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[bookmark: _Toc148522412]Executive Summary
The importance of employee retention is high for any business organization and the same applies for any business within the hospitality sector. The success of any hotel business relies upon its ability to retain its skilled and motivated employees. While Marriott is an established global chain of hotels and resorts, this consultancy report takes a deep dive at one of the current human resource challenges being faced by Marriott Hotel Nepal which is the case of increasing employee turnover rates. By conducting a root-cause analysis exploring the nature of the problem, this consultancy report offers a detailed set of recommendations to be implemented by the hotel.
As the competition withing the hospitality industry keeps on growing, the most persistent challenge which Marriott has had to endure in the past few years while operating in Nepal has been retaining its employees. The impact of this problem has been quite severe as it has created a negative impact on the overall guest experience as service quality has declined. In addition to that, the organization has also been forced to operate at a higher cost as the employees are quick to leave their jobs, creating frequent vacancies to be filled by the HR department working tirelessly at the hotel.
After a root-cause analysis had been conducted exploring the various reasons for a spike in employee turnover rates, it has been revealed that employee turnover has increased due to subpar compensation offered to its employees, limited career growth and advancement opportunities, and the practice of hiring seasonal staffs. The culmination of such issues has cast a shadow upon the overall work culture at the hotel affecting its work environment, staff morale, and its ability to attract and retain talents in the future as well. 
It is quite evident that compensation and benefits offered to employees by any organization play a crucial role in ensuring commitment from the employees. When employees perceive that they are not being compensated well, it is likely for such employees to look for job opportunities elsewhere translating increased employee turnover for the client organization. Through an employee survey conducted, it has been revealed that almost 60% of the respondents which included current as well as previous employees agreed to be dissatisfied with the compensation, they received from Marriott Nepal which serves as strong evidence to prove that this is indeed a problem which requires change or improvement.
In addition to that, the client organization hasn’t been quite invested in training and developing its employees, which is crucial to retain them. As employees strive to succeed in terms of their job rankings and individual performance, lack of such training and development initiatives have cast a shadow of doubt for employees about their continued future in the company. Most employees working for the establishment has reported that they don’t perceive the hotel management to be invested in offering the required training and development opportunities to improve the workforce performance and offer incentives for the employees to remain motivated and committed. 
Thirdly, the practice of hiring seasonal employees is creating a financial burden as the employers aren’t able to get the required commitment from its part-time or seasonal staffs. In addition to the financial burden, the organization has also faced increased complaints from its guests regarding service inconsistency, or staff incompetency, which is a growing concern for any business based in the hospitality. As service standards and employee performance are crucial for the strategic success for any hotel establishment, the need to enhance job security and commitment among its seasonal staffs has been cemented as one of the critical issues to be resolved for Marriott Nepal.
This report has embraced Lewin’s Model of Change as a guiding framework allowing the hotel to effectively transition through the various recommendations which has been provided. The use of a change management theory has served righteously towards raising awareness about the changes to the implemented, and ensuring organizational readiness to ensure that the required changes are implemented effectively. 
The recommendations made to Marriott Hotel Nepal consist firstly to revamp its compensation and benefits structure. This change can be streamlined by conducting an industry-wide survey to benchmark the salary ranges offered to various job positions within the hotel industry. By introducing competitive salaries and benefits to its employees, the report assures us that employees will be committed to stay with the hotel in return reducing the turnover rates. The second recommendation involves developing and implementing a well-structured career advancement and employee development programs by conducting regular assessment over employee training needs and offering the specific training and development programs to enhance their performance. The final recommendation has been made suggesting that the hotel partners with a local firm to ensure job security for its employees by offering them a year-round job guarantee. 
The success of Marriott Nepal hinges on its ability to address the issues of employee retention. This consultancy report has examined the current HR challenges, offered tailored recommendations, and highlighted the effective application of the Lewin's Change Management Model in managing organizational transformation. By following this model, Marriott Nepal can navigate change smoothly and transition to a more employee-friendly approach, resulting in improved job satisfaction, higher retention rates, and a reliable workforce.
[bookmark: _Toc148522413]Introduction
Marriott Hotels & Resorts is a global chain of full-service hotels and resorts which rose from its humble beginning as a small root beer stand in 1927 in the United States (Wang and Chung, 2015). As it has established itself as one of the most successful business and hotel brands, the brand expanded its facilities to the Nepalese market in 2017. The first entity launched in Kathmandu; Nepal was in the form of Fairfield by Marriott which was then complimented by the launch of its fully functional five-star hotel “Kathmandu Marriot Hotel” which is also located in the capital city Kathmandu.
As Marriott’s reputation has been quite synonymous with luxury, quality, and excellence, the brand is well-known for its commitment towards guest satisfaction (Madar, 2017). Likewise, the Kathmandu Marriott Hotel (KMH) offers a range of accommodations in the form of Deluxe Rooms, Club Rooms, Junior Suites, Executive Suites, and Presidential Suites. A premium hotel with five years of operational experience in the Nepalese market, the property also offers a wide range of amenities designed to improve the overall guest experience. Some of the notable amenities which attract guests from all around the world to bestow their trust over KMH include a rejuvenating spa, a world-class restaurant, an inviting pool, versatile meeting spaces, a modern fitness center, and even a casino ensuring a memorable stay for the guests.
While Marriott continues to excel in the field of hospitality in Nepal, it is currently struggling to overcome a persistent human resource challenge within its fine establishment, employee retention (Kumar, 2021). As it is necessary for the hotel to leverage the skills, talent, and experiences of its dedicated employees, the challenge of retaining talent is bound to impact the guest experiences crucial for success of the hotel. The consultancy engagement of Hotelier Solutions with Marriott is to help address the critical HR challenge being faced by the client organization.
Hotelier Solutions is a consultancy firm which specializes in offering expert guidance and innovative solutions for hospitality business including hotels and resorts ensuring that its clients are operationally efficient and are in a strong position to offer exceptional guest services. Through this consultancy project, Hotelier Solutions will analyze the potential causes of employee turnover, and come up with solutions in the form of employee retention strategies (Noordzy, 2014). In collaboration with the consultancy firm, it is expected that the client organization is able to thrive in the hospitality industry as a beacon of excellence.
Retention has been defined as a systematic effort where an organization is able to offer a work environment which encourages its employees to remain employed via policies and practices which ensure that the various employee needs and aspirations are met (Frye et al., 2020) (Gilani and Cunningham, 2017). Employee retention holds great significance for business organizations, especially within the service industry (Yousuf and Siddiqui, 2019). The importance which employee retention holds toward strategic success of any hospitality business is well-recognized by industry experts, academics, and hotel owners. 
The consequences of a high-turnover rate within a hotel, such as Marriott, are severe. The inability of the firm to retain its employees will cause a negative impact by disrupting operations, increasing recruitment costs, and affect the overall guest experience (Abbasi and Hollman, 2000) (Deery and Shaw, 1999). In order to excel in offering quality service to the guests, any hotel or resort requires skilled and motivated employees (Ezeuduji and Mbane, 2017). As employee retention is directly correlated with guest satisfaction and loyalty within the hospitality industry, retaining experienced and valuable employees must be a strategic goal which Marriot must pursue (Kandampully and Hu, 2007). By using various strategic management frameworks such as PESTEL, SWOT, and TOWS; this consultancy project will offer a comprehensive analysis discussing the factors influencing Marriott Hotel’s HR challenge of employee retention (Gurl, 2017).
[bookmark: _Toc148522414]Analysis
The issue confronting the Kathmandu Marriot Hotel is regarding its challenge while retaining its employees. It is affecting the hotel’s overall operations as frequent departures of its employees translate to inconsistency in terms of service quality and guest experiences. Further, the increasing employee turnover rate is also hiking the cost of recruitment and increasing administrative burdens (Battisti and Perry, 2011). It has been suggested by research findings that staff are revolving within the hospitality industry, it tarnished the reputation and image of any hotel or resort. The inability of Marriot to successfully retain its employees is likely to erode both employee as well as guest loyalty (Kalargyrou and Volis, 2014). As loyal guests expect continuity in terms of interactions with various staff members, a high-turnover rate weakens guest relationships as well. In addition to that, loss of experienced and valuable employees hinders operational performance and productivity of the hotel (Grönroos and Ojasalo, 2004). As the implications of a high turnover rate at Marriot Nepal is far-reaching, there is a strong need for the organization to acknowledge these issues, identify its underlying causes, and accept necessary changes required to reduce the employee turnover rate. The underlying causes resulting in a work environment which has failed in terms of retaining employees at the Marriott Hotel has been further discussed below.
[bookmark: _Toc148522415]Low Wages
Employee compensation and rewards is considered to be one of the crucial HR functions which is mostly associated with employee job satisfaction and employee’s willingness to remain committed to its employer (Nadiri and Tanova, 2010). It has been reported that Marriott is known for spending way less in terms of employee salary and wages, contributing to an increased turnover rate. Based on an employee survey conducted among present and previous employees at Marriott, it was found that a total of 60% of the respondents agreed that low wages played a significant role in influencing employees to leave their jobs. In specific, the monthly salary offered to entry-level positions was considerably below the average figure paid by other five-star hotels in the industry. As the company was not able to effectively fulfill its employees’ financial needs, it resulted in an increased turnover rate.
When employees realize that they are not being fairly compensated by their employers, it creates a financial stress ultimately affecting their job satisfaction (Kim, Leong and Lee, 2005). The data collected from the employee survey provides substantial evidence revealing that employees left the workplace for better-paying opportunities within the industry. This finding reveals that Marriott Nepal must make considerable changes to its overall wage structure to remain competitive in the job industry.
[bookmark: _Toc148522416]Limited Career Growth
It has been revealed that most employees who worked at the hotel perceived that the organization was not effective in offering career growth opportunities, leading ultimately to employee job dissatisfaction. As it is evident that employees desire to work in certain roles and constantly evolve their roles and contribution to the organization, it is evident that Marriott being unable to offer adequate training and development opportunities could’ve motivated many of its workers to consider job opportunities elsewhere (Spagnoli et al., 2021). In addition to the company failing in its employee development initiatives, a lack of clear and structured succession planning within the chain of command could’ve made the situation worse in terms of employee retention. As some employees are generally motivated by achievements and career growth opportunities, it is likely that Marriott Nepal is losing out on retaining some of its top talents who could contribute effectively towards overall guest experience and satisfaction. 
Employee career growth and development opportunities are crucial for retaining top talents within the hospitality industry (Michael and Fotiadis, 2022). Based on the survey results, seven out of ten respondents have claimed that the lack of career advancement opportunities was the reason for most of its employees leaving the workforce. In order to address these issues, the hotel management must come up with effective employee development initiatives along with clear career advancement pathways for its employees ensuring long-term commitment from employees and assuring them with improved sense of job security and stability. 
[bookmark: _Toc148522417]Seasonal Employment
Another key issue which has made the issue of employee turnover at Marriott much more severe is seasonal employment. As the hotel is known for hiring seasonal employees during the peak-season to adjust the workload which increases when there is surge in flow of guests, it creates a great concern for the seasonal employees regarding their job security (Guillaume et al., 2019). As the seasonal workers are quick to jump ships and leave the work if a better opportunity is offered to them, it mainly disrupts the competence of hotel in offering exceptional guest services while transitioning from peak season to off-peak tourist seasons (Cappelli, 2000). 
The current employment practice is to hire seasonal employees to handle the increased workload during peak seasons at lower wages to enjoy a higher profit margin for the organization. As a result, most of the seasonal employees feel undervalued and they are most likely to be less motivated and committed towards fulfilling their roles and responsibilities (Heaphy, 2013). As the job satisfaction levels of such seasonal employees are often left unanswered, such employment practice at Marriott Nepal is hurting the business itself.
Due to lack of commitment from such seasonal employees, the hotel incurs a significant cost in finding new recruitment every other day (Williams, Harris and Parker, 2020). In addition to that, the constant change in the workforce often leads to service inconsistency which affects overall guest satisfaction. As the hotel don’t regulate an onboarding training for its newly hired seasonal employees, such employment practice is affecting the strategic performance of Marriott Nepal in the hospitality industry. 
[bookmark: _Toc148522418]PESTEL Analysis
A PESTEL analysis help understand the impact of various external environmental factors upon the strategic direction and position of a business organization (Matović, 2010). The current issue which has been identified for Marriott Nepal about its struggle to effectively retain its employees, a PESTEL analysis have been offered below to emphasize its impact on employee retention.
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The political scenario in Nepal will ultimately affect the operations at Marriott Nepal. In terms of HR effectiveness, the laws regulated by government over the areas of employment, labor practices, minimum wage laws, and much more is likely to influence the relationship shared by Marriott as an employer to its workforce. As the current government policies are quite favorable to foreign investment, it has benefitted the government to accommodate a well-known hotel-chain such as Marriott (Wongsurawat and Shrestha, 2018). However, frequent political crisis along with unforeseen regulatory changes in the future could affect the overall operations and competitiveness of Marriott within the Nepali hospitality industry.  
[bookmark: _Toc148522420]Economic
Given the economic conditions of the country, many business organizations are not able to offer a competitive salary and financial bonuses to its employees which is resulting in increased cases of employee turnover across several sectors. The economic instability of the nation within the past few decades has affected the ability of companies to retain employees by offering them with lucrative compensation and benefits (Hassan et al., 2022).
[bookmark: _Toc148522421]Socio-cultural
As the guest demand over the seasons changes frequently, every hotel business has been forced to adopt seasonal employment practices. In addition to that, the year-round cultural events and festivals have made it more challenging for hotels like Marriot to maintain the required number of staff and having affected the workforce strategies during festive seasons.
[bookmark: _Toc148522422]Technological
It is essential for Marriott Nepal to remain updated as well as upgraded with aspect of integrating technologies which facilitate effective workforce management (Kandampully, Zhang and Jaakkola, 2018). This will result in effective management of employees resulting in improved job satisfaction which helps decrease the employee turnover rates. In addition to that, it is also important to ensure that the employees are competent to make use of such technologies at the workplace.
[bookmark: _Toc148522423]Environmental
As the business model of the hotel revolves around the flow of tourist, any external conditions related to weather or occurrence of natural disasters could affect the staffing needs of a hotel (Filimonau, Derqui and Matute, 2020). As a result, it is essential for a hotel such as Marriott to revamp its employee retention strategies considering these conditions.
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Legal factors include labor laws, immigration regulations for foreign employees, and employee rights. Compliance with local labor laws is essential for Marriott's operations in Nepal (Joshi and Kunwar, 2018). Violations or conflicts with labor laws can negatively impact employee satisfaction and retention. Ensuring that legal obligations are met while addressing employee needs is crucial.
[bookmark: _Toc148522425]SWOT Analysis

	Strengths
	· Strong brand name as it has maintained customer loyalty all across the globe.
· Has the ability to use one of the best infrastructures in accommodating guests.
· Has been rated consistently superior in terms of dining experience and the service level of its restaurants and bars. 

	Weaknesses
	· Has faced a rising case of employee turnover rates.
· Employees are not satisfied with career growth opportunities with seasonal employees being concerned about job security.
· Inconsistent in terms of guest satisfaction ratings.

	Opportunities
	· Revamp its employment strategies to enhance guest satisfaction.
· Invest in digitized technologies to enhance guest experience along with achieving operational efficiency.
· The hotel can diversify the range of guest services offered in terms of cultural programs, adventure packages, wellness retreats, and much more.

	Threats
	· The persisting economic downturn in Nepal could impact the overall profitability of the hotel.
· The rise in number of local boutique hotels which are able to compete at a lower pricing range has been a constant threat for Marriott to operate in Nepal.
· Changes in government regulations and policies can impact the operations of Marriott in Nepal.


[bookmark: _Toc148522426]TOWS Matrix
	
	Strengths (S) 
	Weaknesses (W)

	Opportunities (O)
	1. Leverage strong brand names to attract and retain top talent.
2. Diversify guest services to attract a wider customer base.
	1. Address high turnover rate with retention strategies for consistency.
2. Provide clearer career path opportunities and collaborate with other partner ventures to offer year-round employment to seasonal employees.

	Threats (T)
	1. Implement cost-effective strategies during economic downturns.
2. Adapt service standards to changing regulations.
	1. Invest in employee retention strategies during economic downturns.
2. Emphasize employee development and offer specialized training opportunities.



[bookmark: _Toc148522427]Recommendations and Change Management
This section will provide a set of comprehensive recommendations which has been tailored to the current HR challenge being faced by Marriott Nepal in terms of retaining its employees. The earlier analysis has offered clear evidence of root causes leading to increased employee turnover rates at the establishment. As the nature of the challenge in multi-dynamic, it is not affecting the current employees at the organization but also the organization is struggling to foster a positive work environment which would attract employees to remain committed to its vision and values.
Change is a constant for any organization which is equally applicable for businesses in the hospitality industry (Baum and Mezias, 1992). In order to effectively implement any changes, businesses are known to employ various change management theories or frameworks which help them to strategically acknowledge, plan, and manage changes within the organization. For this consultancy project, the Lewin’s Model of Change has been adopted as a general framework to guide the organization through necessary changes relevant to improve the employee retention ability of Marriott Hotel Nepal (Levasseur, 2001).
The recommended model consists of three different stages which are unfreeze, change, and refreeze (Burnes, 2004). The first step in this model is initiating the change process which then leads to the actual implementation of the change, and finally reinforcing and updating the changes to make an organization more adaptive and competitive (Marshak, 1993). Considering that this model has been validated by researchers as well as organizations all across the world, the effectiveness of Lewin’s Model of Change can’t be simply underscored.
As the chosen framework offers a structured approach towards managing change within an organization, it will be a practical step to be taken by the client organization to ensure that necessary changes are implemented (Šuc, Prokosch and Ganslandt, 2009). First and foremost, this framework begins with the “unfreeze” stage where it is required for any organization to ensure whether the organization is ready for the change or not (Okumus and Hemmington, 1998). This is usually vital in dealing with employee resistance to change which is quite occurring in any organization transitioning through a change. Furthermore, the framework also recommends an active involvement of employees within the decision-making process allowing organizations to bring employees to an agreement on the changes being implemented within the organization. 
[bookmark: _Toc148522428]Competitive Compensation and Benefits
One of the primary motivators for any employee is the compensation and benefits they receive from their employers in return of services rendered. In order to effectively retain its employees, it will be highly recommended for Marriott Nepal to consider introducing a competitive compensation and benefits packages for its employees by taking account of factors such as employee skills, job roles, experience, and current market standards (Martocchio, 2010). Furthermore, there is a strong need for benchmarking the industry practices and having a proper understanding about the salary scale offered by other local as well as global competitors within the Nepali hospitality industry. 
The first step towards this recommendation would be conducting a compensation benchmarking within the Nepali hospitality industry. This will require the hotel management to enlist assistance of compensation experts who will help determine a competitive range of salaries and benefits to be offered to its employees which will help ensure job satisfaction and commitment from the employees (Hansen, 2007). In specific, there is a strong need for the organization to consider enhancing its pay-scale for entry-level positions as such employees can retained to develop and fill in higher positions in the organizational chart in the future ensuring effective succession of employees, and reduced costs incurred (Bikson, 2003). After the required changes are made to the compensation and benefits packages, it is necessary for the HR department to formally communicate the adjustments made which will help communicate the company’s efforts to promote financial well-being of the employees critical to ensure job security and enhance employee commitment.
Change management theory which will be in use to effectively implement this strategy of enhancing the compensation and benefits packages for employees will be based on the Lewin’s Change Management Model (Kansal and Chandani, 2014). This framework has been spread across three stages which are unfreeze, change, and refreeze. The first phase of this model which is unfreeze is all about preparing the organization for change and creating awareness among the strategic decision-makers about the need for change (Liebhart and Garcia-Lorenzo, 2010). As a consultant, it will be necessary to effectively communicate the current challenges brought by the current compensation packages and highlight how improving the compensation packages will help enhance job satisfaction and eventually improve employee retention rate (Singh and Loncar, 2010). This aspect can be effectively documented and communicated across employees and executives to ensure organizational readiness for this change.
The next step is referred to as “change” where the actual strategy gets implemented where Marriott Nepal will formally introduce its new compensation and benefits structure. The specific actions to be taken during this stage will be using the benchmarking results to revise the salary scales, benefits packages, and other financial incentives (Thom and Reilly, 2015). In addition to that, it will also be effective in involving employees to offer feedbacks during the change process to ensure that the employees resistance to change will be reduced and they can also attain a sense of ownership being involved in the decision-making process (Piderit, 2000).
In the refreeze stage, it is essential to stabilize the change which can be ensured by constantly monitoring the salary competence of the hotel by comparing with the scales used by other competitors (DiPrete, Eirich and Pittinsky, 2010). Over a regular interval of period, compensation experts can be assigned to conduct an industry-wide survey along with considering valuable employee feedback to integrate the ongoing practice of reinforcing Marriott’s compensation and benefits practices.
In order to measure the effectiveness of new strategies employed, it can be assessed the changes in terms of employee retention rates. If the employee turnover rates decrease after the new changes are applied, it indicates the success of new strategy made to ensure change (Schuler, 1992). In addition to that, the HR department could also conduct employee satisfaction surveys to evaluate their satisfaction with the newly updated compensation and benefits. Finally, guest feedback about the service levels and quality will help measure the effectiveness of this strategy as well. 
[bookmark: _Toc148522429]Career Growth and Employee Development Opportunities
It is a well-established fact that employee development and career development opportunities greatly influences job satisfaction, commitment, and retention of employees (Lu et al., 2016). To combat employee turnover rates, it is essential that Marriot Nepal is able to offer a clear career advancement program to drive employee growth and ensure that they are retained. 
The HR department at the hotel will be highly advised to develop and implement a well-structured career advancement program which offers training and skill development opportunities for its employees at any levels. The focus of the training and development programs could range from improving customer service, enhancing management skills, introducing new language skills, and much more to improve the overall skills and expertise of the employees (Gillespie et al., 2001). Using performance reviews and observations from supervisors, the necessary areas of training which are critical to improve skills, performance, and retention of employees must be prioritized over others (Wu, 2012)(Arulrajah, Opatha and Nawaratne, 2015). However, the decision to offer certain training or development opportunities must be based on evaluation of training needs for the employees. 
In order to compliment the career advancement program, it will also be effective for Marriot Hotel to consider offering career counselling through its internal mentorship programs (Scandura and Pellegrini, 2007). This will be beneficial to retain newly hired employees by assigning experienced employees/supervisors at the organization to mentor them by providing valuable resources and knowledge to help them achieve their career goals and move them upwards in the organizational ladder.
In order to facilitate this strategy, Lewin’s model of change management will be adopted as well. Similar to the previous approach at dealing with the change in its employee development initiatives, the findings of the root-cause analysis provided earlier must be communicated across the senior decision-makers in the hotel to clearly explain the benefits of having a clear career advancement program (Schiemann, Seibert and Blankenship, 2018). In addition to that, it is also equally important to communicate the benefits of such opportunities to motivate employees as they might resist change considering training programs to be an added burden to their existing list of deliverables (Kimme Hea and Wendler Shah, 2016). As a result, it is paramount for Marriot Hotel Nepal to integrate training and development initiatives as an innate part of its culture to ensure organizational readiness for change. 
The actual implementation of the career advancement programs will be characterized as the change step where actions are taken to offer career counselling and offer necessary training and development programs for the employees. During this step, it will be advised for Marriott Nepal to consider collaborating with hospitality institutions who will have a better expertise in facilitating programs of such nature (Kc, Dhungana and Dangi, 2021). However, it is crucial that the external trainers align the training materials and programs with the organization’s values. 
The final step of the change management model which is “refreeze” where ensuring that the employee training and development initiatives remain an integral part of the organization’s culture (Terziev et al., 2020). In this regard, it will not be practical to continually invest in employee training programs year-round. However, it will be practical for the hotel to conduct regular career counselling through mentorship opportunities. The decision to tie employees with specific mentors and the mentorship decision made on behalf of the employees must be based on the evidence of the performance reviews. 
While measuring the success of this new strategy, the improvements made in the employee retention rate will actually reflect the effectiveness of the career advancement initiatives towards employee retention (Whittington, 2019). In addition to that, job satisfaction surveys will also be crucial to validate the effectiveness of the new changes introduced to the organization in terms of employee development and career advancement opportunities. 
[bookmark: _Toc148522430]Management of Seasonal Employees
As the practice of hiring seasonal employees is quite rooted within the hotel’s culture, it will be advised for Marriott Nepal to enhance job security for its seasonal workers to ensure their motivated performance along with commitment to the organization as well. In order to ensure that its seasonal employees are able to remain employed all year round, it will be recommended for the hotel to collaborate with local businesses to offer employment opportunities to the workers during off-peak seasons (Knox, 2010). In addition to that, it will also be crucial that the hotel invests in improving its onboarding process for its seasonal employees. 
The purpose of this strategy is to highlight job security and income stability as primary motivators in case of seasonal staffs. A collaborative employment approach will be most ideal approach towards securing commitment from the employees which can be complimented with a structured onboarding programs (McNamara, Bohle and Quinlan, 2011). The orientation program designed for the seasonal employees will be crucial in transferring organizational values and also communicate the expectations kept from the employees (Hur, 2018). Keeping in constant touch with the seasonal employees and valuing their feedback at every step of this change process will be crucial in ensuring retention and job satisfaction of the seasonal employees.
With reference to the Lewin’s change model, the unfreeze stage will involve the HR department to formally communicate the intent of the organization to offer year-round employment to its staffs by collaborating with some of the distinguished hiring companies based in Nepal (Krakover, 2000). Furthermore, a session where seasonal employees could express their voice regarding the various challenges faced by such employees could get re-integrated to communicate the advantages offered by Marriott even during off-peak seasons.
To stabilize this change, it is essential that the HR department are actively engaged in tracking the employee retention rate for its seasonal staffs (Arasli, Altinay and Arici, 2020). By following Lewin's model, Marriott Nepal can smoothly transition from traditional seasonal employment practices to a more stable and employee-friendly approach. This shift will lead to improved job satisfaction, higher retention rates, and a more reliable workforce. The retention rates of seasonal staff and feedback received from the same pool of staff will be essential to make continuous improvements. 
[bookmark: _Toc148522431]Action Plan
Based on the detailed recommendations offered earlier through the analysis, this section will provide a summarized action plans which need to be executed by Marriott Hotel Nepal to ensure that the company takes action to enhance its employee retention initiatives. The following table provides a clear outline of the steps to be taken by the client organization.
	#
	Problem
	Solution
	Desired Outcome
	Duration
	Planned Date
	Budget

	1
	Competitive Compensation and Benefits
	Conduct compensation benchmarking and update its compensation and benefit packages to be competitive. In addition to that, strengthen the wages paid for entry-level positions.
	The changes made to the overall compensation and benefits structure is expected to improve employee job satisfaction, enhance guest experience, and reduce employee turnover rates.
	3 months
	01/11/23
	NRP 500,000

	2
	Career Growth and Employee Development
	Plan and implement a well-structured career advancement program which must be paired with mentorship and career counselling services facilitating growth of employees.
	The objective of this strategy is to contribute towards employee development, and also positively motivate employees benefitting the organization by driving employee loyalty.
	6 months
	01/11/23
	NRP 1,000,000

	3
	Managing Seasonal Employment
	Offer a year-round employment opportunity for seasonal staff by forming alliance with other employment service providers to strategically fill in the positions required for the hotel during peak-seasons. In addition to that, a formal onboarding program could be beneficial for effective deployment of the seasonal employees. 
	To assure job security for seasonal staffs and also ensure that such employees are ready to fill in the new positions and roles. Subsequently, this change will also help reduce the costs associated with constantly recruiting and training new staffs into its workforce.
	4 months
	01/11/23
	NRP 300,000



Based on the action plan recommended for Marriott Hotel Nepal, the required change can be achieved within the timeframe of 6 months. This will begin with re-shaping the overall HR strategy of the organization and result in outcomes which are strategically beneficial for the organization to showcase its competitiveness in the ever-changing dynamics of the hospitality industry.
[bookmark: _Toc148522432]Conclusions
In conclusion, this hotel consultancy report has examined on the critical HR-related issues in one of the most prestigious hotels operating in Nepal which is Marriott. The main challenge which poses a critical threat towards the overall competitiveness of the hotel has been identified as its struggle to retain talents in its workforce. By employing a variety of HR-related and change management theories, the report has come up with three potential recommendations. In addition to that, it has also been made clear that the inability of the hotel to retain its employees has not only affected its current operations but also harmed its ability to attract and retain future talents.
The first recommendation was about enhancing the compensation and benefits structure for the organization through benchmarking and hiring expertise of compensation experts. It has been suggested for the hotel in specific to improve the salary scale being offered to its entry-level employees. Furthermore, integrating a regular practice of matching employee compensation and benefits with the industry standards has also been expressed. The second actionable recommendation made to the hotel was to recognize the importance of career advancement and skill development in ensuring their satisfaction and commitment. By offering a well-structured career advancement opportunity for its employees through trainings and mentorship opportunities, it has been identified that the firm can effectively develop and retain its most-valuable talents. Finally, it has been recommended for Marriott Hotel Nepal to consider partnering with other firms to ensure job security for its seasonal employees by assuring year-round employment for such seasonal staffs.
While navigating the various issues and coming up with the set of recommendable actions, the use of change management theory proposed by Lewin was quite resourceful. The adoption of this change management framework didn’t only help find actions to resolve the issue of employee turnovers but also offer room for continuous improvement and the ongoing success of the venture.
This opportunity to offer consultation to the client organization was quite insightful for which we would like to express our sincere gratitude towards Marriott Hotel Nepal. With positive hopes that the findings of this consultancy report will allow the client organization to recognize the current issue, we would also like to recommend the client organization to take pro-active steps towards cushioning the impact of the current issue. By following these strategies, Marriott Nepal is well-positioned to achieve its goals of improving employee retention, satisfaction, and overall guest experiences. We look forward to the opportunity to witness the positive impact these changes will have on your hotel and its dedicated workforce.
As concluding words, the consultancy services offered are not only limited to Marriott Hotel Nepal, but the services remain at the disposal for any other business positioned in the hospitality industry. The consultancy services will be resourceful towards identifying and exploiting potential business opportunities, consultations regarding any business challenges, or any additional assistance which an organization might require to ensure its competitiveness. Our goal is to assist you in achieving sustainable and lasting success in the dynamic and competitive hospitality industry.
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