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This executive summary provides a comprehensive overview of the consultancy report conducted by HOTLUX Hospitality Consultancy for The Ritz-Carlton, Kyoto. The report will address the problem, findings, analysis of the situation at hotel. The report aims to address the critical challenges of employee retention and job satisfaction within the organization by identifying key issues, analyzing root causes, and proposing targeted recommendations for improvement.
Problem or Issue at Stake
The Ritz-Carlton, Kyoto faces significant challenges related to employee retention and job satisfaction, this is a peculiar problem to nearly all hospitality sector, these challenges have implications for its operational efficiency, guest experience, and overall brand reputation. High turnover rates, dissatisfaction among staff, and negative management practices contribute to a work environment that is less than optimal for both employees and the organization as a whole. This is a huge problem as the employee retention rate drops from 45% to 27% between 2019 and 2024.  Analysis was thus conducted to to know the cause of this problem.
Findings
Through a comprehensive analysis using frameworks such as STEEPLED, TOWS, and SOAR, several key findings have emerged:
1. Work-life balance concerns: Employees at The Ritz-Carlton, Kyoto struggle to maintain a healthy balance between their professional responsibilities and personal lives, leading to increased stress and burnout.
2. Uncompetitive compensation and benefits: The current compensation packages and benefits offerings at The Ritz-Carlton, Kyoto are not sufficiently attractive to retain top talent and motivate employees.
3. Limited career development opportunities: Employees at The Ritz-Carlton, Kyoto perceive a lack of clear pathways for career advancement and professional growth within The Ritz-Carlton, Kyoto.
4. Negative management practices: Management approaches and leadership styles at The Ritz-Carlton, Kyoto contribute to low morale, disengagement, and dissatisfaction among employees.
5. Ineffective communication and feedback: Communication channels between management and employees at The Ritz-Carlton, Kyoto are inadequate, leading to misunderstandings, lack of alignment, and reduced morale.
Analysis of Findings
The identified challenges have significant implications for employee engagement, organizational culture, and ultimately, the guest experience. Addressing these issues requires a holistic approach that prioritizes employee well-being, empowerment, and development. By understanding the root causes of these challenges, The Ritz-Carlton, Kyoto can implement targeted strategies to create a more positive and supportive work environment.
Recommendations to the Client
Based on the analysis conducted, HOTLUX Hospitality Consultancy proposes the following recommendations
1. Enhanced Compensation and Benefits Packages: The organization should consider increasing base salaries, introducing performance-based incentives, and enhancing benefits offerings to improve employee satisfaction and financial security.
2. Career Development and Advancement Opportunities: Implement structured career development programs, mentorship initiatives, and clear pathways for career advancement to empower employees and foster a culture of continuous learning.
3. Improved Communication and Feedback Mechanisms: Foster a culture of open communication, transparency, and inclusivity through regular town hall meetings, feedback sessions, and performance management systems.
4. Work-Life Balance Initiatives: Introduce flexible scheduling options, telecommuting arrangements, and wellness programs to support employees' well-being and work-life balance.
5. Recognition and Rewards Programs: Launch employee recognition programs and service excellence awards to celebrate individual and team achievements and reinforce organizational values.
Conclusion
In conclusion, addressing the challenges of employee retention and job satisfaction requires a proactive and strategic approach from The Ritz-Carlton, Kyoto. The strategies suggested in this study are practical approach, we believe that implementing the recommended strategies, the Ritz-Carlton, Kyoto can create a more positive work environment, enhance employee morale and engagement, and ultimately improve operational efficiency and guest satisfaction. The success of these initiatives will be measured through indicators such as employee engagement surveys, retention rates, performance metrics, and cost-benefit analysis. HOTLUX Hospitality Consultancy remains committed to supporting The Ritz-Carlton, Kyoto in achieving its goals and fostering a culture of excellence within the organization. The recommendations outlined in this report offer actionable steps for The Ritz-Carlton, Kyoto to address its employee retention and job satisfaction challenges and position itself as a leader in the hospitality industry. Through collaboration and strategic implementation, the organization can create a more positive and rewarding work environment for its employees, leading to enhanced guest experiences and sustained growth and profitability.
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This report is based on the consultancy of The Ritz-Carlton, Kyoto hotel and the challenge they currently faced on their Employee Retention and Staff Satisfaction. Singh (2019) describe employee retention as the ability of an organization to keep their employees from leaving job voluntarily, Kossivi et al. (2016) suggested that many organizations have used measures such as compensation, career development opportunities, work-life balance, recognition and awards etc. as a tool to improve their employee retention, however, HRCloud (2023) reported that the hospitality sector has an annual turnover rate of 73.8%, and more than 6% of their employee leaving every month.  So, this is not a peculiar issue to only your firm and I believe HOTLUX can provide measures to mitigate this and keep your organization on the right track. 
HOTLUX hotel consultancy has been a place where hospitality meets with excellence, we pride at being on the forefront of a sector that is dynamic and competitive, with track records of exceptional services and client satisfaction, this consultancy was founded in the years 2019 and has being of great help to hospitality sector like Marriot, IHG during the pandemic as a consultant. Our service span from boutiques, to luxury resort, restaurants and leisure destination.  We have been able to achieve this with the team of seasoned professionals at our disposal. We have not only help to solve problem with existing hospitality organization, but have also help to establish startups. From concept to launching, we are the best. Our client-centric approach has earned us this reputation and we are sure we would not only meet your expectation, but also exceed it positively. Once again, we welcome you to HOTLUX, where hospitality meets excellence.
For your organization, report has shown a low employee retention rate since pandemic as shown in figure 1. The Employee retention rate has dropped steadily from 45% in 2019 to 27% in 2023.  Frette (2021) stated that The Ritz-Carlton, Kyoto opened in February, 2014 in Japan as the first international luxury brand in Kyoto, this hotel bring life to the cultural heart of Japan.   Ritzcarlton (2023) is reported to have about 134 designed rooms and suite with an average size of 64 square meters.  InsideKyoto (2023) reported that, Ritz-Carlton offers one of the best hospitality services in Kyoto and in Japan generally. It is therefore important to determine the cause of low employee retention at The Ritz-Carlton. 


Figure 1 Employee retention rate at The Ritz-Carlton, Kyoto between 2019 and 2024
Based on the peculiarity of the challenge, HOTLUX will provide a comprehensive analysis of the challenge of employee retention and satisfaction. To achieve this analysis for Ritz-Carlton, Kyoto. The report will use STEEPLED, SOAR and TOWS framework to analyze the condition of the hotel. Georgiadou et al. (2019) describe STEEPLED analysis, as a framework that uses Sociocultural, Technological, Economic, Ecological, Political, Legal, Educational, and Demographic factors to analyze the impact of your hotel’s operation and guest experience. This analysis of these interrelated factors can help to detect the external and internal factors that may cause the observe employee retention and satisfaction at your hotel. 
Another framework that would be used is the SOAR framework, Council et al. (2003) describe this analytical tool, as a tool that uses Strength, Opportunities, Aspiration and Results to examine the internal components that can be used as a leverage to support your organization. The final tool that would used to analyze your company is the TOWS matrix, Gottfried et al. (2018) describe this analysis as one which uses the Threats and Opportunities that are presented by the external environment of the Ritz-Carlton, Kyoto and the Weakness and Strength possessed by the organization to mitigate the Employee retention and satisfaction challenge that your organization is currently facing. Integrating this tool will help to understand the current status of the organization and to navigate the issue they currently face.
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High turnover rate and low staff satisfaction is a peculiar problem to the hospitality industry, Yang (2010) stated that job satisfaction has both antecedents and consequences on the hotel industry. It influences both the hotel operation and even the guest experience. The Ritz-Carlton, Kyoto is known for its luxury and excellence, has face this pressing issue that threaten its reputation and their efficiency. It is important to check the impact, causes and potential for the hotel.
Issue Identification and Analysis
The Ritz-Carlton, Kyoto, while generally known with luxury and excellence have been faced with a pressing issue regarding their employee and their ability to stay long at the workplace, this lack of satisfaction by employee may affect the efficiency of the organization (Samuel and Chipunza, 2009). The challenge of employee retention and satisfaction is not only peculiar to Ritz-Carlton, Kyoto, but has been reported to be a global hospitality issue.  In a report by Novativ (2021), the Bureau of Labor recorded that the hospitality sector experiences an annual turnover rate of about 73,8%, when compared to the national average of 39.4%, it is reported to be very high. The report further added that 62% of hospitality workers feel that they are undervalued by their employers.  Koys (2001) reported that compensations and benefits is the new competitive advantage among employers in this industry.  This section delves into the multifaceted nature of the issue, analyzing its impacts, causes, and potential ramifications for the hotel.
Impact on the Hotel
Employee turnover and declining job satisfaction have far-reaching implications for The Ritz-Carlton, Kyoto. Firstly, high turnover rates disrupt the continuity of service and affected the hotel's ability to maintain consistent standards of excellence. Hausknecht et al. (2009) stated that the standard of an organization depends on the ability of employees to deliver the company’s goals, culture and objectives in terms of guest experience and services. The statistic in figure 1 shows frequent staff departures, and it necessitate constant recruitment and training efforts, Ghani et al. (2022) stated that this will incur substantial time and financial investments. One of the effects is that there will be loss of experienced employees and may be difficult to replace such individual may take time. Moreover, Ashton (2018) stated that the loss of experienced employees diminishes institutional knowledge and erodes the cohesive team dynamics essential for delivering exceptional guest experiences.
Furthermore, Tiwari (2015) explained that diminished job satisfaction among employees is seen at the Ritz-Carlton in form of decreased productivity, diminished service quality, and increased absenteeism, Chawala (2021) added that all of these can tarnish the hotel's reputation and undermine guest loyalty. In an industry where service excellence is paramount, therefore, employee morale directly impacts the overall guest experience and influences guests' perceptions of the hotel.
Causes
Based on the analysis of the Ritz-Carlton, Kyoto, there are several factors that contribute to the challenges of employee retention and job satisfaction at The Ritz-Carlton, Kyoto. Some of the factors are discussed below. 
1. Workload and Stress: Pekersen and Tugay (2020) stated that employees may experience high levels of stress and burnout due to demanding workloads, long hours, and the pressure to meet exacting standards of service excellence. The luxury status of the Ritz-Carlton, Kyoto has created a sense of tedious workload and high-expectation from its employees. Vasquez (2014) stated that the relentless pace of operations in a luxury hotel environment can take a toll on employee well-being and job satisfaction.
2. Compensation and Benefits: Msengeti and Obwogi (2015) stated that inadequate compensation and benefits packages relative to the cost of living in Kyoto may diminish employees' perceived value of their work and contribute to feelings of dissatisfaction. Naveed et al. (2020) added that insufficient recognition and rewards for exceptional performance can further affect morale issues.
3. Career Development Opportunities: Sandjong (2021) stated that limited opportunities for career advancement and professional growth for employees at The Ritz-Carlton, Kyoto may lead to feelings of stagnation and disengagement among employees. Another perspective from Heimerl et al. (2020) is that lack of clear pathways for career progression can deter talented individuals from committing to long-term employment with the hotel.
4. Communication and Feedback: Duarte and Silva (2023) stated that ineffective communication channels and limited opportunities for feedback and dialogue between employers and employees can affect morale and hinder efforts to address concerns and grievances.  Abdien (2019) suggest that embracing a culture of open communication and transparency is important to foster trust and collaboration within the organization.
5. Work-Life Balance: Deery and Jago (2015) stated that the demanding nature of hospitality work, characterized by irregular hours and weekend shifts, this can disrupt employees' work-life balance and affect their overall well-being. Deery (2008) added that failure to prioritize employee wellness and support work-life balance initiatives may contribute to attrition and dissatisfaction.
Research Methodology and Sources
To conduct a comprehensive analysis of the issues facing The Ritz-Carlton, Kyoto, HOTLUX hotel and consultancy firm will utilized a combination of primary and secondary research methods. Chandran and Abukhalifeh (2021) stated that primary research involved conducting interviews, surveys, and focus group discussions with current and former employees to gain firsthand insights into their experiences, perceptions, and challenges within the organization.
Additionally, HOTLUX conducted a review of relevant academic literature, industry reports, and case studies on employee retention and job satisfaction in the hospitality sector. The insights that is drawn from the various source of data, with the aim of having them contribute to the findings and to help us identify the emerging trends, and make decisions that are based on evidence. This would be a suitable ground for making recommendations for Ritz-Carlton Hotel, Kyoto.
STEEPLED Analysis
George (2021) stated that the STEEPLED analysis examines external factors that may influence the hotel's operational environment and contribute to the challenges of employee retention and job satisfaction. The full STEEPLED analysis for The Ritz-Carlton, Kyoto is shown in the table below 
	Factors
	Impacts

	Social trends
	One of the things that affects The Ritz-Carlton Hotel, Kyoto is the changing demographics, Williams and Benjamin (2017) stated that this changing demographic and cultural norms has affected employee’s expectation and their preference for work-life balance and career development. 

	Technological Trends
	Kazandzhieva et al. (2017) stated that as technology advance, guest expectation changes, in terms of service delivery. This has necessitated the need for employees to adapt and to also be trained. If this is not the case at Ritz-Carlton Hotel, this would lead to low retention among their employee (Salazar,2018)

	Economic Conditions 
	There are certain economic conditions that affects employee’s satisfaction and interest in work. Kapiki (2012) stated that currency fluctuation, currency exchange rates, the labor market, the ever-changing wage levels, the limited supply of labor and employee mobility, influence the participation and satisfaction of employees at the Ritz-Carlton, Kyoto.

	Environmental Factors 
	Khatter (2023) suggests that sustainability initiatives and environmental regulation are factors that influences hotel operations.  The procurement activities in the hotel will change and this would affect the employee engagement with eco-friendly practices that they need to embrace.

	Political and Legal Factors 
	Zientara and Bohdanowicz (2010) stated that various regulatory framework, labor laws, and government policies have influence on the practices of employees, it also affects the workplace condition and the right of employees within the hospitality sector.

	Ethical Considerations 
	Knani (2014) stated that employees’ engagement can be affected by the ethical practices of the organizations, regarding fair labor practices, inclusion and diversity among workers/employees. Emami et al. (2019) added that this impact employee perceptions of organizational values and commitment to social responsibility.

	Demographic Trends
	Chakma et al. (2019) stated that the changing demographics, including workforce diversity and generational shifts, pose challenges and opportunities for talent management and employee engagement strategies


 
The result of the STEEPLED analysis show how the external factors that shape the Ritz-Carlton hotel are the interconnectedness, the operating environment of the hotel underscores the need for proactive adaptation and strategic response to emerging trends and challenges.
Positive Aspects (SOAR Analysis)
Despite the challenges of employee retention and job satisfaction, The Ritz-Carlton, Kyoto, possesses several strengths and positive attributes that contribute its survival and competitive advantage among other hotels and resorts.
	Strengths (S)
	Opportunities (O) 
	Aspirations (A)
	Results (R)

	· They have authentic Japanese Design
· It is situated in a prime location, Kyoto
· They have high guest satisfaction ratings 
· They also have spacious rooms 
· They have luxurious brand reputation   
	· Ritz-Carlton have opportunities to partner with local business for training 
· They also have opportunities to leverage technology to improve their efficiency  
· They have sustainability initiative 
· They also have opportunities to offer unique employee benefits 

	· To be recognize as leaders in employee satisfaction 
· To attract and retain top talent 
· To also become a sustainable employer  
	· Reduced turnover 
· Improved employee morale 
· Enhanced guest experience 
· Increased profitability 



The SOAR analysis highlights the hotel's inherent strengths and identifies opportunities for growth, innovation, and strategic alignment with organizational values and objectives.
TOWS Analysis
The TOWS analysis outlines strategic initiatives and future directions for The Ritz-Carlton, Kyoto, to address the challenges of employee retention and job satisfaction:
	Strengths (S)
	Opportunities (O)
	Weakness (W)
	Threat (T)

	· They have authentic Japanese Design
· It is situated in a prime location, Kyoto
· They have exceptional services and culture
· They also have exemplary hospitality team 
· They have luxurious accommodation 
	· Ritz-Carlton have opportunities to expand into new markets
· They also have opportunities to adopt innovation in guest experience 
· They have sustainability initiative 
· They also have opportunities for partnership
· Access to cultural and culinary experience 
	· There are limited career development opportunities 
· There are little or inadequate compensation 
· There is also a high level of communication challenges
· Inability to balance work and life is a huge challenge 
· There is lack of recognition for employees 
	· They are faced with intense competition 
· There are possibilities of economic uncertainty 
· They are faced with talent shortage 
· There are possibility of technological disruption 
· Compliance with regulation and rule is a major challenge for the organization 



The TOWS analysis identifies strategic synergies and opportunities to leverage the hotel's strengths, mitigate weaknesses, capitalize on opportunities, and mitigate threats in the dynamic hospitality landscape.
In conclusion, Ohunakin et al. (2019) suggest that the issues of employee retention and job satisfaction present a huge challenge for The Ritz-Carlton, Kyoto, requiring a holistic approach grounded in empirical evidence, strategic foresight, and organizational collaboration. If the root causes of employee turnover and dissatisfaction, capitalizing on its inherent strengths, and embracing opportunities for innovation and growth, the hotel can reaffirm its commitment to excellence and sustain its position as a premier destination for discerning travelers seeking unparalleled hospitality experiences.
[bookmark: _Toc159914935]Recommendations and Change Management 
From the analysis made about the factors that impact the employee’s retention and job satisfaction at The Ritz-Carlton, Kyoto, HOTLUX hospitality consultant thus proposes a series of targeted recommendations aimed at addressing the root causes of these challenges and fostering a positive and empowering work environment. If these recommendations will be implemented it will require effective change management practices to facilitate seamless transitions and maximize the likelihood of success.
Recommendations
1. Enhanced Compensation and Benefits Packages: Islam and Khan (2018) describe these two approaches as a means adopted by organizations to attract and retain talented employee, they go beyond the basic salary offering, there are bonus and additional perks that are introduced to improve job satisfaction foe employees. Waltengus (2019) describe this as a form of job security for employees and its also helps to achieve work-life balance for the employees over the years. Other approach suggested by Sarder (2020) are health insurance, retirement plans, paid time odd, employee assistance programs (EPA) and others. 
So, Ritz-Carlton, Kyoto should look into;
· Increasing the base salaries and introduce performance-based incentives to recognize and reward exceptional employee contributions (Osibanjo et al., 2014).
· Enhancing benefits offerings, including healthcare coverage, wellness programs, and retirement savings plans, to improve employee satisfaction and financial security (Mabaso and Dlamini, 2021).
2. Career Development and Advancement Opportunities: Adeniran et a. (2013) describe these two terms as a pathway that can allows employees to grow professionally, they can acquire new skills and even make progress within their career. Munjuri (2011) added that these opportunities keep employees motivated and create a form of job satisfaction, a sense of advancement and career development can increase the chances or retention from employees. 
So, Ritz-Carlton, Kyoto should look into;
· Implementing structured career development programs, mentorship initiatives, and cross-training opportunities to empower employees and foster a culture of continuous learning and professional growth (Arokiasamy et al., 2017).
· Creating clear pathways for career advancement and succession planning to provide employees with tangible opportunities for progression and development within the organization (Super and Hall, 1978).
3. Improved Communication and Feedback Mechanisms: Buhalis and Leung (2018) stated proved communication and feedback helps employees to gain clarity and alignment, a sense of belonging is created through this system for the employee and this help to improve their morale and motivation. Heung and Lam (2003) also added that it enhances collaboration and teamwork among employee and management. 
 So, Ritz-Carlton, Kyoto should look into; 
· Fostering a culture of open communication, transparency, and inclusivity through regular town hall meetings, employee forums, and feedback sessions with management (Buhalis and Sinarta, 2019).
· Implementing a robust performance management system that facilitate ongoing dialogue, goal setting, and constructive feedback between managers and employees (Buhalis and Amaranggana).
4. Work-Life Balance Initiatives: Oludayo et al. (2019) stated that work-life balance help employee to manage their professional responsibilities and also maintain a healthy personal life simultaneously. Dhas and Karthikeyan (2015) added that employers could introduce flexible work arrangements, paid time off and wellness programs for employees to achieve this.
So, Ritz-Carlton, Kyoto should look into;
· Introducing flexible scheduling options, telecommuting arrangements, and paid time off policies to support employees' work-life balance and well-being (Oludayo et al., 2019).
·  Providing access to employee assistance programs, mental health resources, and stress management workshops to promote holistic wellness and resilience (Dhas and Karthhikeyan, 2015).
5. Recognition and Rewards Programs: Khan et al. (2011) describe this as programs organized by organizations to create acknowledgment and incentives for their employees, this has been reported to increase the motivation and engagement of employees and also boost their job satisfaction status.
So, Ritz-Carlton, Kyoto should look into;
· Launching employee recognition programs, peer-to-peer appreciation initiatives, and service excellence awards to celebrate individual and team achievements and reinforce organizational value (Khan et al., 2011).
· Incorporating recognition events, milestone celebrations, and personalized acknowledgments into the hotel's culture to cultivate a sense of pride and belonging among employees.
Change Management Practices
To adopt these recommendations, there is need for effective change management practices, this will help Ritz-Carlton to to navigate the transition process and mitigate potential resistance to organizational change. Some of the strategies to achieve this, the following strategies can facilitate a smooth and successful implementation of the recommended initiatives:
1.Clear Communication and Stakeholder Engagement: Bruce and Shelly (2010) stated that clear communication and stakeholder’s engagement are essentials elements of effective leadership and management. It helps to build strong bond and relationship between thee management and the employees.
So, Ritz-Carlton, Kyoto should look into;
· Engaging their stakeholders at all levels of the organization, this can be achieved through transparent communication, active listening, and meaningful involvement in the change process.
· Articulating the rationale behind the proposed changes, this will help to highlight the anticipated benefits, and address any concerns or misconceptions to build buy-in and foster a shared sense of ownership (Bruce and Shelly, 2010).
2. Training and Development: Salas et al. (2012) stated that this strategy allows the skills, knowledge and competency of employee to be enhanced. This would lead to improvement and organizational performance. The aspect of the training and development include, need assessments, strategic alignment, delivery methods and continuous improvement.
So, Ritz-Carlton, Kyoto should look into;
· Providing a comprehensive training and development opportunities, this would help to equip managers and employees with the skills, knowledge, and tools necessary to adapt to new processes, policies, and expectations.
· Offering change management workshops, coaching sessions, and resources to support individuals (in this case employees) in navigating change and building resilience in the face of uncertainty (Salas et al., 2012).
3. Feedback and Continuous Improvement: Dionizi and Kercini (2014) stated that these are interconnected process that helps to enhance organizational efficiency, it is a system of two-way communication that fosters productivity and innovation. 
So, Ritz-Carlton, Kyoto should look into;
· Establishing mechanisms for ongoing feedback, monitoring, and evaluation, this would help them to assess the effectiveness of the implemented changes and identify areas for refinement and enhancement.
· Soliciting input from employees, gather anecdotal evidence, and analyze key performance indicators, this would help them to gauge the impact of the recommended strategies and track progress toward organizational goals (Dionizi and Kercini, 2014).
Measurement of Success
It is important to measure the success of the recommended strategies, to ensure that the implementation of these strategies definitely yield a profitable return.  The success of the recommended strategies will be measured through a combination of qualitative and quantitative indicators. Waeli et al. (2016) stated that the quantitative indicators that are adopted are financial metric, market share, customer metrics, operational efficiency and employee performance among others. The qualitative indicators as stated by Arifeen et al. (2014) include brand perception, customer loyalty and advocacy, stakeholder satisfaction, innovation and creativity, market positioning and differentiation.
The measurement of success or the Ritz-Carlton will be assess based on the following indices and measurement approaches;
1. Employee Engagement and Satisfaction Surveys: The Management of Ritz-Carlton will be advised to conduct regular surveys and focus groups, this would help them to assess employee perceptions, morale, and satisfaction levels before and after the implementation of the initiatives. This survey has been adopted by several organization and has been proven to be an effective feedback mechanism for measuring success.
2. Retention Rates and Turnover Reduction: Another important approach is through the retention rates and turnover reduction, The Ritz-Carlton should monitor employee turnover rates, retention metrics, and exit interviews to track improvements in employee retention and identify any persistent retention challenges. Once the persistent retention challenges are identified, this should be included in the nest action plan for the organization and ensure that such factors are effectively handled.
3. Performance and Productivity Metrics: These indices help to evaluate key performance indicators such as guest satisfaction scores, service delivery metrics, and revenue per available room (RevPAR), it also helps to gauge the impact of employee engagement on operational performance and financial outcomes (Nasir et al., 2012). The performance and productivity metrics are grouped into four major part, the individual performance metric (sales revenue, conversion rates, number of sales, customers satisfaction score, average handle time, first contact resolution and quality assurance scores), team performance metrics (team productivity, team efficiency ratio, customer retention rate, team collaboration index, on-time delivery rate and employee engagement score), Process/Productivity Metrics (Cycle time, lead time, throughput etc.) and Organizational Performance Metrics (Revenue Growth, Profit Margins, Return on Investment, Customer Acquisition Cost, Employee Turnover Rate)
4. Cost-Benefit Analysis: The Ritz-Carlton should conduct a comprehensive cost-benefit analysis to evaluate the return on investment (ROI) of the recommended strategies and justify any associated costs in relation to the anticipated benefits and long-term sustainability of the hotel. These approaches are effective measures to measure the success of the strategies that are suggested for the organization (Fischhoff, 2015).
Potential Benefits
The successful implementation of the recommended strategies is expected to yield several benefits for The Ritz-Carlton, Kyoto, including:
· It is expected that the employees of The Ritz-Carlton, Kyoto experience enhanced employee morale, motivation, and commitment to organizational goals.
· It is expected that the employees of The Ritz-Carlton, Kyoto experience improved service quality, guest satisfaction, and loyalty, leading to increased repeat business and positive word-of-mouth referrals.
· It is expected that the employees of The Ritz-Carlton, Kyoto experience Greater operational efficiency, productivity, and profitability through a more engaged and empowered workforce. It is important to note that enhanced reputation as an employer of choice and a leader in employee engagement and talent management practices within the hospitality industry can boost the overall growth of an organization.
Cost Considerations
An important consideration that must be done in this analysis is the cost consideration, each strategy and its implementation comes with a cost, the associated cost should be carefully evaluated and aligned with the hotel's budgetary constraints and revenue projections. This would inform the decision to engage investments in compensation adjustments, training programs, and employee wellness initiatives should be viewed as strategic investments in the long-term success and sustainability of the hotel's operations.
Summarily, embracing change management best practices, and leveraging employee feedback, with the mind of measuring the impact of recommended strategies, The Ritz-Carlton, Kyoto, can position itself for sustained growth, innovation, and competitive advantage in the dynamic hospitality landscape. This can be achieved through a collaborative and proactive approach to addressing employee retention and job satisfaction, the hotel can cultivate a culture of excellence, resilience, and continuous improvement that resonates with employees, guests, and stakeholders alike.
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The table below shows the action plan that has been drafted for Ritz-Carlton Hotel, based on the analysis that was carried out in this report, the problem, solution, desired outcome, time scale, completion data and planned budget are also included in the action plan as shown.
	Number 
	Problem 
	Solution 
	Desired outcome 
	Time scale 
	Completion Date 
	Planned Budget 

	1
	Lack of work-life balance 
	Implement flexible work arrangements (compressed workweeks, part-time options, remote work)
	Reduced employee burnout, increased job satisfaction
	6 months
	June 30, 2024
	20,000 (technology infrastructure, pilot program setup)

	2
	Uncompetitive compensation and benefits 
	Conduct market analysis and adjust salaries/benefits
	Increased employee retention, attraction of top talent
	3 months
	March 31, 2024
	150,000 (salary adjustments, benefits programs implementation)

	3
	Limited career development opportunities 
	Develop clear career paths, offer internal training & mentorship
	Increased employee engagement and motivation, reduced turnover
	12 months
	Dec 31., 2024
	30,000 (training programs, mentorship program infrastructure)

	4
	Negative management practices 
	Implement employee engagement initiatives, train managers on positive leadership
	Improved work environment, increased employee morale
	6 months
	June 2024
	10,000 (training programs, employee recognition initiatives )

	5
	Ineffective communication and feedback 
	Establish feedback channels, conduct regular surveys, train managers on communication
	Improved communication flow, addressed employee concerns
	4 months 
	April 2024
	5,000 (survey software, communication training )

	6
	Lack of community engagement 
	Partner with local businesses, offer employee discounts, encourage community involvement
	Increased employee sense of belonging and pride
	Ongoing
	N/A
	5,000 (annual budget for partnerships and discount)


The action plan showed that there is a total planned budget of €220,000, there are 6 action plan which are largely based on; lack of work-life balance, uncompetitive compensation and benefits, limited career development opportunities, negative management practice, ineffective communication and feedback and lack of community engagement. This is a high-level overview of action plan, which may be subject to changes depending on the time frame and the chosen solution by the organization.
HOTLUX hotel consultancy strongly believe that by implementing this action plan, Ritz-Carlton, Kyoto can address the challenge peculiar to its employees’ retentions and staff satisfaction. This would help to create a more positive work environment and attract top talent, this would also help them to retain these talents. This would enhance guest experience increase their profitability. 
[bookmark: _Toc159914937]Conclusion 
Based on the analysis carried out above, HOTLUX Hospitality Consultant would like to make the following conclusion. One of the things this report has done for Ritz-Carlton, Kyoto is to delved into the challenges of employee retention and staff satisfaction they have been experiencing in the recent years. Through comprehensive analysis, we have identified key factors contributing to these issues, the impact they have on the hotel's operations and reputation, and potential solutions to overcome them.
Our findings show that there are diverse problems and challenges that are peculiar to Ritz-Carlton as an organization, the problems include; Work-life balance concerns (Bello and Belo, 2021), uncompetitive compensation and benefits (Yam and Raybould, 2011), limited career development opportunities (Frye et al., 2020), negative management practices (Sangaran and Jeetesh, 2015), and ineffective communication all play a role in employee dissatisfaction and high turnover. The factors were discovered using the STEEPLED, TOWS and SOAR analysis. Addressing these issues requires a holistic approach that prioritizes employee well-being, engagement, and development.
The recommended action plan presented a framework for achieving these goals. One of the peculiar things with our recommendation is that they are practical’s.  By implementing flexible work arrangements (Shaikh and Zahid, 2016), adjusting compensation and benefits (Oluwole, 2020), creating clear career paths (Vasquez, 2014), fostering positive management practices (Anthony et al., 2023), and establishing effective communication channels (Kaliyamoorthy et al., 2018), The Ritz-Carlton, Kyoto can create a more attractive and rewarding work environment for its staff. These factors has been found t be more effective in addressing employee retention and staff satisfaction across various hospitality sector, which prove that it would be suitable for The Ritz-Carlton, Kyoto as an organization.
It is also important to note that the benefits of these efforts extend far beyond reduced turnover and improved employee morale. It has proven to offer other solution, Holston-Okae and Mushi (2018) added that enhanced staff satisfaction will translate into a more positive guest experience, strengthened brand reputation, and ultimately, increased profitability for the hotel.
We recognize that change requires commitment and resources, and we encourage The Ritz-Carlton, Kyoto to carefully consider the presented recommendations and their associated costs. By placing more emphasis on employee well-being and investing in solutions that address their concerns, the Ritz-Carlton, Kyoto hotel can solidify its position as a leader in hospitality and ensure its continued success in the evolving market.
In conclusion, we thank The Ritz-Carlton, Kyoto for the opportunity to collaborate on this important project. It is a privilege that we do not take for granted. We are confident that by implementing the recommendations outlined in this report, the hotel can overcome its employee retention and staff satisfaction challenges and create a prosperous future for its staff and guests alike.
As we conclude this project, we remain optimistic that the suggested initiatives will offer positive impact on The Ritz-Carlton, Kyoto's legacy of excellence. To offer further support and guidance as needed, and we look forward to witnessing 
Thank you once again for the opportunity to collaborate with you. ‘
Sincerely,
HOTLUX Hospitality Consultancy. 
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