance-based incentives, such as bonuses, profit-sharing, or stock options, motivates employees to align their efforts with organizational objectives, offering them financial rewards for high performance. (Sorn et al., 2023) 
· Training and Development: Implementing structured training programs tailored to both current and future needs can support employees’ continuous development. Creating mentorship opportunities allows employees to gain insights from experienced colleagues, promoting knowledge-sharing and fostering personal growth. These initiatives not only improve skills but also demonstrate the company’s commitment to its employees’ advancement. (Bharadwaj, 2023) 
· Employee Engagement: Regular feedback systems, such as surveys or one-on-one meetings, provide employees with a platform to voice their concerns and share ideas. In addition, organising team-building activities helps enhance collaboration, communication, and trust within teams. These initiatives create a sense of belonging and strengthen team dynamics, improving overall employee satisfaction. (Arwab et al., 2022)
· Leadership Development: Developing leadership skills among managers, particularly in communication and employee recognition, is vital. Effective communication ensures clear expectations and positive interactions between managers and their teams. Training managers to recognise employees’ contributions—through formal rewards or informal praise—can boost morale, foster a culture of appreciation, and enhance employee motivation and engagement. (Arwab et al., 2022)
· Promote Work-Life Balance: Support employees in maintaining a healthy work-life balance by offering flexible working hours, remote work options, or wellness programs. Allowing staff to manage their schedules can help prevent burnout and increase job satisfaction. Additionally, promoting mental health support and providing resources like counselling services can help employees cope with stress, leading to a more engaged and resilient team. (Althammer et al., 2021)
· Encourage Diversity and Inclusion: Cultivate a workplace where employees of all backgrounds feel valued and respected. This can be achieved through initiatives such as unconscious bias training, mentorship programs for underrepresented groups, and celebrating cultural diversity. A strong diversity and inclusion strategy not only attracts diverse talent but also fosters creativity and innovation by bringing varied perspectives into decision-making processes. (Mistry et al., 2021)
· Offer Career Development and Growth: Clearly define career advancement opportunities within the organisation to retain employees. Providing employees with clear pathways for growth and promotion motivates them to enhance their skills and stay engaged. Internal mobility programs, where employees can explore different roles or departments, further support career progression and keep employees focused on their long-term goals. (Yoopetch et al., 2021) 
These strategies contribute to a more supportive and engaging workplace, enhancing employee retention and driving long-term success for the company.
Implementation plan 
Revise salary structure 
This milestone focuses on assessing and updating the organisation's salary structure to ensure it remains competitive, meets employee expectations, and aligns with strategic objectives. The process generally involves analysing market trends to compare existing compensation with industry benchmarks, reviewing internal pay equity, and identifying necessary adjustments. It may also require input from compensation experts or external consultants, contributing to the estimated cost of £100,000. The six-month timeframe allows for data collection, thorough analysis, stakeholder consultations, and final refinements to the salary framework. (Albrecht & Dineen, 2016). 

[bookmark: _Hlk190338469]Launch training programs (Timeline: 4 months, Cost Estimate: £50,000  
The rollout of training programs involves creating, developing, and delivering educational sessions to improve employee skills or introduce new capabilities. These sessions may include workshops, online courses, seminars, or leadership training, depending on organisational needs. The estimated budget of £50,000 covers costs such as materials, trainer fees, venue rental (if needed), and online learning platforms. The four-month timeframe encompasses planning, content development, program promotion, and the execution of training sessions. (Turner & Farr, 2023)
Improve Employee Benefits (Timeline: 5 months, Cost Estimate: £80,000) 
This milestone involves enhancing or modifying employee benefits, such as healthcare, retirement plans, paid leave, and other incentives. It includes assessing current benefit packages, gathering employee feedback, and ensuring competitiveness within the industry. The cost estimate factors in consulting fees, administrative costs, and any improvements to the benefits programs. The five-month timeframe allows for legal reviews if needed, negotiations with providers, and clear communication of updates to employees. (Yamamoto, 2011)
Upgrade IT Systems (Timeline: 6 months, Cost Estimate: £200,000) 
An IT system upgrade generally aims to strengthen infrastructure, enhance cybersecurity, or introduce new software to boost operational efficiency. The process involves assessing existing systems, choosing vendors or technology solutions, conducting tests, and implementing the upgrade. The cost estimate covers expenses for new software and hardware, implementation, and potential employee training on the updated systems. The six-month timeline ensures sufficient time for planning, vendor selection, and thorough system testing. (Feldman et al., 2016) 
Marketing Campaign Launch (Timeline: 3 months, Cost Estimate: £125,000) 
This milestone involves planning and launching a marketing campaign to promote a new product, service, or initiative. The campaign may incorporate digital marketing, print ads, public relations, and social media outreach. The £125,000 budget covers the creation of marketing materials, agency fees, media placements, and possible promotional activities. The three-month timeline allows for strategic planning, content development, ad distribution, and performance monitoring. (Salmen, 2021)
Implement Customer Feedback System (Timeline: 4 months, Cost Estimate: £30,000) 
Creating a system to collect and act on customer feedback is key to improving satisfaction. This may involve surveys, review tracking, or software upgrades. Costs cover software, integration, and staff training. The four-month timeline allows for setup, testing, and implementation. (Fabijan et al., 2015)
Strengthen Sustainability Practices (Timeline: 6 months, Cost Estimate: £150,000) 
This milestone focuses on strengthening the organisation's sustainability efforts by reducing energy use, cutting waste, and sourcing eco-friendly materials. The costs will cover audits, new initiatives, training, and the acquisition of sustainable resources. The six-month timeline allows for research, planning, and the execution of green practices that support the company’s sustainability objectives. (Rane et al., 2024)
Leadership Development Program (Timeline: 6 months, Cost Estimate: £60,000) 
This milestone focuses on designing and implementing a leadership development program to identify and nurture future leaders within the organisation. The program may feature workshops, mentorship, and external training. The cost estimate covers facilitator fees, materials, and any external consulting for program development and delivery. The six-month timeline allows for candidate selection, content creation, and phased implementation. These milestones align with the earlier salary structure revision and training program launch, contributing to the broader organisational improvement strategy. Each milestone can be adjusted based on the company’s objectives, resources, and market conditions. (Turner & Farr, 2023)




[bookmark: _Hlk191508130]Change Management Strategies
Kotter’s 8-Step Model
Change management strategies are key to smooth transitions during organisational changes. Kotter's 8-Step Model is a widely used framework to guide the process and gain employee support. (Kotter, 1996).
Create a Sense of Urgency: Start by helping employees grasp why change is essential. This may involve highlighting the challenges or opportunities that the new policies address, creating a sense of urgency for action. (Bekmukhambetova, 2021)
Build a Guiding Coalition: Assemble a team of key employees or leaders who will advocate for the change. This coalition helps establish credibility and can encourage others to support the change. (Kotter, 1996).
Form a Strategic Vision: Craft and communicate a clear, motivating vision for the future. This vision should illustrate how the new policies will benefit both the organisation and its employees. (Kotter, 2012).
Enlist a Volunteer Army: Inspire and recruit employees who are excited about the change to actively support it. These individuals can serve as examples for others to follow. (Holtom et al., 2008)
Enable Action by Removing Barriers: Identify and address any obstacles—whether they are resources, mindsets, or structures—that might prevent the adoption of new policies. Take action to eliminate these barriers, making it easier for employees to adapt. (Guna et al., 2024)
Generate Short-Term Wins: As the changes start to take effect, celebrate early achievements related to the new policies. Acknowledging progress boosts morale and reinforces the change’s validity. (Kotter & Cohen, 2002).
Sustain Acceleration: Keep the momentum alive by continuing to highlight the benefits of the new policies and supporting ongoing implementation. This phase may also include introducing further changes to build on early successes. (Kotter, 1996).
Institute Change: Ensure that the new policies become embedded in the company's culture. This means aligning systems, structures, and leadership with the new ways of working, ensuring the changes endure. (Van Fleet & Griffin, 2006)
[bookmark: _Hlk191508219]Monitoring and Evaluation
Tracking turnover rates involves carefully examining the number of employees who leave the company within a specific timeframe, broken down by categories such as department, role, or length of employment (Allen et al., 2010). This analysis helps identify trends and uncover potential reasons for turnover, whether they relate to management, pay, job satisfaction, or external influences like the job market (Maertz & Campion, 2004). Conducting exit interviews or surveys can provide a deeper understanding of the factors driving employee departures and highlight areas that need attention. Comparing turnover rates to industry norms can also offer valuable context, showing how the organisation performs relative to competitors and guiding the establishment of realistic improvement goals.
Employee satisfaction scores, usually collected through surveys or pulse checks, offer a  quantifiable assessment of how employees view their work environment, benefits, leadership, and opportunities for career growth (Harter et al., 2002). Continuously tracking these scores, with a focus on areas like communication, work-life balance, and advancement prospects, allows organisations to understand the factors that drive satisfaction and identify any gaps. If satisfaction levels are low, the organisation can introduce targeted solutions such as leadership training, better onboarding, or policy changes to address the issues. Emphasising employee satisfaction is vital as it directly influences engagement, productivity, and retention, which in turn impacts service quality and guest satisfaction. 
On the guest feedback front, gathering and evaluating data from multiple sources—such as satisfaction surveys, online reviews, direct guest comments, and social media reactions provides a thorough perspective on the guest experience(Torres et al., 2015). This feedback can include both quantitative data (e.g., ratings for specific elements like cleanliness, value, or staff friendliness) and qualitative input (e.g., detailed feedback or suggestions for improvement). Regularly analysing guest feedback helps organisations spot trends or recurring issues that may not be immediately obvious. For example, persistently low ratings in areas like check-in wait times or room cleanliness can be identified and addressed promptly. 
Service quality metrics, such as response times, the quality of amenities, and the consistency of service, can be evaluated through internal audits and guest surveys (Parasuraman et al., 1993). Setting clear benchmarks for these metrics and tracking them over time ensures that standards are upheld, and improvements are made where needed. For example, if service metrics reveal a trend of delays in room service, this could lead to a review of operations to streamline processes or adjust staffing levels during peak times. Quality control practices, like mystery shopping or regular performance evaluations, also help maintain high standards and ensure employees consistently meet or exceed expectations. 
Action plan 
	Number
	Problem
	Solution
	Desired Outcome
	Time Scale
	Completion Date
	Planned Budget

	1
		High turnover is impacting service quality and operational efficiency, leading to inconsistent guest experiences, reduced employee morale, and increased training costs, further straining resources.



	



		offering career growth opportunities, mentorship programs, and improving employee engagement can help retain talent and foster long-term loyalty. (Mohamad Mazlan & Jambulingam, 2023)



	



	Improved employee retention, reliable and consistent service delivery, and reduced recruitment expenses, contributing to a more stable and efficient workforce.
	6 months
		10/08/2025



	



	£50,000

	2
		Compensation gaps are leading to employee dissatisfaction, fostering feelings of undervaluation, lowering morale, and increasing the risk of turnover, which affects overall productivity and team cohesion.



	



		Conducting salary benchmarking and offering incentives can align pay with industry standards and improve retention. 

(Subiyantoro et al., 2024)



	



		Conducting salary benchmarking and offering incentives can align pay with industry standards, leading to competitive salaries and improved employee loyalty and retention.



	



	6 months
	10/08/2025
		£120,000




	3
		Insufficient training is hindering skill development, leading to lower performance, diminished service quality, and fewer growth opportunities, which negatively impacts productivity and customer satisfaction.



	



		Lack of training is limiting skill development, reducing performance and service quality. Implementing training and leadership programs can boost skills and support career growth. 

(Gagné et al., 2022)



	



	Insufficient training is hindering skill development, affecting performance and service quality. Introducing training and leadership programs can improve skills, foster career growth, and enhance employee performance.
	4 months
		10/06/2025



	



	£60,000

	4
		



	


Low morale from poor employee engagement hurts productivity and team spirit. When workers feel unvalued or disconnected, it impacts their performance and the company's success. Improving engagement is key to better results.
		Providing feedback, recognition, and team-building activities can improve engagement, boost motivation, and create a positive work environment, leading to better results.

(Employee engagement strategies, 2021).



	



		Increased morale, stronger retention, and a more motivated, committed workforce contribute to long-term success.



	



		3 months



	



		10/05/2025



	



	£20,000

	5
	Leadership communication gaps can lead to misunderstandings, confusion, and a lack of alignment within the team, affecting overall performance and morale.
		


Training managers in communication and motivation helps improve team dynamics, boost morale, and enhance performance by ensuring employees feel supported and valued. (Leadership communication training, 2023).

		Better leadership and employee engagement improve teamwork, morale, and performance, creating a more positive and productive workplace.




	



	4 months
		10/06/2025



	



	£25,000

	6
		High turnover drives up recruitment costs, requiring more time and resources to hire and train new employees, which can also affect team stability and performance.




	



	
	


Creating retention strategies with defined career paths allows employees to see potential for growth within the company, leading to lower turnover and greater job satisfaction and loyalty. (Retention strategies and career progression, 2024).

	
	


Lower turnover and hiring costs save the company money, enabling resources to be invested in employee development and company growth, while ensuring a stable and experienced workforce.

	6 months
		10/08/2025



	£30,000





Conclusion
Ensuring employee retention at Jumeirah Rotana Hotel Dubai is crucial for securing long-term success and maintaining a competitive position in the evolving hospitality sector. This report has analysed strategies to improve retention, including offering professional development, promoting work-life balance, and cultivating a positive organisational culture. By focusing on these areas, the hotel can create a work environment that fosters employee engagement, satisfaction, and loyalty, leading to higher retention rates and better operational performance. Professional development is an effective way to retain employees in a competitive industry. When employees see that the organisation invests in their growth, they are more likely to stay committed and motivated. Offering training programs, leadership initiatives, and mentorship helps employees enhance their skills, broaden their knowledge, and advance in their careers. These initiatives not only increase workforce capabilities but also show employees that the hotel values their contributions and supports long-term success. Investing in professional growth helps build a loyal, skilled, and motivated workforce, crucial for maintaining high service standards and operational efficiency. An important strategy for improving employee retention is promoting a healthy work-life balance. In hospitality, employees often face long hours and high-pressure environments, leading to burnout and dissatisfaction. By offering flexible scheduling, fair workloads, and supporting employee well-being, Jumeirah Rotana can help staff manage their professional and personal lives. When employees feel their health and personal lives are respected, they are more likely to remain engaged and dedicated. A focus on work-life balance enhances employee well-being and increases job satisfaction, ultimately improving retention rates. Cultivating a positive organisational culture is crucial in retaining employees. A culture that values open communication, recognition, respect, and inclusivity creates a sense of belonging and strengthens the bond between employees and the organization. Programs that celebrate achievements, team-building activities, and transparent leadership contribute to a cohesive work environment. When employees feel valued and part of a positive workplace culture, they are more likely to remain, enhancing overall morale and job satisfaction. Improving employee retention has a direct impact on guest experience and hotel performance. Engaged employees deliver exceptional service, leading to greater customer satisfaction and loyalty. This boosts the hotel’s reputation as a top provider of high-quality hospitality services in Dubai. Reducing turnover also saves costs related to recruitment and training while maintaining consistent service standards. This operational stability ensures a seamless guest experience, essential in the competitive hospitality market. Jumeirah Rotana Hotel Dubai can position itself as an employer of choice by adopting the strategies outlined in this report. Attracting and retaining talented employees ensures a motivated, skilled, and committed workforce that upholds the hotel’s high standards. These strategies will help the hotel continue providing exceptional service, enhance guest satisfaction, and improve operational efficiency, contributing to long-term success. I would like to express my sincere thanks to Jumeirah Rotana Hotel Dubai for the opportunity to conduct this analysis. This report has provided valuable insights into factors that contribute to employee satisfaction and retention. I am confident that by implementing these recommendations, the hotel will continue thriving as a leader in the hospitality industry, with a dedicated workforce supporting its long-term goals.
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