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STAFF RETENTION AT RITZ PARIS HOTEL

[bookmark: _Toc150909999]Executive Summary
This  paper has conducted a comprehensive analysis of the issue of worker retention at The Ritz Paris, delving into the various factors, both internal and external, that contribute to this challenge and the proposed guidelines encompass various aspects such as prioritizing Health and Safety Measures, granting Empowerment and Authority, promoting Work-Life Balance, and providing Competitive Compensation as these measures form a comprehensive strategy to address the underlying factors that contribute to employee turnover.  

Ensuring the well-being of personnel is crucial in a demanding hospitality setting, where the implementation of Health and Safety Measures takes centre stage. This emphasizes the importance of safeguarding both their physical and mental health and by implementing a range of health and safety measures, The Ritz Paris has the potential to significantly improve working conditions, which in turn can boost staff morale and retention.  

Granting employees greater discretion and autonomy in decision-making fosters heightened job satisfaction and a sense of ownership in their work, promoting empowerment and authority as this approach not only fosters a positive work atmosphere but also encourages creativity and efficiency.  

Maintaining a healthy balance between work and personal life is essential in order to prevent employees from facing excessive stress and fatigue, thereby reducing the risk of burnout and absenteeism while the Ritz Paris can foster a more harmonious and efficient work environment by implementing flexible work schedules and recognizing the importance of personal time.  

Ultimately, ensuring a competitive compensation package is crucial when it comes to retaining employees while in order to attract and retain exceptional staff, it is essential to ensure that the salary and benefits offered are in line with industry standards and reflect the prestigious nature of The Ritz Paris. 

While there may be costs and challenges involved in implementing these suggestions, the potential rewards in the form of enhanced employee satisfaction, reduced turnover, and improved service excellence far outweigh the initial investments needed and the contentment and dedication of its employees are vital for The Ritz Paris to maintain its esteemed standing.     Therefore, these methods should be seen as essential steps to safeguard its legacy in the top-tier hospitality industry.  
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[bookmark: _Toc150910000]Introduction
Discover the unparalleled expertise of Horizon Consulting, the premier consultant dedicated to the hospitality industry as Horizon goes beyond traditional consulting services, serving as a dedicated partner to help businesses overcome challenges and unlock their full potential.  

The team at Horizon is comprised of seasoned professionals with extensive knowledge in the fields of hospitality management, marketing, and operations while the company’s wide array of capabilities allows them to offer tailored solutions, recognizing the uniqueness of every client, whether they are cosy, boutique establishments or expansive, luxurious retreats.  

Horizon provides a diverse array of services that encompass various areas, including market research, brand strategy, and operational enhancement and the consultants highlight the opportunity to boost income, improve cost-effectiveness, and enhance client experiences through collaborative efforts.    Horizon's clients have a strategic advantage in achieving success thanks to their effective use of data-driven insights and their thorough understanding of industry dynamics.  (Markes & Sridevi, 2010)

Horizon is more than just a consulting firm - it is a visionary and inventive partner as the company priorities long-term success for its clients by incorporating sustainability into its plans, ensuring that they not only thrive in the present but also prosper in the years to come.    Horizon Consulting is dedicated to providing steadfast guidance to businesses in the ever-evolving hospitality industry, ensuring their long-term success. 

The Ritz Paris hotel exemplifies the epitome of luxury and sophistication in the dynamic hospitality industry but however, despite the hotel's remarkable grandeur, there is a crucial matter that demands immediate attention: the need to retain its employees.    This consultancy report conducts a comprehensive analysis of the factors that contribute to the issue, utilizing strategic management tools such as TOWS, SWOT, and PESTLE analyses.  

Developing efficient solutions requires a comprehensive understanding of the impact that worker retention has on The Ritz Paris as significant employee turnover can have a detrimental effect on the hotel's operational efficiency, client satisfaction, and esteemed reputation. (Javed & Jaffar, 2009)    This report explores the impact on the hotel's internal operations and its external reputation, highlighting the connection between staff stability and the overall success of the company.  

A comprehensive analysis will be conducted for each element to determine the underlying factors contributing to the problem of staff retention and all contributing factors, including training, salary, and professional growth opportunities, will be carefully identified, listed, and thoroughly analyzed.    The aim is not only to identify the issues at hand, but to offer a thorough analysis that allows for a nuanced understanding of their impact on The Ritz Paris.  

The report will provide strategic recommendations and present a comprehensive change management plan following the analysis and these recommendations will encompass both short-term solutions and long-term strategies aimed at fostering a work environment that encourages employee satisfaction and loyalty.     In addition, will be provided a detailed action plan that clearly outlines the procedures required to successfully implement the proposed changes.  

In conclusion, this consultation report offers a comprehensive strategy for The Ritz Paris to address and overcome the challenges related to worker retention as the report aims to offer valuable guidance to the hotel through strategic assessments, uncovering the root causes, and providing practical solutions, all with the ultimate objective of attaining a sustainable resolution.     Through the implementation of the suggested adjustments, The Ritz Paris can effectively tackle the current issue while further solidifying its position as a leader in the premium hospitality industry.  


[bookmark: _Toc150910001]Analysis
The Ritz Paris is currently facing a considerable challenge: maintaining its workforce and this challenge has various impacts on the hotel's operational efficiency, service quality, and overall reputation.     One immediate outcome is the disruption of effective customer service, as a significant turnover of employees can lead to a decline in customer knowledge and familiarity.  (Ivanovic, 2007)

There are various factors that contribute to this issue, including inadequate compensation, limited opportunities for career growth, and a demanding work environment while after conducting a thorough analysis of employee feedback, it becomes evident that there is a prevailing sense of dissatisfaction among the workforce. Employees express concerns about maintaining a healthy work-life balance, fair compensation, and opportunities for professional growth and this dissatisfaction not only erodes morale but also fosters an environment where skilled individuals opt for alternative employment options.  (Kennedy & Daim, 2010)

The impact on the hotel's reputation is quite substantial while experiencing frequent changes in staff can lead to inconsistencies in service quality, ultimately affecting client satisfaction.     As a result, the hotel's online reviews and ratings are affected, which can deter potential customers while maintaining a positive image in the hospitality sector requires skillful reputation management, especially when faced with the challenge of a decreasing worker retention rate.  (Mitchell et al., 2010)

The financial implications are quite evident and the ongoing cycle of hiring and educating new staff members to fill the positions of those who depart leads to significant costs.    In addition, the speed at which new personnel learn and develop their skills has a direct impact on the efficiency of operations, potentially leading to service disruptions and lower levels of visitor satisfaction while the hotel's profitability can be significantly impacted by negative evaluations and decreased client loyalty, highlighting the importance for The Ritz Paris to promptly resolve this matter.  (Homans, 2018)

The magnitude of the problem extends beyond the immediate operational challenges and it plays a crucial role in shaping the overall organizational culture, presenting difficulties in fostering a sense of unity and common values among staff members.     The lack of consistent personnel poses a challenge to fostering long-lasting relationships with visitors, which is crucial for delivering a top-notch hospitality experience.  (Liu, 2011)

To validate these assertions, it is crucial to consider the facts and statistics obtained from employee surveys, attrition rates, and financial reports and these metrics provide a quantitative foundation for understanding the scale of the problem.    Private surveys and interviews can offer valuable qualitative insights into the particular factors that influence employee satisfaction.  (Moletsane, 2017)

An effective research methodology requires the incorporation of both quantitative and qualitative analysis while survey can capture quantitative patterns, but in-depth interviews can reveal intricate viewpoints and personal encounters.  Utilizing up-to-date data ensures the importance of findings and facilitates accurate problem identification.  (Okoro & Egbunike, 2016)

It is important to consider a variety of research sources when studying worker retention strategies in the hospitality sector and these sources may include industry publications, labour market analysis, and case studies that highlight successful tactics do, exploring alternative luxury hotels can provide insightful insights into successful tactics and innovative methods.  (Hinkin & Tracey, 2010)

The data collected at The Ritz Paris, encompassing both qualitative and quantitative aspects, offer valuable insights into the intricate challenges associated with staff retention and through the use of discreet questionnaires and in-depth interviews, employees shared a range of perspectives that enhance our understanding of the situation.  (Orori, 2016a)

Quantitative data, such as turnover rates and departure interviews, provides a numerical perspective on the scale of the issue and an analysis of turnover rates in recent years reveals a concerning upward trend, underscoring the urgency of the issue.     Exit interviews conducted with departing employees offer a thorough analysis of the factors contributing to their departure so, these interviews provide valuable insights into common patterns, such as dissatisfaction with compensation, limited opportunities for career growth, and concerns about maintaining a work-life balance.  (Mandhaya, 2015)

Furthermore, the qualitative data delves into the nuanced experiences and perspectives of the workforce, complementing the quantitative findings while according to confidential polls, employees have expressed a prevailing feeling of being undervalued due to their compensation packages being significantly lower than industry standards.    The qualitative part highlights the human aspect of the issue, showcasing the emotional effects of a demanding work environment on the workers' morale.  (Soares & Mosquera, 2022)

Engaging in thorough interviews with both current and former employees brings a narrative aspect to the data, enhancing its depth and level of detail and employees expressed their dissatisfaction with the perceived lack of recognition for their hard work and dedication.     This qualitative analysis offers a comprehensive exploration of turnover rates by revealing the underlying emotions that contribute to worker departures.  (Gilles-Merrick, 2018)

The research methodology utilized employs a comprehensive approach, integrating data from multiple sources to validate findings and ensure the reliability of outcomes as standardized survey instruments allow for the measurement of subjective experiences, while open-ended questions allow for the collection of qualitative accounts.  (Cole et al., 2023)

Regular data collection is essential to maintain up-to-date information so, the surveys and interviews, conducted annually or biannually, capture the evolving perspectives of employees and track the effectiveness of implemented solutions.     An iterative approach is crucial for adapting plans to address emerging challenges and ensuring the sustained success of staff retention initiatives.  (Blau, 2021)

Data analysis sources cover industry standards, which include comparing turnover rates and employee satisfaction scores with those of rival luxury hotels and examining performance in relation to successful examples in the hospitality industry provides valuable insights and potential solutions for improvement.  (Erickson et al., 2011)

In summary, the combination of qualitative and quantitative data provides a comprehensive view of the challenges involved in retaining staff at The Ritz Paris while by carefully analyzing turnover rates, exit interviews, surveys, and interviews, the hotel gains a thorough understanding of the root causes and emotional aspects of the issue.    This comprehensive strategy sets the groundwork for specific actions aimed at enhancing staff satisfaction and retention.   (Jha et al., 2020)

[bookmark: _Toc150910002]PESTLE Analysis
The Ritz Paris Hotel is facing significant challenges in maintaining its workforce due to various external factors that have been thoroughly examined through a comprehensive analysis.   The hotel's difficulty in retaining staff may be impacted by various factors, including political considerations like labour laws and regulations as strict employment policies or volatile political situations can significantly impact the overall work environment.  (Milward & Hopkins, 2018)

Economic variables play a crucial role in shaping employee satisfaction, especially when it comes to factors like inflation as the lack of sufficient salary adjustments in light of the escalating cost of living could potentially lead to employee dissatisfaction and a rise in attrition rates.  (Cropanzano & Michell, 2005)

Staff expectations can be shaped by various social factors, including changes in demographics and shifting societal norms.l as younger generations, for example, may prioritize finding a harmonious equilibrium between their professional and personal lives.   It may be necessary for the hotel to consider adjustments to its employment policies and practices.  (Osiris, 2016b)

The advancement of technology has the potential to impact employee retention by changing the requirements of their jobs and employees may choose to leave if they feel that their skills are becoming outdated or if the workplace fails to adopt modern innovations.  (Rahman et al., 2023)

Staff retention can be affected by various legal factors, including employment rules and regulations while not following labour norms or practicing discrimination can result in legal consequences and create an unfriendly work atmosphere.  (Binu Raj, 2020)

Environmental issues could potentially have an impact on the hotel's reputation and the morale of its workers as committing to sustainability and corporate social responsibility can positively impact the satisfaction and tenure of employees.  (Pimentel et al., 2021)

The staff retention concerns at the Ritz Paris Hotel are influenced by a range of factors, encompassing political, economic, social, technological, legal, and environmental elements and it is crucial to embrace a holistic approach in order to successfully address these challenges.  (Chandra, 2019)
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	Strengths
Prestigious Brand 
Training and Development 
High Standards of Service
	Opportunities
Employee Engagement Initiatives
Flexible Working Arrangements

	Weaknesses 
Work Pressure 
Rigid Hierarchical Structure 
Limited Work-Life Balance
	Threats
Competitive Job Market
Changing Employee Expectations


Made by Author

The Ritz Paris, known for its luxuriousness and exceptional service in the hotel industry, is currently facing internal challenges that are impacting its staff retention and one of the company's notable strengths is its highly regarded brand image, which instills a sense of pride and accomplishment among its employees.     The hotel is well-known for offering extensive training and development programs that are crucial for professional growth in the hospitality industry so, employees benefit from working in an environment that adheres to high standards of service, gaining important skills.  (Okoro & Ihenyen, 2020)

However, these virtues are balanced out by significant limitations as the ongoing expectation to maintain exceptional service standards may lead to staff experiencing stress and fatigue.     The hotel's rigid hierarchical structure may hinder employee autonomy and innovation, leading to dissatisfaction in the workplace while in addition, the demanding nature of the hospitality industry, with its often long and unpredictable shifts, can have a detrimental effect on the employees' ability to achieve a healthy work-life balance.   As a result, morale is negatively impacted and employee turnover rates rise.  (Rousseau, 2023)

The Ritz Paris has various opportunities to improve staff retention as efforts focused on promoting employee engagement and well-being can significantly enhance job satisfaction.     Introducing more flexible work schedules could help strike a balance between employees' work and personal lives, making the hotel a more attractive place to work.  (Rousseau, 2021)

Nevertheless, the hotel faces external threats that exacerbate its challenges in customer retention as in the highly competitive luxury hospitality industry, employees often come across opportunities to move to other prestigious locations.     Furthermore, the modern workforce is increasingly looking for organizations that offer flexibility and priorities the well-being of their employees and this  may not align with the traditional operational structure of The Ritz Paris.  (Casceo, 2006)

[bookmark: _Toc150910004]TOWS Analysis

Threats-Opportunities
The Ritz Paris operates in a highly competitive luxury hospitality industry, where employees have numerous opportunities to move to rival establishments that offer better working conditions or benefits as the situation poses a significant threat to employee retention.    However, this external pressure also presents an opportunity as the hotel has the potential to utilize its respected standing and existing resources to implement progressive employee welfare programs, such as providing additional benefits or flexible work hours that align with modern employee preferences while through this approach, the company can not only retain its current employees but also entice talented individuals from the industry.  (Said, 2006)

Threats - Weaknesses
One aspect to consider is the challenging work environment at The Ritz Paris, which is closely tied to maintaining high service standards and this can sometimes lead to employee fatigue and turnover.     The internal issue is made worse by the external threat of competing luxury hotels luring away skilled employees while in order to address this issue, it is crucial for The Ritz Paris to focus on creating a work environment that is supportive and harmonious. Additionally, it is important to address the root causes of employee dissatisfaction, all while maintaining the hotel's exceptional standards.  (Shaheen et al., 2016)

Opportunities - Strengths:  
The Ritz Paris is well-equipped to tackle issues surrounding staff retention, thanks to its renowned brand and comprehensive training programs and in order to foster a positive work environment and encourage employee satisfaction and commitment, the hotel may place emphasis on opportunities for professional growth and establish initiatives aimed at enhancing employee skills and acknowledging their contributions.     This approach not only capitalists on its current strengths but also aligns with the potential to foster a more engaged and committed workforce. (Bluestein, 2010)  

Weaknesses – Strengths :  
The hotel's rigid hierarchical structure poses a challenge to staff motivation and retention but however , this matter can be resolved by utilizing the influence of its respected brand.     The Ritz Paris has the capacity to adapt its management approach to promote inclusivity and prioritize the well-being of its employees, thus encouraging creativity and innovation throughout the organization and this modification has the potential to create that is happier, leading to a decrease in employee turnover and fostering a culture of dedication and fulfillment. (Argyris, 2019)


[bookmark: _Toc150910005]Recommendations & Change Management
[bookmark: _Toc150910006]Professional Development Opportunities
In order to address staff retention at The Ritz Paris, it is essential to adopt a holistic approach that highlights the significance of providing Professional Development Opportunities (PDO) and this recommendation the importance of creating avenues for staff members to enhance their skills, knowledge, and professional growth within the hotel.     To maintain its prestigious standing, the Ritz Paris depends on a team of skilled, motivated, and flexible employees while the implementation of PDO involves a variety of initiatives, such as training focused on developing skills, workshops to foster leadership, mentorship programs, and potential partnerships with educational institutions to offer enhanced learning opportunities.  (Skwrazauskiene, 2010)

To ensure the successful implementation of PDO, it is crucial to establish a meticulously planned change management strategy while first and foremost, it involves assessing the current skills and career aspirations of the employees.    Thus, it is imperative to establish a comprehensive development program tailored to address the specific needs of different roles within the hotel so, clear and efficient communication is crucial. It is vital for employees to be knowledgeable about the various options and understand how they can benefit from them and managers play a crucial role in this process, as they need to be trained to identify the potential in employees and inspire them to pursue these growth opportunities.  (Chambel & Alcover, 2021)

There are various indicators that can be used to evaluate the impact of PDO and indicators that can be observed directly include higher levels of employee satisfaction, lower rates of employee turnover, and an increase in the number of employees enrolling and completing tasks.    In addition, the effectiveness of these opportunities for growth can also be demonstrated through internal promotions and enhanced performance measures within the The ritz Paris.  (Bellows, 2009)

Investing in PDO offers substantial benefits and this leads to a workforce that is highly skilled and competent, guaranteeing the preservation of the outstanding standards of The Ritz Paris.     Moreover, it fosters an environment that encourages continuous learning and growth, which is essential for inspiring and retaining staff members while employees who have a clear path for advancement within the organization are more likely to stay and make meaningful contributions.  (Sullivan, 2004)

However, the costs associated with PDO can be significant while developing and executing training, especially those in collaboration with foreign educational institutions, require a substantial financial allocation.     For a program-me of moderate scale, the expenses can range from £500 to £2,000 per employee, depending on the characteristics and duration of the training and considering the prestigious nature of The Ritz Paris and its extensive staff, the annual expenditure could range from approximately £100,000 to £400,000.     There is a possibility for this statistic to rise if the hotel decides to adopt more extensive and specialized training programs.  (Matangolo et al., 2019)

In conclusion, the substantial financial commitment to PDO brings invaluable benefits to a prestigious enterprise like The Ritz Paris, including enhanced employee retention, improved service quality, and overall employee satisfaction so, careful planning, strategic implementation, and ongoing evaluation of these programs are essential to ensure their effectiveness and long-term sustainability.  (Cropanzano & Michell, 2021)
 
[bookmark: _Toc150910007]Work-Life Balance
Improving work-life balance is crucial for maintaining a high staff retention rate at The Ritz Paris, considering the demanding nature of luxury hospitality and this tips the importance of creating a professional atmosphere that values and respects the personal time and well-being of employees.     Important measures include implementing flexible scheduling, ensuring ample time for rest and relaxation, and potentially introducing wellness programs that priorities both mental and physical well-being.  (Das & Baruah, 2023)

Introducing a project focused on achieving a healthy work-life balance requires the implementation of thoughtful change management strategies and the first step involves a shift in the organization's approach to work hours and the well-being of its employees.    Management should arrange workshops and training sessions to highlight the importance of maintaining balance and how it contributes to the overall success of the hotel while implementing innovative scheduling techniques that offer increased flexibility in work hours or rotating shifts can successfully accommodate employees' personal commitments.  (Basbous, 2011)

The effects of this proposal can be evaluated using a variety of metrics as employee satisfaction surveys provide valuable insights into how personnel perceive work-life balance after the implementation of new policies.    Other indicators include monitoring staff turnover rates, absenteeism, and customer service ratings and this is because a workforce that is content and well-rested usually results in enhanced service quality.  (Theuri, 2017)

There are multiple benefits to placing importance on maintaining a healthy equilibrium between work and personal life while promoting a positive work environment and prioritizing the well-being of employees can lead to increased productivity and a higher standard of service, qualities that are crucial for a prestigious organization like The Ritz Paris.     This method also enhances the hotel's appeal as an employer, making it easier to retain and attract highly skilled individuals.  (Gupta et al:, 2021)

When it comes to costs, the implementation of work-life balance initiatives can differ and implementing wellness programs in the hotel, such as providing gym memberships or mental health support, could lead to monthly expenses of £50 to £150 per employee.    Considering the hotel's workforce of 500 employees, the estimated annual expense could vary between £300,000 and £900,000 and although flexible scheduling may not incur immediate financial costs, it can present challenges in ensuring a consistent level of service quality.     Offering training and development for management and HR staff to effectively handle these new regulations may lead to higher expenses, with potential costs ranging from £20,000 to £40,000.  (Hadi & Ahmed, 2019)

In conclusion, while there are costs associated with implementing work-life balance initiatives, the long-term benefits of having a satisfied, healthier, and more productive workforce are invaluable for The Ritz Paris and these expenses reflect a thoughtful investment in the hotel's invaluable asset - its employees.     The success of this endeavor hinges on the management's commitment to seamlessly incorporate these changes into the organizational culture and continuously evaluate and adapt the strategies to ensure they meet the needs of their team.  (Wambui, 2019)
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A crucial strategy to address the staff retention issue is to give staff members more power and responsibility and this approach involves empowering staff members with increased decision-making authority and autonomy in their roles, allowing them to take ownership of their responsibilities and make significant contributions to the hotel's operations.   (Ashraf & Siddiqui, 2020)

Implementing empowerment and authority within The Ritz Paris requires careful attention to change management and the process begins with a redefinition of job descriptions and responsibilities to include decision-making elements.     Training programs are crucial for equipping staff with the necessary skills and confidence to make well-informed decisions while workshops on problem-solving, customer service excellence, and leadership abilities could potentially be included.    Furthermore, it is essential for management to cultivate a supportive environment where employees can confidently make decisions and grow from their experiences without fear of harsh judgement.  (And Rahim et al., 2018)

Employee engagement and satisfaction surveys offer valuable insights into employees' perspectives on their recently assigned responsibilities and degree of autonomy and other factors include keeping track of improvements in service quality, measuring customer satisfaction ratings, and possibly observing a reduction in response time for customer inquiries or complaints.    Monitoring the rate at which employees depart the company after implementing the strategy will provide valuable insights into the effectiveness of this approach.  (Yiu & Saner, 2014(

There are multiple benefits to giving staff more authority and this leads to a team that is highly engaged and motivated, as staff members see themselves as valued and crucial to the hotel's success.     This empowerment can also lead to heightened creativity and improved efficiency in operations, as frontline personnel are often best positioned to identify opportunities for improvement.  (Tanwar & Prasad, 2022)

The main costs associated with this endeavor primarily relate to education and improvement while with regards to a comprehensive training program for a total of 300 staff members, the expenses can range from £500 to £1,000 per employee.     The entire investment is estimated to be between £150,000 and £300,000 while in addition, there may be related indirect costs resulting from the need to allocate time to training sessions instead of regular duties.  (Lievens & Salughter, 2016)

In the end, although there are significant costs associated with empowering employees and giving them decision-making authority, the potential benefits of improved staff retention, higher service quality, and increased employee satisfaction make it worthwhile for The Ritz Paris and to achieve success in this endeavor, it is crucial to have thorough training and a management culture that encourages and rewards taking initiative and making decisions. (Maxwell & Knox, 2023)  


[bookmark: _Toc150910009]Health & Safety Measurements
 An essential step in addressing the staff retention  matter is to give priority to the implementation of health and safety measures and this guideline emphasizes the importance of enhancing the physical and mental well-being of employees by implementing rigorous health and safety measures.     The procedures involve regular health and safety training, creating ergonomic work settings, providing mental health support, and ensuring strict compliance with occupational health regulations.  (Fassa & Bazzi, 2023)

The financial implications of implementing these health and safety measures vary while the initial expenses involve training programs, with a potential cost per employee ranging from £100 to £200.     For a workforce of 500 employees, the salary range is between £50,000 and £100,000 and additional funding may be required to procure ergonomic equipment and make improvements to the workspace. This is estimated to cost around £200 per employee, resulting in a total expenditure of £100,000 and the introduction of mental health support programs could lead to an approximate cost of £50 per employee annually, resulting in an additional expenditure of £25,000 for the budget.     The initial implementation of these programs at The Ritz Paris could result in a cost ranging from £175,000 to £225,000 while also, there will be ongoing costs associated with maintaining these programs.  (Berthon et al., 2022)

Successful implementation of these initiatives relies heavily on the use of effective change management practices and an effective communication strategy is essential to inform employees about the new health and safety rules and the benefits they bring.     It is crucial to organize training sessions to educate staff members on health and safety protocols, ergonomic work practices, and mental health awareness while in addition, it is essential to establish a well-organized system for regularly gathering feedback and suggestions from employees regarding these measures.  (Backhaus & Tikoo, 2022)

There are various metrics available to evaluate the effectiveness of implementing health and safety measures and important indicators include a decline in workplace incidents and related absences, improved ratings of employee health and well-being from surveys, and the possibility of lower healthcare costs.     Staff feedback can provide valuable insights into the effectiveness of these methods.  (Ambler & Barrow, 2021)

Investing in health and safety brings about significant benefits while above all else, it highlights The Ritz Paris's commitment to its employees, boosting their spirits and cultivating their allegiance.     This can lead to higher employee retention rates and lower absenteeism, ultimately resulting in a more dependable and exceptional service for guests and also, creating a secure and welcoming work environment can increase the hotel's attractiveness to potential employees.  (Edwards, 2023)

While the costs of implementing health and safety measures may be substantial, the benefits in terms of employee well-being, dedication, and longevity are invaluable for The Ritz Paris while careful planning, effective execution of adjustments, and continuous evaluation are essential to ensure the success and longevity of these measures.  (Wahba & Elmamdily, 2020)
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	NUMBER
	PROBLEM
	SOLUTION
	DESIRED OUTCOME
	TIME SCALE
	COMPLETION DATE
	PLANNED BUDGET

	1
	Lack of Work-Life Balance
	Implement flexible working hours and remote work options where possible
	Improved job satisfaction and reduced turnover due to better work-life integration
	6 months
	30/06/2024
	£40,000

	2
	Insufficient Empowerment
	Provide team-led decision-making opportunities and increase responsibilities for staff
	Staff feel more valued and integral to the hotel’s success, fostering loyalty
	3 months
	28/02/2024
	£300,000

	3
	Inadequate Compensation
	Review and adjust salary scales; introduce performance bonuses and benefits
	Competitive compensation leading to improved staff retention rates
	4 months
	30/04/2024
	£600,000

	4
	Limited Personal Development
	Offer career advancement programs and educational workshops
	Career growth and personal development opportunities help retain staff
	8 months
	31/08/2024
	£400,000

	5
	Ineffective Health & Safety Measures
	Upgrade safety protocols and provide comprehensive health benefits
	A safe and healthy work environment increases staff retention
	5 months
	31/05/2024
	£225,000
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In conclusion, the report has conducted a comprehensive analysis of the staff retention issues at The Ritz Paris, examining various internal and external factors that contribute to this pressing problem and after a thorough investigation, it was discovered that various factors have an influence on employee turnover, including the work environment, salary, job satisfaction, and opportunities for career growth.  

Notably, the research highlighted the importance of addressing these issues through targeted approaches and key suggestions involve enhancing health and safety protocols, empowering employees with more control and autonomy, advocating for a more balanced work-life dynamic, and offering competitive compensation.     These techniques are not standalone solutions, but rather interconnected, with each one playing a vital role in creating a more favorable and lasting work environment.  

However, successfully implementing these suggestions requires a careful balance between investment, change management, and continuous evaluation and while there are costs and operational adjustments associated with implementing each approach, the potential benefits in terms of improved staff morale, reduced turnover, and maintaining a high level of service are invaluable.  

The Ritz Paris, a prestigious luxury brand, values its personnel as much as its visitors, emphasizing its commitment to exceptional service while this paper presents a strategic plan aimed at enhancing employee retention, ensuring the hotel's continued success as a leading establishment in the hospitality industry.  
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