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[bookmark: _Toc138537304]Project statement
Employee turnover or leaving frequently in the Hospitality industry has become a significant topic, so it important to find out the major reasons for employee turnover as well as exploring the strategies to overcome this problem.
[bookmark: _Toc138537305]Aim and Objective                               
Maldron Hotel Newcastle is a UK-based four-star hotel. It is performing well for a long time but employee turnover has created many challenges in this company. Now the manager of this hotel has aimed to explore some strategies to overcome this situation and retain talented employees.
The aim and objectives of this study are given below-
· Find out the major influential factors that cause employee turnover in Maldron Hotel Newcastle.  
· Find out the loss of turnover annually in this hotel
· Understand effect of different turnover factors over different level of employees 
· Explore some new strategies for ensuring employee retention in Maldron Hotel Newcastle.
[bookmark: _Toc138537306]Rationale (Reasons)
In this era of advanced technology and globalization, it has become difficult to deal with employee turnover in the workplace. Sometimes it became a serious issue, especially in the HRM department, because HR professionals have to recruit again. Because of frequent turnover companies do not get any benefits from the employee as well as employees get less opportunity to learn. Workplace dissatisfaction and lack of engagement with work is the major cause of turnover (Lyons and Bandura, 2020). To retain employees authorities must ensure a good working environment where employees can nurture their creative mindsets, better wages and other benefits; organizations must consider employee facilities substantial to increase productivity and lessen turnover. High levels of turnover ruin a business both directly and indirectly. Direct costs include recruitment, selection, orientation, training program and workshops for new employees. Indirect cost includes providing motivation, energy and time in this process. High turnover creates challenges to achieve the mission, vision and goal of an organization. To combat and overcome this problem, top management of large and renowned companies are considering this frequent turnover as a major concern and introduced some strategies to retain them. For example, practising a participative decision-making process, improving the current working environment, ensuring a supportive relationship with employees and so on. But sometimes, top management or authority pays less attention to this major issue, which creates many major problems later. It happens because they do not realize the situation and its negative effect on productivity. The hospitality industry is different from other industries, many organizations (hotel) in this industry faces a high level of employee turnover. Poor managing style, poor working environment, wages, unclear job expectation, minimal growth opportunities are mainly responsible for turnover in this industry. 
[bookmark: _Toc138537307]Literature review 
[bookmark: _Toc138537308]Employee turnover referred to the situation where employees depart from their current workplaces for better opportunities. Gupta-Sunderji, (2014) pointed out, several reasons like poor workplace environment, poor management, low wages, bad fit, fewer career growth opportunity, ambiguous job responsibilities, and lack of proper leadership are responsible for employee turnover. Lyons and Bandura, (2020) mentioned that frequent turnover negatively affects an organization’s existing productivity and profitability. When an employee leaves an organization it affects his or her colleagues too because the entire workflow changes. Because of all these reasons, employee turnover has become a considerable issue for organizations as well as scholars and academics.
According to Cloutier et al., (2015), age, gender, marriage, levels of education, and length of service in the company are among the factors that determine an individual's intention to leave the company. Hom, Allen, and Griffeth (2019) identified that earlier research mentioned that the turnover rate of female employees is higher than male employees because women have many family and social obligations. Because of it, organizations lose many talented female employees. However, this critical matter must need prompt intervention. 
Challenges and new experiences in the workplace are also necessary because spending long periods in the same position employee feel tired and job turnover tendency increases.  Kysilka and Csaba (2019) stated that, fresh and inexperienced, highly educated graduate job seekers in the hospitality industry have a tendency to have low levels of job satisfaction and commitment towards workplaces because they have lack of knowledge about practical life. This negative boldness is interlinked with employee turnover intention.
According to Kysilka and Csaba (2019), Wages play a critical role to motivate employees to retain high-level human resources. One of the critical factors of employee turnover is lower salary. When an employee gets insufficient wages or financial facilities, their job dissatisfaction increases which results from job switching (Chahal and Poonam, 2017). According to many studies, job dissatisfaction is the major cause of poor salaries.
Individual talent is one of the primary drivers of the desire to turnover. People are more likely to intend to switch workplaces when they hold better abilities or when they are not fundamentally proficient at them and are unable to develop them fully in their current position. Individual responsibility is another issue to take into account when deciding whether or not to let go of older personnel.
Michael and Fotiadis, (2022) identified, in the hospitality industry employee turnover plays significantly impacted on interpersonal relationships between all of the departments existing in an organization. Employees might discover it difficult to manage their relationships with supervisors and fellow workers when there are numerous sections or small groups within an organization or department. If they need to dedicate a huge effort to maintaining relationships with the organization or peers, then the turnover rate increases.
Every employee in an organization seeks opportunities to upgrade themselves. The business world is getting more and more competitive day by day, so training and development opportunities are essential for employees to increase productivity. Hom, Allen, and Griffeth (2019) said that, when an organization does not provide it, then employees will not be able to increase their capabilities. Kim and Jogaratnam (2019) found that, in the USA and the UK, some organizations have achieved a high ratio of success and minimized their turnover by arranging training programs for their employees. It increases employees' workplace commitment and encouragement to stay in that organization. Pearce and Mawson (2019) have disagreed with Kim and Jogaratnam (2019), according to them, its self-determination and self-motivation help to be loyal to an organization and minimize turnover. 
According to Tiwari (2015), frequent turnover increases different types of costs for employees. There are two types of cost: indirect and direct. Anything which causes costs to rise or productivity to decline typically ends in less income and less profit.
Ongori (2017) mentioned that higher turnover, lower profit margins. Sometimes it takes months or years to achieve profitability because of frequent unexpected turnover.
According to Gupta-Sunderji (2014), one of the indicators of an intention of quitting a job is unclear job expectations. It is commonly seen in the hospitality industry because there employees have to perform different types of jobs to satisfy their guests, so employees' job responsibilities are not clear, which is why sometimes employees do not understand the direction. The entire job in the hospitality industry is depend on a chain, sometimes poor direction and lack of understanding increase employees' frustration, and their turnover tendency increases. Hom, Allen and Griffeth (2019) mentioned about the negative effect of the poor working environment on turnover. In the hospitality industry, most of the time employees face this and housekeepers have to do so many things in unsafe working conditions, which later force them to leave their jobs.
Workplace turnover is correlated to both less wealthy levels of organizational commitment and job satisfaction. Laddha et al., (2019) mentioned, firms lacking standardized positions or methods for passing on experience to new employees may find that staff vacancies are more of an issue. Employees could leave the company for financial reasons. According to Tews, Michel, and Ellingson (2019), the economic model may foresee market labour turnover. The intention of layoffs is determined by an array of socioeconomic factors, including the economic growth level, state of the labour force, employment framework, employment opportunities, assets of companies, communication and transportation, housing, educational and medical facilities, cost of living, quality of life, and others.
Kysilka and Csaba, (2019) said that the instability and unorganized management of an organization are responsible for employee turnover. Employees experience different types of obligations that discourage them and direct them to turnover. When management is stable and friendly then employees feel motivated to work there. GÜZEL (2017) mentioned that managers should avoid the quantitative approach in supervising their employees. The cost-oriented approach increases turnover. So, it is important to avoid this approach to cut the cost. 
However, organizations are now concerned about this issue and trying to find out strategies to overcome this problem. Many organizations are focused to provide extra facilities to talented and experienced employees because they have better productivity. Methodology 
In this study both quantitative and qualitative methods will be applied. For quantitative analysis, data will be collected from an online-based survey and for qualitative analysis secondary data will be collected from previous research, journal and websites. All the quantitative data will be used for showing relationship among different variables. Microsoft Excel will be used to data processing and analysis, via different graphs and tables this study will discuss the topic. 
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