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ABSTRACT
Employee retention is one of the main challenges faced by hospitality industry. In today’s growing competitive global economy, retaining the intellectuals is one of major concern encountered by most industries. However, it still remains one of the understudied issues by the organizations and human resource. Generally the employees leave the organization because of the job dissatisfaction of pay, job interest, job attractiveness, pleasant working condition, nature of job, job enrichment, work environment, good managerial relations, promotion opportunities, co-workers recognition, job fairness and treatment, employee selection, training and development, as well as several other variables are of great influence on the extent to which industry can retain graduate employees. This current study examined the Motivation and Employee retention in the hospitality industry in Siddhartha Sunny Resort Pvt. Ltd. Birendranagar, Surkhet. Three specific objectives guided this study. Firstly, to identify the factors which motivate employee retention, secondly to analyze the influences and outcomes of motivation on employee retention and to identify whether Motivation plays a crucial role in retaining employees or not. The study adopted descriptive research design, employing both quantitative and qualitative approach in form of survey, with data being gathered via self- administered questionnaires and interview. This research used Stratified sampling 42 employee were given the questionnaire and all the employees were divided into various departments. The study showed that motivation is various crucial factors in order to retain employees for longer period of time. Therefore, overall study shows that pay, recognition and reward, working condition and training and development are the major factor to motivate the employees at Siddhartha sunny resort.
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1. Introduction
Many things come to mind when it comes to a company's most valuable asset. Although marketing, advertising, and research & development are at the top of the list, they aren't even close to being the company's most important asset. Employees are a company's initial client and face. They are the foundation of the organization's strong and long-term existence. Employees are the backbone of any successful firm, and motivated employees will always make a difference in the organization's overall success. The difference and mistakes in decision-making when it comes to hiring and employee turnover shall always, eventually, be reflected in a company's bottom line.
Motivation is the complex of forces that drives a person at work to strengthen his or her aspirations and readiness to perform to the best of his or her ability in order to attain organizational goals. It's the technique of simulating individuals to take action and achieve objectives. Motivation is a condition which influences the arousal, direction and maintenance of behavior(Ottenbacher et al., 2009).
Employee retention is the act of physically maintaining individuals in a company. It is one of the most important aspects of organizational success. Employee retention is a process in which employees are urged to stay with the company for as long as possible or until the project is completed. Employee retention is good for both the organization and the employee, despite the fact that it has become a difficult endeavor. Retention and motivation are important challenges for organizations in a globalized economy, especially when turnover rates are high. Employee retention and motivation are crucial for a company's success because employees are the driving force behind the company's growth and achievement of its goals and objectives.
Surkhet located in the western part of Nepal has been the place of touristic attractions for its various attractive features. Siddhartha Sunny Resort is located at Birendranagar-03, Surkhet which offers 31 well-equipped air-conditioned rooms, which includes Suite and Executive Rooms, Grand Deluxe room to standard accommodation. 
2. Statement of Problem
The Siddhartha business hospitality has been in existence for nearly 24 years. In these time it has hired thousands of employees. The Siddhartha group prides itself in its brand name and invests on each employee it employs to prepare and train them to be able to work effectively and efficiently. Still employee turnover is increasing day by day. This trend is alarming and needed to be evaluated in order to determine the factors that are affecting employee retention as well as the value the company is losing as a result of its investment in the employees that choose to leave.
Because of today's competitive labor market and limited possibilities, there are an increasing number of scenarios where any firm may have difficulty retaining personnel. Because of the seasonality and transient nature of the hospitality sector, as well as the associated uncertainties and changes in demand, and most likely to save money, most hospitality organizations rely solely on casual and unskilled workers. The loss of employees is marked as a great loss of information, experience and aptitudes which lead to a significant financial effect and cost to an organization including the impact on the need of the customers(Ramlall, 2004b). Managers who have a good motivational strategy help the company by increasing staff retention. This study will look into the relationship between promotions, prizes, salary, and a variety of other motivational elements and staff retention, specifically in the Siddhartha business hospitality at Surkhet. Giving your employees the correct balance of leadership, direction, resources, and incentives will inspire and motivate them to work in the way you want them to. As a result, a major amount of the problems can be simply remedied by instilling proper motivation.
3. Objectives of Study
The study's General goal is to assess the factors that motivate employees to retain in Siddhartha's sunny resort Birendranagar, Surkhet. The following are the Specific goals of this research:
· To identify the factors which motivate employee retention.
· To analyze the influences and outcomes of motivation on employee retention. 
· To identify whether Motivation play a crucial role in retaining employees or not.
4. Significance of Study
First and foremost, the study is significant for the hotel industry, particularly for the Siddhartha sunny resort in Birendranagar, Surkhet. They will be able to identify several motivating elements for individual employees at the BN/SKT Siddhartha sunny resort, as well as variables that may drive employees to stay in the hotel for a longer period of time. As a result, employee turnover will be reduced, and the hotel's image and reputation will improve. The researcher and the H.R. and Administration Division will be very interested in this study
5. Literature Review
To present an overview of the study, this chapter reviewed information from many text books, journals, academic papers, and web articles. It is divided into three sections: section one discusses the theoretical framework on which the study was based, section two discusses the study variables, which includes factors of motivation and employee retention in the hospitality industry and the chapter comes to a close with a quick assessment of the research gap.
5.1 Theoretical Framework:
5.2 Motivation:
Motivation refers to an individual's desires, needs, or drive. Motivation takes many forms, including organizational and human resource factors. The combined potential of organizational and human resource factors to influence employee retention in the hospitality business in Siddhartha sunny resort will be investigated in this study. (Ahmad et al., 2014) defined motivation as “the processes that account for an individual’s intensity, direction, and persistence of effort towards attaining an organizational goal”. Motivation is very important drivers that enhance employee efforts toward job satisfaction (Sahir & Phulpoto, 2018). 
Theories of motivation
5.2.1 Maslow’s Need Hierarchy Theory
Maslow’s defining work was the development of the hierarchy of needs. Maslow believed that human beings aspire to become self-actualizing and viewed human potential as a vastly underestimated and unexplained territory(Ramlall, 2004a).
Maslow believed that there are at least five sets of goals which can be referred to as basic needs and are physiological, safety, love, esteem, and self-actualization.(Maslow, 1943) stated that people, including employees at organizations, are motivated by the desire to achieve or maintain the various conditions upon which these basic satisfactions rest and by certain more intellectual desires. Humans are a group that is always on the lookout for something. The fulfilment of these desires is not always mutually exclusive, although it does tend to be. The average member of society is most often partially satisfied and partially unsatisfied in all of one’s wants (Maslow, 1943).
 5.2.2 McClelland’s Need Theory 
Some persons with a strong desire to succeed are more concerned with personal achievement than with the rewards of success. These people have the desire to do something better or more efficiently than it has been done before (Robbins et al., 2013).The Achieving Society, published in 1961, described McClelland's theory of wants, which focused on three needs: success, power, and affiliation. The desire for power was described as the desire to force people to behave in ways they would not otherwise. The desire for amicable and close interpersonal ties was identified as the urge for attachment. Achievement theories propose that motivation and performance vary according to the strength of one’s need for achievement (Kreitner et al., 1989).
5.2.3 The Motivator-Hygiene Theory 
One of the earliest researchers in the area of job redesign as it affected motivation was Frederick Herzberg (Lindner, 1998). Herzberg and his associates began their initial work on factors affecting work motivation in the mid-1950’s. Their first effort entailed a thorough review of existing research to that date on the subject (F. Herzberg et al., 1957). Based on this review, Herzberg carried out his now famous survey of 200 accountants and engineers from which he derived the initial framework for his theory of motivation. The theory, as well as the supporting data was first published in 1959 (Lindner, 1998) and was subsequently amplified and developed in a later book(F. I. Herzberg, 1966). 
6. Employee Retention
Employee retention can be defined as a talent to retain employees working for the company (Tiwari, 2015). It can also be defined as the percentage of employees who remain and continue with their jobs in an organization. It is important strategy for every organization to have a high level of employee retention (Richardson, 2010). Employee motivation based on good perceptions of both organizational and human resource elements is one of the most important tactics for attracting and maintaining potential employed graduates (Akrani, 2010). It is widely acknowledged that the quality of an organization's human resources is a key determinant in its success. If attracting, retaining, motivating, and developing individual talent isn't enough of a task, consider the impact of a dynamic business environment, the difficulties of managing a diverse and ever-changing legal context, and government regulation as the company grows (Carrell, 1995). People come on board because they want to work for a company, but they leave because they want to leave a manager, as one person put it. As a result, the likelihood of this person departing is greatly lowered to the extent that managers can treat their staff well they can reflect employee attitudes of the company's wage structure, opportunity for growth, benefits package, and culture, among other things. Volunteer and help facilitate the development of company feedback systems, committees, and other forums designed to solicit information from employees (Renaud et al., 2015).
7. Impact of Motivation on Employee Retention
Although motivational factors are classified as monetary or non-monetary, the effects are thought to be caused by organizational behavior or human resource practices. For example, (Sahir & Phulpoto, 2018) found a link between organizational commitments, employee satisfaction, and turnover intention, while (Ghazali et al., 2012) discovered a link between human resource practices and the intention to stay in the job. As a result, organizational and human resource considerations can be subdivided into motivational components.
 Organizational Factors
An organization is a social unit of people structured and managed to pursue common goals under a management structure that establishes relationships between various activities and members, as well as assigning roles, responsibilities, and authority to carry out various tasks within an organizational structure (Kotler, 2003). Every industry must have a formal structure illustrating multiple levels of management, supervision, and personnel levels in order to carry out its purpose, global, and departmental goals and objectives(Kotler, 2003). 
7.1 Pay
Money is the most powerful incentive; no other incentive or motivational strategy comes close to it in terms of impact (Nasurdin et al., 2014). It has the power to attract, retain, and drive people to achieve higher levels of satisfaction. Money is the most fundamental aspect in encouraging industrial workers to achieve increased productivity, according to Frederick Taylor and his scientific management associate (Singh & Loncar, 2010) and empirical literature on compensation, for example.  Motivation and employee retention is positively related to pay satisfaction, according to (Akrani, 2010).
7.2 Promotion Opportunities
Promotion and motivation have a direct relationship. (Ghazali et al., 2012)assert that Maslow’s hierarchy of need theory also described that when esteem needs (autonomy, power, recognition and status) of people are fulfilled, they will be more satisfied with their job employees demand certain things from their jobs, according to Herzberg's theory of motivation. People have a need for achievement and a need for power, according to the need hypothesis. When people's wants are met, they are more satisfied and motivated (Tiwari, 2015).
7.3 Working Conditions
Good working condition is another variable that needs to be discussed and should not be ignored by human resource managers in employee motivation (Pynes, 2008). Working condition plays an important role to retain employee in an organization for long period of time. The worker would rather desire working conditions that will result in greater physical comfort and convenience. The absence of such working conditions, amongst other things, can impact negatively on the worker’s motivation (Liu, 2013). 


Human Resources Factors:
Human resource management must be effective in areas such as recognition and rewards, job fairness and treatment, managerial relation and general management commitment to ensure that good practices are always followed and have become key elements in an organization. (Hayes & Ninemeier, 2009) stated that, it is particularly important to recruit right employee who will provide excellent and required service, in order to maintain service standard of an organization. It includes various factors which are given below.
7.4 Recognition and Rewards
According to(Pepra-Mensah, 2010) rewards and recognition are essential ingredients in enhancing employee motivation which is directly related to organizational well-being. The work group does serve as source of motivation to individual employees. The work group is even stronger source of motivation when members have similar attitudes and values as it causes less friction on a daily basis. Employees with similar attitudes and values can also provide some confirmation of a person’s self-concept (Liu, 2013),
7.5 Job Fairness and Treatment
To achieve that you need employees to follow and to have them trust you, and if you want them to trust you and do things for you and the organization, they need to be motivated through fair treatment(Nasurdin et al., 2014).. It stems from wanting to do what is right for people as well as for the organization.(Nasurdin et al., 2014) observed that in evaluating employee fairness treatment, human resource management should first assess the ratio of individual contribution toward the resulting economic or social compensation and then compare the ratio with that of other employee.
7.6 Managerial Relation
A good managerial relation is an important factor in increasing employee motivation. Those who work toward maintaining good relations with their employees exhibit the following behaviors: help with job related problems, awareness of employee difficulties, good communication, and regular feedback about the performance so that employees always know where they stand(Ghazali et al., 2012). When a job brings recognition and respect, employees are motivated with it. This is an easy condition to create with feedback (Tiwari, 2015). 

7.7 Training and Development
Training is systematic development of the knowledge, skills and attitudes required by an individual to perform adequately a given task or job(Kotler, 2003). By getting these training programs employees are able to get self-assured, evolution of career, and have positive thought for their organizations. The aim of these trainings and management programs is to amend employees’ skills and organization potentialities (Kotler, 2003). 
[image: ]8. Conceptual Framework


Fig 1- Conceptual Framework 
9. Research Methodology
9.1 Research Design
It is also known as the blueprint for fulfilling objectives and answering questions (Cooper et al., 2006).In Siddhartha sunny resort Birendranagar, Surkhet, descriptive study was conducted to investigate the effects of motivation on employee retention. 
9.2 Sampling Technique
The target population was employees of Siddhartha sunny resort in Birendranagar, Surkhet. It has a total number of 42 staff.
Managers, Accountants, Housekeeping Department Personnel, Front Office/Receptionist Personnel, kitchen Department, and Service Department Personnel were divided into six strata using a stratified sampling technique. As a result, the coverage of population would be better.



	Category of strata
	Population Size

	Managers
	4

	Accountant
	3

	Housekeeping Dept. Staffs
	6

	Chefs & Kitchen Stewards
	14

	Front Office/ Receptionist
	4

	Service Dept. Staffs
	11

	Total
	42


Table 1- Category of Data
9.3 Data Collection
This describes how the study's data was gathered. Both primary and secondary data were employed to meet the research goals. A questionnaire was used to obtain primary data. The questionnaire was divided into two pieces i.e. A and B, with section A having personal information and section B containing data on the impact of motivation on employee retention..
9.4 Methods of Data Analysis 
The statistical package for MS Excel version 16 to evaluate quantitative data. The data was analyzed using descriptive statistics such as frequencies, crosstabs, percentages, and tables, as well as pie charts. Tables, pie charts, and bar graphs were used to show the information. Explanatory notes accompanied the qualitative data.
10. Data Analysis and Interpretation of Results
The data collected and analyzed are presented and discussed in this chapter according to the research objectives and the response rate was 34 out of 42 employees. 
10.1 Age
The respondents were asked to indicate their age between 15-23, 24-32, 33-44, and 45 years old above. 
	Age Group 
	Respondents
	Percent

	15-23
	7
	20.58%

	24-32
	21
	61.76%

	33-44
	5
	14.70%

	45 above
	1
	2.94%

	Total
	34
	100%


Table 2- Age group of respondents

Figure 2- Age of the respondents
The finding revealed that age group 24-32 were the majority with 21 respondents accounting for 61.76% of the population, age group 15-23 had 7 respondents accounting for 20.58% of the population, age group of 33-44 had 5 respondents accounting for 14.70% and above 45 had 1 respondent accounting for 2.94%. This shows the organization has diverse age group.
10.2 Gender
This study sought to establish the gender of the respondents as either male or female.
	Gender
	Respondents
	Percent

	Male
	27
	79.40%

	Female
	7
	20.60%

	Total
	34
	100%


Table 3- Gender of Respondents
This study revealed that majority of the respondents were male accounting 79.4% of the population whereas the female accounted for 20.96% as shown in the table 4.1.5 and figure 4.1.4. 
10.3 Working Duration
The study sought to identify the employees working duration/period at that specific hotel.
	Years
	Respondents
	Percent

	0-3
	14
	64.70%

	4-6
	10
	29.41%

	7 above
	2
	5.88%

	Total
	34
	100%


Table 4- Working Duration of Respondent
From above table 4.1.5 and figure 4.1.4 we can find that 22 respondents who have worked for 0-3 years accounting highest percentage i.e. 64.70%, 10 respondents have worked for 4-6 years accounting for 29.41% and 2 respondents have worked more than 7 years accounting 5.88%.
10.4 Department/Designation
The study required the respondents to indicate the department in which they worked and their status at work. 
	Department
	Respondents
	Percent

	Accountant
	2
	5.90%

	Front Office
	7
	20.60%

	House Keeping
	4
	11.80%

	Kitchen Department
	12
	35.30%

	Manager
	4
	11.80%

	Service Department
	5
	14.70%

	Total
	34
	100%


Table 5- Department of Respondents

Figure 3- Percentage of Department/Designation of Respondents
From above Table 4.1.7 and Figure 4.1.6 we can find that employees working at kitchen department have highest percentage accounting for 35.3%, front office accounting for 20.6%, service department accounting for 14.7%, whereas manager and housekeeping department accounting for 11.8% and accountant department accounting for 5.9% being lowest. 
11. Motivation 
This section sought to determine the caused by Motivational Factors i.e. Organizational factors and Human resource factor and Retention of Employees in Siddhartha Sunny Resort Pvt. Ltd. of Birendranagar, Surkhet. 
Organizational Factor
11.1 Pay factor at Siddhartha Sunny Resort of BNP/SKT
The study established whether they are satisfied or motivated with pay given to them and how much important role is played by pay to enhance them to remain in Siddhartha Sunny Resort Pvt. Ltd. of BNP/SKT. The respondents were to indicate either “Yes” or "No". 

Figure 4-whether pay is crucial factor to motivate employees to remain in Siddhartha sunny resort of Birendranagar, Surkhet.   
From the results of the study in Figure 4.2.1 above, the majority of 32 respondents accounting 93% indicated "Yes," which means they are motivated to remain in the hotel, while 2 respondents accounting 7% indicated "No," which means they are not motivated by or satisfied with the pay given to them. Respondents revealed that pay is very important factor to remain in this organization because it provide motivation and lead to better productivity. 
11.2 Promotion opportunities factor at Siddhartha Sunny Resort of BNP/SKT
[bookmark: _Hlk71810197]The study also inquired on whether the employees are getting any kinds of promotion opportunities and how much important is promotion to remain in the organization. The respondents were provided with "Yes" and "No."

Figure 5-whether employees are motivated by promotion opportunities to remain in Siddhartha sunny resort of Birendranagar, Surkhet.   
From the result of the study in Figure 4.2.2 above, the majority of 30 respondents accounting  88%, indicated "Yes," which means they are motivated by promotion opportunities to remain in this organization, whereas 4 respondents accounting 12% of the respondents indicated "No," which means they are not are motivated and satisfied by promotion opportunities to remain in this organization.


11.3 Working Condition Factor at Siddhartha Sunny Resort of BNP/SKT
This study also inquired on whether employees are motivated or satisfied by working condition and how much working condition is important to retain employees for longer period of time. All the respondents were ask to indicate “Yes” and “No”.

Figure 6- whether employees are motivated by Working Condition to remain in Siddhartha sunny resort of Birendranagar, Surkhet.   
From the result of the study in Figure 4.2.4 above, the majority of 33 respondents accounting 98%, indicated "Yes," which means motivated by working condition, whereas 1 respondent accounting 2% of the respondents indicated "No," which means they are not motivated by working condition. Respondents agree that working condition plays very important role in the retention of employee in the organization.   
Human Resource Factors
11.4 Recognition and Rewards Factor at Siddhartha Sunny Resort of BNP/SKT
The study also inquired whether employees are motivated by recognition and reward to stay in the organization for longer period of time and how much recognition and rewards is important to retain employees. All respondent were asked to indicate “Yes” and “No”. 

Figure 7- whether employees are motivated by Working Condition to remain in Siddhartha sunny resort of Birendranagar, Surkhet.   
From the result of the study of Figure 4.2.5, it is stated that all of the employees are motivated by recognition and rewards since all 32 respondents accounting 100% of the employees indicated "Yes". Respondents also agree that it is the most important factor that give them additional benefit to work more efficiently.
 11.5 Job fairness and Treatment Factor at Siddhartha Sunny Resort of BNP/SKT
The study also inquired whether employees are motivated by job fairness and treatment to stay in the organization for longer period of time and how much job fairness and treatment is important to retain employees. All respondent were asked to indicate “Yes” and “No”.

Figure 8-Whether employees are motivated by Job fairness and Treatment to remain in Siddhartha sunny resort of Birendranagar, Surkhet.   
From the result of the study in Figure 4.2.6 above, the majority of 21 respondents accounting 61%, indicated "Yes," which means they are motivated and satisfied by promotion opportunities to remain in this organization, whereas 13 respondents accounting  39%, indicated "No," which means they are not are motivated and satisfied by job fairness and treatment to remain in this organization. Respondents also agree that it is very important to have Fair and equal treatment to all the employees so that there will be good co-ordination and co-operation among all the staff.
11.6 Managerial relation Factor at Siddhartha Sunny Resort of BNP/SKT
The study also inquired whether employees are motivated by Managerial relation to stay in the organization for longer period of time and how much Managerial relation is important to retain employees. All respondent were asked to indicate “Yes” and “No”.

Figure 9-Whether employees are motivated by Managerial Relation to remain in Siddhartha sunny resort of Birendranagar, Surkhet.   
From the result of the study in Figure 4.2.6 above, the majority of 27 respondents accounting 78%, indicated "Yes," which means they are motivated by Managerial Relation to remain in this organization, whereas 7 respondents accounting 22%, indicated "No," which means they are not are motivated by job fairness and treatment to remain in this organization. 
11.7 Training and Developments Factor at Siddhartha Sunny Resort of BNP/SKT
The study also inquired whether employees are motivated by Training and development programs to stay in the organization for longer period of time and how much training and development programs are important to retain employees. All respondent were asked to indicate “Yes” and “No”.

Figure 10-whether employees are motivated by Training and Development to remain in Siddhartha sunny resort of Birendranagar, Surkhet.   
From the result of the study in Figure 4.2.6 above, the majority of 33 respondents accounting 98%, indicated "Yes," which means they are motivated by Training and development to remain in this organization, whereas 1 respondents accounting 2%, indicated "No," which means they are not are motivated by Training and development to remain in this organization. Respondents also agree that it is very important to have regular training and development programs so that it will enhance skill of employees and attracts them to remain in the organization for longer period of time.
12. Employee Retention
The study further sought to establish the respondent's level of agreement with statements relating to retention. The study sought to establish the extent to which the Siddhartha sunny resort employs various motivational factors that enhance employee’s retention. To enhance the quality of data obtained stating of opinion on which statement related to motivational factor motivates you to remain in the organization. Questions were included whereby respondents indicated the extent to which the variables were practiced with each represented as follows; 
1- Agree 
2- Neutral 
3- Disagree


State your opinion on Employee Retention
1- Agree 2-Neutral 4-Disagree 
	
SN
	
STATEMENT
	
AGREE
	
NEUTRAL
	
DISAGREE

	
1
	I choose to remain in this hospitality industry because of the good organizational factors.
	27

79%
	3

8%
	4

13%

	
2
	I want to remain in this hospitality industry because of the good human resource factor.
	28

82%
	1

3%
	5

15%

	
3
	If I remain in this hospitality industry organizational factors must be favorable.
	29

85%
	2

6%
	3

9%

	
4
	If I am to remain in this hospitality industry human resource factors must be favorable.
	32

94%
	1

3%
	1

3%

	5.
	The pay in hospitality industry is attractive.
	30
88%

	0
0%
	4
12%


	6.
	There are pleasant working conditions in the hospitality industry.
	33

97%
	0

0%

	1

3%

	7.
	The job in the hospitality industry is very secured.
	18
52%
	2
6%
	14
42%


Table 4.3.1 Level of agreement with each statement
From above Table 4.3.1, It shows that they chose to remain in this hospitality industry because of the good organizational factors indicating 79 percent agree, 8 percent neutral and 13 percent disagree and from above statement I want to remain in this hospitality industry because of the good human resource factor, 82 percent of respondents agree, 3 percent stay neutral and 15 percent disagree likewise from above statement if I remain in this hospitality industry organizational factors must be favorable, 85 percent of respondents agree that it motivate them likewise 6% stay neutral in this statement and 9% disagree.
From above statement if I am to remain in this hospitality industry human resource factors must be favorable, 94 percent agree that it is important to remain in the organization whereas 3 percent stay neutral and 3 percent disagree and from above statement the pay in hospitality industry is attractive, 88 percent respondents agree that it is important to remain in this organization likewise none of the respondents were neutral and 12 percent disagree.
From the above statement on working condition 97 percent agree that it is very important to remain in the organization likewise there were no neutral respondents and 3 percent disagree similarly from the above statement the job in the hospitality industry is very secured, 52 percent agree that job security motivates them to stay in the organization whereas 6 percent stay neutral and 42 percent disagree.

13. Findings, Conclusions and Recommendations 
13.1 Major Findings
The finding of the study is given as follow:
· Among 42 employees there were 34 respondents accounting 81% whereas 8 respondents did not respondent accounting 19%, the study established that the majority of the respondents were aged between 25-32 years, Siddhartha sunny resort have more male employees than female employees due to the nature of the job in the hotel industry, and most of the employees had Intermediate level education.
· It was clear that a large number of employees are married since most of them are adults, and the target population postulated in the proposal was reached. It was also deduced that the kitchen stewards/chefs, front office department and service department had the largest population since they are at the core of the organization.
· The study showed that there was higher impact of motivational factor in the case of retaining the employees in the hotel. It was also clear that pay, promotion opportunities, working condition, job attractiveness, recognition and rewards, job fairness and treatment, managerial relation and training and development were motivational factors that determine employees remaining in the organization, not merely the single motivational factor.
· The thesis found that pay, pleasant working condition, recognition and rewards, and training and development were the highest rated variables. Satisfactory wages good working environment were factors that encourage family balance and employee satisfaction that would influence an employee’s decision to stay in his/her job.
· The last objective focus on the whether motivation plays a crucial role in retaining employees or not. This study showed that motivation is very important to retain employees as all the factors of motivation have significant role in every employee.
· In general study showed that motivational factors were statistically significant with employee retention in hospitality industry. These findings supported many studies who found organizational and human resources factors as the key significant Motivator of employee retention, employees hope to get better job that will give equal treatment with respect to pay, promotion, working conditions and training and development. 
13.2 Conclusion from the findings
This thesis has responded to three research objectives which relate to motivation and employee retention in hospitality industry in Siddhartha sunny resort at BN/SKT. Firstly, it has been observed from the literature reviewed in chapter two and results analysis presented in chapter four that each individual has different preferences on the motivational factors and that they differ at varying levels at different time from experiences of job situation. Based on the findings of this thesis and other related researches it can be argued that, generally, employee retention is about having good motivational factors which offer a range of opportunities and motivation in the hospitality industry. The study shows that there is an motivation in Siddhartha sunny resort at BN/SKT. These motivational factors include organizational factors i.e. pay, promotion, job attractiveness working conditions likewise human resource factor i.e. recognition and reward, job fairness and treatment, managerial relation and training and development.
13.3 Recommendations for Further Studies
The study has investigated Motivation and Employee Retention and their impacts in Siddhartha sunny resort of BN/SKT. The study, therefore, recommends that further research should be done on the impacts of Motivation on employee retention in Star hotels (mostly 3 star and 5 star). This is because Star Hotels, Restaurants have different strategic approaches and thus allowing for comparison. Other studies should also be done on Hotels and Restaurants to allow for generalization on the impact of motivation on employee retention in BN/SKT.
i. Based on this study, and analysis of motivational factors influencing employee retention in hospitality industry, the industry should try to fill the gap between the employee expectations and important offerings in the industry because any gap in between will leave the employee with negative perceptions and turnover intentions.
ii. The findings of this study also points for the need for further comparative research in the area of students’ career choice, expectation and perception to find out whether hospitality programme is their first choice or not in the study area.
iii. In order to ease data collection a combination of two methods of data collection e.g. stratified sampling and online could help speed up and reach the target population so easily and could increase response rate.
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