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[bookmark: _Toc158747895]EXECUTIVE SUMMARY
Ritz-Carlton, Vienna, currently a prestigious hotel of the capital of Austria, is today experiencing critical problems that influence the general operation of the hotel and employee satisfaction. Our in-depth consultancy report was able to pinpoint three major problems, which are in dire need to be addressed. These are low employee engagement, work-life imbalance, and ineffective communication. An analysis provides that at The Ritz-Carlton, Vienna, employee engagement levels are below industry benchmarks, with only a very small percentage of employees stating that they are highly engaged. In fact, this kind of disengagement is evident in reducing productivity and in the guest contentment rates, which seriously affect the reputation and the profitability of the hotel. An additional employee survey also indicates that a big majority of employees are not content with their balance between work and personal time and are concerned about long working hours and inflexible schedules. Such an imbalance raises stress and burnout, leading to the low engagement numbers. The fact that employees think they are not kept informed of company news and company decisions also affirms the failures of communication in the hotel. Such lack of transparency and clarity surely causes cooperation problems and misalignment of common goals, one of which is the hotel's collective performance.
With these findings, a specific set of strategic recommendations are then developed with the purpose of addressing the identified challenges and promoting a positive work environment at The Ritz-Carlton, Vienna. First of all, we would recommend implementing full-fledged employee engagement initiatives including the various recognition programs, enhanced communications, and wellness initiatives. This will lead to good morale within the employees, and there will be motivation to work as a result of recognition and rewards for performing well. There can be better communication channels for purposes of better collaborations and sharing of information through digital platforms and regular meetings. Further, wellness programs such as fitness centers and health assistance programs for the employees can also help in taking care of the employees and hence reducing the levels of stress adding to higher engagement and satisfaction. In parallel, the promotion of work-life balance is recommended via the introduction of flexible work arrangements and support resources. Employees have their work schedule with greater flexibility, support in care for children, and even stress control from the organisation, which helps take the stress out of employees' minds when they have to work and thus make employees generally satisfied. Internal communication improves by efficiently developing transparency and harmony in the organisation. The use of digital communication platforms and training on the adoption of the effective communication techniques will ensure better collaboration and decisions that would ultimately lead to better organisational performance. Efficient and effective change management of the recommended changes should be put in place for the latter to be implemented effectively. It involves clearly communicating the objective and the benefit of the initiatives to the employees, involving them in decision-making and addressing concerns or resistance through open communication and dialogue. The other critical activities are training and support to managers and supervisors, which would ensure effective implementation and sustainability of these initiatives.
Assessment of the success of these strategies would be necessary to have an assessment of their effectiveness and impact. Employee engagement, satisfaction, and productivity are some of the key performance indicators, following survey-driven or feedback-measurement approaches and common evaluations. Key metrics for the initiatives to be monitored include turnover rates, guest satisfaction scores, and financial performance. Our consultancy report will provide a strategic road map for The Ritz-Carlton, Vienna, to react to challenges in order to take advantage of opportunities for improvements. The hotel can take the right path in fostering employee engagement, work-life balance, and communication if it executes the strategies and practices of change management being recommended. Please convey our appreciation to The Ritz-Carlton, Vienna, for having afforded us the chance to work on this project together and further assure support to the hotel towards excelling in this competitive world of hospitality.
Welcome to this consultancy report catering to the important concern about improving employee engagement at The Ritz-Carlton, Vienna. The Ritz-Carlton, Vienna opened in the year 2012 and represents luxury and elegance in the very heart of the Austrian capital. The hotel has, in total, 202 artistically designed rooms and suites that come with an extra sense of comfort and grandeur, thus making it the preferred place for every elite traveler who would like to make his stay in Vienna the most memorable one. The present evaluation, despite the vaunted regard, has brought to light a critical issue—an obvious decrease in the levels of employee engagement. This poses a great challenge for the hotel since the issues surrounding employee engagement are not only vital in establishing a good working atmosphere but also have a bearing on the satisfaction of the clients and the final success of the business. 
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Introduction
As an established consultancy firm in organisational development and human resources solutions, our firm is proud to be contributing to the growth and development of organisations towards successful realisation of their strategic objectives and efficiency. As a matter of fact, our company is backed by a huge background of successful collaborations with businesses across all industries and brings a well of expertise and experience in how to deal with the challenges they have to encounter. Our approach is based on evidenced-based practices and theoretical frameworks that enable a better understanding of an organisation's dynamics and developing improvement strategies based on such understanding. As a result, the issue regarding employee engagement at The Ritz-Carlton, Vienna, will be critically analyzed using a variety of theoretical frameworks in an attempt to provide a comprehensive understanding of both the internal and external determinants. In this context, the frameworks considered are STEEPLED, SOAR, and TOWS Matrix, where all have something special to give in relation to the challenges and opportunities of the organisation.
STEEPLED framework helps to review the factors that affect the hospitality industry and the specific operating environment of The Ritz-Carlton, Vienna in terms of socio-cultural, technological, economic, environmental, political, legal, ethical, and demographic factors. Through deep analysis of such external factors, the possible opportunities for improving the level of employee engagement and the threats from these external changes could be known. Strengths, opportunities, aspirations, and results analysis reflect those strengths, opportunities, aspirations, and results, which are inherently present in the hotel. This will allow us to capitalize on the current capabilities and resources of the hotel to leverage areas that pose opportunities for enhancement. Through the identification of the strong and growing areas, strategies could be made that will help us in achieving the overall objectives and aspirations of the hotel to lead us towards positive outcomes and results. Further, the TOWS Matrix offers a strategic analysis framework to the internal strengths and weaknesses of the hotel as well as the external opportunities and threats (Fitriani, 2022). Through this analysis, strategic priorities were identified and practical strategies developed for mitigating the underlying causative factors responsible for the decline in employee engagement. It can therefore be able to align its internal capabilities with external opportunities and proactively address potential threats in order to lay out for itself a long-term competitiveness in the industry. This will be, via the above theoretical frameworks, the juncture at which customized solutions to the prevailing problems affecting The Ritz-Carlton, Vienna would be devised in order to have an engaging and positive working environment offered to its employees. We are going to develop a teamwork culture of enabling each other and valuing one another, thus setting up systems where employees will be valued, motivated, and committed to providing exceptional service to the guests. These efforts are supposed to not only increase employee engagement but also to drive the organisation towards organisational success that lasts and sustainability for The Ritz-Carlton, Vienna, in a competitive environment of the hospitality industry.
 Employee Engagement: Dwindling the level of employee engagement will have an adverse impact on the hotel in many ways (Ampofo, 2021). This lower level of engagement produces lesser productivity and efficiency, leading to an inferiority in service delivery and a lower score for guest satisfaction. In addition, disengaged employees are more likely to look for other employment, hence increasing the turnover rates, and therefore the cost of recruitment and training of the hotel is also increased, communication Challenges: Mistakes, errors, and poor organisation of activities will be experienced within the hotel due to poor communication. Employees who do not feel engaged by management will be less likely to be engaged in their work, and this will change their minds about their jobs and ultimately influence all guest interaction and quality of service delivery, work-Life Balance: A serious impact on the welfare of the employees, work satisfaction, and rate of staff retention may be caused if the hotel neglects the part of work-life balance (Jung, 2023). In the case of increased stress and burnout, the rate of productivity may drop, more absence can be due, and turnover rates are raised, which is harmful to the reputation and profit of the hotel.
For the elaboration of these issues, different sources of data can be drawn upon, such as turnover, satisfaction surveys of employees, guest scores, financial performance reports. Industry benchmarks are needed to add to the existing information on the impact of employee engagement on organisational performance, including best practices.

[bookmark: _Toc158747897]
Analysis
[bookmark: _Toc158747898]STEEPLED Analysis
The STEEPLED analysis is aimed at exploring external factors which could be causing the hotel some challenges. Factor such as economic conditions, technological development, regulatory changes and socio-cultural trends can be used to explain the employee engagement and organisational performance in the hotel industry (George, 2021).
Factor Impact on Hotel
	Socio- Cultural Changing Guests Demands of Personalized Experiences

	Technology integration of digital platforms for communication

	Economics about consumer spending and traveling behavior

	Environmental Initiatives of Sustainability for ecological Friendliness

	Politically-based regulations governing labor laws and immigration rules

	Legal: Compliance with health and safety legislation

	Ethical: Altruistic corporate social responsibility initiatives

	Demographic: changes in workforce


The applicability of the STEEPLED analysis sheds light upon exogenous factors about the challenges The Ritz-Carlton, Vienna is facing in engaging its employees and the overall organisational performance within the hospitality sector.
Socio-Cultural Factors:
Guest demands for tailor-made experiences influence the hotel in hotel sector pragmatically. In an era of increasing importance and value attached to customisation and personalisation of experiences, hotels need to ensure that their services keep up in line with the evolving needs and expectations of customers (Shahid, 2022). This is what it means to supply personalized amenities, customized experiences, and individually crafted services to satisfy a varying selection of guest requirements.
Technological Factors
Installation of communication technologies is required for the hotel to be successful (Gonzalez, 2020). In the digital era when communication is paramount, guest satisfaction is achieved and operational effciciency is maintained using effective communication The hotel can engage with the guests via digital platforms like mobile apps, social media, and online booking systems, which can lead to enhanced communication, operational efficiency and great guest experience as a result (Dieguez, 2022).
Economic Factors:
Changes in consumer spending and destination choice lead to the revenue and occupancy levels of a hotel. Economic slowdowns or changes in customer habits lead to reduction in demand of luxury lodgings and other hospitality services. (Milovanović, 2022) To counter the effects of economic downturns, the hotel has to implement flexible pricing policies, court new market segments, and diversify its income to continue being competitive in an ever-dynamic market.
Environmental Factors:
Eco-friendly sustainable initiatives are important in the reputation and brand image of the hotel (Rehman, 2023). Due to increasingly environmental considerations, guests want to stay in ecologically sustainable accommodation and be more eco-friendly. Adopting sustainable measures including energy conservation, waste reduction, and water conservation results in a reduction in environmental effects and also brings a positive perception to environmentally aware travelers are conscious (Aman, 2021).
Political Factors:
The set of rules that involve labor laws and immigration policies has considerable effects on the workplace management and operational costs of the hotel (Ndiuini, 2021). Changes in labor laws or immigration regulations may affect the hotel's labor force and therefore ability to recruit good people, and compliance with employment laws (Zainol, n.d.). It is crucial for the hotel to remain informed of and actively change the related policies and practices in accordance with evolving legislation in order to remain complaint and reduce potential legal liabilities.
Legal Factors:
Compliance with health and safety guidelines constitutes the foundation of the hotel reputation and guest’s safety (Anichiti, 2021). Not meeting the health and safety regulations could lead to fines, legal consequences and poor hotel image. Through solid health and safety protocols, frequent inspections, and constant staff training, the hotel will maintain a safe and secure environment for guests and employees(Kuo, 2020)
Ethical Factors:
CSR initiatives are very much critical components that define the image and the brand of the hotel (Palacios-Florencio, 2020). Customers come to expect ethical behavior, and a commitment to social responsibility from businesses. The hotel can achieve this by supporting community development initiatives, adopting sustainable practices, and creating a culture of corporate citizenship, which will in turn boost the image of the brand as a socially responsible company (Ng, 2020). This will attract more socially minded guests.
Demographic Factors:
The hotel needs to adapt its recruitment, retention, and workforce management policies to demographic changes in the workforce and the implementation of Diversity initiatives. Through demographic changes and job aspirations of the younger generations, the hotel should adopt an inclusive hiring, promote diversity and inclusion, and offer training and career development for everyone on the team (Madera, 2023). Celebrating diversity and creating an environment with cultural inclusivity among employees can improve employee engagement, productivity and innovation within the hotel.
The STEEPLED analysis reveals different non-sustainable factors affecting The Ritz-Carlton, Vienna, thus the importance of proactive strategic planning and changes that help adapt appropriately to survive the dynamic hospitality market. By being aware of and responding to these external factors, the hotel will place itself in the industry for the long term success and sustainability.
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The SOAR analysis gives a general picture of a hotel's strengths, opportunities, aims, and achievements with an insight to think about and concentrate on.
	Aspect
	Strengths
	Opportunities
	Aspirations
	Results

	Internal
	Prime location, luxurious
	Recognition programs,
	Employee empowerment
	Improved guest satisfaction,

	
	accommodations, renowned brand
	communication enhancements,
	and development programs
	increased profitability

	
	reputation, exceptional service
	wellness initiatives
	
	

	External
	Positive industry trends,
	Emerging markets,
	Industry leadership
	Enhanced brand reputation,

	
	favorable economic conditions,
	sustainability initiatives
	
	increased market share

	
	growing demand for luxury travel
	
	
	


maintain high occupancy rates, and command premium pricing for its services.
External Opportunities:
Despite various drawbacks, the hotel boasts numbers of external opportunities that it can leverage on to improve employee engagement and realize organisational success (Pascual-Fernández, 2020). Unleashing one of the opportunities involves introduction of recognition programs in the organisation to appreciate and reward the staff who exceed expectations. Setting up formal recognition programs can create a culture of thanksgiving and motivation among hotel employees which in turn leads to increased employee engagement and job satisfaction (Rabiul, 2023). Furthermore, communications improvements, including digital channels and training courses, are an opportunity to advance internal communication channels and to provide team members with chances to cooperate with each other (Gara, 2020). Through the well-informed and engaged employee, the hotel will make its operations effective, processes will be simplified and make the guest experience better (Suleri, 2021). Moreover, the hotel can leverage employee wellness by launching initiatives like wellness and health programs, gyms, fitness and health amenities. Maintaining a beneficial employee wellness will be of great help in nurturing a work place that supports work-life balance and employee satisfaction (Oludayo, 2018).
Aspirations:
The hotel hopes to become a sought-after brand within the hospitality industry, defining the standards for quality-of-service delivery, and superior guest experience (Sepula, 2019). Its strategic intention is to reach group leadership through constant quest excellence, driving creativity and environmental ventures. Further, the hotel envisions to upskill its workforce through continual professional training and internal development initiatives that enable its staff to be competent in their roles and positively impact the hotel business (Shields, 2021). Through creating an enabling workplace where employees are engaged and driven to seek continuous improvement, the hotel strives to shape a dynamic and collaborative work environment where the staff feel empowered and challenged to deliver dynamic service.
Results:
Through internal strengths and external opportunities utilisation, The Ritz-Carlton, Vienna, obtains tangible outcomes that work for business success and create reputation in the market. An increase in guest satisfaction is the associated out take of the hotel's dedication to service delivery of high quality and guest experience. Through consistently satisfying guest needs in a unique way and delivering personalized service, the hotel can build strong brand reputation and earn guest loyalty (Vo, 2022). To recap, higher guest satisfaction inevitably leads to increased profitability. Satisfied guests who come back and spread the news about the hotel are the ones who generate revenue growth and profitability. Therefore, the hotel's efforts in providing excellent guest services and becoming a forerunner in the industry have brought about long-term benefits such as elevated brand image and expansion in market share (Kim, 2020). Through consistently delivering top-notch service, as well as innovating, focusing on sustainability and engaging employees, the hotel can set itself for long-term success and sustainability in the 21st century hospitality market (Jadallah, 2023).
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The TOWS analysis results provide the potential directions for the hotel driven by a critical appraisal of its strengths, weaknesses, opportunities, and threats (Roy, 2021).
	Strengths
	Weaknesses
	Opportunities
	Threats

	Prime location
	Communication breakdowns
	Recognition programs
	High turnover rates

	Luxurious accommodations
	Work-life balance issues
	Communication enhancements
	Economic downturns

	Renowned brand reputation
	High workload
	Wellness initiatives
	Intense competition

	Exceptional service delivery
	
	Emerging markets
	Regulatory changes



SOAR analysis of The Ritz-Carlton, Vienna showed internal strengths and external opportunities pertinent to the weak points and threats(Team, 2023). They can be used to overcome weaknesses and minimize threats. The hotel’s strategic location, its luxury housing facilities, name brand reputation and quality service delivery are key strengths that contribute to its competitiveness (Lo, 2020). Nevertheless, the shortcomings like communication problems, work-life imbalance, and a heavy workload are obstacles to employee engagement and operability. Employment of incentive programs, better communication pathways, and running wellness programs lead to an enhancement of worker’s morale and productivity. In addition, echoes such as high turnover, economy crisis, regulations changes, and intense competitive environment in hospitality may impact hotel performance and profitability (Al-Suraihi, 2021). Through taking advantage of its strengths and opportunities, the Ritz-Carlton, Vienna, marks out its competitive advantage in the market and ensures sustainability.
[bookmark: _Toc158747901]Recommendations and Change Management
Based on our qualitative analysis, we have gained understanding of the challenges that the hotel faces, what caused them, and their effects. We advise tailor-made approaches directed to employee engagement improvement, work-life balance, and communication. Change management tactics in form of effective communication, employee involvement, and leadership support will be the main tool (Errida, 2021). Measurements of success will be the satisfaction, turnover rates, and productivity levels of employees. Investment in these recommendations will, therefore, solve current problems but also prepare the hotel for a successful future in the highly competitive hospitality industry.
A suggestion is to improve employee engagement by implementing different means like awards and rewards system, improved communications infrastructure, and wellness programs (Muddle, 2020). The steps include the implementation of these approaches. First and foremost, formal recognition programs shall be built and implemented for recognizing excellent job performance of the employees. This can be done by designing a system of recongniation and rewards for employees who exhibit the highest loyalty and competence in their positions. Also, creating communication ways via digital platforms, staff meetings, and training programs should be added the hotel will use digital platforms including intranet portals and messaging apps to enable instant communication and sharing of information among employees. Staff meetings can offer platforms for free discussion, feedback and brainstorming activities while training programs can provide workers with the necessary means of communication and conflict management knowledge (JD, 2023).
A further suggestion is to encourage work-life balance by introducing flexible working conditions and policies. This may look like providing home-office opportunities, flexible work schedules and paternity leave plans to help balance employees' family and career life. In addition, available support resources like childcare assistance and stress management programs can help employees to make their work-personal life balance a much better one. Change management approaches include effective communication, staff involvement, and management support for the suggested practices. Communication of all these initiatives' purpose and benefits to employees is crucial. Also, they are required to participate in the decision-making process (Ali, 2021). All the managers and supervisors must, therefore, receive the necessary training and guidance.
Lastly, improving communication within the company will be a central factor for the development of transparency, cooperation, and consistency (Cui, 2021). Implementing digital communication platforms like intranet portals, instant messaging application, and video conferencing software help real-time communication and sharing of information among employees (Gatiti, 2022). Training and support of employees on improvising communication techniques, active listening and conflict management skills are equally necessary (Ansari, 2021). The change management strategies for these recommendations constitute of informing employees on the valuable aspect of good communication, including them in the decision making and setting communication protocols and guidelines (Bagga, 2023).
Hotel can do that by implementing several change management strategies to address the proposed amendments. Effective communication, therefore, is paramount to making sure that the employees are aware of the reasons that have led to the proposed change and the benefits that the individual and the company stand to benefit (Lemon, 2021). In addition, taking employees onboard by asking for their input into the decision making and soliciting their feedback will definitely increase their buy-in to the changes (Lee, 2021). Next, managerial and supervisory training and support is essential for giving them the competencies and awareness to care for their teams during the transition stage (Errida, 2021). Moreover, considering any worries or resistance from the staff by open dialogue, active listening, transparency can help to facilitate this change and an easy adoption. On the whole, adopting these recommendations and practicing an effective change management will help the hotel to overcome the challenge and enables it to be successful in the long run in the dynamic hospitality industry.
How will the impacts and success rates be evaluated and what are going to be the evaluation criteria of the recommended strategies?
The effects and success rates of the suggested strategies will be systematically analyzed and assessed through the mixing of qualitative and quantitative approaches to ensure a systematic evaluation of their efficacy. Each Key Performance Indicator (KPI) will be aligned with the objective of each recommendation as a benchmark of evaluation.
As a success indicator for the recommendation that aims to boost the staff engagement, different metrics will be used: the employee satisfaction scores, the turnover rates, the productivity rates, and the guest satisfaction scores. Inscale and surveys will be implemented regularly to capture the feelings and opinion the employees have about the implemented initiatives. Also, HR analytics tools can be used for tracking turnover rates as well as productivity levels over a period of time(Boatman, 2022), thus giving insights onto the impact of the initiatives on employee retention and performance. Scores relating to guest satisfaction that are generated through guest surveys and reviews will also be monitored to determine the indirect effect of better employee engagement on guest experiences and loyalty (Xu, 2020)).
To measure the success of the work-life balance promotion strategy, we will use key performance indicators like absenteeism rates, turnover rates, the satisfaction levels of the employees, and the productivity levels (Gartner, 2022). By monitoring the rates absenteeism, the hotel can estimate the efficiency of the work-life balance programs in lowering staff exhaustion and stress (Mukwevho, 2020). Turnover rates will give knowledge on how good these initiatives can be in talent retention and employee retention (Mabaso, 2021). The employee satisfaction levels, which are measured through surveys and feedback channels, will hint on the actual impact that work-life policies have on job satisfaction (Al-Omari, 2020). Productivity levels can also be monitored as a way of evaluating how an enhanced work-life balance will impact on the performance and effectiveness of employees (Roopavathi, 2021).
In the case of recommendation to improve communication, success will be through metrics like employee engagement scores, communication effectiveness ratings, productivity levels and also alignment with organisational goals. Two methods of obtaining employee engagement scores through surveys and feedback mechanisms will indicate the level of employees' involvement and their satisfaction with communication initiatives (Verčič, 2021). Effectiveness of communication channels and practices, as perceived through communication effectiveness ratings derived from employee feedback data, will give an estimate of the efficacy of these mechanisms in terms of information sharing and collaboration. The level of productivity will be checked by tracking performance metrics and KPIs (Uddin, 2021). This will be done to identify the influence of better communication on employees’ efficiency and performance. As the last step, the extent of alignment with organisational objectives will be established by regular reviews and assessments to realize that communication efforts ultimately support achievement of strategic objectives.
By employing these metrics and approaches in a systematic manner in evaluation and measurement of the result of implemented strategies, the hotel can track the success and impact of its initiatives and make appropriate decisions on improving operations performance and the morale of staff
The cost associated with the recommendations
Introducing the costs that are likely to be involved in implementing the recommendations on increasing employee engagement, advocating for work-life balance, and improving communication, the decisions should be made depending on the size of the hotel and its financial ability. Thus, the hotel ensures that the costs of instituting the initiatives are not all wound up in the pricing while capitalizing on the potential benefits.
For enhancing employee engagement, the costs may include:
Recognition programs: It is important to keep in mind that developing and enacting formal recognition programs starts with the initial setup costs, such as program design and launch, and continues with maintenance costs that are related to rewards or incentives for employees (Manzoor, 2021). This cost may not be the same depending on the scope of program and its complexity but they should be budgeted to achieve effectiveness without spending too much money.
Communication enhancements: Developing of digital communication platforms and implementing training programs that will enhance communication systems, includes high start up costs for buying and implementing the technology, as well as ongoing expenses for support, maintenance, upgrades and staff training. Otherwise, the size of the hotel and its technological setup will determine how much these upgrades will cost and the extent of these improvements.
Wellness initiatives: Roll out wellness interventions like gyms, onsite health and fitness amenities, and employee assist programs will need initial investment on equipment, facilities, and resources Moreover, new costs for maintenance, being covered by human resources, and program administration, that keep up the durability of the projects, also must be taken into account.
For promoting work-life balance, the costs may include:
Flexible work arrangements: Introducing telecommuting, flexible working hours, and parental leave policies could potentially involve low initial costs, but might lead to greater expenses for IT infrastructure and schedule or staffing recalibration(www.linkedin.com, n.d.). The evaluations needs to be carried out based on the price and effect on the employee performance and satisfaction.
Support resources: Support resources such as babysitting grants, stress management programs and others could be a result of consolidation or going in partnership with some external providers who might charge a fee or service charges. Further, the hotel can be inclined to build in-house programs but that would mean having to incur resources in terms of staff training and program development (Olai, 2024).
For improving communication within the organisation, the costs may include:
Digital communication platforms: One of the challenges facing firm-level communication technologies is that purchasing and implementing the technology may involve initial expenditure, while maintenance, updating, and staff training are repeated expenses(www.shrm.org, n.d.). The costs must be balanced with the improvement in communication and cooperation.
Training programs: The development of staff training and support to employees on communication methods, active listening, and conflict resolution encompass investments on staff development programs, materials, and facilitators. The costs shall be evidenced by the anticipated increases in communication effectiveness and employee involvement (Karatepe, 2020).
In short, the implementation of these measures will be accompanied by considerations on lesser resources but in the end, it would be a win-win deal that would undoubtedly make the hotel competitive. Through a careful examination of costs and benefits of each initiative and a proper alignment with the size and budget of the hotel, management can make sound decisions that will place emphasis on employees’ welfare and overall performance of the organisation
[bookmark: _Toc158747902]Action Plan
	Number
	Problem
	Solution
	Desired Outcome
	Time Scale
	Completion Date
	Planned Budget

	1
	Low Employee Engagement
	Introduce programs for recognition, communication upgrading, as well as wellness initiatives to promote the spirit of good work environment for the purpose of improving employee engagement.
	More employee satisfaction and retention, raised productivity, and better guest experiences.
	6 months
	[Completion Date]
	$20,000

	2
	Lack of Work-Life Balance
	Offer flexible work schedule options along with the resources like assisting with childcare needs and stress management schemes in order to support work-life balance among employees.
	Lessen of stress and burnout, higher morale, and better job satisfaction.
	8 months
	[Completion Date]
	$15,000

	3
	Ineffective Communication
	Develop digital communication devices and courses to improve communication tools and methods within the organisation.
	Enhanced coordination, integration and goal alignment.
	4 months
	[Completion Date]
	$10,000


The hotel currently has low employee involvement, and it results in declining productivity and customer satisfaction.
Solution: Design recognition programs that recognise standout performers, collaborate on communication initiatives to support better flows between employees, and turn to wellness programs to improve staff well-being (Faeq, 2021).
Desired Outcome: More employee satisfaction and retention, higher productivity, and enhanced guest service.
Time Scale: Implemetation of these initiatives would take almost 6 months.
Completion Date: Adding specific completion day into the sentence.
Planned Budget: Twenty thousand dollars spent for the implementation of recognition programs, communication strengthening, and the enhancement of wellness programs.
Work-life balance becomes a problem when workers can’t have it, thus stress and burnout become a result.
Solution: Introduce flexible work policies, like virtual work and flexible work hours, and offer supportive resources such as childcare support and stress management programs (Barck-Holst, 2022).
Desired Outcome: Decrease of stress and burnout, improve the morale and the level of job satisfaction among the employees.
Time Scale: Achieving work-life balance implementation will require around 8 months.
Completion Date: [Insert actual/exact completion date]
Planned Budget: $15 000 for the adoption of flexible work arrangements and other support systems.
Internal organisations are experiencing inefficient communication that results in coordination problems and conflicting goal achievement.
Solution: The Institute of Learning will develop digital communication platforms and training programs to improve communication channels and practices (Mukhtar, 2020).
Desired Outcome: Improved collaboration, coordination, and goal congruence across employees.
Time Scale: Communication improvement realisation is going to take about 4 months.
Completion Date: [Fill in the specific due date]
Planned Budget: 10,000 for the installation of digital communications channels and the training courses.
[bookmark: _Toc158747903]Conclusion
Summing it all up, this consultancy report has gone into depth exploring the underlying problems of The Ritz-Carlton, Vienna and providing the possible solutions to eliminate these problems. By dissecting employee engagement, work-life balance, and communication within the organisation, through deep analysis, we have discovered critical areas of improvement and suggested actionable methods to enhance organisational performance as well as employee satisfaction.The importance of strengthening employee engagement by means of recognition programs, communication improvements, and wellness improvements has been highlighted in the report. Using a positive work environment and high regard for employee welfare, the hotel will boost morale, which accounts for increased productivity levels and better guest experiences to make the business more sustainable in the hospitality industry which is a white-knuckle battle.We have also placed a great deal of importance on the creation of a healthy work-life balance among the employees by providing flexible work arrangements and supplementing support resources. Hospitality organisations must cater for the personal and professional needs of its human resource base to address stress and burnout, rebuild morale, and enhance job satisfaction, which in turn fosters a more engaged and productive workforce.
The report identifies communication as an essential element in the organisation which can be embodied through the use of digital platforms and the use of targeted training sessions. Building on communication procedures and methodologies can favor synergies, coordination, and alignment on goals, among the employees responsible for performance and organizing activities. Consequently, whole organisational performance will be enhanced.The recommendations presented in this report serve as a strategic roadmap which will help the Ritz-Carlton, Vienna to cope with its current issues and seize on the opportunities for development. We are fully persuaded that by conforming to these recommendations and by putting in place relevant change management practices, the hotel will be able to accomplish its aim of improving employee engagement, stressing work-life balance, and making communication effective, which will put it on the path of continued success and enhanced competitiveness in the hospitality industry.Therefore, I would like to take this chance to further thank The Ritz-Carlton, Vienna for an outstanding partnership. It has been a pleasure to work with such renowned institution, and I am confident that the recommendations proposed in the report will set a party to revolutionary change. I anticipate the opportunity of the future collaborations and remain loyal in assisting the hotel efforts achieve its strategic goals
[bookmark: _Toc158747904]
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