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Executive Summary
Problem at Stake
The issue of employee turnover is seen in the hotel industry, and one of the most luxurious hotels, Burj Al Arab, is no different. High-quality service is the fundamental reason behind its reputation and image, but a consistent loss of employees influences service quality, guest satisfaction, efficiency and overall hotel profits. High turnover rates result in rising hiring and training costs, reduced productivity, and lower guest experiences and satisfaction levels. To preserve its luxury hospitality leadership status, Burj Al Arab needs to tackle the reasons behind employee dissatisfaction and introduce measures to enhance retention.

Findings
A thorough analysis of employee turnover at Burj Al Arab has identified some principal drivers of the issue:
Workload and Stress: Long working hours, intensive working conditions, and high guest expectations cause employee burnout and dissatisfaction.
Limited Career Progress: Limited career development opportunities discourage employees from staying with the hotel long-term. Most employees leave in pursuit of better prospects elsewhere.
Work-Life Balance Issues: High hotel standards cause employees to struggle to balance their professional and private lives, resulting in low morale and productivity.
No Recognition and Rewards: Employee motivation is eroded by a lack of proper recognition for their work. The lack of formal incentives or reward schemes results in disengagement.
Inadequate Training and Development Schemes: Most employees are insufficiently prepared for their jobs, and the lack of regular training erodes confidence and job satisfaction.
Communication Breakdowns: Poor communication between employees and management stops staff members from raising concerns, thus causing frustration and disengagement.

Supporting Data

· Industry research shows that the mean turnover rate in luxury hotels ranges between 30% and 50%.
· High turnover rates are linked with higher hiring expenditures, with estimations saying that replacing one can cost up to 30% of an employee's yearly salary.
· Studies show that more than 60% of workers see work-life balance as a key element in job retention.
· Organisations with structured career progression plans face 40% lower turnover rates. 

Analysis of Findings
A STEEPLED analysis was used to identify external drivers of employee retention at Burj Al Arab:
Social Factors: Shifting workforce expectations of work-life balance and career progression necessitate the hotel to alter its HR strategies.
Technological Factors: Digital workforce management innovation and AI-based HR technologies can automate training and scheduling, minimise stress, and enhance efficiency.
Economic Factors: Inflation and the rising cost of living in Dubai necessitate employees to expect higher pay and improved benefits, making it more challenging to retain them.
Environmental Factors: Rising demand for sustainability practices in hospitality influences employees' views on their workplace, with many expecting companies to be sustainability-focused.

A SOAR analysis was performed to identify the strengths and opportunities of Burj Al Arab:
Strengths: The hotel's global reputation, high employee pay compared to industry rates, and access to cutting-edge hospitality technology.
Opportunities: Developing training programs, adopting digital workforce management, and establishing a formal career development structure.

A TOWS analysis was used on the issue of Burj Al Arab to convert problems into viable solutions, connecting external threats with internal strengths.

Recommendations

To address employee turnover effectively, Gontona Consulting Group recommends the following recommendations to Burj Al Arab:
1. Career Development and Progression Plans:
· Create a formal career growth structure with transparent promotion avenues.
· Start mentor schemes to allow employees to gain skills.
· Give tuition and sponsorship fees for necessary training.

2. Flexible Work Arrangements:
· Implement shift flexibility and rotational work arrangements to enhance work-life balance.
· Use workforce management tools for better scheduling depending on employee preferences.

3. Employee awards and recognition schemes
· Establish formal recognition systems like "Employee of the Month" programs.
· Offer performance-based bonuses, non-monetary incentives, and experience-based rewards.

4. Advanced Training and Upskilling Programs:
· Implement formal and holistic onboarding sessions to improve role readiness.
· Provide continuous professional development workshops for different job roles.

5. Improved Internal Communication Channels:
· Implement regular feedback systems like employee engagement surveys and one-on-one meetings.
· Establish an internal platform where employees can raise concerns and receive management feedback.

6. Well-being and Mental Health Support:
· Offer wellness programs such as counselling services and stress management workshops.
· Provide relaxation spaces and activities within the hotel to enable employees to destress.
7. Competitive salary and other benefits
· Constantly review salaries to guarantee competitiveness.
· Provide additional benefits like housing allowances, travel discounts, and childcare support.



Conclusion
Burj Al Arab's excellence relies heavily on its workforce, so employee retention is paramount. High turnover rates raise operational costs and affect service quality and overall brand reputation. The hotel can upgrade employee relationship retention rates and stay in a world-class luxury hotel by utilising the recommended strategies. Gontona Consulting Group respects the chance to help Burj Al Arab with such critical problems. By being proactive in the strategies, the hotel can have a more stable, encouraged, and high-performing workforce, guaranteeing long-term success. 
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Introduction 
Burj Al Arab is one of the world's most famous luxury hotels, located on an artificial island off the Dubai Coast of the United Arab Emirates. The hotel was officially opened in December 1999 and is known for its sail-shaped design, which is referred to as the world's only seven-star hotel (Singh, 2025). Burj Al Arab, which the Jumeirah Group manages, includes 202 elegant duplex suites (360agency.me, 2023). The hotel has nine signature restaurants, a private 
beach, a fleet of Rolls Royces for guest transport and a vast array of spa and wellness services. Burj Al Arab has always served as a symbol of luxury and top-class hospitality and attracted high-net-worth individuals, celebrities, and leading business elites to it. Despite its success, it continues to suffer from the never-ending challenge of poor staff turnover. This poses a problem concerning the consistency of the hotel’s services, operational efficiency, and overall brand reputation (Ramirez, 2023).

The Issue of Employee Turnover
The challenge of staff turnover in the hospitality industry is typical, but at a premium place such as Burj Al Arab, the outcomes are more concerning. Guest satisfaction is dependent on staff members, from frontline service employees to back-end operational teams, and there are several negative consequences associated with high turnover rates:
Service disturbances: Frequent employee departures cause frequent interruptions that decrease guest experience.
Rising training expenditure: Hotel finances are reduced in hiring and training new employees (Michael and Fotiadis, 2022). 
Reducing employee morale: It causes reduced job satisfaction among existing employees due to the revolving workforce causing instability.
Brand image: As a globally known luxury brand, keeping quality of service is vital. Bad customer reviews because of poor guest experiences will damage the brand's reputation (Michael and Fotiadis, 2022).
Gontona Consulting Group is a strong, specialised consultancy firm providing human resource management services, operational efficiency, and strategic transformation in the hospitality sector. Gontona Consulting Group has experience helping luxury hotels and resorts worldwide with strategic development, organisational integration, workforce challenge resolution, employee engagement optimisation and service quality enhancement. The firm is data-driven and employs a strategic approach to solving any problems and making recommendations which are specially made according to the requirements of every client. Gontona Consulting Group guarantees that hotels maintain a motivated, high-performing workforce using industry best practices, behavioural analytics, and a change management approach.

Analytical frameworks and theoretical approach
This report will adopt the following analytical frameworks to address the issue of employee turnover at Burj Al Arab:
STEEPLED analysis: This will study Social, Technological, Economic, Environmental, Political, Legal, Ethical, and Demographic factors that affect employee retention (Siakas et al., 2023). The study will analyse the influence of external pressures on the stability of the hospitality workforce.
SOAR analysis: This framework will give an overview of the hotel’s Strengths, Opportunities, Aspirations, and Results (SOAR) and detect areas of strength and areas where it can grow to improve turnover (Kamkankaew, 2023).
TOWS analysis: TOWS Analysis will convert the identified problems into a workable solution that matches internal strengths and weaknesses with external opportunities and threats (Kamkankaew, 2023).
Using data-controlled information and expertise, the consultancy report aims to give Burj Al Arab a durable and productive workforce strategy to secure its continued success in the global hotel industry. 
[bookmark: _heading=h.yo8of3hgjabs]Analysis
Employee turnover is a massive problem in the hotel sector, and top luxury hotels like Burj Al Arab are also facing this problem. The study evaluates the impacts of employee turnover on the hotel, identifies the causes, and explores the difficulties linked to feedback mechanisms, reputation, and financial status. Furthermore, a STEEPLED analysis will discuss external factors causing the problem, followed by a SOAR analysis highlighting the hotel's strengths and weaknesses and a TOWS analysis to suggest strategic options.

Impact on the Hotel
High employee turnover negatively impacts the Burj Al Arab in various ways, which are discussed below:
Financial implications: Staff replacement generally results in enormous costs for hiring, training, and loss of efficiency during the replacement period. A study reveals that only a 30% turnover rate can reduce a hotel's operating profit by AED 6 million annually. 
Service standard: Regular turnover may lead to worse service quality as the new staff will take time to get the level of expertise of previous staff (Michael and Fotiadis, 2022). This may lead to irregular guest experiences and a loss of reputation for the luxury hotel
Employee morale: A high turnover rate negatively impacts the morale of the remaining staff and results in lower job satisfaction and efficiency. This creates a periodic effect, which may cause further turnover (Michael and Fotiadis, 2022).

Causes of Employee Turnover
There are numerous elements which contribute to high employee turnover at Burj Al Arab:
Low employee motivation: The hospitality sector has identified low morale as a key reason for turnover. Other elements like lack of appreciation, career progression and engagement can lead to disappointment (Han, 2022).
Poor wage: Competitive wages are an essential element in retaining talent. Employees who think their wage is below when related to industry standards or expenses of living might explore better chances. 
Work-life balance: The high-pressure characteristics of the hotel industry lead to long and irregular working hours, which disrupt the work-life balance of the employees (Han, 2022). Work-life balance leads to burnout and causes staff to leave for companies with better work-life balance. 
Feedback mechanism: Robust feedback mechanisms are vital for employee development and job satisfaction. Unproductive, constructive feedback makes staff feel unappreciated and unconfident about their performance, leading to disengagement and turnover (Ghani et al., 2022). Regular performance appraisals and open communication can prevent this problem at the hotel. 
Reputation: High turnover can reduce the hotel's reputation as an employer, making hiring the best talent from the market complex. Prospective employees may view the high turnover as a sign that something is wrong with the management or culture within the hotel.
Income: Besides the direct costs of recruiting and training new employees, high turnover indirectly impacts the hotel's income (Ghani et al., 2022)—poor service quality results in negative guest feedback and lower occupancy and revenue.
Scope: Turnover is not limited to the human resources department. It has a ripple effect on different aspects of the hotel's operations, including service delivery, guest satisfaction, and financial performance. A multi-departmental approach is needed to address this issue in the hotel. 

STEEPLED Analysis
A STEEPLED analysis looks at external drivers that can help explain the challenges of the Burj Al Arab:
1. Social: Evolving societal expectations prioritise work-life balance and employee welfare (Grigoryan, 2024). The intensity of hospitality roles can discourage potential employees from seeking improved work-life integration.
2. Technological: Technological advancements require ongoing staff training. Inadequate training can result in frustration and turnover (Ponduri et al., 2024).
3. Economic: Economic cycles can influence tourism rates, impacting hotel occupancy and revenue. During economic crises, cost-cutting initiatives may minimise staff benefits, causing dissatisfaction (Lozano et al., 2021).
4. Environmental: Sustainability behaviours are becoming increasingly desirable to guests and employees. Inadequate environmental initiatives can influence the hotel's appeal to environmentally aware staff and customers (Calisto et al., 2021).
5. Political: Political unrest in the region can impact tourism and, in turn, hotel operations. Further, changes in labour legislation can influence employment procedures (Ming and Liu, 2021).
6. Legal: Obeying labour laws, such as working hours, salaries, and workers' rights, is crucial. Not obeying can lead to legal complications and damage a hotel's image (Khatter, 2025). 
7. Ethical: Ethical behaviour towards and providing safe working environments is crucial. Perception of unethical behaviour can lead to high turnover and damage to image (Schwepker Jr. and Dimitriou, 2021).
8. Demographic: Dubai's cosmopolitan workforce offers opportunities and challenges. Cultural differences can contribute to misunderstandings and conflict if not handled effectively (Nuseir, 2022).

Areas of Positive Performance
Even after having challenges, in some areas, Burj Al Arab is performing well, which are discussed below:
1. Luxury service: The hotel is popular for its superior service quality by delivering services that exceed guest expectations (LLM Reporters, 2023).
2. Iconic brand image: The Burj Al Arab has a strong brand presence, and high-profile guests regularly visit the hotel. 
3. Innovative tools: The hotel offers innovative amenities, such as a helipad and underwater restaurant (LLM Reporters, 2023).
4. Employee training scheme: The hotel invests considerable amounts in training its employees to give customers the best service. 

SOAR Analysis
A SOAR analysis is focused on the strengths, opportunities, aspirations, and results of the hotel are given below:
1. Strengths:
Unrivalled luxury service: The hotel is popular for its distinct hospitality service to guests (Angelfish.travel, 2025).
World-class facilities: The Burj Al Arab offers premium experiences that distinguish it from its competitors (Angelfish.travel, 2025).
Strong brand image: The hotel's competitive position is upgraded by its image as a luxury hotel.
Strategic location: Having its island provides an exclusive, private experience.

2. Opportunities:
Employee retention plans: The hotel can reduce employee turnover by offering better working conditions, benefits, and career progress schemes. 
Sustainability steps: Investing in eco-friendly practices can upgrade employee engagement and brand reputation (Soni, 2022).
AI and automation: Utilising AI-based customer service solutions can reduce staff workloads, allowing them to focus on customer experiences (Saini and Bhalla, 2022). 
Cultural training: With its diverse workforce, customised cultural training programs can facilitate team collaboration and employee satisfaction (Muiri, 2024).

3. Aspirations:
The industry leader in employee satisfaction: The hotel must become the luxury hospitality industry's best employer (Yoopetch et al., 2021).
Extension of employee benefits: Hiking salaries, offering flexible working arrangements, and providing job security can appeal to and retain talents (Yoopetch et al., 2021).
Recognition as a sustainable hotel: Working towards sustainability can attract employees and guests who value sustainability. 

4. Results:
Better employee retention: Particular HR policies can reduce turnover, lowering hiring and training costs (Ali et al., 2021). 
Higher guest satisfaction: Consistency in staff performance will lead to improved customer experiences and improved reviews (Ali et al., 2021).
More substantial brand reputation: A reputation for employee well-being can attract top-notch professionals to the workforce.
TOWS Analysis
To turn threats into actionable plans, a TOWS analysis describes how the Burj Al Arab can utilise its strengths to fight weaknesses and external threats:
1. Utilising strengths to counter threats:
· The image of the hotel as a luxury brand can be used to appeal to top hospitality talents with high levels of training and incentives.
· Operational inefficiencies because of employee turnover can be addressed with investment in automation and digital innovation (Nguyen et al., 2023).
2. Counteracting weaknesses through opportunities:
· Providing more competitive remuneration packages and career development schemes can effectively counter high turnover rates (Djajasinga et al., 2021).
· Implementing strong wellness programs can mitigate burnout and enhance work-life balance.
3. Utilising opportunities to counter threats:
· By embracing sustainability and ethical labour practices, the hotel can enhance employee loyalty and reinforce its market position (Pereira et al., 2021).
· Increasing cultural integration schemes can minimise workplace conflict, thus building a more integrated team.
4. Minimising weaknesses to counter threats:
· Implementing flexible work arrangements wherever feasible can help mitigate employee discontent.
· Creating an internal employee feedback channel to prevent staff turnover due to unresolved workplace issues (Stamolampros and Dousios, 2024).

Lewin’s Change Model
Burj Al Arab's employee retention strategy may be implemented using Kurt Lewin’s three-stage change model, which includes Unfreeze, Change, and Refreeze.
1. Unfreeze: First, the hotel must identify the need to change to address high turnover rates and their effect on service quality (Memon, 2021). This stage encompasses gathering data, sharing issues with employees, and preparing them for future changes. 
2. Change: Implement new policies like career development programs, flexible working hours, and an employee recognition system. Secondly, employees will be trained to cope with the new HR practices, and management will be obligated to provide continued help (Memon, 2021).
3. Refreeze: Reinforcement strategies such as monitoring retention rates and gathering feedback will guarantee durable success after changes occur (Memon, 2021). Improvements will only be sustained by embedding new policies within the company culture.

Total Quality Management (TQM) Model
Continuous improvement and employee engagement for implementing quality improvement are the foundations of TQM.
Customer focus: Keeping skilled employees leads to a better guest experience and sustained luxury service standards (Lim et al., 2022).
Consistent improvement: The Hotel should continuously improve employee satisfaction and refine HR policies.
Employee Involvement: Providing training, recognition, and career progression opportunities fosters a motivated workforce (Lim et al., 2022).
Procedure: Efficient onboarding and performance evaluations streamline the HR department's processes, improving employee engagement.

RACE framework: 
Such a digital marketing framework can be crafted into Burj Al Arab’s HR strategy:
Reach: Target the communication of retention strategies to internal platforms and meetings with staff.
Act: Improve HR through training and career advancement (Khvoynitskaya, 2024). 
Convert: To increase employees' loyalty by using rewards and recognition and a flexible work policy.
Engage: Regularly gather feedback and upgrade policies to keep a dedicated workforce (Khvoynitskaya,2024).

The Burj Al Arab is still a market leader in the hospitality sector. However, the issue of employee turnover challenges them to achieve long-term success. The enormous costs brought by hiring and training new staff and its impact on service quality and guest satisfaction require a planned approach to fight the issue (Mohsin et al., 2022). The hotel can lower employee turnover by emphasising employee welfare, competitive salaries, and utilising digital innovation. Besides, upgrading work-life balance and dedication to sustainability can enhance employee satisfaction and the hotel's brand reputation as a leading employer in the hotel industry (Saleem et al., 2021). 
With a systematic process involving a SOAR and TOWS analysis, Gontona Consulting Group has provided strategies to assist the Burj Al Arab in keeping its best people and upholding its reputation for excellence. With these suggestions, the hotel can guarantee long-term development, improved employee engagement, and sustained industry leadership. Addressing employee turnover issues at Burj Al Arab is about reducing expenses and helping the hotel stay at the top of the hotel industry in the long term. High turnover creates disturbances in service consistency by impacting guest experiences. By utilising targeted retention approaches, the hotel can develop a more motivated and connected workforce (Saleem et al., 2021). It is observed that competitive salaries, career advancement plans and better work-life balance can upgrade employee morale. Besides, the Gontona Consulting Group suggests that adding modern digital tools to streamline workflow and giving cultural education can enhance team bonding within the hotel. Consistency is a high standard of service that can be secured through a stable workforce, which will help the hotel keep its global position and image (Mohsin et al., 2022). 

[bookmark: _heading=h.8yhl22bqu1o]Recommendations and Change Management
Burj Al Arab is the proof of luxury hospitality in the world, but employee turnover is challenging for them in terms of continuing higher standards and operational productivity. While the hotel has made some efforts at employee engagement, it needs to adopt a more strategic, long-term workforce sustainability strategy to tackle the root cause of attrition. This report presents a step-by-step plan for workforce retention strategies for the Burj Al Arab.

Recommendations:
1. Leveraging Advanced HR Technology for Workforce Management
Seamless integration of the latest HR technology can revolutionise employee management, optimise employee engagement, and optimise workforce planning (Ruel and Njoku, 2021). Modern HR analytics software empowered with AI and ML can detect patterns in employee behaviour, forecast turnover risk, and facilitate intervention strategies in advance (Cho et al., 2023).
Burj Al Arab can start the following steps:
Retention with predictive analysis: AI can evaluate employee satisfaction trends, and HR professionals can act before turnover.
Personalised career growth plan: Online platforms can give learning and development plans for staff considering their strengths and weaknesses (Cho et al., 2023). 
Real-time employee feedback: AI-controlled surveys and chatbots can help upgrade the bonding between employees and management and prevent resignations. 
Intelligent scheduling: AI-powered scheduling can provide equitable work distribution, stop burnout, and upgrade work-life balance (Ruel and Njoku, 2021). 
By accepting HR data, Burj Al Arab can reduce turnover and develop a motivated workforce.

2. Upgrading brand image by corporate social responsibility:
A strong brand image is crucial in a competitive hotel industry where staff explore work cultures that align with their values. Apart from salaries and career progress, employees are attracted to organisations that work for corporate social responsibility (CSR) (Wang et al., 2021)
Burj Al Arab can enhance its employer brand by developing CSR-led engagement activities, which are discussed below: 
Sustainability steps: Staff should actively participate in sustainability steps like energy conservation, waste reduction, etc. 
Community relationship: Conducting charity schemes, mentorship, and community outreach schemes gives staff a sense of purpose towards society (Wang et al., 2021).
Diversity, Equity and Inclusion (DEI): Developing leadership programs for underrepresented groups and an inclusive culture will result in better retention (Ponting and Dillette, 2023). 
By becoming a socially responsible employer, Burj Al Arab can emerge as a hospitality industry leader that invests in employees and society.

3. Reinventing Learning and Development for Career Growth
Constant training and career progression opportunities are the most productive strategies for reducing employee turnover. The hospitality industry is fast-paced, and staff explore organisations where they learn new skills, hold new roles, and advance in their careers. 
To appeal to changing workforce aspirations, Burj Al Arab can: 
Start microlearning modules: The staff can access short, interactive modules using mobile platforms.
Cross-departmental changes: Enable employees to work in different departments and roles to learn diversified skills (Calinaud et al., 2021).
Develop leadership pipeline: Detecting high-potential employees and allowing them in formal leadership programs to guarantee the internal development of future leaders (Steele et al., 2021). 
Invest in digital skills: Upskilling employees in areas like customer service automation, AI-powered guest experiences, and luxury hospitality service will keep the staff updated (Calinaud et al., 2021).
A culture of continuous learning reinforces employee commitment, resulting in loyalty and career satisfaction, which are essential for long-term retention.

4. Leverage Maximum Employee Engagement Through Tailored Experience Strategies
Burj Al Arab is famous for offering customised luxury experiences to guests, and this strategy must be replicated for employee engagement and workplace culture. Accepting that each employee has diverse needs, desires, and career aspirations will drive overall satisfaction and commitment (Van Nguyen et al., 2021).
Personalisation programs should include:
Flexible working environments: Offering flexible shifts, job-sharing opportunities, and part-time work can improve work-life balance (Khairy et al., 2023). 
Personalised packages: Staff should be able to customise their benefits plans, including healthcare, wellness, childcare, and others (Van Nguyen et al., 2021). 
Rewards and recognition: Rewards are given depending upon performance. Staff can earn rewards for tenure, excellent performance, guest rating, and other motivational factors (Khairy et al., 2023). 
By emphasising personalised employee experiences, Burj al Arab can bring better engagement and durable loyalty, where there will be a reduction in resignations. 

5. Integrating Change Management for Smooth Transition
Implementation of retention strategies requires a practical change management framework. Employees can resist change because of uncertainty, lack of communication, and fear of losing jobs. Productive change management should prepare for a smooth transition (Errida and Lotfi, 2021).
Change Management Framework for Workforce Retention:
Clear communication: Staff must have information on the causes of the changes and how the change will bring benefits.
Phased implementation: The phasing in steps guarantees that employees have time during the transition (Belias et al., 2023).
Employee participation: To increase employees' commitment and motivate active participation by providing constant feedback and input on new policies.
Change champion: Appoint leaders of change in every department to give immediate support to employees during change (Belias et al., 2023).
Regular monitoring: Constant monitoring and feedback systems will help evaluate the productivity of the implemented strategies and make any necessary changes (Errida and Lotfi, 2021). 
Change management is the cornerstone to ensuring the success of workforce retention plans while creating a positive working environment.

6. Evaluating the effectiveness of Retention Programs
To assess the impact and effectiveness of employee retention programs, Burj Al Arab needs to incorporate measurable performance metrics. The success of the recommended strategies can be measured by:
Employee Retention Rate: Tracking improvement in retention at quarterly and annual levels.
Employee Engagement Metrics: Regular satisfaction surveys to measure morale and workplace attitude (Omar and Kiley, 2022).
Performance and Productivity Metrics: Tracking guest service ratings, staff productivity, and overall service quality (Sauermann, 2023).
Recruitment and Onboarding Costs: Measuring decreases in recruitment costs due to lower attrition levels.
Guest Satisfaction Scores: Tracking whether increased employee engagement results in higher guest satisfaction and loyalty (Moreno-Perdigon et al., 2021).
Specific performance targets will ensure sustained improvement, allowing the hotel to streamline strategies with real-time data analysis.

7. Comprehensive Employee Wellbeing Program Implementation.
The workforce's physical and mental health is significant for high performance and long-term retention. Long shifts, demanding guest expectations, and high-stress levels are major contributors to employee burnout, which is common in the hotel industry and leads to reduced guest satisfaction (Agarwal, 2021). 
The key components of a healthy being program are:
On-Site Wellness Facilities: Dedicated relaxation spaces, fitness centres, and quiet zones for mental revival (Arnedo et al., 2021). 
Mental Health Support Services: Confidential counselling, stress management workshops, and mindfulness sessions should be provided (Arnedo et al., 2021). 
Flexible leave rules: Employees should be able to have a mental health day without any stigma (Agarwal, 2021). 
Health insurance and wellness benefits: Comprehensive medical coverage, gym memberships, and various wellness perks promote a holistic approach to well-being (Arnedo et al., 2021). 
Investing in employee health will allow Burj Al Arab to have a more resilient workforce, reduce absenteeism, and boost productivity. 

8. Establishment of a Transparent Employee Grievance and Feedback System.
Employee dissatisfaction often occurs when grievances are not resolved or ignored. Trust should be built by creating a structured, anonymous, transparent feedback mechanism to address employee concerns (Saydam et al., 2024).
Key elements of an effective feedback system are discussed below:
Safety of speaking: Employees should be able to voice concerns without fear of retaliation or of losing their jobs (Elbaz et al., 2022).
Regular meetings are open platforms where senior management shares with employees how the firm addresses important issues (Saydam et al., 2024). 
Exit Interviews and Trend Analysis: Exit interviews can be used to analyse the reasons for employees’ departure and study patterns that can be corrected (Elbaz et al., 2022).
Leadership Accountability and Improvement: Employees should provide feedback to their managers using the 360-degree Feedback Mechanism (Elbaz et al., 2022).
Open communication is a culture that fosters trust and engagement, which will help tackle retention rates in the hotel. 

9. Competition of Salaries and Performance-Based Incentives.
Even though Burj Al Arab offers good compensation, retention does not depend solely on salary. Additional means of employee motivation include a structured incentive program for performance, tenure, and guest feedback.
Recommended incentive structures:
Quarterly Performance Bonuses: Bonuses should be provided based on service quality, guest ratings, and productivity metrics (Manthei et al., 2023). 
Longevity rewards: These are for employees who have worked for the hotel for three, five, or ten years (Younies and Al-Tawil, 2021).
Revenue Sharing Model: This model allows employees to share in the hotel's financial success, giving them a sense of ownership and dedication.
Cost of living Adjustments: Salary revisions should be constant to account for inflation and industry standards (Younies and Al-Tawil, 2021).
The strong compensation strategy provides a reasonable basis for supporting commitment, loyalty, and long-term career investment in the hotel.

10. Starting a Reverse Mentorship Program
Besides conventional programs involving senior employees mentoring junior staff, a reverse mentorship initiative allows younger employees to pass on fresh insights to senior personnel (Juris et al., 2022).
Reverse mentorship and its benefits are: 
Bridging Generational Gaps: Encourages the learning and understanding of different generations.
Technical skill development: Younger employees can help senior staff keep up with technology and digital trends in hospitality technology (Juris et al., 2022).
Motivating Inclusive Leadership: Senior management has direct access to employees’ concerns and expectations (Juris et al., 2022).
The culture of two-way learning promotes stronger workplace relationships, making employees feel valued and heard.

11. Establishing an Employee Experience Department
An Employee Experience Department (EXD) dedicated to workforce engagement should be established as the central hub for employee engagement, training, and development (Quek et al., 2021). This department should only work to upgrade employee satisfaction by employing the following steps: 
Personalised Career Planning: Helping the employees outline long-run career plans related to the hotel (Liu et al., 2021).
Innovative Workplace Initiatives: Organizing team-building activities, employee appreciation events, and recognition schemes (Khan et al., 2022).
Employee Retention Task Force: A team formed to look at retention data and make proactive strategies to address the issue (Liu et al., 2021). 
The development of this department guarantees a focused and strategic outlook for employee engagement and retention. 

12. Extending internal promotion and talent mobility chances:
One primary reason employees leave is the absence of internal growth chances. Burj Al Arab should provide a well-structured career path to keep their top talents. Essential strategies to follow are:
Internal hiring: the hotel should prioritise current employees for higher positions before looking externally (Kravariti et al., 2022).
Personalised career development: Customised career growth can be provided based on personal strengths and weaknesses (Bahuguna et al., 2023).
Departmental mobility scheme: employees should be able to change from one department to another to develop diverse skills (Bahuguna et al., 2023).
A constructed career progression plan can elicit durable commitment from employees at Burj Al Arab (Kravariti et al., 2022). 
Implementing these recommendations can improve Burj Al Arab's employee retention, job satisfaction, and overall service quality. The hotel can develop a dedicated and high-performing workforce by creating a supportive working ecosystem, providing growth opportunities, and adding digital tools. 
[bookmark: _heading=h.zfezu59jbb6l]Action Plan
An action plan table is given below:
Problem	Solution 	 Desired outcome	Time	scale	Completion	Date	Planned	Budget	(AED)
High turnover due to absence of career progress	Use structured career growth plan, mentorship schemes and promotion pathways (Ramírez et al., 2022)	Better satisfaction of employees and durable employee retention	6 months	December, 2025	20,00,000
Employee burnout and work life balance problem	Start flexible working shifts, shift rotation and wellness schemes (Amirul and Shaari, 2021)	Better employee well being, lessened stress and absent rates	4 months	October, 2025	6,00,000
Low motivation and dedication	Start recognition program for employees, provide incentives and competitive salary (González-González and García-Almeida, 2021)	Growth in motivation, job satisfaction and better efficiency	5 months	November, 2025	10,00,000
Dissatisfaction because of rising workload	Provide better task distribution and optimise workflows (Bufquin et al., 2021)	Balanced workload, lessened stress levels and better service standard	8 months	February, 2026	40,00,000
Inadequate training for fresh employees	Start holistic training for new employees and provide consistent training for new and older employees (Rabiul et al., 2023)	Faster addition, better performance and greater job retention	3 months	September, 2025	15,00,000
Communication gap between management and employees	Use open door rules, feedback schemes and team building functions to bridge the gap (Rana, 2023)	Fortified communication, development of trust and culture of coordination among different levels	6 months	December 2025	8,00,000

Table: Action plan
Source: Created by learner

The action plan table gives the critical strategies to fight the issues of employee turnover at Burj Al Arab by emphasising career progression, work-life balance, motivation, workload management, training, and communication; each issue is given a solution, an anticipated result, a time frame and expected budget needed for implementation. The proposed steps include career progression, flexible work shifts, and providing incentives to upgrade job satisfaction and retention; with better communication through feedback mechanisms and team-building functions, a positive work culture can be developed. The budget allotments are made feasible considering the hotel's revenue stream, which secures investments in human resources.
[bookmark: _heading=h.fu69qip2eb20]Conclusion
The study of Burj Al Arab’s employee turnover problems showed many critical key factors contributing to the instability of the workforce. The factors are related to high levels of stress, restricted career progress, work-life imbalance, lack of training and education, and others. These problems have resulted in employee discontent, directly impacting the quality, operational productivity, and overall reputation of the hotel worldwide. Besides, financial costs also increased because employee turnover increases recruitment and training expenditures. With the competitive characteristics of the hotel industry, fighting these problems is vital for keeping the hotel's brand reputation and guaranteeing durable success.
Strategic recommendations are given to fight these issues by focusing on career development programs, flexible working shifts, employee retention schemes, etc. Starting a well-planned career progression plan will help the employees plan for durable progress within the hotel, reducing the chances of looking for opportunities outside the hotel. Likewise, employee satisfaction and retention can be increased by providing a better work-life balance and flexible working shifts for the hotel. Training and education schemes will help staff with the required knowledge and skills to perform roles effectively, and structured recognition schemes will create motivation and engagement. A more inclusive and transparent working ecosystem can be made by bridging the communication gap between employees and management. 
The given action plan gives a structured roadmap for implementing these changes with solutions to the issues, expected results, timelines and expected budget for implementation. Short-term measures like employee recognition and adequate workload allotment can produce immediate positive results. A culture of growth and deduction can be developed within the hotel through long-term success, such as career progression and leadership development programs. Continuous monitoring and assessment mechanisms will be utilised to study the efficiency of these measures, which will guarantee that required changes can be made to optimise outcomes.
Burj Al Arab has been recognised as an icon in the luxury hotel industry. However, to maintain this respected position, it is necessary to work for employee well-being and satisfaction. The hotel can address workforce-related hurdles and upgrade its retention rates, guest satisfaction levels, and overall operational performance with a proper plan. Employee integration and morale are essential for providing world-class service. By developing a positive and supportive workplace ecosystem, the hotel can maintain its image and reputation as a preferred employer in the hotel industry.  
Gontona Consulting Group appreciates the chance to partner with Burj Al Arab on this critical project. This connection has given vital insight into the distinctive hurdles faced by one of the best luxury hotels in the world. The firm hopes the recommendations will help the hotel make some positive changes. Gontona Consulting Group expects to partner with the hotel and help them fight the issues to stay at the top of the hotel industry. 
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