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The issue at stake
The issue discussed in the consultancy report is on worker shortage in Fairfield by Marriott Beijing Daxing Airport which enhanced pressure on the existing employees and increased errors in the service quality. The issue decreases the client organisation's productivity level and market reputation, the company suffers in filling the staffing needs to provide quality customer care and assistance to the tourists. Moreover, the issue in the hotel was caused by the restrictions during the COVID-19 Pandemic, prolonged burnouts in the hotel sector, early retirements, new opportunities and workplace errors. Worker shortage has affected the reputation of the hotel business and reduced the rate of customer visits. Low wages, long hour of working and lack of career development opportunities increases massive worker shortage in the hotel industry. 
Findings 
The findings from the PESTEL, SWOT and TOWS analysis show that the organisation needs to prepare strategies to cope with the challenges in the China hotel market and reduce worker shortages. Moreover, the PESTLE of China shows that the hotel can use the technological advancement and economic progress of the nation to build a strategic alliance with the FDI and the technology giants for increasing funding and applying innovative tools to increase the satisfaction of the employees to reduce the job switch rates. 
The sustainability measures and the luxury services provided by the hotel are suitable for meeting the environmental and sociological needs of the macro market environment. SWOT analysis shows the company is doing well with their portfolio, revenue stream and service quality and it helps them to examine the issues in the firm to enhance the reputation in the market. Moreover, the Company faces issues in marketing, high competition from cost-effective firms and scarcity of skilled labour that is degrading the customer feedback and racing the revisit of the consumers. 
The TOWS analysis predicts that improvement in marketing the tourism program, strategic location and attracting skilled labour with added benefits can reduce the staffing issues to serve the visitors better. The details from the analysis help to understand the current position of the client company and it helps to set the action plan properly to deal with the worker shortage issues and improve the brand image in the challenging Chinese market. 


Analysis of these findings

The findings from the PESTEL, SWOT and TOWS analysis understand the macro and micro environmental factor that impacts the success rates and current human resource scarcity in the hotel. The political environment in China is suitable for increasing revenue and support in Fairfield by Marriott Beijing Daxing Airport, the impressive GDP of the country is suitable for increasing profits in the luxury business however, the labour laws of the PRC are disrupted in the hotel sector increasing additional pressures to the exiting employees to meet the demands of the consumers. The social media engagement rate in the country is suitable for marketing through social media to fill staffing needs and attract visitors. 
The SWOT matrix highlights the current portfolio management efficiency of the hotel that effectively manages the liquidity issues for increasing funding for implementing changes in the strategies. The lack of workforce planning is visible in the firm that increases the employee job switch rate and the lack of marketing is located that fails to attract talent to the firm. However, the service quality and location of the hotel are ideal which helps the firm to approach the organisational consultants for exploring solutions for the problems. 
The findings from the TOWS matrix help to predict effective strategies that can reduce the threats to the firm and convert the weaknesses to strengths to take advantage of the opportunities. Maintaining the quality of services and offering competitive wages to the existing employees is a suitable option identified through the TOWS analysis to change the scenario of the worker shortage with increasing revenue flow and financial planning. 

Recommendations to the client
The client company is recommended to improve the recruiting process by building talent pipelines to reduce the staffing issues in the hotel. Moreover, delivering a competitive Wage to the employees is beneficial for reducing the job switch rates and enhancing the productivity of the hotel. The client firm is recommended to rectify the working environment with wellness programs and launch reward practices for the employees to cope with the draining satisfaction level of the employees. Furthermore, the client company is suggested to provide additional benefits and crate retention strategies for increasing the engagement rate of existing employees and motivating them to carry additional responsibility for improving the reputation of the company. Training and planning standard check-ins are recommended for allowing technological advancement in the workplace and reducing the resistance of the employees to accept technological changes. 
Conclusion
In conclusion, it is evident that the consultancy firm is thankful to the client company for giving them a chance to prepare a consultancy report for dealing with issues and increasing future growth opportunities for the firm. 
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The issue
The consultancy report highlights the issues in Fairfield by Marriott Beijing Daxing Airport that reduce the organisation's profitability. The main issue in the hotel is worker shortage, which increases the workload for the existing workforce and reduces the efficiency of the hotel to meet the demands and needs of the consumers (Marriott, 2023). Moreover, the worker shortages are problematic for the organisation, which hinders the organisational productivity levels and reduces economic growth as the hotel struggles to achieve the staffing needs. Employee shortages promote skill development barriers for the employees, which compromises the service quality, service delays, and lower output (Ahmad and Scott, 2021). 
Brief background of the hotel 
Fairfield by Marriott Beijing Daxing Airport is set within a complex of hotels, commercial offices, conference centre and retailing centre for offering foreign travellers’ accommodation and convenient options. The hotel consists of 149 guestrooms which include walk-in showers, an air purification system, an LED television, flexible working space and free Wi-Fi for entertaining customers with innovative services (Marriott, 2023). Restaurant service is provided by the hotel comprised of buffet options and wider ranges of cuisine. 24-hour shuttle services are provided by the hotel to Beijing Daxing Airport to satisfy the consumers with convenient services. However, the hotel is a smoke-free property for enhancing the sustainability practices in business and increasing the trust among the consumers. 
	Age
	4 years (Began operation on 26 September, 2019)

	Location 
	Building 3, Yard 6, Yuanjingxi 2nd Road, Daxing District, Beijing  102603, China

	Room Size
	30-32m²


Table 1: Hotel specifications 
(Source: Marriott, 2023)
Table 1 shows the specific data on the hotel, the hotel started operating in 2019 and it completed 4 years in the hospitality industry in China. Operating a business in China is challenging yet promising and the location of the business provides a competitive advantage for the firm to attract travellers (Teng et al. 2020). The room size is specious and accessibility features are available for the satisfaction of the consumers and increase investment return. Electric car charging facilities are provided for reducing carbon emissions and increasing environmental sustainability. 
Brief background of the consultancy firm 
[bookmark: _Hlk150292094]The consultancy firm Sapience Pro provides information on risk management in organisations enhancing long-term development in the Chinese market. A unique combination of skills and expertise are present in the employees in the consultancy firm for understanding the client firm's business and derive success in the Chinese market (Sapience Pro, 2023). Our consultancy firm executes and creates a customised plan for tackling the issues and provides the vision to increase the level of success in the Chinese market. 
Complexities in the Chinese Regulatory Environment are evaluated by Sapience Pro for rectifying the labour issues and saving the money and time of the client organisation (Sapience Pro, 2023).  The agile approach is selected for providing sustainable solutions to the clients to navigate opportunities in the complex Chinese market.  
The intention of using PESTEL, SWOT and TOWS
The PESTEL framework helps to judge the six environmental influences on the business, and the PESTEL analysis of China helps to identify the macro-environmental factors that impact the business strategies. SWOT framework is used in the consultancy report to identify the present strengths, weaknesses, opportunities and threats of the company (Benzaghta et al. 2021). Moreover, the TOWS framework is presented in the report to highlight the future direction of the hotels by strategically coveting the problems into solutions. The inclusion of the three frameworks in the report aids in analysing the issues in the firm properly (Williamson and Harris, 2019). 
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Analysis
Description of the issue identified by the hotel
The issue identified by the hotel is worker shortage which increases the workload for the existing workforce of the company. Current employees face challenges in performing the tasks and are pressed with added responsibilities and duties that hamper their work-life balance (Miah and Hafid, 2019). Moreover, the issue increases employee burnout and decreases productivity in the hotel sector, which in turn reduces the brand's reputation in the market. 
The causes of the issue 
The worker shortage issue is raised in Fairfield by Marriott Beijing Daxing Airport due to many reasons that are COVID-19 apprehension, unsatisfactory workplaces, new business opportunities, and early retirements. The employees in the hotel sector remained out of the labour force due to ongoing health and safety concerns during the Covid-19 pandemic (Gosjen et al. 2023). Moreover, the skilled workforce preferred remote workplaces and enclosed spaces to reduce close contact with customers and team members. Hence, the restrictions during the COVID-19 pandemic have enhanced the worker shortage in the hotel sector and eventually reduced the visits of tourists to the hotels (Rai et al. 2022). 
Prolonged burnout in the hotel sector and the minimal support of the hierarchies in the workplace influenced the employees to leave the hotel sector. This phenomenon causes increased pressure on the existing workforce and the struggle of the hotel is increased to fill positions to enhance the work-life balance of the existing employees (Sen and Bhattacharya, 2019). An unsatisfactory workplace promotes a lack of work flexibility and it influences the significance of hotel employees to quit their jobs. 
New business opportunities in China encourage skilled employees to leave their careers and start new companies to increase profitability and freedom. 25% of the employees in the hotel sector has changed their career option during the pandemic to enhance financial sustainability and reduce workplace stress (Alwadood et al. 2021). The growing number of new business applications is creating worker shortages and promoting career-switching ideas. 
The pandemic has motivated employees in the hotel sector to take early retirement due to the pandemic fatigue. Workplace health and safety issues are predominant in promoting the decision to take an early leave from the hotel sector (Teng et al. 2020). Increased responsibilities on the employees caused massive early retirements and it reduced the market income gain of the hotel with declining service quality. 

Impact of worker shortage on feedback 
The employee or worker shortage in Fairfield by Marriott Beijing Daxing Airport drops the level of customer service which increases feedback errors in the firm. Moreover, the existing employees fail to register the feedback of the firm due to the reduced number of support staff which increases the dissatisfaction of the customers (Betts, 2020). The customers switch to other hotels with advanced customer care services to convey their requirements on the next visit. Furthermore, the customer becomes frustrated due to the lack of promptness of the customer service staff to meet their needs and demands faster (Rydzik and Kissoon, 2022). 
Impact of worker shortage on Reputation 
The lack of innovation is promoted by the shortage of workforce to improve the facilities and services in the hotels. The existing employees cannot fulfil the business goals due to a lack of team engagement and training which reduced the company's reputation to the travellers. The company faces recruiting challenges due to the increasing rate of employee burnout, the professionals face threats to join the hotel due to the job switch rate of the employees (Singh and Singh, 2020). Lack of innovation and lack of skilled professionals in the workplace reduced the reputation of the firm and it made the visitors try other accommodation options. 
Impact of Worker Shortage on Income
The employees want an increased wage which the company could not offer which increases the worker shortage. With the increment in wage, the cost of the services is increased which reduces the satisfaction rate of the loyal clients as they want cost-effective services.  The worker shortage reduces the existing employee's capability to meet deadlines and provide a seamless experience to the consumer (Alom et al. 2019). With increased service costs and reduced rate of visitors, the income level of Fairfield by Marriott Beijing Daxing Airport drops. 
Impact of Worker Shortage on Scope 
The scope and organisational performance of the Fairfield by Marriott Beijing Daxing Airport is reduced due to the lack of an experienced workforce to meet the needs and demands of the customers. Lack of promotion in the hotel sector is creating a lack of scope for the employees to develop their careers hence, enhanced job switches occurred and it reduced the profitability of the firm (Katircioglu et al. 2022). Low salary and lack of motivation is the Fairfield by Marriott Beijing Daxing Airport is observed that generated worker shortages and reduced the firm's scope to become the market leader. 
PESTEL Analysis 
	Factors 
	Characteristics 

	Political (P)
	· China is a politically stable country which promotes good trading relations with other countries (Bruni et al. 2020)
· Local businesses are promoted and encouraged by the policies and regulations of the Chinese government 

	Economic (E)
	· The lower rate of labour cost in China inspires the foreign county to hire workforce from the sector 
· China has the second-largest GDP in the world which makes the Chinese hotel sector a good place for investment (Stergiou and Farmaki, 2021)

	Sociological (S)
	· 96.4% of the Chinese population is educated and it helps to increase competitiveness for business (Papadopoulos et al. 2021)
· The changing purchasing behaviour of the Chinese population, and longing for status symbols are impacting on strategic management of the operations in the hotel sector 

	Technological (T)
	· The 1.05 billion population of China is connected to social media which makes China a global leader in science and technology (Vogelsang et al. 2021)
· China shifts from a labour-intensive economy to a technology-driven economy

	Environmental (E)
	· Rapid economic development in China creating environmental challenges like climate change, air pollution and biodiversity loss 
· Decentralization of responsibility to local bodies and promoting public participation in environmental protection is encouraged by the Chinese government (Sharma, 2021)

	Legal (L)
	· PRC Labor Contract Law 2007 deals with labour disputes in the firms, employee remuneration and benefits and labour standards in the firms (Qingbin et al. 2020)
· The law of the PRC on Work Safety safeguarding the Chinese labour systems promotes social progress 


Table 2: PESTEL Analysis on China
(Source: Marriott, 2023)
Table 2 illustrates the PESTEL for external environment analysis of the Chinese Hotel industry to investigate the key factors in the market condition that promote business growth. The technological growth in the market influences hotels to increase innovation to reduce the labour shortage issues. Moreover, the economic structure of the market is suitable for expanding the hotel and hospitality business as the GDP of China is very high (Baquero, 2023). The services of the Fairfield by Marriott Beijing Daxing Airport are innovative and impress the customers longing for status symbols within expensive services (Marriott, 2023). 
SWOT Analysis 
	Strength 
	Weakness 

	· Advanced portfolio management 
· Innovative revenue collection process and strategic location (Dincer and Gocer, 2021)
· Variety of facilities and services
	· Marketing campaign drawbacks 
· Lack of workforce planning (Wen et al. 2020)
· New competition in the market

	Opportunities 
	Threats 

	· The technological tools used in portfolio management help to identify backup assets and manage liquidity
· The location and revenue generation process helps to increase business income and profits
· The brand image of the firm is improved with the variety of services and helps to build customer loyalty (Chiriko, 2021)
	· The lack of marketing campaigns creates issues in attracting loyal consumers 
· Lack of workforce planning increases job switches and creates challenges in implementing a demand prediction model 
· The arrival of new competitors offering high wages to employees (Osadare and Omiwale, 2020)


Table 3: SWOT Analysis 
(Source: Marriott, 2023)
Table 3 shows the SWOT analysis showing the areas the hotel is working positively and the weaknesses of the hotel. The weakness of the firm is strongly connected with the worker shortage issue which reduced the company's ability to market the business, predict demands in the market and increase competition (Marriott, 2023). However, the technological advancement of the firm in portfolio management, the strategic location and the variety of services are generating opportunities for the company to use the assets to attract employees and customers in future. 
TOWS Analysis 
	Internal factors 

	









External factors 
	
	Strength (S) 
· Hotel facilities 
· Strategic location 
· Smart technologies 
	Weakness (W)
· Lower occupancy
· Lack of training staff 
· Sufficient revenue 

	
	Opportunity (O)
· Healthy economic growth after Covid-19 pandemic
· Loyalty program and value-added services 
· An increasing number of travellers (Shay and Cohen, 2022)
	SO
· Launching a training program for employee skill development 
· Expand the marketing initiatives for increasing brand awareness on social media (Mohsin et al. 2023)
· Partnership program with outsourcing companies  
	WO
· The development of a tourism hub for attracting customers
· Improvement of the recruitment agenda marketing 
· Rescheduling the tourism program and recruitment drive to attract customers and employees throughout the whole year (Qian et al. 2022)

	
	Threats (T)
· Intensified competition from other hotels and neighbouring countries (Howe-Walsh et al. 2023)
· High job switch rates 
· High cost of innovation investment 
	ST
· Maintaining quality services for facing the market competitors
· Competitive wages 
· Strategic cooperation with FDI firms 
	WT
· Promoting cooperation with HR recruiter agencies
· Segmenting the market
· Serve as a gateway for travellers going into Syria and Turkey (Hesna et al. 2021)


Table 4: TOWS Analysis 
(Source: Marriott, 2023)
Table 4 shows the TOWS analysis to use the problems as opportunities for increasing profitability and employee participation in future. The TOWS matrix helps to set the future direction for the hotel to meet the demands and requirements of the customers. Moreover, the SWOT is combined with the opportunities in the external environment for removing weaknesses and exploiting individual strengths (Miah and Hafit, 2020). The strategic location of the hotel and the smart technologies applied in the workplace and rooms are increasing the company's success potential. Hotel facilities can be a good option for attracting workers demanding flexible work shifts and travellers needing value-added services to increase the brand reputation and awareness in firms (Piso, 2022). 
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Identification of the recommendation for the hotel 
Fairfield by Marriott Beijing Daxing Airport needs to manage its reputation in the market with increased brand awareness and employee satisfaction with employee-centric services to reduce worker shortages (Alshahrani et al. 2023). The recommendations for improving employee engagement and attracting new professionals to the firm are as follows: 
Recommendation 1: Enhancing the recruiting process 
The Fairfield by Marriott Beijing Daxing Airport is recommended to enhance their recruiting process for attracting skilled professionals to join the firm. The company needs to build talent pipelines with innovative recruitment drives to increase recruitment efficiency and reduce the workloads of existing employees (Hui et al. 2021). Moreover, the measure can be implemented by filtering applicants quickly by creating a hiring portal, the hiring portal helps to increase the rate of hiring and get more candidates in one place to find more competent employees to meet the demands of loyal consumers. 
Recommendation 2: Providing a Competitive Salary 
The company is recommended to design competitive wages to attract job seekers and compete with the rivals of the company. Increasing the wages of the existing employees can reduce the job switch rates and increase the performance of the firm in the market (Wen et al. 2022). The company can offer sign-on bonuses to improve the hiring opportunities and capabilities of the firm. Moreover, the measure can be implemented in the hotel after checking the salary reviews and outstanding performance reviews to provide increased salaries to the workers who deserve this (Laškarin Ažić et al. 2022). The gesture of the company encourages the employees to maintain a constant performance and take more responsibilities to get a competitive salary. 
Recommendation 3: Improving the working environment 
The company needs to reduce the gender gap and pay equal wages for equal work to increase sustainability in the workplace environment to reduce worker shortage. The Fairfield by Marriott Beijing Daxing Airport is recommended to increase commitment to employee wellbeing to stand out to the job aspirants (Mölk et al. 2022). Moreover, mental health awareness, stress control programs, reduction of social isolation and diversity programs are needed to be promoted to increase employee well-being in the working environment. The measure can be implemented by creating workplace well-being initiatives for prioritising work-life balance among the current workforce for reduced job switches (Teck and Karuppiah, 2020). Hence, the employers are recommended to support the employee's desire to balance with improving the workplace environment. 
Recommendation 4: Rewarding existing workers 
The employers in Fairfield by Marriott Beijing Daxing Airport are recommended to introduce incentives and rewards for retaining the current workers to fix the labour shortage issue. Moreover, the measure can be installed in the firm by providing monthly bonuses to the top performers to increase the retention rate and enhance completeness in underrated employees (Morath, 2021). Extra discounts can be provided at the time of availing dining services from the hotel for the family members of the employees to increase the satisfaction level of the existing workers. The employers can offer opportunities to the employees to provide ideas for increasing the market share and rewards for top ideas for enhancing the leadership qualities in employees for expanding the scope of the company (Liu-Lastres et al. 2023). 
Recommendation 5: Offering additional benefits 
A flexible working schedule is needed to be prepared by the project managers to increase the satisfaction level of employees with additional benefits. Paid leaves and providing the customer service staff with remote working facilities can increase the efficiency of the employees in managing workloads and providing answers to the queries of the customers (Chela-Alvarez et al. 2021). The measure can be implemented by preparing a tuition reimbursement program and child care plan for increased employee learning and attracting women professionals to fill the scarcity in the workforce. Hence, the additional benefits can assist workers in planning their future and reduce conflicts in work and childcare. 
Recommendation 6: Designing retention strategies 
The company needs to provide a mentorship program to workers ready to leave the company for better opportunities for changing their minds and increasing their stay.  Workforce career progression opportunities are recommended for reducing the workloads of the existing employees and providing them support to meet deadlines faster (Ushakov et al. 2020). Management leadership skills need to be developed in the managers to recognise employee contributions faster and foster a positive workplace culture reducing the power gap between managers and subordinates. The measures for retaining the employees can be implemented by providing continuous feedback on performance and determining onboarding and orientation programs (Murray and Holmes, 2021). 
Recommendation 7: Routine training and scheduling regular check-ins 
Career progression opportunities are recommended to be designed to reduce the skill gap in the existing workforce and attract job seekers to avail of the career development training in the company. Training and regular check-ins are recommended for reducing the skill gaps among the workforce and increasing communication among the workforce to meet the organisational goals faster (Robina-Ramírez et al. 2021). Keeping an open line of contact through the scheduling of regular check-ins helps to reduce liability incidents while increasing employee collaboration. The training and scheduled regular check-in measures can be implemented by setting clear expectations and reviewing the progress of the company towards the developed goal (Patwary et al. 2023). 
Change management practices and procedures
The change management strategies are highly relevant for managing the changes suggested by the consultancy firm. Moreover, the hotel needs to include changes in the recruitment process for hiring skilled workers to reduce worker shortage in the firm (Sarangal et al. 2020). The hotel needs to take the change management strategy careful plans for recruiting and sorting required human resources from the aspirants. 
Change management strategy financial planning needs to be implemented to provide competitive salaries to the existing workers increasing transparency over the organisation's financial performance. The managers in the firm need to change the promotional activities and use alternative resources for preparing the services to increase the salary of the workers and enhance the worker's satisfaction (Shyaa, 2019). Moreover, the company can invite participation from the FDI for increasing company funding for provisioning competitive salaries and increasing the return rate on investment with employee engagement. 
The hotel needs to transform workplace communication to understand the demands and needs of the employees and rectify the organisational processes and policies for preparing a productive workplace for the employees. This change management strategy helps to allow employees to provide feedback and explain the need for change to improve the workplace environment (Torres-Bagur et al. 2019). Changes in the health and safety measures and resources for enhancing the work-life balance are beneficial for enhancing sustainability in the workplace. 
Change management strategy by creating a roadmap is necessary for rewarding the staff for their performance and increasing competitiveness in the firm. A roadmap helps to set expectations and responsibilities for the employees that help them to meet the deadlines faster to receive the perks and rewards from the firm (Choy et al. 2021). A slow-paced change management strategy is needed for designing and implementing the rewards for reducing biases and overconfidence among skilled employees.
The hotel needs an organisational change management model to offer additional benefits to the employees to reduce the resistance of the workforce to adopt changes and take responsibility for the sake of their organisation. Employee benefits strategies in the firm need to be changed for attracting and retaining talent in the firm (Cruz-Morato et al. 2021). Aligning the long-term business strategy with the employee benefits strategy is needed to plan the budget for making changes in the facilities offered to the workforce. 
Providing effective manager training and changes in recognition programs is needed to retain the existing talents in the firm. For managing retention-related changes in the firm, managers need to communicate with the employees to understand the requirements for constructing a supportive workplace (Gürlek and Kılıç, 2021). The firm can engage more employees with the mission and vision of the company by offering competitive benefits and perks. 
Customised training content needs to be developed to foster changes in the training programs for developing skills in employees. Doubt redressal program and technology assistance at the time of provisioning training help to prepare self-assessment and instant feedback for measuring the performance of the employees and prepare them to make business decisions (Zhang et al. 2022). Flexible learning and check-in facilities are needed to be added to reduce the stress of participating in training programs. 
The ways for measuring the success of suggested strategies 
The performance of the suggested strategies can be measured using the key performance indicators for tracking productivity in the changed recruitment process. Positive feedback from the employees is the indicator of the success of the salary increment strategy for remaining competitive for attracting talent through salary plans (Horan et al. 2021). A balanced scorecard is a tool for investigating the success rate of the new policies on increasing sustainability in working environments. The performance of Offering additional benefits to the employees can be measured by applying the ADKAR analysis tool to examine the employee awareness, desire, knowledge, ability and reinforcement to foster changes in the enablement and engagement zone (Ma et al. 2020). Flowcharts and process maps help to detect the performance of the retention management strategies for the benefit of the organisation. Culture mapping is beneficial for measuring the engagement rate of the diverse workforce in the training program to reduce the skill gap and enhance team collaboration (Williamson and Harris, 2019). 
Potential benefits of implementing the recommended strategies
The recommended strategies help to increase the satisfaction level of the employees to enhance the employee retention to deal with the job switch intention of the workers. Moreover, the skill development program and workplace environment sustainability are capable of attracting more talents to join the firm and fill the staffing requirements (Ahmad and Scott, 2021). The inclusion of advanced technologies helps to reduce employee workloads and improve service quality. Increasing the engagement level of the workers with the strategies and improving the service qualities is going to increase the visitors pool in the Fairfield by Marriott Beijing Daxing Airport which in turn increases the profitability and company reputation (Teng et al. 2020). The Statistical audit helps to measure the performance of scheduled regular check-in facilities for assessing the success of the innovative technologies applied for employee benefit. 
Costs associated with the recommendation 
The cost for applying the strategies in the firm is 3,00,707.42 Chinese Yuan. Moreover, the company needs to attract funding to arrange the cost of implementing the recommended strategies to the firm for reducing the shortage of workers. 
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	SL No.
	Problem 
	Solution 
	Desired outcome 
	Time scale 
	Completion date 
	Planned budget 

	1.
	A shortage of workers 
	· Scheduling a meeting with the existing employees
· Research technological alternatives for reducing the workers' shortage 
· Creating a tracking system for managing the employee workloads 
	· Retaining skilled workforce
· Increase technological advancement in the hotel sector
· Increasing collaboration and engagement within the workplace 
	3 months 
	7/02/2024
	85916.41
Chinese Yuan

	2.
	Poor brand image 
	· Marketing initiatives for attracting a skilled workforce
· Social media engagement to increase the visits of foreign travellers 
· Influencer marketing for increasing funding for implementing change management strategies 
	· Reduction in worker shortage and workloads 
· Increased profitability by attracting customers with value-added services and social media awareness 
· Collaboration with influencers increases the brand value and popularity in the market 
	4 months 
	8/03/2024
	171832.8 Chinese Yuan

	3. 
	Lack of career opportunities 
	· Company policies rectification for supporting work-life balance among employees
· Increasing wages and benefits regarding increasing flexibility of schedule 
· On-job training process and recognition and rewarding 
	· Policies rectification helps to attract the job aspirants 
· Wage increment and added benefits help to build a better team with right set of communication
· Provides career advancement, leadership skills, inclusiveness, and shared value 
	2 months
	8/01/2024
	42958.21
Chinese Yuan 


Table 5: Action plan 
(Source: Sapience Pro, 2023)
Table 5 highlights the action plan for reducing the employee shortage, brand image issue, and lack in career advancement opportunities (Salama et al. 2022). The three-action plan helps to gauge the scope and time for reducing the worker shortage and incense the company's productivity, attracting new talents, retaining existing employees and increasing the rate of visitors. Moreover, the company focuses on enhancing the technologies for reducing employee workloads, sorting the right talents from job seekers, and improving the quality of services (Buttrick, 2009). 
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The consultancy report helps the client hotel to cope with the worker shortage issues and improve their brand image in the market. Sapience Pro test the products and services, current initiatives in the client organisation and employee engagement to excel the firm into a global consumer brand and increase investment returns (Sapience Pro, 2023). The consultancy firm evaluates the background of the client organisation to understand the causes of the issues and the impact of the issue on the feedback of the customers, company reputation, income and scope of the company. Moreover, the employee shortage issues reduce the performance level of the company in the market with a high competition rate (Zientara et al. 2023). 
The opportunity the client hotel provides the consultancy firm to prepare the consultancy report helps to increase the career advancement for the consultants and improve the reputation of the firm in the market. Moreover, the hotel can understand the PESTEL of China which helps them to expand the business in new locations evaluating the marketing potential and market trends (Benzaghta et al. 2021). The collaboration of the hotel and the consultancy firm in the particular project aids in exploring the benefits of partnerships for reducing organisational threats and increasing the return on investments. SWOT matrix on Fairfield by Marriott Beijing Daxing Airport presented by the consultancy firm helps the hotel to understand the thighs the company is doing well and mark the drawbacks arising from the workforce shortage issue (Marriott, 2023). TOWS matrix helps to improve the potential outcome of the strength of the firm and convert problems into solutions. 
The recommendations provided by the consultancy firm help to cope with the employee shortage issue and change management strategies are prescribed to encourage the staff to accept and adopt the changes in the firm after implementing the remedies. The change management strategies are quintessential for the Fairfield by Marriott Beijing Daxing Airport to prepare the existing employees to accept the caching technological assets of the firm and reduce job switch rates (Marriott, 2023). Moreover, the success rate of the presented consultancy report increases the dependency of the hotel on the consultancy firm which improves the consultancy firm's profile in the market. Businesses with similar issues like Fairfield by Marriott Beijing Daxing Airport can appoint a consultancy firm to reflect on the problems and find cost-effective solutions. 
The consultancy firm is thankful to Fairfield by Marriott Beijing Daxing Airport for giving them time and opportunity to research the company's performance throughout the year to understand the company's position in the market. Consultancy report helps the hotel to build prospective business opportunities by tracking real-time data and preparing initiatives for mitigating the employee shortage issue. 
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