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Introduction 
[bookmark: _3znysh7]EXECUTIVE SUMMARY
The d’Angleterre is one of the most famous and the brightest representatives of the 5 star hotels which was founded in Copenhagen in 1755. Hotel D’Angleterre, a five start hotel commanding good ratings in Copenhagen, has is grappling with the problem of high turnover rates and a scarcity of employees in the Danish hospitality sector at the moment. This report will highlight in regard to the staff shortage problem. This problem is conspicuous taking into account fluctuations within the seasonality parameter of the hospitality industry, larger workloads during the busy seasons and competition from other industries. A staffing shortage is a situation in which there are inadequate numbers of employees in a certain sector. This report also used Denmark like much of Europe is facing demographic changes that affect the labour supply. Few youngsters are contributing towards the working force and on the other end more worker are retiring due to increased longevity in the country. This reduced cohort of workers has left a massive void in industries such as hospitality since consumption and therefore demand for labor is high but the supply is low. The competitive pressure in Denmark for the hospitality industry is also pressure from other industries that have better employment conditions. There are factors external to the industry that make this issue worse such as; Fluctuations are rife seasonality; in the hospitality industry, which makes the labor shortage worse. Seasonal variations are hugely experienced in the Denmark tourism sector primarily during the summer period and other seasons when most people take their holidays. Consequently, this report will cover the hotel’s instability in maintaining the right skilled workforce that can meet the expectations of guests. Examining these findings suggests that the problems encountered by Hotel D’Angleterre are not acting as singular cases, but rather as part of a more globalized outlook to the Danish hospitality industry. This report will also show he critical shortages of staff have meant that remained staff are under a lot of pressure and they are forced to work harder and feel burnt out. Also, competition in which employees have transferable skills needed by many industries creates another challenge to retaining employees and uncertain remuneration and promotion policies fail to provide incentives to the workers; betting industry instability makes some employees look for more secure jobs to support their families. Furthermore, the Covid-19 has worsened some of these conditions, as many employees left the sector and most of them never came back, thus provoking a human capital that is difficult to replenish. The labor situation at Hotel D’Angleterre is a mirror example of the general labor issue in hospitality industry, which requires highly active and systematic strategies. This report will address the challenge by highlighting the recommendations that suggests that the hotel management should effectively source talent from overseas in order to mitigate talent shortages, and establish flexible working arrangements during the busy period will support employees’ needs despite being vulnerable to the harsh economic realities of business, designing and implementing a comprehensive well-being program that includes union support on mental health and general well-being in stress management, and health promotion activities, can go a long way towards helping raise workforce satisfaction levels. In regard to these solutions, the development of relevant partnerships with educational establishments in foreign countries might become the key source of a prepared personnel for the hospitality industry market. For Example, the provision of short term contracts that include minimum working hours during low peak seasons and more flexible staffing conditions (as in part time and telecommuting for clerical positions) will help in the enlistment of seasonal workers. Hotel D’Angleterre should ensure that it offers its employees an elaborate well-being program that will cover their physical, emotional and mental issues. Resolving these issues is possible only through a well-coordinated long-term plan. This involves the following proposals: visa sponsorship for skilled foreign workers; the launch of flexible contracts for seasonal employees; a well-being program. With the understanding and addressing of the above issues in advance, Hotel D’Angleterre will be managing to retain the employees hence improving job satisfaction thus sustaining its goodwill in the middle of the tough competitors within the hospitality market in Denmark.


[bookmark: _2et92p0]INTRODUCTION
Reputably one of the most renowned hotels in Denmark, the five-star Hotel d'Angleterre is located in Copenhagen. The hotel was founded in 1755 and has stood as a symbol of Copenhagen history for more than 260 years. Numerous significant occasions in Denmark's history have taken place there. 
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Figure 1: Pictures of the hotel
Dangleterre, 2024
	The hotel is located in the heart of Copenhagen, near to the Nyhavn Canal and the Strøget retail district, and across from the Royal Theatre and Charlottenborg. The hotel features a bakery named Maison in addition to its French-Nordic restaurant, Marchal. The hotel's spa provides facials, sports massages, and reflexology in addition to a steam room with stone walls. Reservations for restaurants, shows, and helicopter rides may all be made through the hotel concierge. It is located on Kongens Nytorv 34, 1050 København, Denmark (Dangleterre, 2024; Aggett, 2017). 
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Figure 2: Logo
Dangleterre, 2024
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Figure 3: Annual personal income by socio-econimic status
McGarvie, 2024
 	Moreover, they are in charge of cleaning such areas as the lobby and the hallways of facilities. Statistics Denmark reveals that the remuneration per hour for the hotel employees is about 180 DKK (approximately 24 EUR) that is not possibly conducive compensation in the light of physically and emotionally straining services provided they offer.  One reason as to why is labor shortage; 43% of businesses surveyed complained of the shortage of labour, resulting to overworking of the available staff, and provisions of overtime work. Further, the pay is low, an average of DKK 180 per hour while the jobs demands reward dissatisfaction in the country, no career mobility means that there is also little training given to the employees, so they are also not motivated to remain in their job for the long haul, working irregular shifts, including weekends and nights, contributes to weak work-life balance, and leadership and communication problems contribute to turnover and competition from other industries that offer better working conditions and opportunities mean employees resign from work, thus worsening the problem. In order to maintain its competitiveness, hotel management must thus "break the mode" and push management to "think outside the box (Gautier, 2018; Gustar, 2019)." Lewin Force said that the hotel management uses field analysis to examine the circumstances. Handy (1989) suggests that management should adopt a “upside-down thinking” which pushes the existing to cope with new problems (de Montalay, 2021; Law, 2020).
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Figure 4: Force field model
Law, 2020
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METHODOLOGY
The consultants conducted interviews with key members of each department and analyzed the current change management plan implemented by the human resource department and how it affected the current productivity of their department. 

For further analysis, the consultants compared the present processes to the previous processes and tried to identify which procedures were more effective and which were not. 
[bookmark: _3dy6vkm]FINDINGS AND DISCUSSION
After the collection and analysis of data, the consultants found that there was a gap in the communication process at the beginning of the implementation of the restructuring. This gap, though small, caused resistance among the employees and kept their morale low, which resulted to decrease in productivity. Therefore, the consultants recommend a five-step change management plan: 

1. The first step is urgency creation, as the name suggests, Wolfe and Thorne Corp. needs to create an urgency of what needs to be changed.
2. The next step is to create a vision. They need to create a direction of where the company is heading after the corporate reconstruction.
3. The third step is to communicate the company’s goals. There needs to be a proper and detailed explanation of the company's plan, why, and what changes are needed.
4. The fourth step is removing obstacles. It is understood when first implementing change management. The administrators can do is to identify and deal with them as they arise. By properly dealing with the obstacles, the employees will feel assured that there is proper management of the changes.
5. The last step is to integrate the changes made. When all four steps are in motion and are properly implemented, there needs to be a proper integration of the different changes. One way of doing this is to monitor the effects of each change made and to properly inform and educate the affected personnel about it and how their roles will change. 

With these steps, Wolfe and Thorne Corp.’s employees will be able to understand why change management is needed, which will lessen resistance. By also informing them how the changes will affect their roles, the productivity will increase as they adapt to the changes. 




ACTION PLAN 
	Number
	Problem
	Solution
	Desired Outcome
	Time Scale
	Completion Date
	Planned Budget

	1
	Labor shortage and high employee turnover
	1. Implement competitive compensation packages and offer visa sponsorship for skilled foreign workers: Revise salary structures and offer performance-based bonuses with hiring skilled foreign workers who look for experience in the field (Bayraktar Tellan, 2016). 
2. Improve working conditions: Introduce flexible scheduling and ensure adequate breaks to reduce stress and burnout. 
3. Introduce career development and training programs: Provide opportunities for professional growth through workshops, certifications, and mentorship (McCormack, 2017).
	Improved employee retention, reduced turnover, and increased job satisfaction, leading to a more stable workforce and enhanced service quality.
	6 months
	31st May 2025
	DKK 500,000







[bookmark: _ci3v3p67jfxl]CONCLUSION
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Recommendations and Change Management
[bookmark: _2s8eyo1]
Implementation of Suggested Measures
 	Since organisations aim to establish good working relations with the foreign workers at Hotel D’Angleterre, change management measures should therefore be employed (Clibborn and Wright, 2023). Recruiting from outside is a good sign; managers need to involve current employees in the process early on, so the reasons for employing international employees can be stated and the possible issues arising from their employment can be discussed (Wright, 2023). Regarding the people risks the hotel can face, the hotel should eliminate possible resistance and improve the teams and their cooperation.
Change Management Practices and Procedures
It is important that Hotel D’Angleterre should periodically evaluate the success of the visa sponsorship program in meeting staffing requisites. Measures of success should be the number of foreigners recruited, the attrition rate and increased efficiency throughout the business (Zelenskaia, 2024; Hau and Borello, 2023). Moreover, employee and guest satisfaction questionnaires regarding the integration and efficiency of the foreign employees should be taken. The human resources department of the hotel should evaluate such measures on quarterly basis and modify the program constantly for better results in the future.
[bookmark: _Toc179242346]Recommendations - Offer Visa Sponsorship for Skilled Foreign Workers
 	To rectify the problem of staff shortage the hotel D’Angleterre should consider sponsoring the foreign professionals from EU and non-EU countries to be employed at the hotel (Valenta and Garvik, 2023). Work visas should also be processed in this regard without generating much trouble and the hotel should work subjecting itself to Danish immigration policies in harmony with local authorities to enhance the flow of approvals and efficient onboarding of the foreign employees (Brown, 2023). Moreover, preferential measures should be applied to such employees, a relocation support package, including temporary housing, and language assistance.



[bookmark: _Toc179242351]Costs Associated with the Recommendations
Some costs of using recruitment agencies, visa applications, and movement expenses, including accommodations, and language courses should be invested (Sobaih and Elnasr, 2023). Further, account will need to be taken of subsequent investment needed for effective integration such as orientation and cultural awareness training and assignment of mentors. Expenses associated with legal consultancy, hearing from Danish immigration laws should also be included.

Potential Benefits Experienced by the Hotel
 	The incorporation of the visa sponsorship program should help Hotel D’Angleterre get a stable and diversified workforce which will solve this problem currently facing the hotel. This should assist the hotel to sustain the quality service delivery that will enhance customer satisfaction (Wright and McLaughlin, 2024). In the same perspective foreign hires can bring different ideas and efficiency when it comes to service provision. The human resource staffing strategy will help the hotel to reduce staff turnovers costs and thus leading to increased operational efficiency.
Review of Success Rate
 	Concerning the issue of visa sponsorship program, it is recommended that Hotel D’Angleterre its human resource department should occasionally analyze the importance of the program in staffing. KPIs that could be expected are the number of foreign workers employed, the employee retention rates and the increase in organizational efficiency (Dun et al., 2024). Further, there should be effectivity surveys on how foreign staff is integrated and performs, starting from the employees and up to the guests (Howe and Nikoloudakis, 2023). It is recommended that performance appraisal and feedback meetings should be conducted with new employees and probationers especially with regard to difficulties they encounter.

Recommendations - Introduce Flexible Contract Options for Seasonal Workers
 	The hiring model for the organization should offer multiple flexible contractual terms especially for the seasonal employees (Tanimoto et al., 221). Hotel D’Angleterre like other hotels in Denmark experiences some challenges in human resource mainly during festive seasons, summer holidays among others. Offering the employment contracts for the seasonal workers means that the different fluctuations can be met to ensure the hotel is efficient without the requirement of long-term staffing during the low seasons (Díaz-Carrión et al., 2020).



[image: ] Recommendations - Implement a Comprehensive Well-Being Program to Retain Current Staff
 	Hotel D’Angleterre should introduce a well-being program is staff shortages due to more engrossed employees and less likelihood of burnout (Knani, 2022). This should not be a program that only caters for their mental ill health but a program that strengthens the overall wellbeing of the employees- both their physical and mental wellbeing.

	[bookmark: _Toc179242359]Implementation of Suggested Measures

It is recommended that the first action in delivering the well-being program should be to deploy an organizational audit that seeks to gain insight on morale and well-being among the staff (Fox et al., 222). For the purpose of combating stress and dealing with the psychological well-being of its workers it should have competent counselors and therapists who can be trusted by the employees (Ollé-Espluga et al., 2021). Moreover, sessions regarding well-being and such topics as stress, meditating mindfulness and resilience can helpful for employees should be held as frequently as possible so that staff would have coping skills in case of having to face pressure (Begtrup et al., 2023). As for physical health, the hotel should offer exercise, for example free or low-cost classes such as yoga, or gym membership.
	[bookmark: _Toc179242360]Change Management Practices and Procedures

Organizational change is necessary for the success of the well-being program since the working environment is characterized by long hours and high pressure (Rasmussen and Høgedahl, 2021). Implementation of the program by Hotel D’Angleterre should involve all the levels of managerial staff and workforce for them to give it a positive cardinality. Constant reminders at the staff level should be in the form of meetings, e-mails or written notices and even easily visible posters (Macassa et al., 2021). In addition, periodic sessions should be conducted to educate the managers on how to deal with the resistance and how to compel the members of their teams to consider the new ideas.

	[bookmark: _Toc179242361]Review of Success Rate
 	In order to assess effectiveness of the well-being program, Hotel D’Angleterre should set up the indicators like the percentage of the turnover, the average employee satisfaction rates, and the average number of sick days per year (Xu et al., 2022). Annual questionnaires need to be administered in an effort to measure overall enhancement in morale as well as the social and psychological health of the employees that are in the facility (Arnedo et al., 2021). Moreover, the hotel can assess productivity levels of the hotel and opinions of the guests before and after the launch of the new program.
	[bookmark: _Toc179242362]Potential Benefits Experienced by the Hotel
 	Introducing a well-being program will be the following advantages to Hotel D’Angleterre. Like, it is expected that the program will help increase staff retention and, therefore cut costs and disruption related to high turnover (Cajander and Reiman, 2023). Employees with better health if happy, are likely to deliver better guest services which yield better guest satisfaction results and reviews. In addition to it, as the staff is exposed to less stress and burnout, there will be add-on productivity, and the staff members will be more interpersonally engaged and motivated at their workplace. 


	[bookmark: _Toc179242363]Costs Associated with the Recommendations
 	Introducing and establishing a well-being program cost money, which are in fact, investments to be made in the hotel. Also, expenses can be expected due to changes in working hours, if it is necessary to recruit extra workers during the transition period in the hotel. In the long run, the act of having lower recurrences of recruitment, training costs, and truancy should be compensated by the investment (Gunn et al., 2022). Nevertheless, the implementation of these strategies absorbs a lot of capital; thus, effective budgeting and gradual implementation of the initiatives can preserve the manageable cost to the hotel.






[bookmark: _Toc179242365]Conclusion
 	Conclusively, the report shows the existing major staffing problems in the framework of Hotel D’Angleterre, which is one of the most popular five-star hotels in Copenhagen; this issue allows indicating the role of labor shortage in Denmark’s hospitality industry. Specifically, by applying PESTLE, SWOT analyses, TOWS analyses the main factors, which contribute to such challenges were established. PESTLE analysis also shows concerns how political and economic factor like immigration and cost of living influence the employment of skilled personnel in the hotel business. Furthermore, social changes such as the aging consumers and relatively few numbers of young people to join the workforce, also contributes to the scarcity of labor which in turn put pressure on expected employees. Continuing to the SWOT analysis, the hotel’s strong points are underlined, for instance, its well-establish reputation and earning capacity along with luxurious products while weaknesses include; inadequacy of employee rewards and couple with fewer promotions. Also, they point out more threats that are threatening from external environments such as better offering industries, these threats include providing better working conditions for employees as well as effect of pandemic that changed employee expectations and security in the hospitality industry. The TOWS analysis gives the following hints on how these insights can be used in the formulation of better strategies that can alleviate staffing problems.
 	To address these challenges, the report recommends three key strategies: including visa sponsorship to employ highly skilled foreigners, new flexible packages to be signed by seasonal employees and providing well-being program to improve the employers’ and employees’ satisfaction rate. Due to the local shortage of labor, Hotel D’Angleterre can solve one problem through acquiring workers from other countries. Health promotion program, which includes wellbeing program that focuses on mental health and work, life balance and so on, does also help a lot in reducing turnover rate of the current employees and improving the morale of the organization. Such measures are crucial for creating a stable staffing system that can allow to meet the working expectations of people, being guests of an impressive hotel.
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The staff is committed, in particular, in providing as clean environment and comfortable accost for guests. Depending on their ability they clean it every day; making the beds, washing, and changing the linen, and cleaning the bathrooms (de La Vergne et al., 2024). Furthermore, different models such as PESTEL, SWOT and TOWS to be used in order to define the nature of hospitality industry in regard to the hotel as well to highlight the main problem as well. 


There is a workforce shortage in various industries in Denmark. This labour shortage is most noticeable in the private sector among highly trained workers in various technical occupations including engineers, IT experts, biotech/pharmacy, and finance, as well as physicians and nurses. Copenhagen being a tourists’ major hub, the hospitability industry is sensitive to seasonal demands (Hagimont, 2023). The housekeeping services of Hotel D’Angleterre has received lot of appreciation form the visitors. 


An industry has a staffing deficit when there is a deficiency of personnel. A multitude of factors, such as an ageing workforce and global health crises like the COVID-19 pandemic, can lead to staffing shortages (Brouquet, 2023). 


When a firm or sector cannot find enough suitable candidates to fill available positions, there is a staff shortage (Humair, 2023). 



First, the hotel will work on competitive compensations announced to employees, adjusting the remunerated salaries and including performance based bonuses to the offer.


It is the productivity shall be followed by working conditions improvements; flexible work schedule, frequent and effective breaks, effective work-life balance will have to be provided as to prevent employees from exhaustion. 


All of the above mentioned action plan is expected to be completed in a period of six months and are planned out of a budget of DKK 500000 (Ruimi, 2018; Humair, 2011).


Last, new programs in career development and training will give the employees a chance to progress with options like the possibility to participate in a workshop, become certified, or to be a tutor for others. 



Implementation of Suggested Measures
D’Angleterre should integrate seasonal employment that would imply short-term working conditions. This entails having procedures such as employing people during the peak seasons as casual or contract employees to performs tasks including cleaning, reception or waiting staff respectively (Ilsøe and Larsen, 2023). The hotel should employ agency staff and advertise its openings on the internet by using sites like LinkedIn for part-time employees and freelancers or students (Jerg et al., 2021). Therefore, the hotel can be certain that only seasonal employees have responded to the adverts placed so that the training will be effective before the peak periods.


Change Management Practices and Procedures
In order to ensure that people in the organization especially the permanent staff as well as the new employees are receptive to the change, Hotel D’Angleterre should implement clear communication plan in which the company will explain how this type of contracts beneficial and how it will help the company during the peak seasons (Berglund et al., 2023). Permanent employees should be comforted that the business is permanent and that the seasonal hires are to assist during those times of the year when business is especially high (Marenco, 2024). This includes giving a brief training to new workers during the holiday seasons and training the other employees to perform duties of other employees who can be on high working periods.


Review of Success Rate
Proposal of the KPIs to measure the flexibility results of implementing the contracts can be done in several ways (Ilsøe and Jesnes, 2020). One of them is staff retention; another, the comparison of the turnover of seasonal and permanent employees before and after the change. Another important measure with regard to the delivery of services is guest satisfaction which can be ascertained through card returns and expressed feedback as the business endures its peak season to make sure that guests are not just numbers to exploit but actual people whose needs have to be met or they are going to move their patronage elsewhere (Gjerald et al., 2021). 


Potential Benefits Experienced by the Hotel
Hotel D’Angleterre is likely to benefit in the following ways through flexible contracts. The employment opportunities should be available throughout the year, so the hotel can hire employees for periods of heavy customer traffic without passing through lean periods with full time employees to keep (Munkholm, 2022). Further, the employment of temporary staff through contracts insulates permanent employees from burnout due to an overload of work during the peak periods resulting in increased morale and staff retention.


Costs Associated with the Recommendations
Some of the direct-costing scenarios include paying for receptionists recruited through manpower companies or social media platforms for seasonal employees (Munkholm, 2020). However, these costs are compensated by the financial benefits that stem from avoiding full time contract employees during relativity low demand seasons and thereby avoiding having to pay employee salary when there are not many guests to attend to. 
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