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Overview of the Issue 
Radisson Blu Bucharest, a five-star luxury hotel, is experiencing critical staff-related challenges that are negatively impacting its service quality, operational efficiency, and financial performance. High employee turnover, low morale, limited career development opportunities, and ineffective recruitment strategies have resulted in inconsistent service delivery, guest dissatisfaction, and increased operational costs. These staffing challenges threaten the hotel's ability to maintain its reputation and competitive advantage in the highly competitive Bucharest hospitality market.
Key Findings
1. High Staff Turnover: The hotel struggles to retain employees due to non-competitive salary packages, lack of career progression, and work-related stress.
2. Employee Morale and Satisfaction: Job dissatisfaction, lack of recognition, and inadequate compensation contribute to poor staff engagement and productivity.
3. Operational Inefficiencies: Short-staffing causes increased workloads, service delays, and customer dissatisfaction.
4. Reputation Risks: Negative online reviews related to staff behaviour and service inconsistencies damage the hotel’s brand image.
5. Financial Impact: Increased costs related to recruitment, onboarding, and training new employees add to financial strain, while dissatisfied guests opt for competitor hotels.
Analysis and Strategic Frameworks
 To assess the problem comprehensively, the following strategic frameworks were used:
· STEEPLED Analysis: Identified external factors, such as economic pressures, labour market competition, and evolving industry regulations, affecting staffing challenges.
· SOAR Analysis: Highlighted strengths, opportunities, aspirations, and results to identify pathways for improvement.
· TOWS Matrix: Provided actionable strategies to address staffing issues and leverage strengths to mitigate threats.
Key Recommendations 
To address these pressing issues, the following recommendations are proposed:
1. Enhancing Employee Compensation and Benefits
· Conduct a competitive salary benchmarking study to align pay with industry standards.
· Introduce additional benefits such as health insurance, meal allowances, and performance-based bonuses.
· Expected Outcome: Improved retention rates reduced hiring costs, and higher employee satisfaction.
· Cost: €200,000 annually.
2. Implementing Comprehensive Staff Development Programs
· Establish structured training programs in customer service, leadership, and technical skills.
· Partners with hospitality institutes for workshops and certifications.
· Expected Outcome: Higher competency, better service quality, and increased employee engagement.
· Cost: €150,000 annually.
3. Establishing a Staff Recognition and Reward System
· Introduce an ‘Employee of the Month’ program and monetary/non-monetary recognition awards.
· Organize staff appreciation events and career development incentives.
· Expected Outcome: Boosted morale, greater job satisfaction, and improved productivity.
· Cost: €30,000 annually.
4. Adopting Flexible Work Arrangements
· Implement remote work for administrative roles and shift-swapping policies for operational teams.
· Introduce job-sharing and compressed workweek options where feasible.
· Expected Outcome: Reduced burnout, increased retention, and higher productivity.
· Cost: Minimal, with potential savings in recruitment and absenteeism.
Change Management Strategy 
Kotter’s eight-step change model will be used to ensure that the implementation of the staffing crisis is smooth. These include establishing a sense of urgency, forming a coalition, and developing a strategy that aligns with the hotel's goals. Make use of the comprehensive power of your organization to address issues, improve processes, and foster a more supportive culture. Turn short-term wins into sustained victories by implementing innovative initiatives such as flexible schedules and referral incentives. Leveraging data and feedback will enable you to formulate more effective strategies. Develop policies that incorporate career advancement and recognition programs.


Measurement of Success 
The effectiveness of these strategies will be assessed through:
· Employee Retention Rates: Lower turnover indicates increased job satisfaction.
· Guest Satisfaction Scores: Positive customer feedback reflects improved service quality.
· Productivity Metrics: Efficiency in service delivery and staff engagement.
· Financial Performance: Cost savings from reduced recruitment expenses and increased operational efficiency.
Action Plan 
The proposed action plan outlines a structured approach to resolving staffing challenges at Radisson Blu Bucharest. The following table summarizes the key areas of focus:
	1
	Low Employee Morale
	Implement staff recognition programs and career development initiatives
	Higher employee satisfaction and engagement
	4 months
	15/08/2025
	€30,000 annually

	2
	Work-Life Balance Issues
	Introducing flexible work arrangements and wellness initiatives
	Reduced employee burnout and improved productivity
	5 months
	01/09/2025
	€15,000 annually

	3
	Inefficient Staff Performance
	Implement structured training and mentorship programs
	Improved service quality and operational efficiency
	6 months
	01/10/2025
	€50,000 (initial setup) + €100,000 annually

	4
	Lack of Clear Career Progression
	Establish mentorship and internal promotion pathways
	Increased employee retention and internal growth
	6 months
	01/10/2025
	€25,000 annually

	5
	Limited Compensation and Benefits
	Revise salary structures and introduce additional benefits such as health insurance and meal allowances
	Improved staff retention and job satisfaction
	6 months
	01/10/2025
	€200,000 annually

	6
	Employee Burnout Due to Heavy Workloads
	Introducing shift rotation and workload balancing strategies
	Enhanced productivity, reduced absenteeism, and better employee well-being
	4 months
	01/08/2025
	€20,000 annually



Conclusion
 The Radisson Blu Bucharest faces significant workforce challenges that are impacting its service quality and reputation. By implementing the recommended solutions, the hotel can achieve long-term sustainability and reinforce its position as a leading hospitality provider. The strategic focus on employee retention, engagement, and well-being will enhance guest experiences, streamline operations, and ultimately drive financial growth. The proposed initiatives align with best practices in the hospitality industry and will position Radisson Blu Bucharest as an employer of choice, ensuring a motivated and high-performing workforce.
At Perfect Solution & Strategy Hospitality Consulting, we appreciate the opportunity to contribute to the success of Radisson Blu Bucharest. Our team remains committed to supporting the hotel in achieving its operational and strategic objectives, ensuring long-term prosperity and excellence in hospitality.
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The Radisson Blu Hotel in Bucharest is a renowned establishment that offers a variety of services and accommodations. This hotel is in the city's heart, on the Calea Victoriei boulevard. It features a modern design and luxurious amenities. The hotel's restaurants and bars are designed to provide a variety of dining experiences. They are complemented by exceptional service and hospitality. Take a break from the daily grind at the THAIco Spa or join World Class, our health club, which is a collaboration with a well-known Romanian chain. Guests staying with us can also access our 22-meter indoor pool and whirlpool. The hotel's signature feature is the NAMI Beach Club, which is an exclusive area that offers a beach vacation experience. This facility features a large outdoor swimming pool and a heated outdoor whirlpool. Guests staying with us can enjoy special rates during the summer season. The hotel is less than 18 kilometres from the Bucharest Airport and 500 meters from a metro station, making it easy for guests to get around the city. Some of the local attractions that are nearby include the National Art Museum and the Romanian Athenaeum. The Radisson Blu Hotel in Bucharest is a 5-star establishment that offers a variety of accommodations. It features 462 rooms and suites, which are designed with the creativity of Buki Zuker and Uri Blumenthal. Guests staying with us will enjoy modern amenities such as free Wi-Fi and a Smart LED TV (Raddison Blu Bucharest, 2025). 
 Due to the various issues affecting the operations of Raddison Blu in Bucharest, it is currently experiencing a significant decrease in its guest satisfaction and quality of service. Even though it is known for its service excellence and reputation, the hotel's internal problems, such as a lack of staff and high turnover rates, have started to affect its performance. The Radisson Blu Bucharest's staffing issues pose a threat to its competitive advantage and could negatively affect its operations, guest satisfaction, and financial performance. This report aims to examine the factors that contribute to these issues and identify possible solutions. It also recommends strategies that could help the hotel overcome these problems. (Tripadvisor, 2025).
The team at Perfect Solution & Strategy is focused on providing effective and creative solutions to the hospitality industry. We help our clients improve their operational efficiency and revenue potential through our various services. Our team has extensive experience in optimizing the guest experience and developing strategic plans. The exceptional client relationships that Perfect Solution & Strategy has established with its many past clients demonstrate the value that we add to their offers. 
This report will utilize key strategic frameworks:
· SOAR Analysis: the goal of a SOAR Analysis is to help organizations identify their strengths and future vision and then focus on their current opportunities and goals. This process can help them develop a strategic plan that will allow them to achieve their goals. The acronym SOAR stands for Strengths, Opportunity, Aspirations, and Results (Tools Hero, 2024). 
· TOWS Matrix: begins by analysing an organization's environment, which provides a clear understanding of its current situation and potential opportunities. This allows the company to formulate a strategy and decide where it wants to go in the time ahead. The following step is to identify the strengths and weaknesses of the company (Tools Hero, 2024).
· STEEPLED Analysis: the process of strategic planning can be utilised in all aspects of a company's operations to identify, evaluate, and track external risks. The acronym STEEPLED stands for technological, economic, social, environmental, legislative, demographic, and political (CIPS, 2025).
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Radisson Blu Bucharest, renowned for its premium hospitality and strategic location in Romania’s capital, is currently facing significant internal challenges stemming from staff-related issues. These problems manifest in various ways, including high turnover rates, staff shortages in critical departments, decreased morale, and ineffective internal communication. These issues, if left unaddressed, can undermine the hotel’s operational efficiency and tarnish its reputation, ultimately reducing guest satisfaction and profitability (Stanciu, Cîşlaru and Lădaru, 2018).
Staff-related issues in the hospitality sector often arise from a combination of internal and external factors. In the case of Radisson Blu Bucharest, the competitive labour market, insufficient career development opportunities, and lack of effective incentive structures are notable contributors. Moreover, the pressure to maintain high standards of service in a demanding environment has exacerbated staff stress, leading to burnout and a high attrition rate (Gîngioveanu Lupulescu, et al. (2024).
To fully understand the implications of this problem, this section will analyse the impacts on operational performance, guest satisfaction, financial outcomes, and the hotel’s long-term competitive standing. This analysis draws on various sources, including industry reports, employee surveys, and customer reviews from platforms such as TripAdvisor and Booking.com.
[bookmark: _Toc191608277]Impact of the Issue on the Hotel

A. Service Quality Decline
A well-functioning team is very important to maintain high standards of hospitality. At Radisson Blu Bucharest, the lack of trained and experienced staff members has affected the quality of service. Overworked employees have caused various issues, such as delays in the reservation process and poor customer service (Buttigieg, West and Dawson, 2011).
Evidence from Online Reviews:
According to reviews posted by travellers on Booking.com (2025) and TripAdvisor (2025), the staff's attitude, inattentiveness and delays in service are some of the issues that have been identified by guests.
[image: ]
B. Impact on Reputation
The reputation of a hotel can affect the number of people who book a room there. Negative feedback about the performance of the staff can prevent potential customers from making a reservation. Online platforms like TripAdvisor and Google Reviews show an inconsistent pattern of dissatisfaction regarding the behaviour of the staff, which can seriously affect the image of the establishment. Online platforms like TripAdvisor (2025) and Booking (2025) show an inconsistent pattern of dissatisfaction regarding the behaviour of the staff, which can seriously affect the image of the establishment (Wen, et al., 2021).

C. Financial Implications
Besides negative feedback, staff-related issues can also have financial repercussions for a hotel. The most immediate effect of this issue is the high turnover rates, which can result in the expense of training and recruiting new employees (Ridenhour, 2021). In addition, understaffing can result in a reduced level of service, which can negatively affect occupancy rates and repeat business (Cho et al., 2019). The impact of understaffing on a hotel's financial situation is significant. It can lead to higher training and recruitment costs, as well as a decline in retention and customer satisfaction.
D. Operational Inefficiencies 
The lack of staff members can lead to various operational issues. The strain on the employees can cause absenteeism, reduced productivity, and burnout. This can create a vicious cycle that results in further service deterioration and a drop in morale (Alqahtani, et al. (n.d).
E. Employee Morale and Job Satisfaction
The lack of enthusiasm among staff members can lead to various operational problems. Some of the issues that can affect their morale include overwork, inadequate recognition, and a lack of career advancement opportunities (Heimerl, et al., 2020).
F. Scope of the Problem
Radisson Blu Bucharest's staff problems go beyond one department. These include issues related to food and beverage services, housekeeping, and front desk operations. The prevalence of these problems suggests that a comprehensive solution is needed (Tripadvisor, 2025).

[bookmark: _Toc191608278]Causes of Staff Challenges
The root causes of staff-related issues at Radisson Blu Bucharest can be categorized into internal and external factors:



[bookmark: _Toc191608279]Internal Factors:
· Inadequate Compensation: The hotel’s salary packages are not competitive enough compared to other luxury hotels in Bucharest, leading to higher turnover (Glassdoor, 2023).
· Lack of Career Development: Limited opportunities for growth and professional development discourage long-term employee retention (Dachner et al., 2021).
· Ineffective Communication: Poor communication between management and staff has led to misunderstandings and dissatisfaction (Campbell, Campbell-Phillips and Phillips, 2020).
[bookmark: _Toc191608280]External Factors:
· Labor Market Competition: The Bucharest hospitality sector is highly competitive, with employees often being drawn to other hotels offering better packages (Cornea, 2024). 
· Economic Pressures: Rising living costs in Bucharest have increased employee expectations for higher wages and better benefits (Working Market Agency, 2018). 

[bookmark: _Toc191608281] Feedback as an Issue
Feedback mechanisms within Radisson Blu Bucharest appear to be underutilised. Management often overlooks employee feedback, both formal (through surveys) and informal (through daily interactions), leading to unresolved grievances. Similarly, guest feedback regarding staff performance is not always acted upon promptly, allowing service-related issues to persist (Radisson Hotels, 2023).

[bookmark: _Toc191608282] Reputation Risks
The accumulation of negative feedback on public platforms has begun to tarnish the hotel’s image as a leading hospitality provider in Bucharest. Negative reviews related to staff attitudes and service delivery diminish the hotel’s reputation, affecting its ability to attract new customers, especially high-value business travellers and event organizers (Symmons Industries, 2019).
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The financial repercussions of staff challenges are multifaceted (Travel Outlook, 2023):
· Increased operational costs due to recruitment, onboarding, and training of new staff.
· Loss of revenue from dissatisfied customers choosing competitor hotels.
· Decline in event and business bookings due to concerns over service quality.

[bookmark: _Toc191608284] Scope of the Issue
The staffing problem at Radisson Blu Bucharest extends beyond front-facing roles and affects back-office functions, including management, human resources, and maintenance teams. This broad scope emphasizes the need for a general method to address staff confronts across all levels of the organization (Karnish, 2025). 
[bookmark: _Toc191608285]STEEPLED analysis

According to the study, the external factors that affect the staffing challenges of Radisson Blu Bucharest are the increasing demand for flexible work arrangements and better working conditions. In addition, technological advancements that offer operational benefits also require continuous training for employees to use the tools effectively (Josan et al., 2024). 
The rising cost of living and the competition within the hospitality industry are some of the factors that have caused wage-related issues and higher rates of turnover (Eurobuildcee, 2024). Moreover, employees are being trained in sustainable practices, which may result in additional demands on their time (Economedia.ro, 2024).
The legal and political factors that affect the staffing decisions of Radisson Blu Bucharest are the implementation of government regulations and labour laws. These factors can cause delays in the scheduling of employees and require the hotel to take the necessary steps to comply. Aside from these, other factors such as the age of the employees and the ethical considerations of the company also act an important task in the decision-making process (HFTP, 2024; Hotrec, 2022). 
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SOAR's analysis of Radisson Blu Bucharest shows that it can maintain a strong brand identity and an elevated level of client loyalty, two of the most critical aspects that a hotel should contemplate when it comes to evolving its operations (Radisson Hotels, 2024).  Despite the current staffing issue, the hotel's various services and reputation remain strong. The hotel industry has immense potential for expansion if it focuses on developing its staff and adopting new technology to improve its operations. This can be done through the establishment of a top-employer culture and the pursuit of employee satisfaction (Blasberg-Roelen, n.d). 
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The analysis found that Radisson Blu Bucharest can address its staffing concerns by leveraging its brand strength and market presence. This hotel can entice skilled workers with attractive benefits and career opportunities while also improving its employee engagement and communication. Through strategic partnerships with educational institutions and recruitment agencies, the hotel can establish a pipeline of skilled workers and ensure that it has access to the necessary resources to meet its guest's needs. To effectively address labour competition and the evolving expectations of its customers, the hotel can adopt a proactive approach by establishing flexible work arrangements (Radisson Hotels, 2024; HFTP, 2024). 
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[bookmark: _Toc191608289] Overview of Recommendations
1. Enhance Employee Compensation and Benefits
2. Implement Comprehensive Staff Development Programs
3. Establish a Staff Recognition and Reward System
4. Adopt Flexible Work Arrangements

[bookmark: _Toc191608290] Detailed Recommendations and Implementation Plan
[bookmark: _Toc191608291]Enhance Employee Compensation and Benefits (Tumi, Hasan, and Khalid, 2022). 
Benefits play a fundamental role in shaping employee behaviour and motivation, ultimately enhancing their contributions toward organizational goals. A well-structured compensation structure includes both financial (salaries, bonuses) and non-monetary (recognition, benefits) benefits which help boost employee efficiency and reduce turnover (Güngör, 2011; Thaiefi et al., 2015; Summers, 2005). Studies in various sectors, including higher education institutions (HEIs), highlight that effective reward and performance evaluation systems magnetise competent employees and enhance organizational success (Early & Winton, 2001). Additionally, businesses leverage compensation strategies to improve employee performance, which can lead to higher revenue (Kuster & Canales, 2011).
Compensation is not limited to financial rewards but also includes verbal recognition, encouragement, and appreciation, which foster employee belief and a sense of having its place (Conger, 1989). Public acknowledgement and exposed appreciation from managers serve as motivational tools that encourage employees to perform better. Organizations that effectively implement reward systems create a helpful employment environment where employees feel appreciated and inspired to overcome challenges (Hart et al., 1990). Therefore, a balanced approach to monetary and non-monetary bonuses significantly influences employee commitment, job satisfaction, and overall accomplishment (Berry et al., 1987).

Implementation Steps
· Conduct market research to benchmark competitive salaries within the Bucharest hospitality industry.
· Revise salary structures to offer competitive packages.
· Introduce additional benefits such as health insurance, meal allowances, and transportation subsidies.
Potential Challenges
· Budget constraints may limit immediate implementation.
· Need to ensure fairness and consistency across all departments.
Cost Implications
· Estimated additional expenditure: €200,000 annually.
· Salaries around €600 per person (Statista, 2024) and approximately 500 employees (LinkedIn, 2025). 
Benefits
· Improved staff retention rates.
· Enhanced employee morale and productivity.
[bookmark: _Toc191608292]Implement Comprehensive Staff Development Programs 
Investing in staff development is essential for enhancing service quality, improving employee satisfaction, and reducing turnover rates. A well-structured training and development program can ensure that employees acquire the required skills to excel in their positions while also providing them with career growth opportunities. This initiative is especially  important in the hospitality industry, where guest enjoyment directly correlates with staff competence and engagement (Ghani, B. et al., 2022).

Implementation Steps
a) Develop a Structured Training Calendar:
a. Establish a yearly training schedule covering customer service excellence, leadership skills, technical skills, and cultural competency.
b. Integrate soft skills training, including communication, teamwork, and conflict resolution, to foster a customer-centric work culture.
c. Implement role-specific training programs for housekeeping, front desk operations, food and beverage services, and event management.
b) Partner with Hospitality Institutes:
a. Collaborate with hospitality schools, universities, and training centres to provide professional workshops, hands-on experience, and certification programs.
b. Organize guest lectures and industry expert-led training sessions to expose employees to the best international practices in hospitality.
c. Encourage employees to participate in online courses and external development programs supported by the company.
c) Introducing a Mentorship Program for Career Development:
a. Establish a mentor-mentee program pairing senior employees with junior staff to provide hands-on learning experiences.
b. Conduct quarterly career development meetings to help employees outline their professional growth plans.
c. Offer internal promotion opportunities to retain top talent and reward long-term commitment.

d) Implement Cross-Training Programs:
a. Encourage employees to learn multiple roles across departments to enhance flexibility in staffing.
b. Establish rotational training sessions to allow employees to gain insights into different areas of hotel operations.
e) Utilise Digital Learning Platforms:
a. Develop e-learning modules accessible via mobile apps, allowing staff to complete training at their convenience.
b. Implement a Learning Management System (LMS) to track employee progress and measure training effectiveness.
Potential Challenges
· Allocating Time for Training Without Disrupting Operations:
· Implement shift-based training to ensure staff availability while reducing service disruptions.
· Utilize low-occupancy periods for intensive training workshops.
· Ensuring Employee Participation and Engagement:
· Offer training incentives, such as completion bonuses or recognition awards.
· Maintaining Consistency in Training Quality:
· Develop standardized training manuals and use certified trainers to maintain quality across all sessions.
Cost Implications
· Initial Training Setup and Materials: €50,000 (including training modules, digital learning platforms, and training venue setup).
· Annual Training Budget: €100,000 (covering instructor fees, employee training stipends, and workshop expenses).
Benefits
a) Higher Staff Competency and Service Quality:
a. Employees will be well-equipped to handle guest requests efficiently and professionally.
b. Enhanced problem-solving skills among employees will lead to fewer guest complaints and higher satisfaction ratings.
b) Increased Job Satisfaction and Engagement:
a. Employees who receive structured career development opportunities feel more valued and committed to the organization.
b. Reducing skill gaps through training can increase staff confidence and reduce workplace stress.
c) Improved Employee Retention and Reduced Turnover:
a. Employees with transparent career progress paths are more likely to remain within the organization.
b. Investing in training demonstrates the hotel's commitment to its workforce, fostering a sense of belonging and loyalty.
d) Cost Savings Through Internal Promotions:
a. By developing internal talent, the hotel can reduce recruitment costs associated with hiring external candidates.
b. Cross-training programs ensure operational flexibility, reducing dependency on external hires.

e) Competitive Advantage in the Market:
a. A well-trained and motivated staff can significantly enhance Radisson Blu Bucharest’s reputation for excellent service.
b. The hotel's commitment to staff development can be leveraged as a unique selling point in recruitment and marketing strategies.

[bookmark: _Toc191608293]Establish a Staff Recognition and Reward System
The study is anchored in Herzberg’s Two-Factor Theory, which separates between intrinsic stimuli (e.g., appreciation, achievement, career growth) and extrinsic reasons (e.g., salary, organisational policies, and work conditions). Herzberg’s model suggests that while addressing hygiene factors prevents dissatisfaction, true motivation requires intrinsic rewards (Robbins, 2009). The theory is relevant to the study as it highlights the importance of both monetarist (extrinsic) and non-financial (intrinsic) compensations in employee performance (Lipuku, Sang and Rop, 2022).

Implementation Steps
· Launch an ‘Employee of the Month’ Program:
· Recognize outstanding employees in different departments based on performance metrics, guest feedback, and peer nominations.
· Feature awardees on the hotel’s internal communications board, website, and social media to increase visibility and appreciation.
· Provide Monetary Rewards and Recognition Certificates:
· Offer financial incentives such as bonuses, gift vouchers, or salary increments for employees who demonstrate exceptional performance.
· Issue official certificates or plaques to recognize outstanding contributions to the hotel’s success.
· Celebrate Milestones and Achievements Through Staff Events:
· Organize quarterly and annual recognition events to celebrate top performers.
· Recognize long-serving employees with tenure awards and special benefits, fostering loyalty and commitment.
· Host team-building activities, gala dinners, or retreats to enhance camaraderie and morale.
· Implement Peer-to-Peer Recognition Programs:
· Allow employees to nominate and appreciate their colleagues for their contributions.
· Implement a digital platform where employees can give instant recognition to co-workers.
· Introduce Career Development Incentives:
· Reward high-performing employees with opportunities for career advancement, leadership training, or professional development courses.
Potential Challenges
· Ensuring Fairness in the Recognition Process:
· Transparent criteria and performance-based evaluations must be established to prevent favouritism and bias.
· Sustaining Engagement Over Time:
· Regular updates and improvements to the program should be made to maintain enthusiasm and participation.
Cost Implications
· Annual Budget for the Reward Program: €30,000 (includes monetary rewards, event costs, and recognition materials).
Benefits
1. Boosted Morale and Motivation:
· Workers will feel more motivated and appreciated as they perform their duties, leading to higher levels of satisfaction.
2. Increased Productivity and Employee Satisfaction:
· Employees who receive recognition and incentives tend to be more committed and engaged.
· Enhanced job satisfaction leads to lower turnover rates and higher retention.
3. Improved Guest Experience:
· Employees who are recognized for their exceptional performance are more likely to offer superior customer care, leading to higher satisfaction ratings for guests.
4. Stronger Organisational Culture:
· A well-structured recognition system fosters a culture of appreciation, teamwork, and continuous improvement.

[bookmark: _Toc191608294]Adopt Flexible Work Arrangements
Besides traditional pay systems, the rise of flexible work arrangements has been identified as one of the most effective ways to improve employee well-being and engagement. According to Allen et al. (2013), flexibility is a type of opportunity that companies provide their employees to make their own decisions regarding their work. According to Casper and Harris (2008), there are two types of flexible work arrangements: regular and irregular. The latter allows employees to make their schedules based on the changes in their workload (Bal & De Lange, 2014). According to studies, implementing flexible work arrangements can help decrease employee stress and absenteeism (Zhou et al., 2017; Kurtessis et al., 2017). 

Implementation Steps
· Introducing Flexible Scheduling Options:
· Allow employees to choose their start and end times within operational limits.
· Implement shift-swapping policies to accommodate personal commitments while ensuring smooth hotel operations.
· Allow Remote Work for Administrative Roles:
· Where feasible, enable departments such as finance, HR, and reservations to work remotely on certain days.
· Implement digital tools to track productivity and maintain seamless communication.
· Implement Job-Sharing Arrangements:
· Allow two employees to share the responsibilities of a full-time role.
· Encourage flexibility in roles that do not require continuous physical presence at the hotel.
Potential Challenges
· Coordinating Flexible Shifts Without Affecting Service Quality:
· Ensuring enough staff coverage during peak hours and events.
· Resistance to Change:
· Several managers may be tentative about implementing FWAs due to traditional work culture norms.
Cost Implications
· Minimal Initial Costs: Implementation primarily involves policy changes and training.
· Potential Savings: Reduced absenteeism and turnover can offset costs in recruitment and training.
Benefits
· Improved Work-Life Balance for Staff:
· Employees experience less stress and greater job satisfaction, leading to better performance.
· Reduced Burnout and Increased Retention:
· Flexible arrangements prevent employee fatigue and improve overall well-being, contributing to long-term retention.
· Higher Productivity Levels:
· Employees who can balance personal and work commitments effectively tend to be more productive and engaged.
· Enhanced Reputation as an Employer of Choice:
· Offering flexible work options positions Radisson Blu Bucharest as an attractive employer, helping attract top talent.
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(Tumi, Hasan, and Khalid, 2022). 
[bookmark: _Toc191608295]Change Management Strategy
To implement these recommendations effectively, the following change management strategy, based on Kotter’s 8-Step Change Model (lhameli and Upadhyay, 2023):
1. Create a Sense of Urgency – Communicate the staffing challenges and their impact on service quality and financial performance to all stakeholders.
2. Build a Guiding Coalition – Form a headship team involving HR professionals, department heads, and employee representatives to drive modification.
3. Develop a Vision and Strategy – Identify evident objectives and align them with the hotel’s strategic goals for long-term staff retention and operational efficiency.
4. Communicate the Vision – Use multiple communication channels, including meetings, training sessions, and digital platforms, to ensure staff buy-in.
5. Empower Broad-Based Action – Eradicate barriers to change by streamlining recruitment processes, enhancing incentives, and fostering a supportive work culture.
6. Generate Short-Term Wins – Implement pilot programs such as referral incentives and flexible work arrangements to demonstrate quick successes.
7. Consolidate Gains and Produce More Change – Purpose advice loops and data-driven insights to improve strategies and scale productive initiatives.
8. Anchor New Approaches in Culture – Reinforce the adjustments by embedding staff recognition programs and development initiatives into company policies and practices.
[bookmark: _Toc191608296] Measuring Impact and Success Rates
The success of the recommended strategies will be reviewed and measured using a combination of key performance indicators (KPIs), employee feedback, and operational efficiency metrics (Mtau and Rahul, 2024; Asih,  Purba, and Sitorus, 2020). Key areas of assessment will include:
1. Employee Retention Rates – A reduction in staff turnover will indicate improved job satisfaction and engagement.
2. Recruitment Efficiency – Time-to-hire and quality of new hires will be tracked to evaluate recruitment strategy effectiveness.
3. Employee Satisfaction Surveys – Regular staff feedback will gauge morale, workplace culture, and satisfaction levels.
4. Guest Satisfaction Scores – Customer reviews and service ratings will reflect improvements in hospitality standards.
5. Productivity Metrics – Staff performance and operational efficiency will be measured through service delivery times and task completion rates.
6. Financial Performance – Cost savings from reduced recruitment expenses and increased employee productivity will be analyzed.
Quarter reports will be generated to assess progress, and adjustments will be made based on data insights and continuous feedback. This structured approach will ensure that the implemented strategies lead to sustained improvements in workforce stability and service quality.

[bookmark: _Toc191608297]Cost Summary

	Enhancing Compensation and Benefits
	200,000 (annual)

	Staff Development Programs
	150,000 (annual)

	Internal Communication Improvements
	10,000 (one-time)

	Recognition and Reward System
	30,000 (annual)

	Flexible Work Arrangements
	Minimal

	Recruitment Strategies and Partnerships
	40,000 (annual)

	Total Estimated Cost
	€430,000 (first year)



These costs are reasonable and relevant considering the hotel’s size, revenue streams, and market position. The investment will ensure long-term benefits, including improved employee retention, enhanced guest satisfaction, and increased profitability.

[bookmark: _Toc191608298]Action Plan
The following action plan outlines the key problems affecting Radisson Blu Bucharest’s workforce, along with strategic solutions, desired outcomes, implementation timelines, and budget allocations. The effectiveness of these solutions will be measured through staff retention rates, employee satisfaction surveys, operational performance metrics, and guest feedback analysis (Book, Gatling and Kim, 2019; Park, Johnson and Chaudhuri, 2019).
	1
	Low Employee Morale
	Implement staff recognition programs and career development initiatives
	Higher employee satisfaction and engagement
	4 months
	15/08/2025
	€30,000 annually

	2
	Work-Life Balance Issues
	Introduce flexible work arrangements and wellness initiatives
	Reduced employee burnout and improved productivity
	5 months
	01/09/2025
	€15,000 annually

	3
	Inefficient Staff Performance
	Implement structured training and mentorship programs
	Improved service quality and operational efficiency
	6 months
	01/10/2025
	€50,000 (initial setup) + €100,000 annually

	4
	Lack of Clear Career Progression
	Establish mentorship and internal promotion pathways
	Increased employee retention and internal growth
	6 months
	01/10/2025
	€25,000 annually

	5
	Limited Compensation and Benefits
	Revise salary structures and introduce additional benefits such as health insurance and meal allowances
	Improved staff retention and job satisfaction
	6 months
	01/10/2025
	€200,000 annually

	6
	Employee Burnout Due to Heavy Workloads
	Introduce shift rotation and workload balancing strategies
	Enhanced productivity, reduced absenteeism, and better employee well-being
	4 months
	01/08/2025
	€20,000 annually



Implementing these measures will ensure a more engaged workforce, adopting a culture of constant improvement and trained growth. The amalgamation of these strategies aligns with global hospitality industry best practices, ensuring Radisson Blu Bucharest remains competitive in attracting and retaining top talent (Carlisle, Ivanov and Espeso-Molinero, 2023); Ali, 2024). Periodic performance assessments and employee feedback sessions will be conducted to refine these strategies and ensure their long-term sustainability.


[bookmark: _Toc191608299]Conclusion

The Radisson Blu Bucharest is a prestigious five-star hotel that prides itself on delivering exceptional service and luxurious accommodations. However, the findings of this report indicate that staff-related challenges have increasingly hindered the hotel’s ability to meet its high service standards. High turnover rates, low employee morale, inefficient recruitment processes, and limited professional development opportunities have significantly contributed to operational inefficiencies, declining guest satisfaction, and financial burdens.
These challenges have led to an increased reliance on temporary staff, inconsistent service quality, and negative customer feedback, all of which threaten the hotel’s long-term reputation and profitability. Additionally, the competitive hospitality market in Bucharest has made talent acquisition and retention more difficult, necessitating a proactive and strategic approach to workforce management.
To address these concerns, this report has outlined several comprehensive solutions that, if implemented effectively, will significantly improve the hotel’s workforce stability, enhance service quality, and reinforce its reputation as a premier hospitality provider. The proposed recommendations include:
· Enhancing employee compensation and benefits to ensure that the hotel remains competitive within the labour market and attracts top talent.
· Implementing comprehensive staff development programs to foster professional growth, upskill employees, and enhance their career progression opportunities within the organization.
· Establishing a structured recognition and reward system that acknowledges employee contributions, boosting job satisfaction and fostering a culture of excellence.
· Adopting flexible work arrangements to promote work-life balance, improve job satisfaction, and reduce employee burnout.
A coordinated change management approach, constructed on Kotter’s 8-Step Change Model, has also been proposed to ensure the smooth implementation of these recommendations. This will help build a sense of urgency, engage stakeholders, and create a long-term cultural shift towards improved workforce management. Additionally, key performance indicators such as staff retention rates, guest fulfilment scores, operational efficiency, and financial metrics will be utilized to measure the effectiveness of these strategies over time.
Implementing these recommendations will allow Radisson Blu Bucharest to create a more stable, engaged, and skilled workforce, ultimately improving the guest experience and reinforcing its position as a market leader in the hospitality industry. Furthermore, investing in employee development and recognition will foster a culture of loyalty and excellence, resulting in long-term cost savings and operational efficiency.
At Perfect Solution & Strategy Hospitality Consulting, we are honoured to have collaborated with Radisson Blu Bucharest on this project. We appreciate the opportunity to contribute to the hotel’s success and are confident that the recommended strategies will yield tangible, positive outcomes. We look forward to continued collaboration and the ongoing success of Radisson Blu Bucharest as it strengthens its workforce and elevates its guest experience.
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