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[bookmark: _Toc137235165]Introduction 
This consultancy report is presented in response to the request by Pearl Continental Hotel, Lahore for the review of the issue and identification of viable solutions. Pearl Continental Hotel Lahore is a five-star luxury hotel located in Lahore, Pakistan and is a part of the Pearl Continental Hotels and Resorts chain which is operated and owned by the Hashoo Group. It was founded by Sadarruddin Hashwani in 1964 and has a headquarter in Karachi. The Hotel is located within the heart of the city of Lahore in a Punjab province and is near the most famous commercial areas, landmarks and cultural attractions which are attracting visitors from all around the world (tripadvisor, 2023). The Pearl Continental Hotel Lahore offers a wide range of managed and luxury rooms and suites. 607 guest rooms and suites with a forty thousand square feet conference hall can cater for any business and customer’s requirements (pessi, 2023). Well-motivated staff offers excellent services to serve perfection. Free WIFI connections in all rooms with interesting dining options provide attractions to all customers. Currently, Pearl Continental Hotel is considered the most favourite hotel in Pakistan due to its hygiene plus facility, hot tub, free WIFI internet connections, Sauna, and 2-hour front desk management (LinkedIn, 2023).
Being a consultant for Pearl Continental Hotel Lahore, I analysed existing human resources management practices to cater high turnover rate. 
[bookmark: _Toc137235166]Analysis of Current HRM Practices  
This section of the human resource consultancy report contains a detailed analysis of critical issues revolving around the operations of human capital in PC Hotel Lahore. Well motivated, trained, and hardworking human resources can help a business-like Pearl Continental Hotel Lahore to guarantee high quality services that can lead to guest satisfaction (Dundon and Rafferty, 2018). Human resources management in any hospitality industry is required to hire eligible persons, train them, and support them so that they can work hard to meet the goals and objectives of the company. however, some of the challenges currently faced by the human resources department of Pearl Continental Hotel in Lahore are explained below.
[bookmark: _Toc137235167]1 – High Turnover Rates 
High employee turnover rates are considered the major obstacle for any HR manager in the hospitality industry. The unavailability of eligible and diligent employees with experience and education in the hospitality industry is increasing the recruitment and training expenses of PC Hotel Lahore. One way of decreasing staff turnover is by improving the workplace environment, offering market competitive packages, and providing them with opportunities for progress (Cheng and Hackett, 2019). 
[bookmark: _Toc137235168]2 – Difficulty in Recruiting Skilled Employees 
Finding skilled personnel in hospitality is a significant challenge for HR managers. Many positions in hotels required specific knowledge and experience which are normally absent in most of the qualified applicants in Pakistan (Renwick et al., 2015). 
[bookmark: _Toc137235169]3 – Evaluating Employee's Performance 
In the hospitality industry like PC Hotel Lahore, measuring employee performance is a challenge for human resource management. Most of the positions require exceptional levels of customers services which makes it difficult for evaluators to monitor employee progress. The current human resources management of PC Hotel is failing to implement regular feedback systems and training opportunities to manage employee performance. The absence of constructive criticism is a great challenge for HR managers in Pearl Continental Hotel Lahore (Bondarouk and Brewster, 2016). 
[bookmark: _Toc137235170]4 – Employee Engagement 
Engagement is considered a significant issue in the hospitality industry. Many of the employees with a lack of motivation do not feel connected with the job and failed to perform well. Analysis of current human resources management practices in Pearl Continental Hotels indicated reduced employee engagement which is leading to reduced productivity levels, poor customer services, and lower chances of promotions which are leading to high turnover rates. In this way, the number of eligible staffs is much lower than management's expectations (Markoulli et al., 2017). 
[bookmark: _Toc137235171]5 – Ensuring Employee Safety and Security 
Most of the sections in the hospitality industry involve elevated risk situations like dealing with intoxicated guests, managing cash, and working in isolated areas. Human resources managers of Pearl Continental Hotel are failing to provide employees with appropriate training and development to manage such scenarios for safety and security. Therefore, rising tension among employees is leading to higher turnover rates due to lower employee engagement. 
[bookmark: _Toc137235172]6 – Absence of Appropriate Training and Development Initiatives 
Implementing effective training and development is necessary to reduce overall high employee turnover rates. A close analysis of Pearl Continental Hotel Lahore’s HRM practices indicates the absence of effective training programs that can help them in performing well and efficiently. It is also stopping most of the diligent employees to become successful professionals. The company is also failing in providing a wide range of training initiatives such as job learning, online learning and class rooms training that can lead to being a knowledgeable person about new operations and procedures (Wilton, 2019). 
[bookmark: _Toc137235173]Pestle Analysis 
Pestle analysis is an effective management tool that helps decision makers in analysing external market conditions and making strategies accordingly to reduce the negative consequences. the world pestle consists of letters political, economic, social, technical, legal, and environmental factors. However, a detailed analysis of Pearl Continental Hotel Lahore is given below.
	Factors 
	Explanations

	Political Factors
	· Political instability 
· Economic downtown 
· Unfavourable business environment 

	Economic Factors
	· Reduced income levels led to a decline in room bookings.
· The rising inflation rate and currency devaluation damaged PC Hotel's profitability 

	Social Factors
	· The high unemployment rate and currency devaluation against the dollar decreased tourism in Pakistan.
· Less business and economic growth led to a reduction in conferences and room bookings

	Technological Factors
	· No threat due to technological factors have found

	Legal Factors
	· No significant threats due to legal factors are found. 
· Frequent changes and laws and regulations can influence the operations of Pearl Continental Hotel 

	Environmental Factors
	· No significant threats due to environmental factors are found 



[bookmark: _Toc137235174]Political Factors 
Political factors refer to the extent to which government rules and regulations can influence the overall operations and performance of the company. Pakistan is facing severe political instability in recent decades which is negatively influencing overall operations and guest room booking in recent years. Moreover, protests against political parties and the government are causing a reduction in tourism in larger cities like Lahore and Islamabad. The government of Pakistan is required to ensure political stability to let a business-like Pearl Continental Hotel flourish and enjoy raised profitability (Perera, 2017). 
[bookmark: _Toc137235175]Economic Factors 
Economic factors are the determinants of economic performance that have a direct impact on the company’s long-term performance. The economic downtown in Pakistan is severely damaging business performance not only in the hospitality sector as inflation of 40 per cent hit the economy in 2022. Moreover, the declining Pakistani rupee value against dollars has also led to decreased residual income. These economic downfalls have severely influenced Pearl Continental Hotel Lahore which pressurised the Human resources department to reduce pay rates, reduce the number of employees, pay fewer benefits, and reduce the number of employees to manage operations. 
[bookmark: _Toc137235176]Social Factors 
Social factors are the determinants of the country’s cultural trends, demographics, and population analytics. Social factors of Pakistan indicate that the local population is interested in tourism, conferences, and meetings for business operations. However, the recent economic downfall in the country has led to a reduction in income levels, a reduction in job opportunities and less economic growth has led to a decline in business activities which reduced the overall profitability of Pearl Continental Hotel Lahore. It is pressurising the HRM department to reduce employee numbers to reduce human capital related expenditure (Shtal et al., 2018).  
[bookmark: _Toc137235177]Technological Factors 
The human resources department of Pearl Continental Hotel Lahore is not having any threat from technological factors. However, the HR department has taken benefits from advanced technology in the form of artificial intelligence that can help in improving overall workforce performance, talent acquisitions, and skills requirements which can improve the overall performance of the hospitality industry. 
[bookmark: _Toc137235178]Legal Factors 
Legal factors refer to the implementation of laws and regulations that can influence the long-term operations of the company. human resource department of Pearl Continental Hotel Lahore is ensuring compliance with local laws and regulations like employment laws, long working laws, benefits, and safety requirements. Therefore, Pearl Continental Hotel does not have any negative consequences regarding legal factors (Aithal, 2016). 
[bookmark: _Toc137235179]Environmental Factors 
Although the Pakistani government do not have strict rules and regulations regarding environmental protection. However, the management of Pearl Continental Hotel Lahore is playing a vital role in reducing the overall negative influence on the surrounding environment by installing solar panels for energy requirements, using recyclable materials, and reducing overall water requirements (Lindegaard, Adams and Holley, 2016).
[bookmark: _Toc137235180]Swot Analysis 
Swot analysis is an effective management tool that helps decision makers in analysing strengths, weaknesses, opportunities, and threats to make decisions accordingly to minimise the impact. However, a detailed swot analysis of Pearl Continental Hotel Lahore is explained below.
	Strengths 
· Skilled staff
· Strong recruitment process
· Training and development for all employees 
· Strong brand name in Pakistan
	Weaknesses 
· Communication challenges 
· Limited HRM budget
· Inadequate succession plan

	Opportunities
· Leverage from technology 
· Include diversity and inclusion.
· Develop strong employment brand 
	Threats 
· Rising competition 
· Shortage of skilled staff
· Lack of candidates with required academic background in hospitality
· Frequent regulation changes 
· Reduction in HRM budget due to bad economic conditions 



[bookmark: _Toc137235181]Strengths 
· The HRM department of Pearl Continental Hotel Lahore consists of skilled and professional teams who understand the requirement and unique challenges that existed within the hospitality industry.
· The human resources department is also following effective recruitment and selection process to attract and hire qualified staff for the vacant positions. However, certain improvements will be discussed later in this report (Sarsby, 2016). 
· The HR department is also providing appropriate training and development opportunities for all of its employees to enhance their skills and knowledge and provides them with growth opportunities so that they work harder for meeting the goals and objectives of Pearl Continental Hotel Lahore. 
· The department has also hired an ardent team of professional individuals with appropriate experience who are performing well (Gurel, 2017). 
[bookmark: _Toc137235182]Weaknesses 
· The human resources department is facing communication challenges as they are failing in communicating HR policies, procedures, and changes in recent changes to all employees working in different departments which require significant improvements. 
· The human resources department of Pearl Continental Hotel has to rely on a limited budget and is failing to invest in innovative HR programs, training resources, and technology which is restraining it from performing well (Hajizadeh, 2019). 
· The company is also having inadequate succession planning which is causing tension among hard working and talented employees from performing well (Puyt et al., 2020). 
[bookmark: _Toc137235183]Opportunities
· Leveraging technology like advanced HR software, data analytics and automation process can help the human resources department in streamlining overall operations, enhance overall efficiency and manage existing human capital in a well effective way. 
· Focusing on diversity and inclusion can help Peral Continental Hotel Lahore in attracting and retaining hard working and talented employees that lead to more talent and qualified team workers (Puyt et al., 2020b). 
· Developing a strong employer brand across social media platforms can help attract more talented and experienced individuals.
[bookmark: _Toc137235184]Threats 
· The hospitality industry in Pakistan is becoming competitive as there is a shortage of highly qualified and experienced individuals. 
· Academics and universities are failing in providing education about the hospitality industry to meet market requirements.
· Frequent changes in laws and regulations can require the human resources department in adjusting policies and practices to remain compliant (Phadermrod, Crowder and Wills, 2019). 
· As expressed above, economic uncertainty and devaluation of Pakistani currency are reducing Pearl Continental Hotel Lahore's profitability causing a reduction in the overall HR budget (FR David, 2019). 
[bookmark: _Toc137235185][bookmark: _Hlk137220683]Market Trends in HRM Practices 
Based on the critical issues found in the existing human resource management practices expressed in the above sections, the following is a list of practices that are followed by the market leaders and are considered the best human resources management practices. 
[bookmark: _Toc137235186]Reducing Employee Turnover Rate 
There are many reasons behind the rising employee departure like employees often leave their job due to the more money and benefits, gain access to better work environment and better career opportunities. However, some of the best practices for reducing employee turnover rate are explained below.
[bookmark: _Toc137235187]Find Right Talent 
Every company has different practices for hiring and recruiting the right talent for the vacant position. Companies are now focusing on hiring employees that can align with the cultural and behavioural beliefs for successful talent acquisitions. Human resources managers interview candidates and ask different questions to find candidates' personalities and characters. For example, employees must have the capabilities to manage tricky situations and easily work under a strict routine. These tactics can be found by getting insights into the candidate’s personality (Arulrajah, Opatha and Nawaratne, 2015). 
[bookmark: _Toc137235188]Recognise and Reward Employees 
Employees need recognition and appreciation. Human resources managers should train department managers and supervisors to encourage appreciation practices to ensure that employees are well engaged and happy with their responsibilities. Research indicates that happy employees are more productive and efficient than those unhappy. Moreover, a positive organizational culture also allows employees to thrive, stay motivated and feel acknowledged (Kianto, Sáenz and Aramburu, 2017). 
[bookmark: _Toc137235189]Identify Career path. 
Apart from recognition and reward, employees are also interested in promotion development opportunities. Providing better opportunities allows employees to stay stuck to their work and avoid leaving their jobs (Masri and Jaaron, 2017). 
[bookmark: _Toc137235190]Encourage a Healthy Work Life Balance 
Most of the employees focus on a healthy workplace environment before accepting a job. Offering maternity leaves, paternity leaves, and first year stipends for the children can attract employees and keep them happy. Moreover, offering flexibility in working hours also helps in performing their job well (Zaid, Jaaron and Talib Bon, 2018). 
[bookmark: _Toc137235191]Offer Market Competitive Salary Packages 
Benefits and salaries are the main strategies that can attract employees to stick with their organization (Baum, 2015). a top reason behind leaving a job is the low salary packages and absence of benefits. Therefore, high and market salary packages can convince workers to stay connected and focus on core personalities. Most of the hotels in the industry offer appropriate salary packages that can attract qualified and talented candidates. Employees regularly monitor what competitors are offering to their employees. In this way, hotels can easily fill vacant positions with the most demanding skills for project completion (Pham, Tučková and Chiappetta Jabbour, 2019). 
[bookmark: _Toc137235192]Monitor Toxic Employees 
Toxic workers are those employees who often blame others, are overly critical, gossip and underline co-workers and juniors. such employees can easily put out high achievers from the organization. therefore, best practices indicate that trusting and diligent employees and leaders can help in providing a positive workplace environment for engagement and increasing work quit. So, toxic employees have a direct impact on the increasing overall employee turnover ratio in the hospitality industry (Dirani, Abadi and Alizadeh, 2020).
[bookmark: _Toc137235193]Standardise Performance Reviews 
Another reason behind the rising employee turnover ratio is a surprising, infrequent, and unproductive performance review (Wood, 2016). Best indicates following a static, monthly, biannually, and annual performance review by preparing a spreadsheet with the static goals. In this way, employees will try to standardise their performance and avoid leaving their job after getting bad reviews from performance measurements (Stewart and Brown, 2019). 
[bookmark: _Toc137235194]Standardised Recruitment System 
A deep analysis of Pearl Continental Hotels Lahore’s human resources management practices indicates the wrong recruitment of employees. To minimise this impact, the following is the best practice for employee recruitment strategies for the right talent management. 
[bookmark: _Toc137235195]Enhance Employee Brand 
It is important for any company to spread awareness about the employer brand so that the right talent knows about it. it can create the best opportunity for the company to attract the right talent. Effective recruitment system helps in seeking the right candidate for the vacant position. Most of the employees do not apply for the post if they know about the bad reputation of the company. Additionally, word of mouth cannot be overestimated in this digital age. Therefore, a good reputation as a good employer brand has become critical for effective hiring strategies (Wilton, 2019b). 
[bookmark: _Toc137235196]Quicker Hiring Processes 
The recruitment process is like a race, a top talent in the industry might be getting multiple offers to continue to Jon their company. therefore, a lengthy hiring process leads to losing a qualified and experienced employee for the vacant positions. Therefore, the hiring process must be completed within a few weeks to attract the right talent (Mathis et al., 2016). 
[bookmark: _Toc137235197]Crating Appealing Job Advertisement 
Effective advertisement on various platforms is necessary for attracting the attention of the applicant pool. Therefore, writing a detailed ad can lure a large number of audient and they begin to find information about the company to ensure their career in the hospitality industry (Voegtlin and Greenwood, 2016). Best practices for recruitment suggest that advertisements must contain information about the specific job title to effectively communicate the job role. Including company information helps candidates in assessing the company and finding which company is willing to offer to their valuable employees. Listing down job requirements can also help employees in assessing job requirements, required skills and knowledge, and rated information to find whether they can fit with the vacant position. In this way, the right talent can be attracted for an effective recruitment process (Mathis, Jackson, and Valentine, 2015). 
[bookmark: _Toc137235198]Website 
Every business and company have its website which helps in providing information about the company, vacant positions, and required skills. Candidates considered it as authentic information. World's most successful organizations in the hospitality industry are operating and managing their websites for effective talent management and recruitment processes. most of the websites contain a dedicated employee section which contains detailed information about the vacant positions, salary packages, benefits, and promotion strategies. most businesses in the hospitality industry like to receive information from their website and their human management assess this information and call eligible candidates for interview or tests (Ahmad, 2015). 
[bookmark: _Toc137235199]Establish an Employee Referral Program 
Existing employees of the company know well about the company and the recruiters. Crating employee referral programs helps human resources management in attracting highly qualified employees and binging the leads. This strategy is considered as successful as it helps in reducing overall marketing costs and writing for weeks to attract the right talent. Such employees stay longer with the company and focus on improving their skills and knowledge to perform well and enjoy provisional opportunities (Stone, Cox, and Gavin, 2020). 
[bookmark: _Toc137235200]Best Performance Evaluation Strategies 
Performance reviews are always stressful for most of the employees in the company. however, best practices for performance appraisal helps human resources manager to ensure smooth as possible which are explained below.
[bookmark: _Toc137235201]Focus on Continuous Performance Management 
Modern practices on performance appraisal strategies suggest having an ongoing communication and feedback system instead of one year approach (Bloom, Brynjolfsson, and Foster, 2019). Continuous performance measurement is considered as most effective than yearly performance reviews. Upton 85 per cent of the employees want to receive urgent feedback on their performance, whether negative or positive. In this way, employee performance will be based on continuous improvement rather than discussing previous works (Chelladurai and Kim, 2022). 
[bookmark: _Toc137235202]Use Measurable Data and Ratings 
Using rating systems can help in effective performance reviews. Department managers and supervisors can easily track the assessment of the employees and gave the idea of employee success in the form of strengths, and weaknesses and identifying areas of improvement. Best practices for using measurable data in the form of five-star rating helps in assessing the performance of employees in a well effective way (Ulrich and Dulebohn, 2015).
[bookmark: _Toc137235203]Acknowledge Strengths 
Performance reviews do not necessarily stick to identifying areas of improvement. It provides opportunities to give credit to staff for their strength and achievements. It is recommended to include strengths in the reviews in the form of good ratings, discuss how employees can maintain their strengths, and suggest to them how they can transfer their strengths for improvement purposes. In this way, the purpose of effective performance appraisal can be met easily (Haddock-Millar, Sanyal, and Müller-Camen, 2015). 
[bookmark: _Toc137235204]Best Practices for Employee Engagement 
A culture of engagement within the hospitality industry can help in improving productivity and employee retention. How employees feel about their work is a significant driver of organizational success (Shore, Cleveland and Sanchez, 2018). Motivated and engaged workers feel more productive and stay with the employer for a longer period of time, referring their friends and relatives to join the company. to enhance employee engagement, some of the practices followed within the hospitality industry are explained below.
[bookmark: _Toc137235205]Measure Engagement 
Measuring the current level of engagement in employees can help in identifying areas of efficient working and finding areas of improvement (Gallardo-Gallardo et al., 2015). This purpose can be achieved by designing a questionnaire and asking employees whether they are aware of what their management is expecting from them, is their role is meeting the goals and objectives of an organization and whether employees want to receive regular appraisal about their role. Level of engagement also helps in identifying strengths and weaknesses which can help in devising strategies for improvements (DeCenzo, Robbins and Verhulst, 2016). 
[bookmark: _Toc137235206]Articulate Employee and Company Objectives 
Articulating a company’s goals and objectives is important as it helps employees in finding what management is expecting from them. if communicated well, employees can be well aware of the company’s direction and focus which is necessary for employees to know about the targets and goals to achieve in future (Anderson, 2015). 
[bookmark: _Toc137235207]Inspire Teams with Meaningful Work 
One of the best ways to excite employees is to explain how tasks clearly fit into the company’s requirements. If assignments fulfil the requirement of the employees, it will be easy for the employees to understand what is expected from them and how to perform well to meet the expectation of the team (Delery and Roumpi, 2017). 
[bookmark: _Toc137235208]Develop Connections with Employees 
It is common in upper management of companies that they feel disconnected from junior employees of the company. This situation can lead to the become employees being unengaged as their management does not understand their problems or even appreciate their work. best practices indicate that developing good relations with employees of the company helps in trusting senior management and focusing on their work to meet the goals and objectives of the company. in this way, the objective of employee engagement can easily be met (Lee, 2019). 
[bookmark: _Toc137235209]Encourage Diversity and Innovation 
When building teams for specific jobs in the hospitality industry, it is necessary for human resources management to consider the skills and knowledge of existing employees. Therefore, hiring employees with the required skills and knowledge helps increase homogeneous teams. Moreover, employees with different knowledge and experience can also limit solutions which restrict them from performing well. Therefore, it is recommended to include diversity and innovation to ensure maximum productivity of employees from existing resources (Krishnan and Scullion, 2017). 
[bookmark: _Toc137235210]Adaptions to Times 
It is necessary for the top management of the company to accept changes and adapt according to the time. for example, organizations must accept adopting modern technologies, and adjust processes according to working from home. In this way, employees will feel that their management knows how to engage employees (Ren, Tang and E. Jackson, 2017).
[bookmark: _Toc137235211]Ensuring Employee Safety and Security 
Employees must be trained for resolving tricky situations like managing cash and managing toxic people to perform well. However, failure to do so may lead to job dissatisfaction. Following are best practices for allowing employees to perform well and secure their jobs. 
[bookmark: _Toc137235212]Provide Training Development Opportunities 
Appropriate training and development initiatives help employees in handling demanding situations. It can also help employees understand the requirements of their job, the expectations of senior management of the company, and managing tricky situations. Failure to do so, employees may feel insecure while performing their job and lost engagement which can lead to the employee's departure (Aryanto, Fontana and Afiff, 2015). 
[bookmark: _Toc137235213]Transparent Communication 
It is the norm in the hospitality industry to establish a culture of honest communication. Sending and sharing regular updates about the performance appraisal, and future plans of the company, and dealing with potential challenges can help in engaging employees towards their work, alleviating uncertain situations and fostering trust between management and employees of the company.
[bookmark: _Toc137235214]Employee Assistance Program 
Successful organisations of the world are implementing employee assistance programs to support their wellbeing. these initiatives can provide resources for their mental health, work life balance, and financial assistance. Such offering motivates employees and helps them in resolving uncertain situations within the hospitality industry (Brewster and Hegewisch, 2017). 
[bookmark: _Toc137235215]Finding and Results 

	Key Findings 
	Recommendations 

	High Turnover Rates
	1 - Recognise performance 
2 - Reducing Employee Turnover Rate
3 - Recognise and Reward Employees
4 - Identify a Career Path
5 - Encourage a Healthy Work Life Balance
6 - Offer Market Competitive Salary Packages
7 - Monitor Toxic Employees
8 - Standardise Performance Reviews

	Difficulty in Recruiting Skilled Employees
	1 - Enhance Employee Brand
2 - Quicker Hiring Processes
3 - Crating Appealing Job Advertisement
4 – Website
5 - Establish an Employee Referral Program

	Evaluating Employees Performance
	1 - Focus on Continuous Performance Management
2 - Use Measurable Data and Ratings
3 - Acknowledge Strengths

	Employee Engagement
	1 - Measure Engagement
2 - Articulate Employee and Company Objectives
3 - Inspire Teams with Meaningful Work
4 - Develop Connections with Employees
5 - Encourage Diversity and Innovation
6 - Adaptions to Times

	Ensuring Employee Safety and Security
	1 - Provide Training Development Opportunities
2 - Transparent Communication
3 - Employee Assistance Program



[bookmark: _Toc137235216]Tows Analysis on HRM Practices for PC Hotels 
The tows analysis, also known as the tow’s matrix, is a strategic management tool that helps organizations and decision makers in identifying strategic options based on the swot analysis. After a close analysis of the human resources department of Pearl Continental Hotel Lahore, the following is a tows matrix that can help in identifying areas of improvement for strategic planning. 
[bookmark: _Toc137235217]Strengths and Opportunities 
· The above analysis indicates the importance of hiring and recruitment for selecting the right talent for the vacant position. It can help in finding the right and eligible employee who can perform well and maintain within the organization. this strategy can help the human resources department of Pearl Continental Hotel Lahore in benefitting from this opportunity and developing a competitive advantage over the rivals in the industry. Management of the company is also required to increase salary packages, benefits, and compensation strategies so that the right talent can be well aware of the hospitality industry like PC Hotel Lahore. If filled with the required candidates, it will be easy for the human resources department to train and retain well motivated, hardworking, and engaging employees to the company (Gottfried, De Clercq and Blair, 2018). 
· On the other hand, it is also recommended to the human resources department of Pearl Continental Hotel Lahore advance HR technology for performance measurement strategies. this initiative can also help in improving the overall efficiency of HR processes, recording, and calculating employees’ benefits, managing human capital, and ensuring transparency in all HR operations. leveraging technology can also help in reducing overall administrative costs that can reduce the burden on employees and improve overall productivity (Boon et al., 2017). 
· Management of the company is also required to launch training and development initiatives for all employees to ensure that every employee is well equipped with the required skill, knowledge, and technical understanding for performing their job. Training and development initiatives can also help the management of Pearl Continental Hotel Lahore in retaining working employees, motivating them, and engaging them which can help in aligning their efforts towards the success of the organization (Singh et al., 2020). 
· Lastly, the management of the Pearl Continental Hotel Lahore is required to launch its pages on various social media platforms like Twitter, Facebook, Snapchat, Instagram, and YouTube to develop a positive image in the minds of potential candidates. Moreover, these pages can also help in getting feedback from valued customers which is necessary for identifying areas of improvement and developing a competitive advantage over the rivals in the industry (Guest, 2017). 
[bookmark: _Toc137235218]Strengths and Threats Opportunities 
· Enhancing communication channels with employees to ensure that every employee is well aware of the latest policies and procedures, expectations of senior management, goals and objectives, and targets to be met in future. If achieved successfully, all employees of the company can focus on their core responsibilities and try to perform well. In this way, the productivity and efficiency of existing human capital can be increased with the passage of time (Jabbour and de Sousa Jabbour, 2016).
· Additionally, enhancing communication channels on social media platforms can also help in establishing a positive image of the employer brand that can attract the right talent from the local market. managing the social media accounts of Pearl Continental Hotel Lahore can also help in minimizing reputational risks and bad employer brands (Jabbour and de Sousa Jabbour, 2016b).
· Establishing employee engagement programs are necessary for boosting retention rate and minizine the effects of the job competitive market. it is suggested to enhance brand loyalty programs to reduce the overall employee turnover rate in Pearl Continental Hotel Lahore. 
· Conflict management strategies and compliance with local Pakistani laws and regulations like employment laws can help in avoiding penalties and legal disputes (Asadpourian, Rahimian and Gholamrezai, 2020). 
[bookmark: _Toc137235219]Weaknesses and Opportunities Strategies 
· Ensuring workplace inclusion and diversity in the workplace environment regardless of any discrimination can help in retaining the right and talented employees within the company. human resources managers of Pearl Continental Hotel Lahore are required to ensure the promotion of employees based on their performance and without any discrimination. Additionally, retaining and hiring employees from diverse backgrounds and locations fosters diversity and inclusion which is necessary for improving the long-term performance of the hospitality industry (Yamagishi et al., 2021). 
· Senior management of Pearl Continental Hotel Lahore is required to increase the HR budget to let the HR department leverage technologies, and hire trainers, and speakers to ensure that PC Hotels staff are well awards of the uncertainties and willing to work under harsh conditions and short deadlines. 
· Lastly, Human resources managers of Pearl Continental Hotel Lahore are required to revisit their promotion and succession plan for employees’ promotions. As expressed in the swot analysis, it is identified that current succession plans failed in promoting the right and talented employees. The introduction of a new and transparent succession plan can motivate hard working and eligible employees to focus on their work and remain within the industry with the hope to get a promotion in future based on their excellent performance (O Saidmamatov, 2021). 
[bookmark: _Toc137235220]Weaknesses and Threats Strategies 
· As expressed in the swot analysis above, it is recommended that the human resources management of Pearl Continental Hotel can reduce the risk of losing top talent by addressing the weaknesses in the communication channels. Effective communication channels can help in conveying messages to employees about the recent changes in organizational policies which is necessary for developing strong relationships with employees that can reduce the likelihood of a high turnover ratio. 
· Adopting initiative-taking strategies like technological advancements and providing training and development of employees can help in reducing any skill gaps and improving overall performance (PIRNAR, Kurtural and Eriş, 2019). 
· Launching employee wellbeing programs like assistance in work life balance, financial assistance, and mental health facilities can help in aligning employees’ attention towards their core responsibilities, enhance engagement and motivate them which is necessary for reducing the overall high turnover rate in Pearl Continental Hotel Lahore (Baudino et al., 2017). 
The strategies expressed above are based on the strengths, weaknesses, opportunities threats identified in the swot analysis in the second part of the consultancy report. These strategies are aimed to capitalise on Pearl Continental Hotel Lahore’s HRM department for strengths, addressing weaknesses, exploiting opportunities, and reducing the impact of existing threats for improving overall human resources management practices for improving overall organizational performance. 
[bookmark: _Toc137235221]Action Plan 
an action plan is a list of required steps that must be taken to achieve specific goals and objectives. For Pearl Continental Hotel Lahore, an action plan is broken down into goals and actionable steps which are given in the table. 
	Number 
	Problem
	Solution
	Desired Outcome
	Time Scale 
	Completion Date 
	Planned Budget 

	1
	Reduce employee turnover rate 
	Improve hiring and recruitment processes
	Improve the retention rate of employees 
	6-month period 
	31 December 2023
	£15000

	2
	Hire HR professionals  
	Improving recruitment processes 
	Hiring right talent
	6-month period
	31 December 2023
	£10000

	3
	Digital Transformation of the HR department 
	Reduce admin costs and improve HR department productivity and transparency
	To get more realistic information about the current performance of employees (Guerci, Longoni and Luzzini, 2015) 
	One month period 
	31 July 2023
	£12000

	4
	Employees wellbeing program 
	Reducing employee turnover rate 
	Enhance employee engagement and motivation (Shin and Konrad, 2016)
	3-month period 
	30 September 2023
	£5000

	5
	High employee turnover rate 
	Hire three trainers for effective training and development strategies (Dumont, Shen and Deng, 2016)
	Ensuring that all employees are well aware of their core responsibilities and align their efforts towards organisational goals and objectives 
	6-month period
	31 December 2023
	£12000



[bookmark: _Toc137235222]Recommendations 
Being a consultant for Pearl Continental Hotel Lahore, the following are the least recommendations for the hotel’s human resources department for reducing the high turnover rate and improving the overall productivity of existing human capital which is explained below. 
· Management of the Pearl Continental Hotel Lahore is required to revisit its existing policies and procedure regarding human capital and adopt best practices that are followed within the hospitality industry. This strategy can help in retaining and hiring the right talent and training them according to the market standards and trends that existed within the famous five-star hotels in Pakistan and at global levels (Jabbour and de Sousa Jabbour, 2016c).
· A second recommendation in this regard is to hire more professions and qualified human resources professionals to ensure improved hiring and recruitment practices. This strategy can also help in improving PC Hotel's human resources department operations (Hecklau et al., 2016). 
· The hiring of new HR Professionals can also help in implementing digital transformation and reducing overall administration costs and time which can help in cost reduction and increasing profitability of Pearl Continental Hotel Lahore (Snell and Morris, 2022).
· Hiring three consultants and a coach can help employees of Pearl Continental Hotel in enhancing employee engagement and motivation. This strategy is vital for employee engagement and motivation and for increasing their productivity and efficiency (Tambe, Cappelli and Yakubovich, 2019). 
· Lastly, it is recommended to hire trainers or HR managers for the successful launching of training and development initiatives of Pearl Continental Hotel Lahore. This strategy can help employees to be well equipped with the recent changes in the industry, know about their job responsibilities, and expectations of senior management, and reduce any skill gap that can restrain them from performing well (Carnevale and Hatak, 2020). 
[bookmark: _Toc137235223]Conclusion 
Being a consultant for the Pearl Continental Hotel Lahore, I conducted a deep analysis of existing human resources management policies for identifying existing flaws in the HRM practices. The main reason behind this consultancy is to reduce the overall employee turnover rate, decrease costs and improve the profitability of the company. the focus of this consultancy report was on improving employee retention rates within the organization. employee retention is crucial for maintaining a skilled and well engaged workforce and professional employees to ensure that Pearl Continental Hotel Lahore has the right talent. To achieve this objective, I had identified flaws in the existing human resources management practices like the absence of training and development initiatives, lack of knowledge and skills gaps in employees, lack of digital operations within the human resources department, and absence of employee well-being programs. Based on close analysis, I recommended change management in the existing hierarchy like hiring qualified human resources professionals who can adopt digital transformation, adopt modern technology, and improve overall HR policies of the Pearl Continental Hotel regarding human capital. I also recommended hiring three coaches or trainers who can help PC Hotel in launching appropriate training and development initiatives to ensure that every employee is well aware of the required skills, knowledge, and technical understanding. This strategy can help in reducing any skill gap that can enhance the overall productivity and efficiency of employees in the hospitality industry. 
Lastly, I am thankful to the senior management of the Pearl Continental Hotel for providing me with an opportunity to work with five-star hotel in Lahore and identify areas of improvement. These consultancy services provided me with the opportunity to have a deep understanding of the hospitality industry and conduct consultancy services in similar industries as well. 
[bookmark: _Toc137235224]
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