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Abstract

This study analyses the impact of talent management on retention rates within the Irish hospitality
industry. The dissertation utilizes a quantitative research approach and a probability sampling
methodology to achieve its goal. A quantitative questionnaire was distributed to employees within the
Irish hospitality industry. The sample size for this research was 150, and the questionnaire received
152 responses. The findings highlight the ongoing challenge within the hospitality industry of
retaining employees. The study identified the reasons employees chose to work within the hospitality
industry, and the biggest challenges they face. Intent to remain within the industry and satisfaction
levels were also measured. The study identified a large proportion of Irish hospitality organizations
follow an exclusive talent management approach, and employees’ attitudes towards this.
Recommendations on how to use talent management to increase employee engagement and retention

levels are discussed.
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Chapter 1: Introduction

1.1  Introduction

The purpose of this dissertation is to establish the correlation between talent management and
retention rates within the Irish hospitality industry. Employees, especially within the service
industry are crucial to an organizations success. Unfortunately, the hospitality industry faces
the highest turnover levels, due to a high proportion of part time employees who are studying.
Dwesini (2019) identified the factors which influence employee turnover within the
hospitality industry. The most common issues are related to pay, the limited opportunity for
advancement, little work commitment, weak labour relations, and lengthy unsociable
working hours (Dwesini, 2019). In addition, Marinakou and Giousmpasoglou (2019) found a
poor work life balance was another factor influencing turnover levels. Brown et al, (2014,
P.1) found “within 10 years of graduating, 29.1% of hospitality graduates were not in the
hospitality industry”.

High turnover levels have a negative impact on the motivation of remaining employees, and
loyal customers/ clients notice this absence (Ivana and Chiripuci, 2020), which makes
retention strategies crucial to an organization’s success. Employer branding is another
common tactic employers use to retain employees. Thalgaspitiya (2020, p.2) defines
employer branding as a “long-term strategy to manage the responsiveness and perceptions of
employees, potential employees, and related stakeholders with regards to a particular firm”.
Social networking, development assistance, leadership style, incentive programs, recruiting
practices, and input from employers and employees are ways to enhance employer branding
(Bussin and Mouton, 2019). This therefore suggests that an organizations talent development
strategy will positively impact their employer brand. The Irish hospitality industry is well
known for their development programmes for internal and external candidates. So, the focus
of this research is to investigate if there is a correlation between employee retention and

talent development within the Irish hospitality industry

Employee retention acts as a tool to engage employees and motivate your workforce
(Houssein et al, 2020) which can be used to gain competitive advantage (Baharin and Wan
Hanafi, 2018). An organization which has severely high turnover levels suffer with the lost
productivity of the employee who exited the organization, which creates a negative
environment for the remaining employees (Ivana and Chiripuci, 2020). There are several

employee retention strategies such as compensation and pay tactics, regular performance



appraisals and reviews, development opportunities, work life balance and diversity (Cloutier

etal.,2015).

Companies seek ways to recruit and retain the best candidates for each job, as well as have
“replacement” employees on hand who could be appointed if needed by the company
(Canovas et al., 2020). Frontline workers are the organization's voice and contribute

significantly to the industry's overall growth through client relationships (Karen at al., 2019).

In previous literature it has been discovered talent management has played an important role
in organizations. Human resource practitioners use talent management as a tool to increase
employee motivation, engagement and to improve retention rates (Johnson et al., 2019).
Talent development strategies have been proven to attract talented employees to an

organization and increase the talent pool during the recruitment process.

The aim of this dissertation is to establish the impact talent management has on retention
rates within the Irish hospitality industry. The factors influencing turnover rates within hotels
are generally a combination of the following, low pay, long unsociable working hours,
student obligations and lack of work life balance (Frye et al., 2020). The aims for this
research paper are to distinguish the correlation between talent development and retention

rates within the Irish hospitality industry

1.2 Research Background

McKinsey consultants developed ‘The War for Talent’ in 1997, which generated major
traction to the concept ‘talent management’ and ‘talent development’. The concept is widely
used by human resource practitioners, and significant research has been conducted on the
topic since. Talent management “refers to the systematic execution of efforts to ensure that
people who provide added value for the organization are identified, assigned/deployed,
developed, and retained within the organization by maintaining their loyalty” (Ahat and
Koyuncuoglu, 2020, p.2). Talent management is commonly used as a retention tool among
organizations (Ohunakin et al., 2020), and acts as a competitive advantage (Mishra and

Kumar, 2019). Talent may be developed inside an organization or recruited externally.

Chambers et al (1998) examined McKinsey’s ‘“War for Talent’. According to Chambers et al
(1998) most organizations find it difficult to define talent within their firm. Many academics
disagree over whether talent is inherent or can be created (Ross, 2013), otherwise known as
inclusive or exclusive talent management according to Savaneviciene and Vilciauskaite

(2017). Savaneviciene and Vilciauskaite (2017) claim there are two approaches to talent
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development, inclusive and exclusive. Inclusive talent management implies anyone within
the organization is considered talented whereas exclusive talent management implies only
certain employees are considered talented (Savaneviciene and Vilciauskaite, 2017).
Alternatively, a blended approach is a combination of both approaches (CIPD, 2020).
Exclusive talent management can exclude employees from development opportunities which

creates a negative attitude towards the organization (Savaneviciene and Vilciauskaite, 2017).

Demographic and economic patterns, growing migration of individuals and organisations,
transformational shifts to business conditions, cultures, and the levels of worker diversity are

all influences driving 'the battle for talent' (Beechler and Woodward, 2009).

Retention is a major concern for most industries, but the hospitality industry faces the highest
blow. Past studies on employee retention have focused on highly skilled workers such as IT

or the pharmaceutical sector, but there is little research conducted on the hospitality industry.

Extensive research has been conducted on retention strategies such as talent development,
work life balance, pay increases, employer branding and organizational culture (Dwesini,

2019). A lot to talent development research is conducted on the teaching or sports industry.

Most of the previous research conducted on retention within the hospitality sector are based
within the US (Marinakou and Giousmpasoglou, 2019), and none have been conducted

within Ireland to this date.

Employee turnovers, according to Marinakou and Giousmpasoglou (2019), are valuable to
organizations because they contribute to idea generation by knowledge diffusion. Deloitte
(2019) conducted a survey on millennials within the workforce within Ireland, and predict by

2025, millennials will account for 75% of the workforce.

1.3 Research Objectives and Questions
Below are the research questions this study aims to answer.
RQ1: Is there a correlation between employee retention and talent development

opportunities within the Irish hospitality industry?

RQ2: Does an organizations talent development strategy impact organizational

culture?

RQ3: Which talent management approach is most commonly used the Irish
hospitality industry



RQ4: The effects of talent development on employee engagement and employee

wellbeing within the hospitality sector.

1.4  Rationale for this Study

Research on talent development and retention are widely found as indicated in section two of
this paper. Previous studies have almost exclusively focused on organizations with limited
research on large scale hotel groups. Most studies focused on higher skilled roles. This
research will focus exclusively on the Irish hospitality industry due to the fact a major
challenge within the hospitality industry is retention of employees, mainly lower-level
employees. The findings from this dissertation will build on existing literature and can assist

hotel chains in improving their current retention strategies for lower-level employees.

1.5 Methodology

The aims of this research are to establish a cause-and-effect relationship between employee
retention and talent development. Primary research will be conducted using quantitative
research. Saunders et al, (2019, p.178) state “quantitative research examines relationships
between variables, which are measured numerically and analysed using a range of statistical
and graphical techniques”. A quantitative survey design was chosen for this research as the
purpose of this research is to establish the opinions and attitudes of employees within a

specific industry.

An alternative method which was considered was interviews and focus groups. It was decided
not to proceed with this method due to the large sample size, and timeframe available for this

research project.

The participants for this study consist of lower-level employees within the Irish hospitality
industry. The departments included within the study are the food & beverage department,
reception, accommodation, and food production. Management will be excluded from the
sample due to possible bias or influence. The sample size for this study is 150. The
questionnaires will be distributed via social media. The questionnaire will be online due to

the coronavirus pandemic, and to minimise travel.

The collected data will be analysed using a deductive approach. A deductive methodology
entails using the existing research to establish a theoretical or logical foundation for further

testing (Saunders et al, 2019).



1.6 Dissertation Structure

Chapter 1: Introduction

The first chapter of this paper will begin by introducing the research question, providing a

background to the research area and the chosen methodology approach for this research.
Chapter 2: Literature Review

Chapter 2 performs a comprehensive literature review to develop the study's theoretical
context and the core academic concepts relevant to talent development and

employee retention specific to the hospitality industry.
Chapter 3: Methodology

Chapter three is the methodology section. This section will outline the sample, and data
collection methods and analysis. The questionnaire will be dispatched to the sample, and the

results will be collected.
Chapter 4: Analysis & Findings

The fourth chapter presents the findings of the research. Within this chapter the results from
the participants will be analysed using a deductive approach to answer the research questions

highlighted above.
Chapter 5: Conclusion & Recommendations

Chapter five will conclude and summarise this research paper, finishing with
recommendations for human resource practitioners within the hospitality industry and

recommendations for further research.
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Chapter 2 Litrature Review

2.1  Introduction

This aim of this chapter is to provide an overview of the existing literature on the concept of
talent management and retention which will provide the reader with an understanding of the
background on talent management and retention in relation to the hospitality industry to
address the aim of this dissertation which is to establish the correlation between talent
management and retention rates within the Irish hospitality industry. Talent management will
be addressed in relation to retention within the hospitality industry for the purposes of this
report, since several previous studies have proven that organizations will achieve a strategic

edge and work to improve their businesses' results.

This section includes a study of recent literature on the concept of talent management, as well
as talent management approaches. After discussing talent strategies, the literature on talent
management in the hospitality industry will be examined. The topic of retention strategies
will be addressed, followed by millennials' views on talent development. Finally, the causes

for the high turnover in the hospitality industry will be investigated.

2.2 Defining Talent Management

Many organizations face a talent gap of employees (Mishra and Kumar, 2019; Lukasiewicz,
2018). Despite the fact that many scholars address talent management, there is no uniform
definition of talent that can be applied to all institutions (Lukasiewicz, 2018; Golubovskaya,
Solnet, and Robinson, 2019; Kichuk, Brown and Ladkin, 2019). Talent management has been
researched from a wide variety of viewpoints and angles (Kichuk et al, 2019). Golubovskaya
et al, (2019) states the bulk of talent management literature has been extended to managerial
positions as well as highly skilled it or legal employees, which presents human resource
departments with the challenge of developing an effective talent strategy for less skilled
employees. Organisations will choose differently depending on their corporate and

individual matters (Scott and Revis, 2008).

Williams (2000) defines talented individuals as those that have outstanding talents and are
competitive in a variety of tasks or in a particular area. Whereas Buckingham and Vosburgh
(2001 p. 21) states “talent should refer to a person's recurring patterns of thought, feeling, or
behavior that can be productively applied”. Hana and Lucie (2015) define strategic talent
management as the systems and techniques associated with the strategic selection of key

positions and the creation of the pool of talented employees. Much of this is done to make it
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easier to pair the best workers with the right positions, as well as to maintain their

engagement and loyalty to the company (Lukasiewicz, 2018).

2.3 Talent Management Loop
Attraction, identification, development, engagement, retention, and deployment are the six

core fields of the talent management chain (CIPD, 2020).
Attraction

The capability to recruit competent personnel is determined by how prospective candidates
see the business, the market or industry in which it exists (CIPD, 2020; Banerjee, Saini, and
Kalyanaram, 2020). In order to retain potential talent, it is critical to develop an appealing

workplace image and employer brand (CIPD, 2020; Banerjee, Saini, and Kalyanaram, 2020).
Identification

First, organizations vital positions must be established (CIPD, 2020; Scott and Revis, 2008).
They are managerial and professional positions that, if left vacant for an extended period,
could put the company at risk (CIPD, 2020). Some organizations use strategic planning to
help train new candidates to occupy important roles internally (Golubovskaya et al, 2019;
CIPD, 2020). The next stage is to find talented employees inside the company (CIPD, 2020).
There are a variety of approaches to do this, but it is usually focused on previous success and
future opportunities, with the goal of cultivating "talent pools" of people who can fill vital
market positions when they emerge (Kichuk, Brown and Ladkin, 2019; CIPD, 2020;

Savaneviciene and Vilciauskaite, 2017).

Development

Formal and structured learning interventions can be related to talent development (CIPD,
2020). Coaching and mentoring, as well as collaboration, are highly valued by employees in
talent management programs, especially the ability to meet and interact with senior

executives (CIPD, 2020; Bradford, Rutherford, and Friend, 2017).

Engagement

Professionals who have successful careers, some choice in how they function, feel a strong
connection to their position and the organization's goals, will not only be satisfied,

productive and more motivated within their role (Baum, 2019; CIPD, 2020).
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Retention

Employee turnover can be reduced, and talent growth can be improved by investing in
recruitment programs (CIPD, 2020; Adeoye and Hope, 2020). Rewarding and recognizing
employees will help them remain within the organization (CIPD, 2020; Dwesini, 2019). The
reward plan should have a diverse range of incentives, it could include things like bonuses,
recognizing a person's importance to the company, and honouring contributions to

performance (CIPD, 2020).

Deployment

Deployment refers to the most productive and optimal use of employees (CIPD, 2020). It
works well when combined with workforce readiness, long-term commitment in training and
growth, and a flexible mobility approach (CIPD, 2020; Baharin and Wan Hanafi, 2018).
Organizations must understand their talent gaps in order to prepare the necessary preparation
and allocate recognized talent through work placements, skill development
opportunities/training, enhanced credentials, project leadership, and traineeships to help

advancement and development (Bradford, Rutherford, and Friend, 2017; CIPD, 2020).

This study aims to analyse the impact talent management strategies within the Irish
hospitality industry have on their current employees and measure the engagement with the

current strategies in place.

2.4 Inclusive vs Exclusive Talent Management

Despite the complexity of defining talent management, Savaneviciene and Vilciauskaite
(2017) have identified two common approaches organizations take: inclusive or exclusive.
Inclusive talent management implies anyone within the organization is considered talented
(Savaneviciene and Vilciauskaite, 2017) but employees can have varying levels of ability
(Lukasiewicz, 2018). An inclusive strategy encourages all employees to achieve their full
potential which benefits both the employee and employer (Golubovskaya et al, 2019).
Whereas exclusive talent management implies only certain employees are considered talented
(Savaneviciene and Vilciauskaite, 2017). Talented workers are seen as a scarce source of
resources that must be competed over in the job market (Lukasiewicz, 2018). When deciding
who is talented, exclusive talent acquisition raises ethical and logistical questions (Swailes,
2020). Exclusive talent acquisition is based on individual perceptions of employees pervious,
current, and potential value to an organization (Swailes, 2020). Highly skilled workers are

hard to come by because their attitudes are consistent with the company's strategic vison
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(Marinakou and Giousmpasoglou, 2019). Companies must define talent and understand who
their most talented workers are (Marinakou and Giousmpasoglou, 2019). The major critique
of an exclusive strategy is that success is dependent on management’s expectations and
opinions rather than evaluation metrics (Marinakou and Giousmpasoglou, 2019). Kichuk et al
(2019) states there is a significant gap of research which allows employees who aren't in the

talent pool to have a voice.

If talent is exclusive, talent management strategies should concentrate on identifying and
evaluating talent (Shulga and Busser, 2019). Whereas If talent is inclusive, talent

management should prioritize preparation, training, and growth (Shulga and Busser, 2019).

Festing, Kornau and Schéfer (2015) raised the concern that an exclusive approach to talent
management may put females at a disadvantage. Studies regarding the gender gap of career
progression are not a new concept, Brownell (1994) states at the executive level, the
hospitality sector is notorious for gender inequality. This gender gap is still persistent to this
day (Calinaud, Kokkranikal and Gebbels, 2020). People of both sexes of comparable
academic qualifications and success have different work-related perceptions, according to

Zhong and Couch (2007).

Organizations are under pressure to incorporate diversity and inclusion into the selection

of talent because of the diversity of their employees in relation to age, gender, ethnicity, and
community (Marinakou and Giousmpasoglou, 2019). Not only does talent management
impact the organizational performance, but it also has positive implications on the corporate

social responsibility strategy (Govaerts et al., 2011).

A report by the CIPD (2020) introduced a third approach organizations may take: a blended
approach. A blended approach is a combination of both approaches (CIPD, 2020;
Dhanabhakyam, and Kokilambal, 2014).

Smaller hotel chains tend to use an informal talent development approach, which tends to
result in disorganized learning and development for employees. Exclusive talent management
can exclude employees from development opportunities which creates a negative attitude

towards the organization (Savaneviciene and Vilciauskaite, 2017).

Based on the above, a key area to be investigated in the primary research is to determine
which approach is most popular within the Irish hospitality industry towards lower-level

employees in order to answer the research question. In addition, the primary research will
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identify whether Irish hospitality employees feel there is a gender gap within their talent

selection process.

2.5  Talent Strategies

Talent development strategies within the hospitality industry attract talent employees to the
organization during the recruitment process, and nurture existing employees (Mishra et al.,
2019). Many hospitality organizations fear their rivals poaching their talented employees
(Mishra et al., 2019). Retention levels increase within an organization who engages in talent
development and career progression activities (Scott and Revis, 2008). The aims of talent
development are to develop a talent pool within the organization (Lukasiewicz, 2018). The
talent management strategy should align with the business strategy to gain a competitive
advantage (Lukasiewicz, 2018; Kirk, 2021). Managers who can recognise and

develop "talents" successfully is the driver of their company's success (Balcerzyk and

Materac, 2019).

Talent management is a widely researched area; however, researchers note a discrepancy
between the theory of talent management learned by academics and the style of talent
management employed by businesses (Pandita and Ray, 2018). In addition, Pandita and Ray
(2018) notes the recent talent management research has generally ignored employee

perceptions and viewpoints, instead addressing the issue from the perspective of the business.

Pandita and Ray (2018) identified the most effective talent management strategies
incorporated by organizations. Firstly, individuals are provided opportunities for change and
incentive to continue performing by measuring performance, which includes a method of
both constructive and derogatory reinforcement, as well as acknowledgment when
appropriate (Pandita and Ray, 2018). Successful talent retention also includes the use of
reward schemes (Pandita and Ray, 2018). Training programmes ensure workers can perform
their role and reskilling them as needed, providing necessary competencies, and preparing
them for career advancements (Pandita and Ray, 2018). In addition, maintaining a career
strategy and training help companies monitor workers' interests, motivation, and efficiency,
allowing them to reflect on workers and make them feel valued while still having a positive

impact on the organization’s retention strategy (Pandita and Ray, 2018).

According to Kichuk et al (2019), the first issue the hospitality industry face is attracting,
developing, and retaining qualified employees. These challenges have long been recognized

as the most significant threats facing the hotel sector (Kichuk et al, 2019). Secondly, the
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industry struggles with the high rate of employee attrition (Frye et al., 2020; Kichuk et al,
2019). Employees are motivated and productivity is increased by investing in high-
performance job activities such as preparation, motivation, incentives, strategic staffing, and

coordination (Kichuk et al, 2019).

The aim of this dissertation is to focus solely on the Irish hospitality industry, to discover
how current talent management strategy impacts their retention rates. Based on the above a
key area to be investigated in the primary research is to distinguish which talent strategy
techniques are used within the Irish hospitality industry to measure their impact on

employee’s intent to remain within the organization.

2.6 Talent management within the hospitality industry

Since a hospitality workforce has been recognized as a means for companies to achieve and
retain a competitive edge, talent is seen as a competitive asset for their productivity and
profitability (Marinakou and Giousmpasoglou, 2019). It has been shown talent management
has positive effects on employee’s retention rates within the hospitality industry (Dwesini,
2019; Scott and Revis, 2008). Organizations use talent management as a tool to generate a
talent pool of employees who are available and ready for upcoming positions (Williams,
2000; Shulga and Busser, 2019). Mentoring and coaching are common strategies used within

the hospitality industry (Ivana and Chiripuci, 2020) to upskill current employees.

When correctly configured, human resource management strategies have a favourable impact
on workers' views of the quality of their employment, and helps to reduce turnover (Park and
Min, 2020). Talent management strategies may reduce turnover intentions within the
workplace as employees can gain new expertise and talents that can be transferred to

potential jobs (Tews et al, 2020).

Scott and Revis, (2008) claim for a talent strategy to succeed within the hospitality industry,
it must entail an agreed-upon concept of creativity and talent acquisition for the organization,
a common language for talent acquisition in the hospitality industry, a constructive, formal
process to talent acquisition is needed, reinforcement from others at the top of the corporate
ladder and staff members should be involved from the start. In addition, the strategy is being
used to improve the reputation of the organization and to enhance the employer brand and
operations must be developed in conjunction with other human resource procedures and

practices (Scott and Revis, 2008).
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Govaerts ef al. (2011) noted that typically organizations approach talent development in two
ways. Firstly, is a conservative approach that emphasizes what is missing, incorrect, or does
not work well in an organization (Govaerts et al., 2011). The appreciative approach is the
second method. The emphasis of this strategy is on identifying and improving existing
methods rather than looking for a solution and fixing the flaw (Govaerts et al., 2011). Itis a
very person-centred method in which the planning process is guided by interests and goals

(Govaerts et al., 2011).

According to Shulga and Busser, (2019) the hospitality industry's complex nature offers
multiple talent management obstacles. Firstly, due to the diversity of corporate forms, ages,
ownership, and regional distribution, there is a lack of consistency, and, as a result, a
fractured approach to talent management is seen (Shulga and Busser, 2019). Secondly, within
the same organisation, upper and lower management places different demands on talented
employees and finally, while skilled people may be devoted to the hospitality sector, they are
not always devoted to the organization (Shulga and Busser, 2019). Happy employees could
resign to pursue another opportunity elsewhere, which negatively impacts turnover levels

(Shulga and Busser, 2019).

The aim of this research is to focus solely on the talent management processes within the
Irish hospitality industry, and their influence on retention. Primary research will focus on
employees’ attitudes towards the progression opportunities available to them within their

employment.

2.7  Retention

Employee retention is the process of reducing turnover levels within an organization (Adeoye
and Hope, 2020). Employee retention is critical for a company's stability, development, and
profitability (Sepahvand and Khodashahri, 2021; Walsh and Taylor, 2007). Sepahvand and
Khodashahri (2021, p.3) defined employee retention as “a process whereby an organization is
able to retain its potential employees in order to remain loyal to the organization with a
longer period of time”. Organizations who suffer from high turnover levels suffer from high
turnover costs during the recruitment stage (Ivana and Chiripuci, 2020; Kundu and Lata,
2017). The key to a competitive advantage is not only attracting successful workers, but also
retaining them (Hana and Lucie, 2015). To effectively retain and attract talented employees a

talent development strategy should be in place (Ivana and Chiripuci, 2020).
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Govaerts et al (2011) states employees would be less likely to quit if they believe they are
evolving and improving. Whereas, if employees understand that they can no longer
develop in an organisation they resign and pursue employment elsewhere (Hana and Lucie,

2015).

In addition to standard compensation and perks, employers should weigh the following
factors to improve employee satisfaction (CIPD, 2021). At the recruiting point, give potential
workers a practical work trial to ensure they suit the role, maximize chances for workers to
enhance talents and professions (CIPD, 2021). Additionally, respect employees need for time
off when possible, and handle workers equally and with respect (CIPD, 2021).

Kundu and Lata (2017) claim employees may be maintained in an enterprise by three main
influences: compensation, appreciation, and gratitude, which are largely related to greater
performance, reduced turnover, a pleasant work atmosphere, and increased incomes.
Employees who gain support and learning opportunities are more likely to stay with the
business, according to a review of previous research (Kundu and Lata, 2017; Shulga and

Busser, 2019; Ivana and Chiripuci, 2020; Govaerts, Kyndt, Dochy, and Baert, 2011).

2.8  Retention within the hospitality industry

Employee retention applies to the strategies and procedures that businesses use to keep
valuable workers from departing their employment (Baharin and Wan Hanafi, 2018).
Dwesini (2019) claims to execute a successful retention policy, it is important to first
recognize the causes of high labour turnover. While every company is unique, Dwesini
(2019) found the most persistent causes of high turnover rates in the hospitality industry are
insufficient job commitment, weak labour conditions, and heavy workloads. Baum (2019)
claims staff members see their work as consisting of completing a finite set of recurring tasks
repeatedly, while management see the profession as something more rewarding. Employees
perceive their wages to be low, with little chances for advancement, little work commitment,
weak labour rights, and hectic schedules (Dwesini, 2019). In addition, Kuria, Wanderi and
Ondigi, (2012) added poor treatment by management influenced employee’s intent to leave.
Supervisors tend to switch from one hospitality company to the next in order to further their
profession (Walsh and Taylor, 2007). It has been discovered that investing in employee
growth and job advancement is one of the most important variables in workforce
productivity, and organisations that improve the capabilities of their current employees have

lower staff turnover (Dwesini, 2019). The long-term consumer relationships that
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organizations develop when front-line workers are retained are a huge competitive advantage
(Pandita and Ray, 2018). To retain lower-level employees, management must implement
strategies to excite them, ensuring they remain engaged with the work (Baum, 2019). As
stated by Younies and Al-Tawil (2020), when it comes to developing an atmosphere that
encourages customer-focused action, human resource practices are crucial. Employees are
more pleased with their work and inspired to complete their responsibilities because they

understand what is required of them (Younies and Al-Tawil, 2020).

Based on the above, a crucial area to be examined in primary research is determining
employees reasoning for remaining in employment within the Irish hospitality industry and

identifying the retention strategies which have a positive impact on employees.

2.9  Millennials attitudes towards talent development

Chacko et al (2012) states organizations take on the challenge of appealing among all four
generations of employees and building a working atmosphere that satisfies all workers'
demands and desires. Organizations must predict the behaviours, preferences, values, and
abilities of future generations, according to Chacko, Williams and Schaffer (2012) as they
account for the majority of new employees. In the hospitality industry, compensation and
appreciation strategies are widely used, and they have been shown to improve employee
morale and retention (Younies and Al-Tawil, 2020). Employee of the month programs,
encouragement in seminars, wage raises, progression opportunities and educational assistance

are typical examples of these strategies (Younies and Al-Tawil, 2020).

Millennials occupy most of the work force; hospitality industries must focus on retention
strategies specific to millennials (Frye et al., 2020). As opposed to other groups, retaining
the millennial population is more daunting due to their tendency to shift occupations and
workplaces more often than the ageing population with a unique type of preferences (Pandita
and Ray, 2018). Millennials are known as a “disloyal generation” and to gain competitive
advantage, retention strategies must be prioritized (Mayangdarastri and Khusna, 2020, p.44).
Millennials are unable to make a strong commitment to an organisation, have no lengthy

allegiance to their boss, and constantly move jobs (Chacko et al, 2012).

Mayangdarastri and Khusna (2020) surveyed millennials attitudes and opinions towards
employment, ninety-one present of millennials prioritise career progression opportunities

within an organization over other benefits, this aligns with Williams (2020) research which
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discovered extrinsic incentives are valuable to millennials, but they choose encouragement,

gratitude, growth, and versatility over income.

Previous research also suggests that pay alone is not enough to retain employees, and
millennials within the hospitality prioritize training and development, recognition, work life
balance, organization culture and corporate social responsibility (Frye et al., 2020; Shulga
and Busser, 2019). Millennials are persuasive, self-assured, and optimistic; they prioritize
workplace education and development; they seek productive work; and they pursue personal
satisfaction in their careers (Manuti, Curci and Van der Heijden, 2018). Millennials have a
strong sense of urgency, respond well to new team members, environments, and conditions,

and thrive in climates that are constantly changing (Manuti et al, 2018).

There are few studies conducted on millennials within hospitality industries, previous studies

focused on older generations (Marinakou and Giousmpasoglou, 2019).

Based on the above, a critical field to be investigated in primary research is identifying
whether millennials constitute most of the workforce within the Irish hospitality industry in
order to determine whether their attitudes correspond with the research presented above.
They will be compared with order generations attitudes to distinguish the similar and

corresponding attitudes and values.

2.10 High turnover within the hospitality industry

The hospitality industry faces the highest turnover levels, which has negative implications on
financial performance and employee motivation (Frye et al., 2020; Rasheed, Okumus, Weng,
Hameed and Nawaz, 2020; Park and Min, 2020; Marinakou and Giousmpasoglou, 2019).
Many academics have researched the reasons for high turnover rates within the hospitality
industry, but the same findings continue to emerge. Hospitality jobs have long been
stereotyped as under paid, casual, tedious, exhausting, having irregular working hours, and
becoming mentally exhausting (Goh and Lee, 2018; Rasheed et al, 2020; Shulga and Busser,
2019). A high proportion of workers within the hospitality industry are students
(Golubovskaya et al, 2019), and students tend to be less committed to their employees and
merely see it as a part time job during their studies (Frye et al., 2020). Students mostly work
in the hospitality industry to augment their income or obtain expertise (Tews, Hoefnagels,
Jolly and Stafford, 2020). As a result, a high level of turnover is unavoidable (Tews et al,
2020). Walsh and Taylor (2007) found post higher education; many employees left the

hospitality industry entirely due to the lack of career progression opportunities. Given the
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lack of professional development and advancement prospects, hotels do not do enough to
retain hospitality workers and they are also used as cheap labour in the field, it is one of the
lowest paying industries (Goh and Lee, 2018). Employees who think they can quickly find
new jobs can respond directly to their needs and preferences of difficult working conditions,

as well as the behaviours that result, leading to higher turnover rates (Park and Min, 2020).

Employers face a multitude of problems as a result of high turnover, including decreased
quality of service, performance reductions, low employee relationships, and rising hiring and

training expenses (Tews et al, 2020).

Important circumstances in people's lives, both within and outside the organization, will
trigger a major turning point in their lives, causing them to rethink their job condition and, as
a result, fuel turnover (Tews, Stafford, and Michel, 2014). The Covid-19 pandemic had a
detrimental impact on the hospitality and tourism industry, forcing many employees out of
work (Demirovi¢ Bajrami, Terzi¢, Petrovi¢, Radovanovié, Tretiakova and Hadoud, 2021;
Baum, Mooney, Robinson and Solnet, 2020). Within Ireland, one hundred and forty thousand
employees were laid off, with one hundred and twenty thousand of them from the hospitality
industry (Baum et al, 2020). The worldwide anxiety triggered by the danger of the infection
transmitting was followed by the implementation of stringent precautions, causing stress and

discontent, particularly within hospitality employees (Demirovi¢ Bajrami et al, 2021).

Job uncertainty was identified one of the most difficult times in any employee's career
(Demirovi¢ Bajrami et al, 2021). Workers viewed turnover as one of the most productive
ways to cope with the uncertainty of not understanding if they will return in their workplace,
job anxiety increased and stimulated the growth of intention to leave and pursue different

career paths (Demirovi¢ Bajrami et al, 2021).

As indicated above, the reasons for turnover within the hospitality are reoccurring. The CIPD
(2021) claim that “by understanding the reasons behind staff turnover, employers can devise

initiatives that reduce turnover and increase employee retention”.

For this research, it is essential to identify the reasons the Irish hospitality industry face high
turnover levels, and to identify whether current talent management strategy is efficient and to
identify if employees view their employment as a long-term career path or merely a
temporary source of income. Finally, another promising line of research would be to analyse
the impact of Covid-19 on current employees’ perceptions of their employment within the

Irish hospitality industry to ascertain if it impacted on retention rates.
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2.11 Conclusion

The objective of this chapter is to provide an overview of the research on the topic of talent
management and retention, to provide the reader with a background on talent management
and retention in the hospitality industry, in terms of addressing the dissertation's goal of

establishing the relationship between talent management and retention.

This literature review has identified the major role talent development plays within the
hospitality industry and highlights the impact talent development has on the retention of
hospitality employees. In summary, this paper argued that talent management has a positive

effect on employees within the hospitality sector and increases retention rates for employees.

In addition, establishing what retention strategies can be used to effectively to retain

hospitality employees post covid-19 might prove an important area for future research.
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Chapter 3: Methodology

3.1  Introduction

The purpose of this chapter is to identify and outline the methods used in relation to the
research provided in this dissertation. This chapter will also identify the objectives and the
research framework, research philosophy, research methodology approach, data collection
approach and data collection methods and the sampling strategy used. Finally, the limitations

and ethical considerations of the research will be examined.

3.2 Research Aim
Below are the research questions this study aims to answer.
RQ1: Is there a correlation between employee retention and talent development

opportunities within the Irish hospitality industry?

RQ2: Does an organizations talent development strategy impact organizational

culture?

RQ3: Which talent management approach is most commonly used the Irish
hospitality industry

RQ4: The effects of talent development on employee engagement and employee

wellbeing within the hospitality sector.

3.3 Research Framework
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Saunders et al (2019) created the diagram which can be seen above, which is described as
“The Research Onion’. The objective of the research onion is to describe the steps that an
investigator must go through to conduct good research (Saunders et al, 2019). The layers
consist of research philosophies, approaches, research strategies, methodology choices, time
horizon and techniques and procedures for analysing data (Saunders et al, 2019). Each layer

will be discussed within this chapter.

3.4  Research Philosophy

Crossan (2003) highlighted the importance of research philosophies, his findings are
highlighted below. To begin with, research philosophes may assist a researcher in refining
and specifying the research techniques to be employed in a study, as well as clarifying the
overarching research plan (Crossan, 2003). This would cover the sort of evidence obtained
and where it came from, how it was assessed, and how it contributed to answering the study
objectives (Crossan, 2003). Furthermore, understanding research philosophy will assist and
support the researcher in evaluating alternative techniques and procedures and avoiding
unneeded usage and time by highlighting the constraints of certain methodologies early on
(Crossan, 2003). Lastly, it may enable the researcher to be more imaginative in selecting or

adapting procedures that were previously unfamiliar to them (Crossan, 2003).

Saunders, Lewis, and Thornhill (2019, p 130) define research philosophy as “a system of
beliefs and assumptions about the development of knowledge”. In addition, Partington (2002)
notes that in all domains of intellectual endeavour, philosophy is essentially concerned with
establishing, controlling, and developing the processes of knowledge generation. Positivism,

post positivism and interpretation will be discussed below.

Positivism is a practical researcher's theoretical position that requires dealing with
individual’s interaction to develop law-like generalizations (Saunders et al, 2019). A
positivist approach sees an organization or other associated social activities as real, like how
physical objects and natural occurrences are regarded (Alharahshehl and Pius, 2020). The
researcher's goal would be to discover causal links among the data collected in order to
improve the construction of law-life generalizations similar to those established by scientists
(Alharahshehl and Pius, 2020). Additionally, to confirm and clarify the investigated
behaviour or occurrence inside organizations, the researcher would use and incorporate

essential universal norms and regulations (Alharahshehl and Pius, 2020).
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Post positivism underlines the value of language and social structures in challenging
conventional mindsets and giving voice to marginalized perspectives (Saunders et al, 2019).
Researchers that study postmodernism attempt to uncover and criticize the power dynamics
that keep hegemonic beliefs in place (Saunders et al, 2019). Creswell (2014) claims
postpositivist believe in determinism, which holds that causes influence repercussions or
outcomes. As a result, the challenges examined by postpositivist mirror the necessity to
identify and evaluate the reasons that impact consequences, such as those discovered in

research (Creswell, 2014).

Individuals, according to interpretivism, are distinct from intangible objects in that they make
connections and acquire knowledge (Saunders et al, 2019). Interpretivist studies aims to
develop fresh, more nuanced conceptions and perceptions of social realities and settings
(Saunders et al, 2019). This includes viewing organizations from the views of many groups of
individuals for conducting business research (Saunders et al, 2019). Interpretivism is much
more interested with in-depth elements and elements connected to a context, and it views
humans as distinct from physical phenomena in that they generate greater depth in
interpretations, based on the idea that individuals cannot be studied in the same way that
physical phenomena can (Alharahshehl and Pius, 2020). As a result, investigations in the
social sciences must be distinguished from studies in the natural science s (Alharahshehl and
Pius, 2020). Interpretivism considers variances in cultures, situations, and eras that contribute

to the formation of various social realities (Alharahshehl and Pius, 2020).

The primary distinction is that although positivism is more commonly employed in natural
sciences, interpretivism is more commonly utilized in social and behavioural sciences
(Creswell, 2014). Holden and Lynch (2004, p.397) state a researcher must establish many
basic assumptions about two dimensions to develop a philosophical perspective: "the nature

of society and the nature of science".

For this research it was decided that the most appropriate approach would be the
interpretivism approach as Saunders et al (2019) stated that individuals are unique from
intangible things in that they establish connections and acquire knowledge. This study
focuses on employees’ perceptions on talent management strategies and retention within the
Irish hospitality industry. As a result, the interpretivism philosophy will allow for appropriate
data collection to address the fundamental concerns about the variables (Alharahshehl and

Pius, 2020).
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3.5 Research Methodology Approach

Deductive vs Inductive

Deductive research is the process of going from the general to the specific, such as
beginning with a theory, using it to formulate predictions, examine those opinions, and
modifying the concept (Woiceshyn, and Daellenbach, 2018). Inductive research, in
comparison, entails moving from the specific to the broad, such as when making factual
discoveries about a particular topic and developing hypotheses and ideas based upon those

(Woiceshyn, and Daellenbach, 2018).

This dissertation takes a deductive approach as many academics such as Adeoye and Hope
(2020), Dwesini (2019), and Scott and Revis (2008) have discovered that talent management
can have a positive impact on retention rates, however this research is specific to the Irish

hospitality industry, which will add to the existing literature.
There are three types of research methods which will be discussed below.
Exploratory Research

An exploratory study is a useful tool for discovering what is going on and gaining insights
into a research topic by asking open - ended questions (Saunders et al, 2019). Saunders et al
(2019) states an exploratory research is very effective for elucidating your knowledge of the
topic, subject, or situation. Exploratory research may begin with a wide scope, then as the
study proceeds, the focus will tighten (Saunders et al, 2019). Exploratory research greatest

benefit is that it is responsive to change and versatile (Saunders et al, 2019).
Descriptive research

A descriptive study seeks to characterize systematically a scenario, issue, occurrence,
activity, or programme, or provides insight on, instance, a community's living circumstances,
or depicts views about a problem (Kumar, 2011). In addition, Saunders et al (2019) states the
goal of descriptive research is to provide a detailed portrait of incidents, people, or
circumstances (Saunders et al, 2019). Saunders et al (2009) states that within business
research, descriptive research plays an important role. It must, nevertheless, be regarded as a

merely as a means rather than a goal on its own.

Explanatory research
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Explanatory research is defined as study that establishes causality links between variables
(Saunders et al, 2019). Explanatory study seeks to explain why and how two features of a
circumstance or phenomena are related (Kumar, 2011). Studying a condition or an issue in
order to understand the interconnections amongst components is the end goal (Saunders et al,

2019).

This research project takes an explanatory research design to determine the impact talent

management strategies have on retention rates within the Irish hospitality industry.

3.6  Data Collection Approach
There are three approaches to data collection: qualitative, quantitative, and mixed methods

(Saunders et al, 2019; Creswell, 2014). Each approach will be discussed below.

Adams, Khan, and Raeside (2014, P.6) defines quantitative research as “research that is based
on the methodological principles of positivism and neo-positivism and adheres to the
standards of a strict research design developed prior to the actual research”. Quantitative
research is frequently connected with a deductive method, where data is gathered and

processed to test a hypothesis (Saunders et al, 2019).

Adams et al (2014, P.6) defines qualitative research as “methods of data collection and
analysis that are nonquantitative, aims towards the exploration of social relations and
describes reality as experienced by the respondents”. An inductive technique to theory
creation is utilized in many types of qualitative research to construct theory or establish a
larger conceptual viewpoint that currently exists (Saunders et al, 2019). To build a concept
and theory, qualitative research examines respondents' perceptions and their interactions
utilizing a range of data analysis methods and analytical approaches (Saunders et al, 2019;
Creswell, 2014). According to Creswell (2014), a qualitative method is appropriate when a
topic or phenomena must be examined and comprehended because limited research has been
conducted upon that or because it includes an underrepresented population. This method is
not suitable to this research as the topics of talent management and retention are widely
researched areas.

A mixed method approach is a subset of qualitative and quantitative research data collecting
procedures and analysis techniques are combined in the same study (Saunders et al, 2019).
Mixed methods use a pluralist perspective to their research technique (Creswell, 2014;
Saunders et al, 2019). A deductive, inductive, or abductive approach to theory creation can be

used (Saunders et al, 2019).
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This dissertation shall use a quantitative approach only. The reasons for this are that
quantitative research looks at the links between factors that are quantitatively evaluated and
examined with a variety of statistical and visual tools (Saunders et al, 2019). In addition,
quantitative research is most suited due to the deductive nature of the research (Saunders et

al, 2019).

3.7  Data Collection Methods
Data will be collected through questionnaires for this research project. Questionnaires have
the advantages of standardized and unrestricted replies out of a broad given population on a

variety of subjects (Cohen, Manion and Morrison, 2018).

Saunders et al (2019) states questionnaires are most appropriate for explanatory or descriptive
research. A deductive research technique is generally connected with a questionnaire strategy

(Saunders et al, 2019).

A survey design offers a quantitative representation of a sample’s trends, beliefs, and views,
or examines for correlations between variables in a population by analysing a sample of that
group (Creswell, 2014). Creswell (2014) states quantitative questionnaires assist in answering
three sorts of questions: informative questions, inquiries about variable correlations, and

questions about variable forecasting correlations across time.

Saunders et al (2019) claims surveys are successful at gathering uniform data from

multiple respondents at a cheap cost. According to Saunders et al (2019), questionnaires
allow researchers more control over the study process, and when probability sampling is
employed, results that are statistically generalizable may be generated at a cheaper cost than
gathering data from the entire population. Questionnaires have a few benefits over in

person interviews in that they provide participants with anonymity, are typically easier to
analyse and convert into statistical data and allow for larger sample and to boost participation
(Creswell, 2014). In addition, while conducting the literature review, many past researchers

used questionnaires as the data collection method for similar research projects.

Survey data will be collected and analysed. This research will be conducted online and
distributed to employees within the Irish hospitality industry via social media. This is the
most suited approach due to Covid-19. Online surveys are the most appropriate form of

research given the current climate.
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In order to design the questionnaire, the emerging issues which arose from the literature
review will be addressed. Closed questions specify the spectrum of replies from which the
applicant can select (Cohen et al, 2018). Open-ended questions will be used to gain a greater
understanding of the beliefs and experiences of employees within the Irish hospitality
industry (Walle, 2015). Structured, questionnaires are beneficial because they yield response
patterns that can be statistically treated and analysed (Cohen et al, 2018). Multiple choice
questions will be used to gain insight into employee’s perceptions of their current
employment. Cohen et al (2018) objects to the usage of 'other' because it may offend the
responder, implying that the scholar has not undertaken enough preliminary work in
determining the possible classes of reactions. However, Kumar (2011) believes including
‘other’ provides the participant an opportunity to provide insight the researcher may not

consider.

The questionnaire will be structured in three sections. The first section has five questions that
are used to determine the demographics of the participants. These include age, sex, job title,

education level and length of employment.

The second section aims to measure employee’s satisfaction levels within their current role to
measure retention levels. Firstly, employees will be asked to measure their satisfaction level
on a scale. Employees will be asked which factors encourage them to remain within your
current employment and what aspects of their employment are most challenging. This will
allow for a comparison between the literature on retention within the hospitality industry and
employees perspectives within the Irish hospitality industry. According to Dwesini (2019),
the most consistent causes of high turnover rates in the hotel sector include a lack of job

commitment, poor working conditions, and severe workloads.

Section three will measure employees’ perceptions on the current talent management strategy
which is in place within their organisation. The first question asks whether employees intend
to remain within the hospitality industry, as it was discovered within the literature review that
many employees merely view their employment as a part time or temporary job (Frye et al.,

2020).

In order to discover the talent management approach, which is widely used within the Irish
hospitality industry, participants are asked whether they are made aware of upcoming

promotional opportunities, and whether they think they are fairly distributed.
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Creswell (2014) states conducting a pilot test is necessary to determine the validity of a
questionnaire, to offer an early assessment of the coherence of the questions, and to enhance
question, structure, and directions. A pilot study was conducted with a small number of
participants before the survey was issued to respondents to ensure the survey is appropriate, if
participants understand the questions/instructions and gather the pilot study participants
experience after participating (Dzwigol, 2020). A pilot study will identify unseen issues to

the researcher, to enable for critical evaluation to occur and allow time to resolve any issues
(Adams et al, 2014). Pilot testing all study materials also enables us to determine how long

the questionnaire will take to complete (Creswell, 2014).

By conducting the pilot test, two issues were raised. Firstly, one issue relating to the consent
from was raised, and secondly the estimated completion time was changed from ten minutes

to five minutes. Both issues were corrected, and the questionnaire was dispatched.

3.8  Sample Selection

According to Saunders et al (2019), by evaluating just data from a subset instead of all the
potential cases or aspects, sampling methods allow researchers to limit the quantity of data
that must be collected to answer the research question(s). Due to the large volume of
employees within the Irish hospitality industry, sampling techniques will be used. There are
two common sampling strategies: probability and non-probability sampling which will be

discussed below.

The possibility, or likelihood, of each instance being picked from the intended population is
known with probability samples, and it is basically equivalent for all situations (Saunders et
al, 2019; Dawson, 2009), each person in the population has an equitable probability of getting
chosen (Edmonds and Kennedy, 2017). This means that you can answer research questions
and meet objectives that involve statistical estimation of the intended population's attributes

from the sample (Saunders et al, 2019; Edmonds and Kennedy, 2017).

Since the likelihood of each instance being chosen from the target population is unknown in
non-probability samples, it is difficult to answer research questions or meet objectives that

require statistical judgments about the given set of data (Saunders et al, 2019). You may still
be able to generalize about the target population using non-probability samples (Saunders et

al, 2019; Dawson, 2009).

For this research a probability sample will be used. The sample will be focused on all Irish

hospitality members as Saunders et al (2019) stated researchers may answer research
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questions and achieve objectives involving statistical estimate of the properties of the target

population from the sample.

Saunders et al (2019) states the greater your sample size, the less likely you are to make a

mistake when generalizing to the target population. The sample size for this study is 150

participants.

3.9  Data Presentation and Analysis

Excel, SAS and SPSS are commonly used to analyse raw quantitative data (Saunders et al,

2019). Having considered other methods, SPSS software was selected as the most appropriate

for this research project. SPSS software is a free software available to National College of

Ireland students and transforms raw data in a quick manner. “The data obtained was

displayed using SPSS, which is commonly utilized by business students (Bryman & Bell,

2011). In addition, SPSS is also appropriate for projects of various sizes and degree of detail

(IBM, 2021).

3.10 Ethical Considerations

Saunders et al (2019) claims as you create and organize your study, seek access to

organizations and persons, collect, analyse, manage, and report your findings, ethical

considerations will arise. Ethics refers to the rules of behaviour that regulate your behaviour

in respect to the rights of individuals who become the topic of your research or are impacted

by it in the field of science (Saunders et al, 2019). The ethical considerations for this

dissertation will be discussed below.

Access to an organization

According to Saunders et al (2019) you are more inclined to get
admission if you can leverage existing relationships within an
organization. Personal relations will be used during the distribution of

the questionnaire to reach the desired sample.

Confidentiality of participants

Participants should remain anonymous, and the information they
supply must be treated in such a way that it cannot be traced back to
them (Saunders et al, 2019). Unauthorized identification may cause
harm. When secrecy and anonymity are guaranteed, data accuracy is

likely to improve (Saunders et al, 2019). The surveys will be
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anonymous and confidential due to the collection of sensitive

information regarding employees’ workplaces.

Informed consent of participants

“The principle of informed consent involves researchers providing
sufficient information and assurances about taking part to allow
individuals to understand the implications of participation and to reach
a fully informed, considered and freely given decision about whether
or not to do so, without the exercise of any pressure or coercion”
(Saunders et al, 2019, P. 258). Participants will be provided with a
consent form which provides information regarding the nature and
purpose of the study (Kumar, 2011). In addition, participants may
withdraw their consents at any time during the questionnaire and their
information will not be processed. The research did not include any
members of the vulnerable category as subjects.

As the survey will be online, participants must consent to these

requirements before participating.

Responsibilities in reporting and

analysing data

When assessing and documenting information, agreements concerning
security and confidentiality must be respected (Saunders et al, 2019;
Kumar, 2011). Primary data should not be fabricated or manipulated,
and outcomes should not be manipulated. Regardless of if the findings
contradict predicted results, they should be presented completely and

properly (Saunders et al, 2019).

Data Security

Before participants reveal any data, they will be informed on the data
security procedures in place. The data will be stored securely on a USB

stick and secured for a period of six months.

3.11 Limitations

The Covid-19 worldwide pandemic impacted the industry in question. Due to the hospitality

industry facing closure for almost one year, it grew difficult to find participants for the

research. In addition, the pandemic had negative implications for turnover levels within the
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industry, so many employees were not employed within the hospitality industry for a long

period of time which may impact the results and findings.

3.12  Conclusion

To conclude, this dissertation will take an interpretivism approach. In addition, this study
project employs an explanatory research methodology to ascertain the influence of talent
management practices on retention rates. This dissertation will use a quantitative approach
since quantitative research examines the relationships between elements that are
quantitatively analysed and studied using a range of statistical and visual tools.
Questionnaires will be utilized to collect the data from the sample. As the sample is the Irish
hospitality industry, a probability sample will be used. SPSS was decided upon to analyse the
questionnaires. The ethical considerations were considered to avoid coercion or an unethical

research project.
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Chapter 4: Analysis and Findings

4.1  Introduction

The purpose of this chapter is to exhibit the research methodology's findings and to gather visual
proof of what the study reveals. As previously stated, the research for this dissertation was conducted
using a quantitative questionnaire to obtain primary data. The primary goal of this research was to

explore key questions linked to the study objectives which were identified in the literature review.

42  Sex
Figure 1:
Cumulative
Fraguency Percent  Walid Percent Percent
Valid  Female 75 453 453 453

Male 75 453 453 498.7
Man-hin 2 1.3 1.3 100.0
Total 152 100.0 100.0

Figure 2:

Gender
W Female
M Vale
M Non-binary

The graph above indicates 49.3% of participants identify as female, 49.3% of participants identify as
male, and 1.3% identify as non-binary. This indicates there is an equal number of participants to

represent each gender to gain an adequate representation of the sample.

43 Age
Figure 3:
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Cumulative

Fraguency Percent Walid Percent Percent
Valid  16-18 20 13.2 132 13.2
20-24 45 286 296 428
25-29 20 13.2 13.2 554
30-34 13 8.6 8.6 64.5
35-39 14 9.2 9.2 TaT
40-49 11 7.2 7.2 a0.4
50+ 24 181 1491 100.0
Total 152 100.0 100.0
Figure 4:
Age
30
207
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o
16-19 20-24 30-34

The graph above depicts the age range of the participants. The participants are between the ages of 16
and 50. Twenty individuals are 16-19 years old, while 45 persons choose 20-24 years old, accounting
for 29.6% of all participants. 13.2% of participants are between the ages of 25 and 29, 8.6% are
between the ages of 30-34, and 9.2% are between the ages of 35 and 39. The age range 40-49
accounts for 7.2 percent of responses, while the age group 50+ accounts for 19.1 percent. As
discussed within the literature review, Frye et al (2020) stated millennials make up the majority of the

hospitality labour force, as a result, this data is reflective of what is obtainable in Ireland's hospitality

industry.

4.4  Education Level

Figure 5:

Age
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Education_level

Cumulative
Frequency Percent  Valid Percent Percent

Valid  Degree 61 401 401 401
Gcse 1 7 Ni 40.8
Leaving Cert 49 32.2 322 730
Masters 17 11.2 11.2 842
PLC 23 151 151 983
Secondary school 1 T Ni 100.0
certificate
Total 152 100.0 100.0

Figure 6:

Education level of participants

60

40

Count

20

Deqgree Gese Leaving Cert Wasters PLC Secondary
school
cerificate
The bar chart above depicted the degree of education of the participants. 61 respondents obtain a
degree, 51 respondents completed the Leaving Certificate/GCSE, and 17 participants obtain a

master’s degree.

4.5 Satisfaction Levels

Figure 7:
Level_of_satisfaction
Cumulative
Frequency Percent  Valid Percent Percent
Walid 1 T T T
Wery low ] 549 59 6.5
Low 24 168.7 167 222
Meutral 49 32.0 320 542
High 51 333 333 B7 6
Wery high 19 12.4 12.4 100.0
Total 153 100.0 100.0
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Figure 8:

60
s0
40
30

20

Very low Low Meutral High Very high

Level_of_satisfaction

The graph above measured participants satisfaction levels within their current position in the
hospitality industry. By using central tendency measurements, the average resulted in 3.309, which
indicates the average respondent is neither highly nor lowly satisfied within their current employment
status. This question was significant to the research in order to measure employee’s wellbeing and

satisfaction levels within the Irish hospitality industry.

4.6  How likely are you to accept another job with the same salary if someone

offered you?

Figure 9:

How likely are you to accept another job with the same salary if
someohe offered you

Cumulative

Frequency Percent Yalid Fercent Fercent
Yalid  Wery unlikely 22 14.5 14.5 14.5
Linlikely 32 211 211 35.5
Meutral 24 15.8 16.8 51.3
Likely 47 3049 309 g2.2
Wery likely 27 17.8 17.8 100.0
Tatal 162 100.0 100.0

Figure 10:
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How likely are you to accept another job with the same salary if someone offered you

The bar chart above provided an overview of respondent’s responses to whether they would accept
another job with the same salary. This aims to measure employee’s loyalty within their current
position within the hospitality industry. The mean for the above chart is 3.164 which indicates

respondents are likely to accept another job with the same pay.

4.7  Which factors encourage you to remain within your current employment

Figure 11:
Which factors encourage you to remain within
your current employment
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The chart above illustrates why respondents are encouraged to remain within the hospitality industry.
Colleagues was chosen 92 times, which indicates this is the most influential reason the sample remain
within the hospitality industry. Rewarding job was selected 65 times, followed by pay at 62. Notable,
career progression opportunities were selected 52 times, which insinuates employees intend to remain
within the industry. Location, easy to get time off/flexibility and to pay for college were also selected,

but at a significantly lower rate.
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4.8  What aspects of your employment are most challenging?

Figure 12:
What aspects of your employment are most
challenging
100
90
80
70
60
50
40
30
20
10
0
Work life  Unsociable Lack of career Stress Rate of pay Other
balance  working hours progression obligations
opportunities

Respondents identified which aspects of their employment within the hospitality industry they found
most challenging. Unsociable working hours ranked the most challenging (92), followed by work life
balance (75) and stress (73). In addition, respondents find the rate of pay (62) and other obligations
(46) such as keeping up with school/college work or family time challenging. It is important to note,
86 respondents found the lack of career progression a challenge, whereas in the previous graph, 52
respondents stated career progression opportunities encouraged them to remain within the hospitality

industry.

4.9 Do you intend to remain within the hospitality industry?

Do you
intend to
remain
within the
hospitality
industry
M Mayhe

Mo
W ves

Figure 13:
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In order to get an accurate representation of retention levels, it is essential to determine which
participants intend to remain within the hospitality industry, and who merely see it as a steppingstone
within their career. The graph above indicates 51.3% of respondents don’t intend to remain within the

hospitality industry, 23% do, and 25.7% are currently unsure.

4.10 You are/were informed of upcoming management positions within your
organization?

Figure 14:

500

400

300

Frequency

200

100

0o

Strongly Agree MNeutral Disagree Strongly
agree disagree

You arelwere informed of upcoming management positions within your
organization?

The graph above illustrates whether employees are informed of upcoming management positions
within their organization to determine which talent management approach is most used the Irish
hospitality industry. The skewed bar chart indicates organizations are not communicating upcoming

positions or encouraging career progression.

4.11 Promotional opportunities are/were fair within your organization?

Figure 15:
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Count

Strongly agree Agree MNeutral Disagree Strongly disagree

Promotional opportunities arefwere fair within your organization?

In addition to measuring employee’s awareness to upcoming management positions, it is essential to
measure the fairness in promotional opportunities. The chart above illustrates respondents’ opinions
on whether they think promotional opportunities were distributed fairly within their organization. 30
respondents strongly disagree that promotional opportunities are fair, followed by 43 individuals who
disagree. 34 respondents are neutral, followed by 36 respondents who agree. 9 respondents strongly

agree promotional opportunities are fair within their organization.

4.12  Organizational performance would increase by observing individuals' abilities
and directing them on how to develop

Figure 16:

Count

Strongly agree Agree MNeutral Disagree Strongly disagree

Organizational performance would increase by observing individuals' abilities and directing them on
how to develop

4.13  You receive recognition for hard work

Figure 17:
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You receive recognition for hard work

When asked if participants receive acknowledgment for hard work within their position, respondents
answered on a Likert scale, as shown in the frequency table above. Significantly more respondents

disagree with earning praise for hard work within their position, as seen by the skewed responses.

4.14 You feel encouraged to progress within your career

Figure 18:

40

30

Count

20

Strongly agree Agree Neutral Disagree Strongly disagree

You feel encouraged to progress within your career

The chart above illustrates respondents’ opinions of if they are encouraged to progress within their
career. 25.7% of employees strongly disagree, 25% disagree, 18.4% are neutral, 22.4% agree and

8.6% of employees strongly agree with the above statement.

4.14 Pearson’s Correlation

Figure 19:

42



Correlations

Hiow likely are
you to accept

You feel another joh
encaouraged with the same
to progress salary if
within your someone

career offered you

Youfeel encouraged to Pearson Correlation 1 150
progress within your I
e Sig. (2-tailed) 0B45

I\l 152 152
How likely are you to Pearson Correlation 80 1
accept another job with o
the same salary if Sig. (3-tailed) 085
someone offered you I 152 152

According to Gleim and Gleim (2003), Cronbach's alpha is a measure of how reliable something is, it
usually runs from 0 to 1. The coefficient, on the other hand, has no cut off point. The higher the
internal consistency of the scale's components, the greater Cronbach's alpha coefficient is to 1.0
(Gleim and Gleim, 2003). To determine whether there is a correlation between talent management and
retention within the hospitality industry, a Pearson’s correlation test was used. Pearson’s correlation
of talent management and retention was found to be insignificant, with a low correlation. The test

resulted in a correlation coefficient of 0.15, and a significance level of 0.065.
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Discussion of findings

4.14 Introduction

The primary goal of this study was to determine and quantify the relationship between talent
development and retention rates in the Irish hospitality sector. As shown in earlier chapters of this
research, after posing objective questions and performing a survey, the results of the survey would be
addressed in this chapter, which would examine and reply to the objective questions while referencing
relevant literature. The results identified the constant turnover intentions of employees within the
hospitality industry and highlighted the lack of career progression opportunities readily available to
employees. In addition, respondents highlighted the advantages and disadvantages of working within

the industry, which agreed with previous studies by Scott and Revis, (2008), Balcerzyk and
Materac, (2019), Marinakou and Giousmpasoglou, (2019) and Park and Min, (2020).

Research question 1: Is there a correlation between employee retention and talent development

opportunities within the Irish hospitality industry?

To answer the above research question, Pearson’s correlation test was used. Figure 19
suggests there is little correlation between employees’ ambition to progress within their
career within their current role and their likelihood of accepting a similar role with the same
salary. However, the above result does not align with previous studies which emerged within
the literature review by Dwesini (2019), CIPD (2020) and Adeoye and Hope (2020). It's
possible that this is due to academics' concentration on other industries or high-skilled jobs. It
will be extremely difficult to keep individuals who are on a different professional path or

have different goals.

Research question 2: The reasons for high turnover levels within the Irish hospitality

industry

Figure 8 measured employees satisfaction levels which indicated the sample are neutral within their
current position, however when asked whether they would accept a similar role for the same rate of

pay, most participants were either neutral or likely to do so.

Unsociable working hours, work-life balance, stress, salary, lack of professional advancement, and
other commitments such as keeping up with school/college work or family time were all identified as
challenges by respondents in this study. Dwesini (2019) found similar results within his research, the

most common reason for leaving a job is poor pay with little opportunities for growth.

86 respondents found the lack of career progression a challenge, whereas 52 respondents stated career

progression opportunities encouraged them to remain within the hospitality industry. Walsh and
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Taylor (2007) found employees may transfer from one hospitality firm to the next to further their

careers, which is a reasonable rationale for this finding.

Research question 3: What factors encourage employees to remain within the Irish hospitality

industry?

The most compelling reason for employees to stay in the Irish hotel sector is seen in Figure 11.
Colleagues, a satisfying work, income, additional perks, and professional advancement prospects were
all factors. Wage increases, promotion chances, and educational help are all important retention
tactics, according to Younies and Al-Tawil (2020). According to the findings, Irish hospitality
workers would participate with these techniques, increasing retention and loyalty. Figure 13 shows
that 23 percent of respondents plan to stay in the hotel sector and 25.7 percent are still undecided,
implying that organizations must have compelling and appealing retention strategies in place.
Organizations must entice those who want to stay and persuade those who are hesitant to stay by

using creative and appealing retention tactics.

Research question 4: Which talent management approach is most commonly used the Irish

hospitality industry

While a wide range of research is available on the importance of effective talent management
strategies, such as reducing turnover rates, increasing performance, improved employee morale which
in turn increases business levels (Tews et al, 2020), however from this research it is evident
hospitality organizations are not following best practices. Pandita and Ray (2018) noted that
researchers have discovered a disconnect between academic talent management theory and the type of
people management used by organizations. The results within figures 15 and 18 suggest majority of
Irish hospitality companies follow an inclusive management approach, and employees are not
informed of upcoming positions and don’t receive encouragement from management to progress their
careers. As stated in the literature review, hospitality industries who follow an inclusive talent
management strategy can put females at a major disadvantage. According to Brownell (1994), the
hotel industry is infamous for gender disparity at the executive level. This gender disparity persists to

this day (Calinaud, Kokkranikal and Gebbels, 2020).

Figure 18 depicts respondents' thoughts on whether or not they are encouraged to advance in their
careers, and it shows that 50% of respondents disagree or strongly disagree with this statement. And
the remaining 50% are either neutral, agree or strongly agree. Differentiation in opinions may be
caused by a variety of circumstances, including the size of the company, length of employment,
managerial connections, and even gender. Exclusive talent management can exclude employees from
development opportunities which creates a negative attitude towards the organization (Savaneviciene

and Vilciauskaite, 2017), which is evident from this research. Figure 6 indicates 51.3% of respondents

45



obtain a NFQ level 8 or 9 degree. Organizations would benefit from utilizing employees’ strengths, by

providing employees with internal positions.

4.15 Conclusion

To conclude, the above findings and discussion provided a detailed analysis of the current talent
practices within the Irish hospitality industry. It is evident organizations are not following best
practices, which has negative implications for the industry at a whole. The following chapter will
provide recommendations for organizations to improve their current retention and talent strategies

which will have a positive impact on employee morale, productivity, and employee wellbeing.
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Chapter 5: Conclusions and Recommendations

5.1 Conclusion

The objective of this dissertation was to investigate the current talent management strategies in place
within the Irish hospitality industry. An extensive literature review was conducted on the relevant
literature regarding talent management, talent strategies, retention, retention strategies within the

hospitality industry and the causes behind such high turnover levels within the hospitality industry.

This research followed a quantitative approach. A questionnaire was distributed to employees
working within the Irish hospitality industry. A probability sampling technique was used to

gather a representation of the population. The questionnaire received 152 responses.

The responses were then analysed using SPSS software to answer the research questions. The
main findings included the satisfaction levels of employees, the reasons for such high
turnover, the reasons for remaining within the hospitality industry and an insight into the

current talent strategies which are commonly found within the Irish hospitality industry.

This dissertation concludes with recommendations for organizations in which would benefit

their human resource practices and improve employment morale.

5.2 Contribution to knowledge

This research has added to the body of knowledge by revealing the link between talent development
and retention in the Irish hospitality sector. As previously noted, there has been no study on this
concept in Ireland to date. This dissertation's findings and recommendations will add to existing
knowledge and can benefit hotel chains improve their present retention methods for lower-level

workers.

5.3  Limitations

Access to an organization was a key stumbling block for this study. Prior to performing this study,
permission was obtained to focus solely on a large hotel chain; however, the organization later
withdrew its approval, causing the research project to be halted. In order to finish the research project,

new research questions were devised, and a new sample was chosen.

Additionally, Covid-19 has had a tremendous impact on the Irish hotel sector and its employees.
Employee attitudes and intentions to remain in the sector may be influenced by this. As a result, the

findings from primary research may be inaccurate.

5.4  Further research

Additional studies are required to unravel the impact of Covid-19 on the employees within the

hospitality industry, and identify the different strategies incorporated by hospitality organizations.
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Additionally, a further research area is the impact talent management can have on corporate social

responsibility.

5.5 Recommendations

e Work life balance has proven to be a challenge while working within the hospitality industry,
along with working unsociable hours. Organizations would see a significant increase in
retention levels through improving communication between employees and management.
Work life balance has numerous benefits such as improved workplace enthusiasm,
commitment, and creativity (Anisha and Melvin, 2020), and increased retention levels (Deery
and Jago, 2015).

Providing employees with adequate work life balance should not financially burden an
organization, rather effective communication during the recruitment process or during
performance reviews would provide employees with an opportunity to express their
expectation and commitment level from the role.

e The primary research suggests that organizations tend to follow an exclusive talent
management approach, which can have a detrimental influence on employee retention and
commitment (Savaneviciene and Vilciauskaite, 2017). To enhance employee happiness and
loyalty, businesses should make use of their employees' skills.

Employing an internally is generally faster and less costly because there is no need to pay to
publish a job listing or employ a consultant to obtain applicants, which would benefit the

organization.

5.6  Personal Learning Statement

The dissertation was the component I was most worried about because I didn't have to do one for

my degree, so the whole concept was unfamiliar to me and seemed rather daunting.

Due to Covid-19, remote learning was in place. This was proven a challenge as I had to adjust to
online learning, which I grew to love. My time management skills were challenged, but I believe they

grew from this experience.

This experience has taught me the value of self-motivation and determination, as well as the fact that
situations don't always go as planned. I believe I gave myself enough time to complete this
dissertation, but if I were to conduct this study afresh, I would strive to do it on a wider scale to obtain

a larger sample size and to begin analysing relevant literature immediately.

I'll be able to use the abilities and information I learned during this research throughout my
career. Completing this programme is one of my greatest achievements which will stand to me in the

future.
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