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Abstract: -  

Staff turnover in the hospitality industry, particularly in hotels, remains a persistent challenge with significant 

implications for organizational performance and service quality. This paper delves into the complexities of this 

phenomenon, aiming to uncover its underlying causes, consequences, and potential solutions. Through a 

comprehensive review of existing literature, this research seeks to shed light on the factors contributing to high 

turnover rates among hotel staff, including job dissatisfaction, low morale, inadequate compensation, and limited 

opportunities for career advancement. Additionally, it explores the ripple effects of staff turnover on 

organizational effectiveness, guest satisfaction, and overall reputation. By understanding the multifaceted nature 

of turnover in the hospitality sector, this study aims to provide valuable insights and practical strategies for hotel 

management to mitigate turnover rates, enhance employee retention, and ultimately foster a more stable and 

productive workforce. 

 

Introduction: -  

In the dynamic landscape of the hospitality industry, one persistent challenge looms large: the revolving door of 

staff turnover, particularly pronounced within the realm of hotels. As the lifeblood of hospitality operations, hotel 

staff play a pivotal role in shaping guest experiences and maintaining service standards. Yet, year after year, 

hotels grapple with the daunting task of retaining their workforce, facing staggering turnover rates that undermine 

organizational stability and impede long-term growth. 

 

This introduction sets the stage for a comprehensive exploration of the phenomenon of staff turnover within the 

hospitality industry, with a specific focus on hotels. Through an in-depth analysis of existing research and 

industry insights, this study seeks to unravel the complexities surrounding annual staff turnover, probing into its 

root causes, pervasive effects, and potential remedies. 

 

http://www.ijcrt.org/


www.ijcrt.org                                                                  © 2024 IJCRT | Volume 12, Issue 5 May 2024 | ISSN: 2320-2882 

IJCRT24A5073 International Journal of Creative Research Thoughts (IJCRT)www.ijcrt.org j666 
 

By delving into the underlying factors driving staff turnover, ranging from job dissatisfaction and burnout to 

inadequate compensation and limited career advancement opportunities, this research aims to provide a nuanced 

understanding of the challenges facing hotel management. Furthermore, it seeks to illuminate the far-reaching 

implications of high turnover rates, spanning from diminished guest satisfaction and service quality to heightened 

recruitment costs and operational disruptions. 

 

As the hospitality industry continues to evolve amidst shifting consumer preferences and emerging trends, 

addressing the issue of staff turnover emerges as a critical imperative for hoteliers seeking to thrive in a 

competitive market landscape. Through a deeper understanding of the forces at play and the implementation of 

strategic interventions, hotels can strive towards cultivating a more stable and engaged workforce, ultimately 

fostering a culture of excellence and sustainability in service delivery. 

 

Methods: -  
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Results: -  

 

1. Years of Experience in the Hospitality Industry: 

 Majority of respondents (42.9%) have 10 years and above of experience, followed by 39.3% with 

15 years and above, and 17.9% with 5 years and above. 

 This indicates a significant portion of experienced professionals in the hospitality industry, which 

could impact various aspects such as leadership, decision-making, and industry trends. 

2. Length of Time in Current Position: 

 Responses vary widely, with no clear majority for any specific time frame. 

 This could suggest either a high turnover rate in positions or diverse career trajectories among 

respondents. 

3. Number of Different Hospitality Organizations Worked for in the Past Five Years: 

 Responses show a range of experiences, with 8 respondents (25.8%) having worked for 3 different 

organizations in the past five years. 

 This suggests that mobility within the industry is common, which could be due to factors like 

career advancement opportunities or dissatisfaction with previous roles. 

4. Previous Experience in Other Industries: 

 A majority of respondents (58.1%) have worked in other industries before joining the hospitality 

sector. 

 This indicates that a significant portion of the workforce has diverse professional backgrounds, 

which could bring unique perspectives and skills to the industry. 

5. Primary Reasons for Leaving Previous Hospitality Jobs: 

 The most common reasons cited for leaving previous jobs include better prospects, salary, and 

personal reasons. 

 This highlights the importance of factors such as career growth, financial incentives, and work 

environment in employee retention within the industry. 
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6. Perception of Value and Appreciation in Previous Roles: 

 A majority of respondents (73.3%) did not feel valued and appreciated in their previous roles. 

 This indicates potential issues with employee recognition and morale within hospitality 

organizations. 

7. Opportunities for Career Advancement and Work-related Stress: 

 While a slight majority of respondents (58.1%) perceived adequate opportunities for career 

advancement, a significant portion (38.7%) experienced work-related stress or burnout. 

 This suggests a need for better support systems and resources for employees to grow and thrive 

in their roles. 

8. Overall, Job Satisfaction, Salary, and Work-Life Balance: 

 Responses vary, with a majority reporting moderate to high levels of overall job satisfaction. 

 Satisfaction with salary and benefits package is mixed, with a significant portion expressing 

dissatisfaction. 

 Work-life balance is perceived favorably by a majority of respondents, but there are still areas for 

improvement. 

9. Organizational Culture and Support from Supervisors: 

 Perceptions of organizational culture and support from supervisors are generally positive, but 

there is room for enhancement, as indicated by some respondents who felt unsupported. 

10. Training and Development Opportunities: 

 While a majority of respondents (74.2%) reported receiving adequate training and development 

opportunities, there are still some who felt otherwise. 

 This suggests the need for continuous learning and skill development initiatives within hospitality 

organizations. 

11. Factors Influencing Decision to Stay or Leave Current Job: 

 Salary hike and position are cited as significant factors influencing the decision to stay or leave, 

along with work-life balance and the number of leaves. 

 Addressing these factors could contribute to improved employee retention. 

12. Challenges Facing the Hospitality Industry in Employee Retention: 

 Respondents identified long working hours, less salary, and work pressure as the main challenges. 

 These findings underscore the importance of addressing these issues to enhance employee 

satisfaction and retention. 

13. Comparison of Turnover Rates with Other Industries: 

 A vast majority of respondents (90.3%) believe that turnover rates in the hospitality industry are 

higher compared to other industries. 

 This highlights the need for industry-specific strategies to mitigate turnover and retain talent. 
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14. Suggestions for Reducing Turnover Rates: 

 Respondents provided various suggestions, including implementing fixed working hours, 

improving work-life balance, offering better salaries, and enhancing employee benefits and 

training programs. 

 Implementing these suggestions could help organizations create a more supportive and attractive 

work environment. 

 

 

15. Communication Channels within Organizations: 

 Responses regarding clear communication channels within organizations were not provided. 

These findings can serve as valuable insights for understanding the current landscape of the hospitality industry 

and identifying areas for improvement in employee retention and satisfaction. 

 

 

Discussions: - 

 

1. Years of Experience in the Hospitality Industry: 

 The substantial percentage of respondents with 10 years and above of experience suggests a 

seasoned workforce within the hospitality sector. This demographic likely brings a wealth of 

knowledge and expertise to their roles, potentially influencing organizational dynamics such as 

leadership styles and industry trends. 

2. Length of Time in Current Position: 

 The diverse range of responses regarding the length of time in current positions indicates a lack 

of uniformity in career trajectories among respondents. This variability could stem from factors 

such as high turnover rates in certain positions, or perhaps a culture of mobility and exploration 

within the industry. 

3. Number of Different Hospitality Organizations Worked for in the Past Five Years: 

 The finding that a notable portion of respondents has worked for multiple organizations in the 

past five years suggests a prevalent trend of mobility within the industry. This mobility could be 

driven by opportunities for career advancement or dissatisfaction with previous roles, 

highlighting the importance of organizational culture and retention strategies. 

4. Previous Experience in Other Industries: 

 The majority of respondents having prior experience in other industries underscores the diversity 

of backgrounds within the hospitality workforce. This diversity brings unique perspectives and 

skill sets to the industry, enriching organizational dynamics and fostering innovation. 

5. Primary Reasons for Leaving Previous Hospitality Jobs: 

 The commonly cited reasons for leaving previous jobs, such as better prospects, salary, and 

personal reasons, underscore the significance of factors beyond job responsibilities in employee 
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retention. Organizations must address these factors to enhance employee satisfaction and 

minimize turnover. 

6. Perception of Value and Appreciation in Previous Roles: 

 The high percentage of respondents who did not feel valued and appreciated in their previous 

roles signals potential issues with employee recognition and morale within hospitality 

organizations. This finding emphasizes the importance of fostering a supportive and appreciative 

work culture. 

7. Opportunities for Career Advancement and Work-related Stress: 

 While a slight majority perceived adequate opportunities for career advancement, a significant 

portion experienced work-related stress or burnout. This highlights the need for organizations to 

provide robust support systems and resources to promote employee well-being and professional 

growth. 

8. Overall, Job Satisfaction, Salary, and Work-Life Balance: 

 The mixed responses regarding overall job satisfaction and dissatisfaction with salary and benefits 

package indicate areas for improvement within the industry. Organizations must strive to create 

environments that prioritize employee well-being, satisfaction, and work-life balance. 

9. Organizational Culture and Support from Supervisors: 

 While perceptions of organizational culture and supervisor support are generally positive, there 

is room for enhancement, as indicated by some respondents who felt unsupported. Organizations 

should focus on fostering inclusive and supportive cultures to enhance employee engagement and 

retention. 

10. Training and Development Opportunities: 

 The discrepancy in perceptions of training and development opportunities underscores the 

importance of continuous learning and skill development initiatives within hospitality 

organizations. Investing in employee development can enhance job satisfaction, performance, and 

retention. 

11. Factors Influencing Decision to Stay or Leave Current Job: 

 Salary hike, position, work-life balance, and the number of leaves emerged as significant factors 

influencing the decision to stay or leave current jobs. Addressing these factors can contribute to 

improved employee retention and organizational stability. 

12. Challenges Facing the Hospitality Industry in Employee Retention: 

 Challenges such as long working hours, less salary, and work pressure underscore the need for 

industry-specific strategies to enhance employee satisfaction and retention. Organizations must 

prioritize addressing these challenges to create conducive work environments. 

13. Comparison of Turnover Rates with Other Industries: 

 The widespread belief among respondents that turnover rates in the hospitality industry are higher 

compared to other industries highlights the urgency of implementing effective retention strategies 

tailored to the unique needs of the industry. 
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14. Suggestions for Reducing Turnover Rates: 

 The suggestions provided by respondents, such as implementing fixed working hours and 

improving 

 

References: -  

 

"Understanding Employee Turnover in the Hospitality Industry" by Tracey L. Harden and Carol T. Kulik (Journal 

of Hospitality & Tourism Research) 

 

"Factors Influencing Employee Turnover Intentions: A Literature Review" by Ashish Garg and Neetu Sharma 

(Journal of Human Values) 

 

"Employee Turnover: A Review of Literature" by Luong Thi Thanh Thao and Le Nguyen Huy (Human Resource 

Management Research 

 

"Hospitality Employee Management and Supervision: Concepts and Practical Applications" by Kerry L. 

Sommerville and Rick J. Martis 

 

"Employee Turnover" by Talya N. Bauer and Berrin Erdogan 

 

"Hospitality Management: People Skills and Manners on and off the Job" by Lynn Van Der Wagen and Bruce 

Hunter 

 

http://www.ijcrt.org/

