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Executive Summary
The consultancy report by Laura Anne Hospitality Consultant UK, addresses the main challenges that are faced by Accor Hotel, located in France. Accor Hotel is facing a staff shortage that can affect the daily operations of the hotel, guest satisfaction, and overall efficiency. This report provides detailed recommendations on the issue of a staff shortage at Accor Hotel. The main issues related to the staff shortages at the Accor Hotel include the workload on the existing staff. The service quality can enhance the guest satisfaction and overall success of the hotel (Sofi et al., 2024). The following recommendation can make the success of the hotel, and its long-term efficiency can change the management practice of the hotel. In partnership with the hospitality schools and universities to hire new skilled full employees. The hotel should influence the online job portals and social media platforms to expand its reach and attract a wider number of applicants. To further improve retention, referral programs can help to create a workforce. The clear growth opportunities and onboarding programs will also contribute to long-term success.  The benefits such as health insurance, transport allowances, and meal discounts. It can increase the self-esteem of employees at work and enhance the well-being of the staff.  Moreover, implementing flexible working hours can accommodate the personal needs of the employees (Dimitrije Gašić et al., 2024).  These measures will support the satisfaction of the job and can create a supportive work environment. Numerous employees have personal commitments, for example, childcare or education. 
Therefore, it is crucial for Accor Hotels to create an inclusive and attractive job environment in order for the employees to remain satisfied and not to freelance since they are known to be enterprising people. This positively contributes in allowing the strength of commitment and loyalty as well as turning down turnover rates (Brown, 2021). The skills of employees are constantly enhancing, and their career progression is always improving. Staff are upskilled on customer service, digital tools and crisis management to be able to deal effectively with industry challenges (Smith and Jones, 2020). Mentorship initiatives also enhance teamwork and professional development to make the entire industry a cohesive workforce (Johnson, 2019).
Hotel operations can be optimised with technology and it reduces the gap on staff and improves efficiency. With self-cheque-in kiosks and other AI powered chatbots, guest interactions are streamlined and lessening the manual tasks (Davis, 2021). Digital workforce management ensures the fair workload distribution, which prevents employee burn out, and ensures job satisfaction of employees (Miller and Clark, 2022). Automating repetitive tasks allows employees to spend their time on enhancing guest’s experience in terms of service quality (Anderson, 2020). Accor Hotels have developed a strong employer brand that can attract high number of skilled workers in the competitively increasing job market. Skills attraction and retention can be attracted and retained by the use of recognition programmes, workplace improvements, and success storeys (Williams, 2021). Additionally, employer branding is furthered by sustainability and corporate social responsibility (CSR) initiatives as they help the employer to attract the socially conscious job seekers (Lee and Taylor, 2020). That enhances recruitment efforts for highlighting career growth opportunities and work life balance (Harrison, 2019).
Employee retention has something to do with financial incentives. Garcia and Patel (2021) found salary, bonus on performance and comprehensive benefits help increase the job satisfaction and motivation. Awards and promotions along with recognition programmes such as awards or promotions instal a feeling of accomplishment and initiative (Stewart, 2020). In addition to flexible work arrangements and wellness programmes, job satisfaction and absenteeism can be increased (Nguyen, 2019). Addressing staff shortages will require a combination of both strategic and multistar tactical action. Workforce management (Clarkson, 2021) strategies that are effective in recruitment, fostered employee engagement and introduced technology driven solutions, makes the workforce last for a long time. To build a resilient workforce, Accor Hotels have to align hiring practises with development programmes in order to cater for the changing industry demands (Roberts, 2020). The company is able to sustain high service levels and guest satisfaction with recruitment, retention and technology enabled efficiency (Morgan and White, 2021).
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Introduction
Global economic growth is a key driver of the hospitality industry. Accor Hotels is multinationals hotel chain immensely important in determining the industry trends (Abellanet Miranda, 2022). Accor Hotels is a global leading hospitality group (Costa and Pereira, 2019). Therefore, this report focuses on this aspects of Accor’s strategic approach, marketing initiatives and its digital transformation. The acquisition and partnerships (Wendling and Calixto, 2020) has been the source of expansion for Accor Hotels. With innovation and technology (Wu, Li and Liu, 2024), the company adapts to change in the market. Dynamic capabilities serve to sustain the competitive advantage in the hospitality industry (Costa and Pereira, 2019). Future of the hotel businesses relying on post pandemics recovery strategies (Adi Sopyan et al., 2023). In addition, Tschech and Frouté (2024), it is argued that Accor’s resilience and adaptability reflect Accor’s leadership in the global market for hospitality. Commensurate to corporate social responsibility (CSR) initiatives are today’s efforts aimed at creating a safer environment and instigating ethical practises (Susilo and Santos, 2023). To ensure that the brand is associated with the sense of environmental awareness, the company adopts sustainability into its business model (Ali, 2023).
Hospitality service has been redefined due to digital marketing (Leung, Bai and Erdem, 2017). According to Nurtirtawaty et al. (2021), Accor implements innovative strategies to connect to the customers via social media and mobile applications. This gives a personal experience, increases the satisfaction and brand loyalty of the customer (Bhandari and Sin, 2023). This competitive strategy is based on digital transformation (Wu, Li and Liu, 2024). The purpose of this report is to analyse strategies of marketing, digital transformation and sustainability of Accor Hotels. It evaluates the extent to which these strategies help the company to achieve the success in the competitive environment. It also discusses how Accor has been flexible in its post pandemic recovery and expansion in global arena.
This report has an over view of Accor’s background, marketing strategies, and operational problems. The paper also looks at digital transformation, sustainability initiative, and competitive positioning. Future growth recommendation will be given based upon the trends and best practises of the industry; Krupenna and Ostapenko (2023). The findings can help in grasping the altered supply structure of multinational hotel operations.
[bookmark: _Toc191134297]Analysis
[bookmark: _Toc191134298]Identification of the Problem
Accor Hotels staff shortage is the situation in which the number of employees is inadequate to fulfil operational needs which causes numerous difficulties in the normal operation of hotel. If a lack of staff exists it leads to operational inefficiencies that is the employees as they are overworked and incapable to carry out their responsibilities effectively (Ali, 2023). It leads to longer wait times with the customer service, lowered satisfaction for the guests, and consequently drops in service quality (Bhandari and Sin, 2023). Burnout is common among employees who find it hard to manage with more workloads and of course this will increase turnover rates (Adi Sopyan et al., 2023).
The lack of staff is much more attributed to staff turnover at Accor Hotels. This circular problem is a characteristic of high turnover rates; a new hire must be trained constantly in order to mitigate the loss, and the recruitment and training costs increase. Also frequent turnover can severely damage employee morale and reinforces higher turnover (Damnjanović et al., 2020). In regions where qualified workers are in scare, the high competitive nature of the labour market often hampers Accor’s recruitment efforts (Sakovska et al., 2022).
Staff shortages not only have an operational impact, but also a customer dissatisfaction one. Guests who are delayed with service delivery or receive lower experience quality also post negative reviews, which is an act that will hurt Accor’s reputation (Giacomel and Dumoulin, 2020). Customers may lose their loyalty with the poor service and they may not return (Tschech and Frouté, 2024). Since, Accor Hotels relies on good customer feedback to remain market leader, these unfavourable reviews are capable of lessening bookings and revenue (Residata et al., 2023).
Lack of staff causes reduction of operational capacity, which in turn affects the productivity and eventually leads to loss of revenue (Ali, 2023). The costs are accumulated by increased recruitment and training costs (Dumoulin and Giacomel, 2020). Additionally, company's negative customer feedback regarding the poor service delay or the customer experience can result in future bookings and thus only make more financial stress (Leung et al., 2017).
On the other hand, it is another serious consequence, the reputational damage. Guest dissatisfaction on social media or review platforms is not good for Accor’s brand image (Adi Sopyan et al., 2023). These negative reviews not only damage a brand’s perception but also reduce the level of customer trust and makes it hard for Accor to attract new business (Bhandari and Sin, 2023). Staff shortages are operationally manifested in delayed service delivery, lower overall efficiency and inability to maintain the standards of the hotel, resulting in lower guest experience and safety (Damnjanović et al., 2020).
[bookmark: _Toc191134299]SOAR Analysis
[bookmark: _Toc191134300]Strengths
The strong brand reputation of Accor Hotels is well known worldwide for its excellent hospitality services, as well as the large talent pool that the global network of Accor Hotels has. (Costa and Pereira, 2019). Additionally, the company’s dedication to digital transformation and innovation, including the use of AI and automation, makes it possible to improve operational efficiency and decrease some of the required work (in Wu et al., 2024). Along with Accor’s existing employee training and development programmes, these assets were also purposeful in upskilling the firm’s workforce, thus improving employee productivity, and, by extension, satisfaction (Sakovska et al., 2022).
[bookmark: _Toc191134301]Opportunities
There are many ways Accor Hotels can do to minimise the impact of staff shortage. Secondly, technological advancement in the hospitality industry entails an opportunity for the company to employ automation to reduce manual labour and maintain operations in spite of either number of people employed (Bhandari and Sin, 2023). Furthermore, the trend of working from any place mixes well with Accor’s goals to gain and keep the expertise, in the post pandemic time (Adi Sopyan et al, 2023). Additionally, expansions of partnerships made with educational institutions will assist Accor to build a sustainable talent pipeline that will address the long term staffing needs and help foster the development of a new generation of skilled hospitality workers (Ali, 2023).
[bookmark: _Toc191134302]Aspiration
Accor’s aspirations are to create a sustainable workforce that is both diverse and resilient able to avoid operational efficiency being hampered by staff shortages (Tschech and Frouté, 2024). This is meant to provide the company to uphold its status as a prominent employer in the hotel industry with a good compensation package and employ growth. Accor is striving to promote an environment where staff can thrive at work, a key issue also cited in addressing one of the factors leading to low staff numbers (Dumoulin and Giacomel, 2020). In addition, the company endeavours to utilise its large array of digital transformational endeavours to reduce staffing needs and to optimise the usage of resources to minimise its operational burdens attributable to labour shortages (Leung et al., 2017).
[bookmark: _Toc191134303]Results
According to Jabrayilova (2023), in terms of results of the implementation of the strategy to address staff shortages, Accor expects to see improvements in operational efficiency and employees retention. The aim is to reduce labour cost related by increasing automation and more flexible work policies (Residata et al 2023). In addition, Accor intends to develop a motivated and loyal workforce through employee engagement and professional development, with the objective of improving guest experiences and improving customer loyalty (Damnjanović et al., 2020). Over the long term, Accor would like to be seen as a leader in sustainable human resource management for the challenges of staff, which would make use of the best solutions, durable and strengthen positioning on the market (Wendling and Calixto, 2020). Therefore, the results to expect from these efforts will include greater operational flexibility, enhanced employee satisfaction and finally, enhanced profitability and greater competitiveness in the hospitality sector (Giacomel and Dumoulin, 2020).
	Element
	Description
	Examples for Accor Hotels

	Strengths
	Internal resources and capabilities that help address the issue.
	Strong brand presence, established employee training programs, global network of hotels, investment in digital tools.

	Opportunities
	External factors or trends Accor can leverage to address the issue.
	Expanding automation and AI in operations, partnerships with educational institutions for talent development, flexible working arrangements.

	Aspirations
	Long-term goals for Accor Hotels related to staffing.
	Enhance employee satisfaction, develop a sustainable talent pipeline, improve brand reputation as a top employer in hospitality.

	Results
	Expected outcomes from implementing the strategies.
	Reduced turnover, improved guest satisfaction, greater operational efficiency, and long-term profitability.



[bookmark: _Toc191134304]STEEPLED Analysis
The Social factors relevant to the staffing issue at Accor Hotels are related to changing work preferences and younger generations prefer less being engaged in traditional hospitality roles (Ali, 2023). A trend of flexible, remote and gig based employment options has diminished the perceivable appeal of full time hotel positions (Sakovska et al., 2022). To solve this, Accor has to bring flexible working conditions and adopt a new recruitment method to attract a varied talent pool (Bhandari and Sin, 2023).
Accor Hotels gets both the solutions and challenges for the staff shortage from technological advancements. Automation, AI and robotics can successfully reduce labour needs especially in tasks such as cheque in and housekeeping (Wu et al., 2024). Nevertheless, they operate with high investment and training requirements to ensure such integration without developing new skill gaps (Tschech and Frouté, 2024).
Increasing wage rates and inflation are also some of the economic determinants for the increasing challenge of staffing issues in the hospitality industry. Accor gets more cost of living, they must have competitive wages in order to attract as well as retain employees (Adi Sopyan et al., 2023). Nevertheless, balancing operational efficiency in maintaining these costs is still a problem for the company (Costa and Pereira, 2019). However, economic pressures have to be faced by Accor if they are to remain profitable and labour shortage managed.
Having a sustainability initiative as environmental consideration also plays a role in staffing at Accor Hotels. Since, eco-friendly practises are being demanded by consumers in increasing numbers, there is a need for skilled people to manage the sustainable operations (Sakovska et al., 2022). To fulfil environmental expectations without increasing staffing challenges, Accor must spend both technological resources and human resources (Leung et al., 2017). To make them effective, these initiatives equally need a level of sustainable growth and sufficient staffing.
Accor is affected by political aspects when it comes to managing staffing shortages, in particular immigration and labour regulation. Due to restrictions on immigration and work visas, Accor is hindered with accessing foreign labour in Europe (Residata, et al., 2023). Besides changes in labour laws, which are known to reduce the operational flexibility, they can no longer maintain acceptable staffing levels (Dumoulin and Giacomel, 2020). Within a regulatory environment, Accor must navigate its way in order to acquire the staffing that it requires without breaking any legal constraints.
Workforce strategies are also legal factors, that is to say, constraints bind for employment practises. According to labour laws over employee rights, safety and union activity, Accor must provide fair and safe working environment for its employee (Giacomel and Dumoulin, 2020). However, implementation of these regulations also raises the operational costs, especially if the necessary staffing levels must be increased to meet legal requirements (Tschech and Frouté, 2024). Therefore, Accor has to make sure that its staffing strategies are legally valid and financially adjusted.
Staffing shortage at Accor Hotels is a challenge which requires Ethical consideration to employee treatment. To attract and retain talent, especially those at the top of the corporate ladder, ethical practises like compensation of fair wages to non-discrimination against, employee welfare, are of the essence (Ali, 2023). Since the hospitality industry is under the radar for its working practises, Accor needs to uphold high standards of ethics to become a trusted and fair pay employer (Damnjanović et al., 2020).
The demographic factors have a significant impact on Accor's staffing challenges, namely an ageing working population and a reluctance by the younger generations to follow a career in hospitality (Sakovska et al., 2022). To be competitive, Accor must adapt by creating career development programmes or by variety of workforce (Residata et al., 2023). The demographic trends in this area have to be addressed to ensure a sustainable workforce capable of contributing to a company’s operational success in the long run.
	Factor
	Description
	Impact on Accor Hotels

	Social
	Changing attitudes towards work, lack of interest in hospitality roles.
	Declining pool of workers interested in hospitality, particularly in service roles.

	Technological
	Automation and digital tools replacing certain job functions.
	Technology may mitigate the need for some roles but increase the complexity of others, requiring skilled employees.

	Economic
	Economic downturns, wage inflation, and high cost of living.
	Higher wages and benefits needed to attract staff, increasing operational costs.

	Environmental
	Sustainability trends in tourism and hospitality.
	Increased demand for eco-conscious and sustainable practices may require specialized staffing.

	Political
	Government regulations, immigration policies.
	Labour shortages worsened by restrictive immigration policies and changing visa regulations for foreign workers.

	Legal
	Labour laws and employee rights.
	Legal constraints on working hours, wages, and conditions may limit operational flexibility.

	Ethical
	Fair wages, working conditions, and treatment of employees.
	Ethical practices and fair treatment are essential for attracting and retaining staff in the industry.

	Demographic
	Aging workforce, changes in migration patterns.
	Decline in younger workforce entering the hospitality sector, compounded by demographic shifts.


[bookmark: _Toc191134305]TOWS Analysis
	TOWS Analysis
	Strengths and Opportunities
	Strengths and Threats
	Weaknesses and Opportunities
	Weaknesses and Threats

	Strengths
	Leverage Accor's strong brand reputation to attract tech-savvy employees interested in modern, innovative work environments.
	Utilise Accor’s established training programs to upskill existing staff, reducing turnover and improving operational efficiency.
	Expand flexible work policies using Accor's global network to offer remote or part-time positions that appeal to a broader talent pool.
	Enhance Accor’s automation and AI use to address staffing gaps without compromising service quality.

	Opportunities
	Partner with educational institutions to develop a sustainable talent pipeline and improve recruitment for future workforce needs.
	Offer targeted retention strategies (e.g., career development, better compensation packages) to reduce the impact of regulatory changes and rising operational costs.
	Implement workforce diversity programs to attract younger workers and address the aging workforce issue.
	Invest in digital tools to reduce operational dependence on labor, mitigating risks from economic downturns and labor shortages.

	Actions
	Increase marketing efforts to promote Accor's brand as a top employer through digital channels (Leung et al., 2017).
	Strengthen retention programs, including performance-based incentives and career development, to retain employees during times of economic instability (Costa and Pereira, 2019).
	Use digital recruitment platforms and career fairs targeting younger demographics to address demographic shifts (Sakovska et al., 2022).
	Invest in AI-driven customer service tools (e.g., chatbots) to manage customer interactions and reduce reliance on human staff (Wu et al., 2024).

	Expected Results
	Greater attraction of skilled talent, especially tech-savvy workers, leading to improved workforce quality and reduced turnover.
	Enhanced employee satisfaction and retention, ultimately improving operational stability during periods of uncertainty (Dumoulin and Giacomel, 2020).
	A more diverse workforce capable of adapting to changing business needs, with a focus on sustainability and innovation (Tschech and Frouté, 2024).
	Reduced labor costs and more efficient operations, improving profitability while maintaining service quality.



[bookmark: _Toc191134306]Recommendations and Change Management 
Accor Hotel is facing a staff shortage that can affect the daily operations of the hotel, guest satisfaction, and overall efficiency (all.accor.com. 2025). This consultancy report provides detailed recommendations on the issue of a staff shortage at Accor Hotel. The main issues related to the staff shortages at the Accor Hotel include the workload on the existing staff, which can increase burnout and stress. Also, the higher turnover rates can make the employees leave the hotel (Xie et al., 2022). The service quality can enhance the guest satisfaction and overall success of the hotel (Sofi et al., 2024). The following recommendation can improve the image of the hotel, and its long-term efficiency can change the management practice of the hotel.
[bookmark: _Toc191134307]4.1 Recruitment and Retention Strategies
The hiring process can improve the recruitment process and the retention strategies. On the way to conduct recruitment drives in partnership with the hospitality schools and universities to hire new skilled full employees (Proquest.com. 2023). The hotel should influence the online job portals and social media platforms to expand its reach and attract a wider number of applicants. As an additional improvement in retention, referral programs can help to create a workforce (Wu et al., 2024). The clear growth opportunities and onboarding programs will also contribute to long-term success. On the other hand, to retain the employees for a longer time, Accor Hotels can present the programs (Naumov and Pillmayer, 2024). 
This means existing employees can recommend friends or former colleagues for job openings. Employees who signify and can change jobs for a positive period can attain rewards or bonuses (Ali, 2023).  This helps to shape an optimistic, solid, and trustworthy workforce. The clear career development opportunities are also significant for recollecting the staff (Sharif Hosen et al., 2023). Employees are more likely to stay if they see a future with the company. Accor Hotels should compromise on training programs, advancements, and skill development chances to support the employees to make it develop in their careers (Zhou, 2020). 
0. [bookmark: _Toc191134308]Competitive Salaries and Benefits
To resolve this issue, the hotel should offer bonuses to the current employees to enhance their capabilities (Daigrepont and Douville, 2024). The benefits such as health insurance, transport allowances, and meal discounts. It can increase the self-esteem of employees at work and enhance the well-being of the staff (Konstantinos Velaoras et al., 2025). Moreover, implementing flexible working hours can accommodate the personal needs of the employees. These measures will support the satisfaction of the job and can create a supportive work environment. Many employees have personal commitments, for example, childcare or education. 
Proposing flexible working hours can maintain the staff balance, and the flexible schedules let the employees select the shifts that suit them best This decreases the pressure and increases job satisfaction. A workplace where employees feel appreciated and respected leads to better performance (Dimitrije Gašić et al., 2024). Competitive salaries and assistance to support the employees feel protected in their jobs. The support that can be provided through the bonuses and other allownces that can create a posistive environment for the staff. 
[bookmark: _Toc191134309]Enhancing Workplace Environment
The operational department should promote a positive workforce that can recognize and reward employees for their hard work (Sofi et al., 2024). To upgrade the facilities and tools that can provide the necessary equipment to ensure smooth job execution. Also, the technology that is used to automate repetitive tasks can reduce the workload (Wu et al., 2024).  The workplace should collaborate with the staffing agencies that can bring the work during the peak seasons. Additionally, the hotel should collaborate with the staff and should create open communication that will enhance the engagement of the employees. This recommendation will help to manage the workload without overburdening the permanent staff. 
[bookmark: _Toc191134310]Measuring Success
The measuring success recommendation can estimate that Accor Hotels should commonly check the employees and the satisfaction of the guests (Sofi et al., 2024). This strategy will enhance the structure of the hotel. It is easy to recognize what is improving and what still needs to be permanent.  Furthermore, the employees are the support of the hotel, so it is vital to identify whether the employees are happy or dissatisfied with their jobs (Stokburger-Sauer, N.E. and Hofmann, 2023). The management of the hotel should conduct regular surveys to ask employees about their salary, working hours, job responsibilities, and overall work environment. These surveys will help the hotel to understand the problems of the employees which they are facing.
[bookmark: _Toc191134311]Enhancing the Technology
Technology can play a vital role in workplace efficiency. The technology can implement digital scheduling tools that can enhance staff availability. Online platforms can utilize the recruitment process to reach broader audiences (Hussain et al., 2024). his process can reduce the administrative burden on the staff and can enhance operational efficiency. AI-driven tools can enhance operational efficiency by reducing tasks (Talukder et al., 2024) Automation can also enhance operational efficiency which can handle the inquiries of the guests and can minimize the burden for the staff. 
The AI-driven tools can help to recover hotel operations by decreasing the time spent on repetitive tasks (Pandey et al., 2024). This strategy can reduce the capability of front desk staff and allow them to highlight more significant tasks. AI tools can also examine the feedback of the customer and propose methods to develop the services. This can save time and make sure that the services of the guests can receive the information they need quickly.
[bookmark: _Toc191134312]Change Management Strategies
[bookmark: _Toc191134313]Employee Communication and Engagement
Employee communication and engagement can hold regular town hall meetings to promote the upcoming changes (Črnjar et al.,2020). The change management strategies can make an internal feedback system where the employees can define their apprehensions and suggestions A feedback system can support the workers to share their concerns. This system should let the workers to convey their opinions and thoughts (Dwesini, 2019).  When employees feel heard, they are more likely to accept changes. Clear communication can reduce confusion and will make a trust bridge between staff and management.
[bookmark: _Toc191134314]Training and Support Programs
The training and support programs can conduct sessions to support and enhance the employee's adaptation to new work agendas and responsibilities (Huang and Baker, 2021). The strategies that can offer the mentorship programs where skilled staff guide recruits. Mentorship programs can also play a vital role. In these programs, experienced staff members guide new employees. Mentors can answer the queries and give advice. This maintenance can make it easier for employees to adapt to the new roles. With proper training, employees will feel more self-confident and can perform better to make the hotel’s image more successful in the hospitality industry (Zhou, 2020). 
[bookmark: _Toc191134315]Phased Implementation
The implementation can enhance the changes in incremental steps, starting with pilot programs in excellent locations. The employee adaptation is to display the alteration before full-scale implementation (Dwesini, 2019). The first phase is important in which the managers should check how employees are changing. That can include the programs to help the students of the hospitality to find jobs and offers the promoted housing programs. If there are problems, changes can be prepared before a full rollout. This strategy can erase the risks and can make the transactions easy for the hotel and its staff. If the pilot program is successful, the next step is to regularly present for the variations across all hotel branches. 
The risks are lower, and employees in other locations can be valued from the lessons learned in the pilot phase. This strategy is beneficial because it decreases the risks and makes it informal for the hotel to attain the transitions (Timsina, 2024).   Employees feel more satisfied with the changes, and the hotel can sustain smooth operations. Phased implementation is an active way to present new processes in an organized manner. It lets employees acclimatize slowly, reduces risks, and confirms successful transitions.  On the other hand, by following this method, Accor Hotels can implement changes with confidence and can prominent to long-term success.
[bookmark: _Toc191134316]Leadership Involvement
The leadership involvement which is certifies that the managers and supervisors lead by example in adjusting to new policies. The leadership training programs can make smooth transitions. Regular meetings and training can help the staff (Huang and Baker, 2021). These meetings give the employees a chance to discuss their concerns. Leadership training helps the managers to identify how to handle the change. Also, Strong leadership can make the changes easier for everyone. Managers can use this time to deliver the updates and explain why the changes are necessary. 
Furthermore, good communication can support the employees to feel included and valued. Supervisors and managers should monitor the new policies of the staff. (Črnjar et al., 2020). If leaders show an optimistic attitude, employees will be more likely to do the same. Leadership sets the tone for the whole team. A kind and understanding leader can stimulate the employees and create a constructive work environment.
[bookmark: _Toc191134317]Potential Benefits to Accor Hotels
[bookmark: _Toc191134318]Improved Employee Morale and Retention
The potential benefits to the Accor Hotel can be a flexible work environment that can enhance job satisfaction by letting the employees balance personal and professional commitments (Bansal et al., 2025).  Moreover, the employees have control over their schedules; they feel more appreciated and interested. An optimistic work culture can enhance loyalty and reduce stress, which is prominent in improving productivity. When staff are happy, they are more likely to leave work, which can result in lower turnover rates (Timsina, 2024). This can support the hotel to save on recruitment, onboarding, and training costs. This benefit can also support loyalty, as employees increase their investment in their professional growth. The self-esteem in their skills can lead to upgrading the service delivery that benefits the guests and employees (Proquest.com, 2025).
[bookmark: _Toc191134319]Enhanced Guest Experience 
A well-trained staff is vital in promoting high-quality customer service. Employees who can feel confident in their services are more likely to deliver personalized experiences to guests. They can reply to customer needs effectively, which makes a motivated staff that can contribute to an optimistic environment. The guests receive brilliant service, they are more likely to return, and can enlighten the loyalty of customer loyalty. A well-presented team can increase the guests’ trust and loyalty to the service provided. The employees also take self-importance in their professional presence. The appealing environment created through the well-dressed staff improves the complete experiences of the guests. 
[bookmark: _Toc191134320]Operational Efficiency and Cost Savings 
Operational efficiency and the cost-saving process can play a vital role in reducing unnecessary overtime costs (Alemayehu, 2020). This can stop the burnout of the employee and allows the staff to retain a healthy work-life balance. Time management is proper to certify the resources that are allocated effectively (Proquest.com, 2025). A well-rested and well-managed staff is more creative and can directly influence the service quality and the satisfaction of the guests. Employees who can change between different tasks can fill in during staff shortages, which makes smooth operations at all times. This flexibility can decrease the dependency on temporary workers. A flexible work environment can recover the complete efficiency of the hotel that is by making sure that all the dynamic functions can continue seamlessly.
[bookmark: _Toc191134321]Action Plan 
	No.
	Problem
	Solution
	Desired Outcome
	Time Scale
	Planned Budget

	1
	Employee resistance to new work policies
	Conduct regular meetings, feedback sessions, and training workshops to explain benefits and address concerns.
	Employees understand changes and feel more engaged, leading to smoother transitions.
	3 months
	£5,000 (Training and  engagement programs) (Training Paradox in the Hotel Industry, 2025)


	2
	Lack of skills for new roles
	Implement cross-training programs where employees learn multiple roles.
	Staff can handle different responsibilities, reducing dependency on new hires (Wu et al., 2021). 
	4 months
	£8,000 (Training workshops and  mentorship)

	3
	Outdated uniforms affecting brand image
	Introduce new uniforms with a modern design while maintaining brand identity.
	Staff presents a more professional image, improving guest perception.
	6 months
	£10,000 (200 uniforms at £50 each) (Training Paradox in the Hotel Industry, 2025)


	4
	Inefficient staff scheduling leads to high overtime costs
	Implement workforce management software to automate and optimize scheduling.
	Reduced overtime expenses, fair workload distribution, and improved productivity.
	3 months
	£15,000 (One-time software cost)

	5
	Low employee motivation and retention
	Introduce incentive programs to reward high-performing staff.
	Higher job satisfaction, improved performance, and lower turnover rates (Timsina, 2024)
	1 year
	£5,000 annually (Incentive programs) (Training Paradox in the Hotel Industry, 2025)


	6
	Risk of disruption during implementation
	Roll out changes gradually through phased implementation.
	Smooth adaptation with minimal business disruption and financial risk.
	Ongoing
	No additional cost (Managed within operational strategy) (Wu et al., 2021). 


This action plan demonstrates that employee engagement, operational efficiency, and brand image can decrease employee resistance, regular meetings and training sessions will be shown to certify a smooth transition. Cross-training programs will support the employees in loping multiple, skills, refining the flexibility, and decreasing the need for additional staff.
A new uniform policy will improve professionalism and improve the perception of the guests (Sofi et al., 2024). Workforce management software will enhance the scheduling, decreasing workforce imbalances. Incentive programs will be presented to increase employee motivation and retention. A phased implementation method will be used to decrease the disruptions and certify a unified transition.
8. [bookmark: _Toc191134322]Conclusion 
In conclusion, the issue of the staff shortages at Accor Hotels can entail a comprehensive method that can emphasis improving how the company attracts, retains, and supports its employees. This issue is mutual in the hospitality industry, where long hours, challenging work conditions, and limited career growth chances often lead to high employee turnover (Timsina, 2024). On the other hand, by accepting the right strategies, Accor Hotels can mark the more unchanging and inspired workforce, ensuring excellent service for its guests and long-term business success.  Towards the more skilled and devoted employees, Accor Hotels wants to emphasize the targeted recruitment campaigns (Ali, 2023).
 This means using digital job platforms, social media, and recruitment agencies to spread potential candidates. Moreover, joining hospitality schools and universities can support talent. The competitive salaries and career development chances can also make the company more attractive to job seekers (Sharif Hosen et al., 2023). An additional main factor is refining the benefits of the employee. Many people leave jobs in the hospitality industry because they feel underrated or overworked.  Better salaries, health benefits, bonuses, and flexible working hours are provided to staff (Dimitrije Gašić et al., 2024). 
 Accor Hotels can intensify employee satisfaction and retention. Investing in training and development programs will also support the employees to enhance their skills and see long-term career development within the company (Sharif Hosen et al., 2023). When employees feel appreciated and see chances for advancement, they are more expected to stay and achieve better in their roles.
A positive work environment creates a culture that plays a large role in employee motivation and job satisfaction (Basalamah, 2021). Accor Hotels should emphasize the structure of a helpful and comprehensive workplace where employees feel appreciated and heard.  (Ali, 2023). Identifying and rewarding hard work, encouraging teamwork, and addressing workplace tasks quickly can increase morale. A healthy work environment indicates making the employees happy and directly recovers customer service and guest experiences (Stokburger-Sauer and Hofmann, 2023). Technology can also play a vital role in decreasing staff shortages. 
Through automation and digital tools, Accor Hotels can make daily tasks easier for employees (all.accor.com, 2025). For instance, using AI-powered chatbots for customer inquiries, self-check-in kiosks, and housekeeping management apps can decrease the workload on staff. In addition, workforce management software can support schedule shifts better, certifying a fair delivery of work and preventing burnout. To conclude, structured change management policies are necessary to implement these improvements effectively (Grynko et al., 2024). 
Change can be thought-provoking, particularly in a great company like Accor Hotels (all.accor.com, 2025). As a result, the management team needs to carefully plan and communicate any new policies or variations to employees. The training and the support throughout during transitions can help the employees acclimate more smoothly (Huang and Baker, 2021). Employee feedback should also be measured when creating the decisions, as it makes the company more concerned and creative. 
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