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                                                            Executive Summary

Like other sectors, hospitality facilities experience numerous challenges, from market to employees to operations. Dorchester is among the most prestigious 5-star hotels in the United Kingdom, located at the heart of London. The hotel targets wealthy individuals and high-profile figures visiting the countries, primarily as tourists. Since the pandemic, Dorchester has struggled to recover and return to its traditional state, serving the guests even when all guest rooms are full (Huang et al., 2020). With travel restrictions due to COVID-19, most employees were laid off because the hotel was not receiving many guests (Huang et al., 2020). After the restrictions were lifted, the hotel found getting an adequate workforce to deliver quality services challenging, mainly when Dorchester hosts critical meetings or huge events. Dorchester contacted us (RM Consultancy) to help them identify the organization's main issue and its root causes and recommend strategies that the organization can use to eliminate the problem (Cormack, n.d.). The RM Consultancy was also assigned the assessment role to ascertain whether the strategies implemented have worked successfully or whether more needs to be done for the facility to deal with the underlying issue. 
The problem at stake in this consultancy report is workforce shortage and employee retention. Since the pandemic, Dorchester has not recovered the number of employees required to deliver quality services to clients, especially at major events when guestrooms are fully loaded (Kwok, 2022). Despite advertising the vacancies on hotel websites and social media pages, most potential candidates have been reluctant to apply. Although Dorchester management inclines on COVID-19 as the leading cause of the employee shortage at the hotel, our consultancy company found other leading causes of the workforce shortage and low retention rate (The Dorchester Hotel London. 2019). Brexit was among the leading causes of the shortage, considering the hotel sources most employees for kitchen and other domestic works from the European Union countries. With the introduction of the Brexit policy, it became difficult for EU nationals to get visas to travel to the UK for work (Tiwasing, 2021). As a result, Dorchester only manages to get 25% of the workforce, compared to the earlier 50%. Sexism culture was also identified as a critical cause that makes most employees quit their jobs at hotels, especially female employees. 
The facility has established a culture of forcing female employees to wear provocatively to attract wealthy and high-profile figures during events. Most employees reveal being uncomfortable with the dress code, some preferring to quit when harassed by a client (Dorchester Hotel 'could be sued' over-grooming rules for female staff. 2018). Also, technology adoption without proper training and education of employees makes them resist change and has low morale at work. Being demotivated makes them deliver low-quality services, decreasing customer satisfaction and negative feedback. As a result, the issue can affect the operation and brand reputation. Dorchester's capacity and future opportunities are also evaluated in this consultancy report using critical models such as SOAR, STEEPLE, and TOWS analysis. After analyzing the issue, RM Consultancy Limited drafted a list of viable recommendations that Dorchester can use to address the issue of workforce shortage and low retention rates. RM consultancy recommended that Dorchester eliminate the sexist culture they have been accused of and allow their female employees to wear decently (Julios, 2022). It will make employees feel respected and develop a sense of belonging to the hotel. As a result, they will have high morale to work and be more willing to remain and grow with the organization. 
The report also recommends that the hotel adopt employee diversity during the hiring and avoid sourcing from one region, such as the EU, to avoid similar economic or labor shocks (Mayhew and Anand, 2020). Embracing advanced technology and ensuring employees receive viable training and education programs would help enhance retention rates. In addition to diversity hiring, leveraging working hours would increase workers' motivation and morale, reducing fatigue and burnout (Bharwani & Mathews, 2021). As a result, employees will feel valued and part of the organization. Lastly, the report recommended offering career development opportunities to employees, noting how it is an effective strategy to increase retention rate. The report also highlights the potential benefits associated with implementing the highlighted strategies. It concludes by wrapping up the central insights of the report and appreciating Dorchester for the opportunity to work together. 
                                                Introduction 

The hotel industry is among the most utilized sectors globally, considering people must eat, rest, and enjoy other related services. Most international hotels were affected immensely during the coronavirus pandemic because global travels were restricted. It is critical to understand that human demands, preferences, and expectations are dynamic, and they keep changing with several underlying factors, such as technology, income, and time (Bharwani and Mathews, 2021; Alrawadieh et al., 2021). Today, numerous investors have ventured into the hotel industry, especially in the United Kingdom, creating competition for upcoming and existing players. This consultancy report will focus on the Dorchester International Hotel in the UK, which has constantly faced staff shortage and retention issues since the pandemic hit the world. Research shows that numerous facilities in the hospitality industry in the United Kingdom have been forced to cut their daily capacities because of staff shortages (Bharwani and Mathews, 2021). The trend has continued in the first quarter of 2024, and the hotel management has contacted RM Consultancy (my consultancy firm) to consult about the issue they are facing and strategies they can employ to overcome it. 
Before highlighting why staffing is an issue for the hotel, it is crucial to understand a brief overview, including its location, when it was established, and the size of guest rooms. The Dorchester is an international five-star hotel in London (Park Lane), considered among the World's most prestigious hotels (Nast, 2020). The global hospitality facility was established in April 1931 and maintained well to retain the 1930s ambiance (Aladag et al., 2020). The hotel is owned and operated by Brunei Investment Agency. The Dorchester is associated with wealthy figures, famous individuals, and politicians within and outside the region. It is linked to rock stars, actors, and other prominent figures in the entertainment industry. Despite being associated with high-class individuals, the hotel has different-sized rooms for all clients, making it a diverse environment. It has over 250 rooms, with 49 of them being suites. 
Although the hotel is struggling with staff shortage, it has started to receive visitors from all over the world, making it less dependent on Europeans and visitors from Northern America. While most hotels worldwide are recovering from the COVID-19 economic shock, Dorchester is not exempt (Davahli et al., 2020). The facility had laid off most of its employees. They were not receiving visitors because they depended on global ones, and international visits were restricted globally (Starling & The Week UK 2021). Despite the challenge, the company has long embraced the spirit of a diverse workforce, which is critical to addressing all customer needs irrespective of culture, language, race, or geographical location (Kwok, 2022). After the pandemic, the hotel has found it challenging to restore normalcy, leading to staff shortages when London receives massive tourists. Therefore, the Dorchester Hotel management has consulted my firm (RM Consultancy) to get insights and strategies to deal with the staffing issue effectively to accommodate the high traffic of visitors. 
RM consultancy is a UK-based firm that deals with issues facing companies, helping them develop a framework to deal with the problem from the root cause and rise again. The firm offers several recommendations and strategies for management to select the most appropriate alternative depending on customer preferences and the market environment. I will lead the team in drafting a comprehensive consultancy report that includes an analysis of the issue, recommendations and change management, and an action plan that the hotel will implement to experience staffing changes we will make (Radwan, 2022). This means the report will demonstrate challenges that make the Dorchester Hotel face staff shortages despite being a facility most people would wish to work for. Thus, RM will establish a report incorporating relevant theories and frameworks to help the facility deal with the issue. Some frameworks include STEEPLED, TOWS, and SOAR analysis.
 
Analysis of the Problem

Before COVID-19 hit the industry, most hotels performed well and had a reasonable number of employees recruited from different parts of the world. However, the pandemic caused most facilities to lay down workers because the flow of visitors was low, meaning there were no funds to compensate workers and keep the services running smoothly (Huang et al., 2020). The Dorchester has been facing the same challenge since the pandemic period. After the company laid down most employees, it could not recover from the shortage after the pandemic normalized. In December 2022, management revealed that the workforce shortage made it difficult for hospitality facilities to meet the rising demand of wealthy tourists visiting (London Nast, 2020). As mentioned earlier, the world is growing, and things are changing (Kwok, 2022). Economic reports demonstrate that currency rates have affected how operations are carried out in the hospitality industry. The management at the Dorchester Hotel highlighted how the facility could not meet expectations because of the high cost of operation and shortage of employees. 
Despite leveraging technology to reduce energy costs, Dorchester is still experiencing operational difficulties. Although Dorchester is among the best-paying international hotels in London and globally, most employees have posed issues with working hours (Tan and Despotis, 2021). They agree that the pay is excellent, but the expected workload is enormous, making them experience burnout. As a result, the facility has a challenge in retaining skilled employees. While workforce challenge is a minor issue, the Brexit saga has been depicted as a substantial cause of staff shortage at Dorchester (McCartney and Kwok, 2023). The hotel generally relies on employees from European Union nationals, especially in the kitchen and room servicing. Brexit policy has immensely affected the hospitality industry, especially Dorchester, which was sourcing over 50% of its employees from the EU (Tiwasing, 2021). The hotel noted that in 2019, the hospitality industry in the United Kingdom had 85,000 vacancies, which have grown to over 146,000 due to the introduction of Brexit. 
Today, Dorchester only sources 25% of its workforce from the European Union because it has become difficult for people worldwide to get visas to travel and work in the UK. In this case, individuals willing to work in the UK must acquire certification to get a skilled worker visa that permits them to travel to the country (Tiwasing, 2021). The government needs to reconsider the policy because most industries in the UK are experiencing workforce shortages, and individuals worldwide are willing to take these employment opportunities. Furthermore, the hospitality industry has become intensely competitive, with each facility striving to get the best talents to effectively serve the guests and tourists visiting the capital (McCartney and Kwok, 2023). Workforce shortage has been a prevailing issue at Dorchester, and the management has implemented several strategies, including raising the pay, but they have not met the required employees. The hotel also believes it should streamline its feedback mechanism because it is ineffective (Tan and Despotis, 2021). Since the pandemic, the hotel has been experiencing challenges, most of which could have been addressed by evaluating customer feedback. In addition to managing the workforce shortage, the hotel should strive to reinforce the feedback channel and its processing. 
Another issue that has intensified the workforce shortage at the Dorchester is how the facility has treated female employees over the years. Numerous stakeholders have accused the facility of sexism (Tan and Despotis, 2021). These stakeholders include human rights advocacy and organizations and have criticized Dorchester for exploiting female employees during significant occasions and events to make sensual appeals to visitors and clients. Although the hospitality industry is competitive and only firms using vibrant strategies to attract customers will survive, stakeholders believe the Dorchester Hotel is heading in the wrong direction, primarily in the era when everyone is fighting for gender equality. The notion that the facility embraces a sexist culture makes many women or female employees hesitate to take employment opportunities when they arise (Shindig at the Dorchester Erodes Public Trust in Business. 2018). Although using sex appeal is a popular strategy used by most sectors to attract customers, using it in the hospitality industry can increase staff turnover, leading to a shortage of workers, especially women (Al-Suraihi et al., 2021). The difference is that most companies use model pictures, but Dorchester makes employees wear provocatively to boost business. 
Most models that make commercials are safe from harassment, which is not the same for waiters and waitresses. Most of them are always uncomfortable wearing provocatively, but they have nothing to do because of instructions from the management. The sexist culture has been growing at the Dorchester, and employees are always afraid of being raped or harassed because the facility system does not protect them. As a result, most quit, leading to a workforce gap within the facility (Utrobičić, 2019). Workforce shortage has hurt the hotel beyond a decline in revenue. The management has reported that service quality has decreased because the facility has to utilize the available staff. This makes them experience fatigue, burnout, reduced morale, and stress. As a result, they deliver services with decreased attention, leading to condensed satisfaction and poor customer feedback. In addition to low guest satisfaction, the Dorchester Hotel experiences service delays and poor response to clients' requests, especially those in the rooms. With all those rooms, it is always a challenge when the hotel is hosting a big event. 
Shortage of employees increases the waiting time, leading to client dissatisfaction. If the issue is not rectified, the facility will likely suffer economic shock and a bad reputation. Therefore, the facility needs to address the workforce shortage and retention issue, offer incentives to employees, and utilize the best channels to fill the workforce gap (Utrobičić, 2019). Dorchester needs to acknowledge that the problem has a devastating impact on the brand reputation, guest experience, service delivery, and hotel operations, and addressing them adequately will increase facility efficiency (Yang et al., 2021). 

Dorchester Hotel Analysis

The STEEPLE Analysis 
The STEEPLED analysis is a significant tool for analyzing a company's external environment and represents social, economic, technological, ethical, political, environmental, demographic, and legal factors. The framework will help analyze Dorchester's issue and speculate how their service delivery will fit in future settings (Shtal et al., 2018). The tool will also help establish new opportunities and strategies for dealing with modern issues. In our case, the STEEPLED analysis will help analyze the employee shortage issue and derive strategies to curb the problem. 
	The STEEPLED
	Description and Analysis 

	Social 
	Several social factors at the Dorchester have demonstrated why the facility is facing workforce challenges. With the increased number of visitors, employees have experienced problems balancing work and life (Aruldoss et al., 2021). Most have worked more than expected, leading to few hours with family and other personal activities (Piso, 2022). Besides, people have developed stereotypes about the hospitality industry, especially women, based on the sexism issue the company has been accused of. These stereotypes make women reluctant to take job opportunities when they arise (Jones and Comfort, 2021). However, Dorchester has effectively established a diverse workforce, making it easier to address customers' needs from all geographical and cultural backgrounds. 


	Technological
	Technology has been a perfect tool at Dorchester in enhancing customer experiences, making reservations online, and other aspects of intelligent rooms. Customers visiting the hotel are guaranteed that the data they share with the facility will be protected by all means (Yadegaridehkordi et al., 2020; Shamim et al., 2021). However, several technological elements within and outside the organization have led to a workforce shortage (Matovic, 2020). Today, technology is the backbone of business, and employees must stay updated with the new technology, especially in the hospitality industry. Incorporating new technology and high-level automation at Dorchester has made it difficult for some employees to cope, thus leaving their roles (Lukanova and Ilieva, 2019). Others have lost morale because of inadequate training on the technology, leading to low performance. The company should focus on training and educating the current and new employees because automation is the latest trend in all industries. 

	Economic
	In this case, economic factors relate to interest rates, pricing strategies and economic indicators such as consumer spending and GDP. In the context of the workforce shortage at Dorchester, wage levels and inflation can be critical economic factors (Kozel et al., 2019). While most employees were laid off during the pandemic, the remaining were subjected to pay cuts because the facilities were not performing efficiently (Shtal et al., 2018). The pay cut at the time when inflation was high affected employee spending, making it hard to keep the job. 

	Environmental 
	Environmental factors have also fueled the workforce shortage at Dorchester. Being subjected to long working hours while most workers live far from the facility inconveniences them. Failing to offer accommodation for employees makes it a challenge for those working at night shift. Addressing the location issue can effectively increase the retention rate. 

	Political 
	In this case, immigration policy change has caused a significant drop in the workforce within the hospitality industry. Brexit has immensely reduced the workforce at Dorchester, considering the facility was sourcing 50% of its employees from the European Union countries. Brexit has made it difficult for Dorchester to get more than 25% of employees because getting a visa to the UK is a challenge (Hassan et al., 2020). Likewise, the UK government has not offered any incentives or support to enhance hospitality employment since the pandemic. 

	Legal
	Legal factors entail a company's compliance with laws, workers, and other working hour policies. It outlines how a firm abides by contractual agreements and guarantees the safety and health of all employees. The law on the visas has made it difficult for Dorchester to outsource workforce from other nations, leading to a workforce shortage. 

	Ethical 
	Ethics is a significant element in the hospitality industry, considering hotels deal with people worldwide. Dorchester has performed excellently in hiring a diverse workforce, which makes it easy for all visitors to get their needs met effectively. However, the facility has been criticised because of exploiting women to create a sexist culture to attract wealthy clients and cope with industrial competition. This issue has created a wrong impression about the company, making many potential female employees fail to apply for the vacancies. 




SOAR Analysis

In any consultancy report, it is fundamental to highlight how the hotel is performing positively and its future aspirations. Understanding this helps the consultancy company (RM Consultancy) to understand facility capacity and devise strategies to help it deal with the underlying issues. A SOAR analysis represents strengths, opportunities, aspirations, and results and helps comprehend a company's current position and future dreams.  
 
	  Strength 
Dorchester is a reputable and prestigious hotel and has been credited for its luxurious nature, hosting wealthy guests and high-profile figures globally (Kulshrestha and Puri, 2019). Its location at the centre of Landon is another strength that gives the hotel proximity to attracting visitors. The facility also delivers high-quality services by hiring highly skilled individuals in the hospitality industry. 

	Opportunities
Global market penetration is a significant opportunity for international hospitality facilities. With its prestigious legacy, the company can take advantage of the emerging market. Establishing several branches worldwide will create more employment opportunities and prevent visitors from flocking to one location. This can be made possible through partnerships and collaborations with other luxury brands for easy penetration. RM consultancy can establish a viable plan for partnership (Elgahwash et al., 2023). Innovation and environmental sustainability initiatives are other areas in which Dorchester can venture to enhance the business's success and overcome the workforce shortage issue. 
 


	  Aspirations
Aspirations go beyond daily expectations to cover what the management wants the facility to be known for and how they want the customers to perceive it in the future. Dorchester's central aspiration is to become an iconic global monument. Since 1931, the facility has retained its prestigious name and position and wants the trend to continue for future generations (Kulshrestha and Puri, 2019). The facility must foster continuous improvement to cope with the international and domestic competition. This can be achieved through engaging local communities and consulting firms such as RM Consultancy. Continuous improvement entails investing in the career development of employees and training programs (Che Aziz, 2019). Besides, Dorchester strives to be an innovation leader, focusing on unique elements such as offering luxury experiences and setting hospitality trends.    

	 Results
This section of the SOAR framework represents where we want Dorchester to be in the future. In other words, these are aspects that we want the facility to achieve (Panteleiev, 2023). Dorchester wants increased revenue, industrial recognition, community contributions, environmental sustainability, and positive customer feedback. 





TOWS Analysis
The TOWS analysis expresses organizational threats, opportunities, weaknesses, and strengths. It is a significant tool that our consultancy firm uses to understand the direction of the firm. It will help us convert problems into viable solutions. Most elements, such as strengths and opportunities, will not be discussed in detail because they have been covered in SOAR analysis. 
 
	  Threats
· Competition from other hospitality facilities in the UK
· Negative publicity affecting brand reputation
· Changes in laws and regulations
· Political and economic instability leads to fewer visitors. 
	 Opportunities
· Increased demand for a unique and luxurious experience
· Globalisation
· Partnerships and collaboration with other luxury brands
· Technology adoption 
 


	  Weaknesses
· Workforce shortage and high employee turnover
· Susceptible to economic shocks
· Enormous operation expenses
· Limited-sized rooms compared to other same-level facilities

	Strengths 
· High-end services 
· Located at the centre of London
· Diverse employee and customer base
· High brand acceptance





Recommendations and Change Management 

Since the report has analyzed the workforce shortage at Dorchester Hotel and the facility capacity, this section will discuss the recommendations to help the company overcome the issue. The company needs to eliminate the sexist culture to encourage new female applicants and increase retention of the current talents (Ohunakin et al., 2020). The management at Dorchester Hotel should have a standard way of defining the dress code of female employees. The management should highlight the uniform's design and color, leaving the waitresses to decide whether to wear trousers or skirts. Pressuring female employees to wear provocatively has been identified as a primary cause of increased turnover rates (Ohunakin et al., 2020). Female employees wearing skirts should be allowed to select standard or lengthy ones. A well-dressed employee will attract more clients than being provocative. On the other hand, allowing employees to choose how they dress gives them confidence and a sense of belonging, making them more willing to stay with the facility (Sarwar and Muhammad, 2021). As a result, Dorchester will have addressed the staff retention issue. 
In embracing the diversity of employees, Dorchester should respect the cultural beliefs of workers by allowing them to wear based on their beliefs. For instance, Dorchester should enable Muslim employees to wear headgear during their shifts. It is a fundamental strategy to increase employee retention and relieve the organization from workforce shortage (Ohunakin et al., 2020). To implement this initiative, Dorchester management should meet with all staff members and outline the changes they want to make to the dress code. Explain to them that they have freedom of dress code choice and that their cultural beliefs will be considered. It will be the cornerstone of establishing trust, leading to job satisfaction and retention (Ohunakin et al., 2020). In addition to allowing them to wear decent clothing, the organization should also provide security against any form of harassment from clients. Making them feel valued will make them stay with Dorchester. Moreover, Investing in employee training and development is another significant strategy Dorchester can use to address the workforce shortage issue. Competition is high in the contemporary hospitality industry, and things keep advancing. Most employees experience agony because they do not understand some practices or newly introduced technology. Such intrusion will likely reduce employee morale and motivation to serve clients, leading to declined customer satisfaction. 
Dorchester should establish robust and comprehensive training and education programs to help employees understand new concepts, technology, and other hospitality practices (Bharwani and Mathews, 2021). Since the sector is dynamic, the facility should develop numerous opportunities for employees to enhance their career aspirations (Calinaud et al., 2021). Investing in your employees makes them long-term valuable assets for the hotel. They understand the guests' preferences and hotel standards and have adequate social skills such as communication and conflict resolution. Offering employees opportunities to foster continuous improvement makes them develop a sense of job security and achieve job satisfaction (Bokareva and Yudina, 2020). Like other firms, Dorchester employees want to feel their professional and career development needs met, whether through training for a new role, an interview, or new approaches to doing the same job (Burhan Ismael et al., 2021). Excluding professional development in the working life of employees makes them feel stagnant and more willing to leave the business for another. The organization needs to support the employees' career aspirations because they will be required during promotion, and hiring within the organization is economical. 
The facility should understand that making employees satisfied with their positions is the only way to cultivate retention. In other words, enlightening employees allows them to make better decisions about where they want to be (Ghani et al., 2022). However, implementing a practical training and development program is time-consuming and requires close contact with employees to understand their career development needs (Calinaud et al., 2021). After assessing the employees' developmental needs, the management should draft training and development goals, design the training framework, and implement the program by offering career development opportunities. After some time, assessment and evaluation will be crucial to promote a learning culture (Ghani et al., 2022). Dealing with the impact of Brexit is another significant recommendation for Dorchester to evade workforce shortage now and in the future. The first step is to retain the best talents from the European Union by offering benefits, incentives, competitive salaries, and development opportunities. Besides, Dorchester should avoid sourcing most of its employees from one location to avoid frustrations and workforce shortages. The recruitment should be diverse to ensure employees come from all over the world. Therefore, the organization should embrace different recruitment techniques, such as leveraging online platforms and recruitment agencies to get qualified candidates adequately. 
Investing in advanced technology is another strategy Dorchester can use to address the workforce shortage issue. Since the number of employees is low, adopting technology will help the organization bridge the gap (Utrobičić, 2019). Research demonstrates that 87% of hospitality industry respondents revealed that technology has been crucial in addressing employee shortages since the pandemic. Adopting the right tools and systems can help Dorchester navigate effectively with fewer employees before the shortage is addressed (Kloutsiniotis and Mihail, 2020). A recent review highlighted that most guests do not like their rooms cleaned every time because they require spending time with themselves (Bharwani and Mathews, 2021). Dorchester can establish a system like Hilton Hotel to ensure clients make customized requests from the room, and they can be attended to effectively. Such a strategy will ensure that employees are not overworked and that the guests do not feel pressured and disturbed. While mobile lines are a significant element in enhancing the guest experience, investing in more technological devices such as in-room tablets, virtual assistants, Chatbots, and RFID devices will maximize the experience (Lukanova and Ilieva, 2019). RFID technology is among the most recent devices that help hotels track guests' behaviors, tastes, and preferences to effectively streamline their services, room upgrades, and other services. 
Besides, most employees at Dorchester complained about long working hours, especially when the hotel is holding a big event or receiving numerous guests. The number of individuals visiting the hotel should not interfere with the shift or the assigned working hours of an employee unless there is a contractual agreement about extra hours (McCartney and McCartney, 2020). Offering flexible and reasonable working hours will help increase employee retention rates for the facility. The facility management needs to understand that hotel roles are constantly changing, and technological systems such as opt-in housekeeping, automation, and serviced apartments have redefined the hospitality industry (Lukanova and Ilieva, 2019; McCartney and McCartney, 2020). According to Ruby Group, employees should be assigned 35 hours weekly to ensure flexibility in balancing work and personal life. Flexible working times allow employees to be loyal and satisfied with the position.

Change Management Practices, Evaluation, and Potential Benefits

While RM Consultancy has highlighted massive recommendations on how Dorchester can overcome workforce shortage and enhance employee retention, the facility needs to establish viable practices to manage the changes we have highlighted (Dimitrios et al., 2020). As highlighted above, the facility must change the sexist culture, leverage technology, adjust working hours, train and develop, and hire from diverse sources (Ivanov et al., 2022). Not all employees will respond positively to the recommendations we have made. Therefore, the facility must implement the following strategies to manage change and foster a seamless transition at Dorchester (Radwan, 2022). First, introducing a new technological system at the facility will receive different reactions from the employees; some are annoyed, and others appreciate the change. Dorchester must adopt change management to facilitate a smooth transition (v et al., 2021). Ensuring clear communication with the employees explaining why the facility embraces the new system is critical to creating trust among employees (Gonzalez et al., 2020). Effective communication has been credited as an effective mechanism to curb change resistance.
Involving employees and facilitating adequate training before implementing technical change is critical to reducing resistance and allowing them to develop new skills and knowledge to use the latest technology in their current or new roles (Jones and Comfort, 2021). Since Dorchester is a big hotel with numerous employees, the management can identify change champions and use them to create awareness about the technological change, helping their coworkers to smoothly transition to a new mode of working (Sah and Nadda, 2017). Furthermore, eliminating the sexist culture at Dorchester is critical to establishing an equitable and inclusive work atmosphere. Management commitment is the first initiative the facility should make to show they have accepted eliminating the culture and embracing equality and diversity (Dockel et al., 2018). Establishing education programs within and outside the organization would be an effective change management strategy. These programs will enlighten the employees on identifying and reporting bias and discrimination (Jones and Comfort, 2021). 
Also, the policies should be revised, highlighting that employees can choose what to wear if they abide by the hotel's design and color. Listening to employees' opinions about the dress code they feel comfortable in will make them feel valued, leading to increased morale and an urge to stay with the organization in the future (de Baat Doelman et al., 2021). Besides, Dorchester should streamline the communication channel between the management and the employees. It is a significant change management strategy that will allow employees to participate in decision-making affairs, especially on matters concerning them, such as uniforms, working hours, and remuneration (Radwan, 2022). Most employees resist if they feel the repercussions of change will affect them adversely. However, listening to and agreeing with their views makes employees develop a sense of belonging, thus increasing the facility's retention rate (Dockel et al., 2018). However, some employees can resist change because they are afraid to take the move. Such workers can cause the organization to lag concerning other players in the industry. 
In most cases, workers are likely to resist change associated with technological systems because they are complex and require massive learning and training. Change management scholars believe coercion is the best method when employees fail to put effort into learning new skills needed to perform a specific role, primarily technical ones. The management can consider adding incentives to people who will learn the new skills and those not subjected to disciplinary action. This will help harden the current employees and set the pace for the new ones. Once the strategies are implemented, several methods will evaluate success. Firstly, the management can observe employees' morale due to the changing sexist culture and standardizing working hours. Changing their dress code from provocative to descent (for female employees) implies they were uncomfortable with the earlier policy of being provocative to clients.
Improved morale at Dorchester can be assessed using several indicators and methods, such as random surveys. Regular surveys will help the organization collect information about employee satisfaction and job engagement (Djajasinga et al., 2021). In most cases, we (RM consultancy) recommend employers draft questions that evaluate how the employees feel about the new change and analyze the feedback to infer the improvement. Further, Dorchester management can review the employee turnover rate to assess whether the implemented strategies help the facility overcome the workforce shortage issue. Once the morale has increased, the turnover rate is likely to decrease, and satisfied employees are more willing to stay with the organization in the future (Al-Suraihi et al., 2021). Evaluating their engagement level during events and other projects within the Dorchester community will show if the strategies are working effectively to reduce workforce challenges. 
Employees who are engaged in hotel events and want to be associated with critical projects are satisfied with their position and are likely to stay with the organization even in the future. Paying attention to customer feedback can also be a vital element in evaluating the efficiency of the implemented strategies (Taylor, 2019). If more customers are giving Dorchester a 5-star rating, the strategies have worked effectively because employees are delivering quality services because of high morale and job satisfaction (Ashton, 2018). In addition to assessing the effectiveness of implemented strategies, the organization will likely experience numerous potential benefits if the success rate is high. Eliminating the sexist culture successfully at Dorchester will enhance employee engagement and morale, increase the retention rate for quality talents, enhance creativity, and boost the organization's reputation (Dockel et al., 2018). Besides, developing employee training and education programs has numerous potential benefits for the Dorchester Hotel (Urbancová et al., 2021). Employees will offer improved customer services, demonstrate improved motivation and morale, increase brand reputation, and adapt quickly to industrial changes. 

                                                       Action Plan

	Number 
	Problem
	Solutions
	Desired Outcome
	Time Scale
	Planned Budget

	1
	Workforce shortage and low employee retention rate at Dorchester Hotel, UK
	By addressing the sexist culture, the organization should allow female employees to wear decently based on their preferences. This will make them feel appreciated and respected and develop a sense of belonging to the hotel, making them more willing to stay. Another strategy is to embrace diversity during hiring and recruitment processes. Sourcing employees from different countries worldwide will protect Dorchester from labour shortages and future economic shocks. This will help the hotel overcome the problem created by Brexit policy. Another strategy to enhance the employee retention rate is establishing career development opportunities for the employees (Dockel et al., 2018). It will make them feel appreciated and more willing to grow with Dorchester. Professional development should come hand in hand with effective training programs (Urbancová et al., 2021). They must enlighten the employees about the new practices and technological systems. Investing in advanced technology and automating some processes will help Dorchester overcome the employee shortage issue because using Chatbots and AI will fill the employee shortage gap (Utrobičić, 2019). Leveraging working hours will adequately help in enhancing employee retention. Most employees at Dorchester quit because of working for long hours and other forms of exploitation. Offering them flexible hours will allow them to balance work and personal life, making them satisfied with the job. As a result, the employee retention rate will be enhanced.  
	The turnover rate will reduce at Dorchester because employees will be satisfied with their positions. Employees will also demonstrate high morale because of reduced fatigue and burnout. They will become more engaged in hotel activities and willing to contribute during group projects. As a result, the organisation's revenue will increase, and its reputation will be restored. More people will be willing to work for the Hot organisation. Thus, it will meet its workforce target within time.
	4-6 months 
	£1 million for the whole change initiative process.





Conclusion

In summary, Dorchester is among the most prestigious international hotels in the United Kingdom, located at the heart of London, UK's capital city. The hotel has over 250 rooms, with 40 being fully suites. Despite its legacy since its establishment in 1931, the facility has struggled with workforce shortage and employee retention issues (Frye et al., 2020). RM Consultancy has successfully helped the organization to identify the problem, its causes, and how it can be mitigated to curb future adverse implications. While Dorchester and other players in the UK hospitality industry believe the COVID-19 pandemic caused the shortage of employees, most have associated the issue with the Brexit policy (Davahli et al., 2020). It has been a significant issue for Dorchester, considering the facility sources over 50% of employees for domestic and kitchen roles from the European Union. The policy has made it difficult to access UK visas, making outsourcing labor challenging for hospitality facilities such as Dorchester. Another identified issue causing a shortage of employees in the facility is how Dorchester management has treated female employees. For several times, Dorchester Hotel has been accused by numerous stakeholders of cultivating a sexist culture to attract wealthy clients. 
The management exploits female employees by ensuring they wear provocatively, especially during significant events. This has made many employees quit and potential applicants reluctant to take the position. We have tried to explain to the hotel management the difference between waiters dressing provocatively and other commercials' engaging models (Gonzalez et al., 2020). The shortage of employees has affected facility revenue, quality of services, and reputation. However, we have identified Dorchester's potential to eliminate the workforce problem through STEEPLE, SOAR, and TOWS analysis. The consultancy firm has also presented numerous recommendations that will help the firm address workforce shortage and employee retention issues. Embracing diversity during hiring will help the company overcome the implications of Brexit. Depending on one region for labor sources can be risky because any policy change will affect the facility immensely. In addition to hiring diversity, Dorchester should establish a new policy giving female employees the freedom to select whether to wear skirts or trousers and whether to wear long or standard for those choosing skirts. Besides, it was realized that most employees quit work when new technological systems are launched. In this case, Dorchester should implement training and education programs to equip employees with viable skills to deliver quality services effectively. 
Investing in technology will also help fill the workforce shortage gap, though it will be an expensive venture. In implementing these recommendations, some employees will likely resist the change. Therefore, Dorchester needs several change management practices to ensure a smooth transition. Effective communication with employees will eliminate resistance (Gonzalez et al., 2020). Additionally, ensure the employees are engaged during crucial decisions to help build trust and a sense of belonging. These will make them more willing to stay with the facility in the future. Offering training is another critical way to manage change and evade employee resistance. Examining turnover rate, customer feedback, morale of workers, and engagement levels is essential to assess the efficiency of implemented strategies (Al-Suraihi et al., 2021). For successful implementation, Dorchester will have numerous potential benefits, including a high retention rate for skilled workers, a good reputation, employee engagement, and a sufficient workforce. 
As RM Consultancy, we are grateful for the opportunity to collaborate with the Dorchester Hotel and help diagnose the Workforce shortage and employee retention issue. Indeed, it has been a learning experience, and we believe and hope to see a massive transformation. Thank you!
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