







Organisational Consultancy 
Name of report: Organisational Consultancy- Level 6 
Student Name: Lidia Leva
Student ID: 2242891
[bookmark: _GoBack]  Module Leader : Neil Dyer


Table of Contents 
Executive Summary	3
Introduction	5
Background of the hotel	5
Background of the consultancy firm	5
Analysis	6
Analysis of the issue	6
STEEPLED Analysis	7
SWOT Analysis	10
TOWS Matrix	11
Recommendations	12
Potential Recommendations	12
Change Management Strategy	17
Measuring Reviews and Projected Benefits	17
Projected Cost Structure	18
Action Plan	20
Conclusions	21
Reference List	23




[bookmark: _Toc199873189]Executive Summary 
In this contemporary era, Hospital companies in the UK face, labour shortage become one of the major issues that directly harm organisational practices and operations. This study focuses on Oakview Hotel, a popular hospitality chain in the UK. Through this consultancy report, critical issues of labour shortage and potential recommendation strategies are explored. This study showed that after the pandemic and Brexit situations, companies in the hospitality sector in the UK face labour shortage due to stringent migration policies, diplomatic boundaries for the nation to work within the European Union, and evolving market environments due to the post-pandemic circumstances. The study showed organisation backgrounds and mentioned that Oakview Hotel is a 04-star hospitality company, which is located in the magnificent location of Bath. The industrial issue of labour shortage and related challenges are also faced by the company in this contemporary time. A shortage of housekeeping, operational and food and beverage department employees creates significant challenges for the company in the competitive landscape. These challenges directly influence organisational activities and service providing operations that harm its market reputation and customer satisfaction badly. The primary objective of this research was to identify the root causes behind the workforce shortage and analyse the impact of ongoing challenges on organisational practices. Additionally, the study also portrayed strategic recommendations along with an action plan for further development. This consultancy report utilised different types of strategic tools, including STEEPLED Matrix, SWOT Analysis and TOWS Matrix to analyse the situation and comprehend and death understanding by considering both external and internal influencing factors on the organisation’s overall performance. 
From the understanding and evaluation of STEEPLED Analysis, it has been found that different micro environmental factors influence the company, including social, economic, technological, environmental, political, legal and demographic factors, which are impacting the firm while operating in large-scale activities. From this analysis, it has been found that after the Brexit referendum, the European Union imposed different critical boundaries for the UK and introduced some different boundaries for the country for free trading throughout the European market. Just because of these strict regulations, UK-based companies face issues in getting labour supply from other European markets. As a result, labour shortage becomes a common issue for nearly all sectors. To identify micro environmental factors for the company, this study employed the SWOT analysis. By identifying internal strengths and weaknesses, the consultancy report tried to portray effective areas where the company needs to focus by adopting strategies and considering opportunities. This framework also portrayed external threats to the company and identified how these potential threats can be resolved and implemented in further development policies. In this contemporary situation, it becomes important to identify and analyse how potential strengths and opportunities can be utilised for achieving advantages in the marketplace. Through the TOWS analysis, this consultancy report tried to meet this requirement accordingly. The TOWS matrix is used to strategically develop management policies to meet industrial requirements and essential activities for further development. 
The recommendation part of the consultancy report showed strategic recommendations and their impacts, benefits, probable cost and implementation strategies accordingly. Based on the market situation, developing partnerships with alternative employment organisations, focusing on non-European candidates, establishing employee-engaging strategies and fostering strong branding, this consultancy report created strategic policies accordingly. This portion of the study also highlighted vital change management strategies by considering a relevant model, Lewin’s Framework. Additionally, it also discussed projected development, measuring policies and probable benefits. It is anticipated that through the proper implementation of policies, the company might be able to overcome its potential issues related to employee shortage and negative responses to employee retention. 
Establishing a proper Action Plan is important for organisations to implement recommended Strategies for development. In this consultancy report, the researcher developed an action plan by considering different identified issues, their probable solutions, projected outcomes, time frame and estimated costs. To overcome the employee shortage in the workplace, especially in different hospitality services, this action plan aims to implement strategic policies for developing strong partnerships with different institutions and conducting placement campaigns with skill development workshops. Simultaneously, the action plan also intends to apply effective strategies of advanced organisational branding to reach a huge number of potential talent from different workplaces. Through this strategy, it is anticipated that the company might get opportunities to enhance its brand reputation and popularity in the job market and get sufficient employees, even from local and outside marketplaces, to overcome issues related to employee shortage. Finally, the consultancy report concluded the findings and discussed how Oakview Hotel can obtain a strong market position without facing difficulties on employee shortage. Through digitalised strategies and globalisation policies, the company might also adopt opportunities that are also discussed in this study. 
[bookmark: _Toc199873190]Introduction 
The UK hospitality sector has faced plenty of problems and transformations in the last few years due to the occurrence of Brexit, COVID-19 and other issues (Cipd.org, 2021). The impact of these issues on the sector is evident in the shortage of skilled workers and experienced staff in the hotel industry. This issue is severe for small and medium-sized enterprises operating in the UK hotel sector, including Oakview Hotel. The hotel has recently faced fierce competition from other large hotel chains in the UK, and due to a lack of adequate capital, it has also limited access to international labour markets. Therefore, the purpose of this consultancy report is to evaluate the critical issue of labour shortage at Oakview Hotel in the aftermath of COVID-19 and Brexit, along with proposing strategic solutions and recommendations that will enable Oakview to navigate these challenges. 
[bookmark: _Toc199873191]Background of the hotel
Oakview Hotel is one of the most popular and independently owned hotels in the UK, boasting a 4-star rating. Its location is on the outskirts of Bath, Somerset, which is designated a UNESCO World Heritage city for its historic Roman Baths and architecture. The hotel began its operations in 2004, and it has been more than two decades since then. It offers 78 en-suite rooms, along with a fine dining experience, spa facilities, and extensive event space in the UK, catering to both corporate and leisure guests. The hotel also excels in delivering personalised and tranquil guest experiences to its customers, and it is known for its excellent customer service (Agoda, 2025).
However, in recent years, the hotel has been facing increased adversities in the recruitment and retention of staff in the operational, housekeeping and food and beverage sectors. This has impeded effective service delivery and customer service of the hotel and it now has to rely extensively on the agency staff. As a result of all these factors, the operational costs of the firm have also increased. The key reasons for which, there has been an increase in the operational costs of the company include Brexit and the pandemic which has forced plenty of professionals within the hospitality sector to leave their employment. 
[bookmark: _Toc199873192] Background of the consultancy firm 
The current research is created for SummitEdge Consultancy, which is one of the popular consultancy firms based in the UK and specialises in the areas of strategic advisory and strategic management for the leisure and hospitality sector. This consultancy firm has more than 15 years of experience working in the hospitality and hotel sector and has been effective in managing the issue of workforce management. The current research has opted for a data-driven and solution-oriented approach by combining rigorous environmental analysis and also providing practical implications for the eradication of the issue. 
The current study has considered a range of theories, models and frameworks including STEEPLED, SWOT and TOWS matrices for conducting the analysis. The macro-environmental factors which have led to the workforce shortage issue at Oakview Hotel have been analysed through the application of the STEEPLED framework. Moreover, the SWOT framework has helped in evaluating the internal strengths and weaknesses of the company along with identifying the key trends or opportunities in the hospitality sector. The TOWS matrix has helped in coming up with strategic options for the hotel in alignment with its strengths, weaknesses, opportunities and threats.
Thus, the overall aim of the current report has been to shed light on the labour shortage crisis faced by Oakview Hotel of the UK and analyse the factors responsible for the issue, along with the key market dynamics. The issue has been discussed in detail so that there is a proposal of a suitable action plan for eradication of the issue for Oakview Hotel. 
[bookmark: _Toc199873193]Analysis 
[bookmark: _Toc199873194]Analysis of the issue 
The labour shortage issue faced by Oakview Hotel has impeded service offerings and effective customer service at the firm. As studied by Innerhofer et al. (2025), the instance of limiting the restaurant hours by the hotel could be provided along with the lack of scalability of the housekeeping services due to which guest satisfaction in the firm has been affected. Thus, this issue increases the likelihood of frustration, dissatisfaction and resentment among the workforce, thereby, hampering customer loyalty.
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Figure: Shortage of skills among workers in hotel industry 
(Source: Innerhofer et al. 2025)
One of the strategies implemented by Oakview for combating this challenge is to increase the wage of the workforce and it has also aligned with the National Living Wage of the UK. As studied by Gov.UK (2025), the National Living Wage of the UK has increased to £12.21 hourly as of April 2024. Moreover, the costs of the hotel have also increased due to reliance on agency staff to fill skill gaps in the firm which has further put financial strains on the hotel. The impact of this is directly witnessed on inconsistent service quality as a result of which, the reputation of the company would be hampered in the long run. 
[image: ]
Figure: Minimum Wage standard in UK
(Source: Gov.UK, 2025)
There are multifaceted factors responsible for this issue including the Brexit of the UK resulting in changing immigration policies. Brexit has forced plenty of EU individuals residing in the UK to return to their home countries and only a few people had access to the UK for educational or employment purposes. Moreover, a number of workers have also been laid off or furloughed during the pandemic which has incurred a permanent adverse impact on the industry. The Reports of Office for National Statistics (2021) showed that 83% of the companies in the hospitality sector have faced issues related to vacancies. 
[bookmark: _Toc199873195]STEEPLED Analysis 
Social Factors
The UK hospitality industry is currently facing a significant shift in workforce attitudes. According to a 2023 report by UKHospitality, 65% of UK nationals view hospitality roles as having low status, low pay, and limited career progression (UKHospitality, 2022). The COVID-19 pandemic accelerated early retirement and career adjustments, particularly among older workers, resulting in a 15% decline in the experienced hospitality workforce in 2020 (ONS, 2023). This shift has created a recruitment gap that Oakview Hotel struggles to fill, as fewer home candidates show interest in historically demanding roles such as housekeeping and food service, exacerbating labour shortages across the industry.
Technological Factors
Technological advancements within the hospitality sector, such as contactless check-ins, AI-powered chatbots, and digital ordering systems, have primarily created opportunities to reduce labour dependency (Rydzik et al., 2021). However, for Oakview Hotel, the capital funding required to implement such technologies may be prohibitive. 
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Figure: Measure of Technological advancements within the hospitality sector in Uk
(Source: Molina et al., 2023)

Economic Factors
Economic instability in the UK continues to challenge the primary hospitality sector mainly. As of April 2024, inflation stood at 3.2%, elevating the cost of essential goods and services (ONS, 2024). Coupled with the National Living Wage increase to £12.21 in keeping with the hour (Gov.UK, 2024), Oakview Hotel faces mounting operational charges. These rising prices, along with reduced family disposable income, have led many clients to cut back on discretionary spending, including tours and amusement. 
Environmental Factors
The environmental sustainability agenda is one of the increasingly influential consumer and employee preferences. Potential recruits may be particularly attracted to businesses that demonstrate a commitment to various forms of green practices. Oakview Hotel, being a property located near a UNESCO heritage site, could capitalise on its proximity by offering eco-tourism services. However, sustainability initiatives may also require upfront investments in electricity-green infrastructure, posing an additional monetary undertaking during a time of labour crisis.
Political Factors
Post-Brexit immigration rules have reshaped the UK labour market, particularly through their impact on the hospitality sector. The introduction of the points-based immigration system in 2021 prioritises high-skilled roles, except for many essential hospitality positions, such as housekeeping and kitchen staff (Home Office, 2021). According to UKHospitality (2023), over 60% of resorts reported recruiting for access-degree roles due to a decrease in the admission of EU citizens. Oakview Hotel, lacking the size to sponsor workers from distant places, is disproportionately suffering from those restrictions, resulting in severe staffing shortages. 
Legal Factors
The UK's legal obligations regarding fair wages, employee rights, and workplace safety have added various levels of compliance responsibilities for hotels. Oakview Hotel must ensure adherence to employment laws, including the latest updates to minimum wage rules and worker protection mandates. Non-compliance should bring about penalties, reputational damage, and operational disruptions.
Ethical Factors
There is growing pressure on hospitality organisations to provide ethical working conditions (Papadopoulos et al., 2021). Ensuring truthful pay, a work-life balance and inclusive employment practices is no longer just a legal requirement but a moral imperative. Oakview Hotel's reliance on the business enterprise body of workers, while important, raises concerns about consistency in labour practices, benefits, and process security, which may reflect poorly on its brand image.
Demographic Factors
The ageing UK population and the reduced influx of young international workers have caused a mismatch in supply and demand within the hospitality sector. With fewer, more youthful individuals entering the industry, Oakview Hotel faces recruitment challenges, especially for physically demanding roles such as housekeeping and food service.
[bookmark: _Toc199873196]SWOT Analysis 
Strengths
· Oakview Hotel holds a strong reputation as a four-star, independently well-managed property that offers a unique and personalised form of guest experience.  
· Situated near the ancient metropolis of Bath, a UNESCO World Heritage Site, the resort benefits from a steady stream of vacationers looking for cultural and wellbeing-cantered remains (Buttricket al., 2009).
· The hotel also boasts 78 en-suite rooms, excellent eating options, a spa, and event spaces catering to each amusement and corporate shop. Over two long periods of operational excellence, the lodge has established itself as a trusted provider in the local hospitality landscape. 
· Its focus on tranquil and customer-centric provider transport has earned it high visitor satisfaction rankings. Furthermore, the hotel has taken proactive steps by aligning wages with country-wide requirements, demonstrating its commitment to employee well-being and legal compliance.
Weaknesses
· Despite its strengths, Oakview Hotel is constrained by financial limitations, which affect its main capacity to compete with larger chains that have access to global recruitment markets as well as advanced technologies (Burneset al., 2014). 
· The hotel’s overdependence on the brief and employer body of workers ends in inconsistencies in provider shipping and multiplied operational fees. 
· A loss of scalability in its internal HR and recruitment strategies also hampers its capacity to respond to fluctuating demands. Limited funding for digital transformation tools, as well as automation and workforce training systems, has also limited the resort's ability to offset labour shortages through technological approaches. 
· Additionally, gaps in the centre and decreased control stages have contributed to declining morale and productivity among workers.
Opportunities
· There is a significant opportunity for Oakview Hotel to differentiate itself through the process of promoting sustainable tourism, as well as green hospitality practices, aligning with the growing environmental consciousness among various travellers. 
· As digital technology becomes more accessible, more resorts can implement solutions that include personalised booking systems, virtual concierge offerings, and comprehensive cost management systems, reducing dependency on physical labour. 
· The home tourism market, encouraged by the price-of-living crisis and global travel regulations, presents an opportunity for hotels to attract more UK-based guests through targeted marketing (Noordzifeet al., 2014).
· Collaboration with nearby schools and vocational training centres may additionally assist in establishing an inner expertise pipeline and reducing dependency on outside recruitment agencies.
Threats
· The most immediate threat facing Oakview Hotel is the primary chronic labour shortage triggered by Brexit and also the pandemic. 
· The evolving criminal and regulatory panorama, along with minimal wage increases and more stringent health and protection requirements, continues to elevate operational costs. 
· Competition from large hotel chains and digital lodging systems like Airbnb threatens Oakview's market share, mainly due to inconsistencies in its service delivery (Whittington,et al., 2020) . 
· Furthermore, financial instability and inflation can also reduce customer spending on travel and entertainment, leading to lower occupancy rates and profitability.
· The hotel is also vulnerable to reputational harm if the provider continues to say no due to staff shortages, which can impact customer loyalty and long-term growth.
[bookmark: _Toc199873197]TOWS Matrix 
	Opportunities (O)	Threats (T)
Strengths (S)	Strengths-Opportunities (SO)	Strengths-Threats 
	Emphasising the hotel’s sustainable practices and eco-friendly spots to promote sustainable and ethical tourism practices to attract environmentally conscious tourists. 	Enhancing digital presence by promoting customer services and positive customer reviews to reach more customers. This approach might create self-services for tourists and reduce over-dependency on employees (Oakviewgroup, 2024). 	The company can utilise its strong brand image and support from a huge customer base to expand its operations in the competitive environment. 	Utilising brand identity along with different loyalty programs to reduce potential market risks and suppress limitations of employees. 	Focusing on personalised guest services to obtain competitive advantages in the international hospitality industry. 	To become more competitive in this tight competitive market, the company needs to foster its guest-engaging approaches accordingly. 		
	Weaknesses-Opportunities (WO)	Weaknesses-Threats (WT)
Weaknesses (W)	By developing strategic partnerships with local employment hubs to collect potential talent from different locations. Moreover, the company can also collaborate with different universities to conduct employment campaigns (Innerhofer et al. 2024). 	The company also needs to focus on self-service kiosks to avoid detrimental impacts due to a shortage of labourers. 	By availing financial support from banks and other organisations, the company can increase its financial abilities to expand operations. 	Developing HRM strategies to adopt the latest employment considerations to enhance abilities in developing talent acquisition policies. 


[bookmark: _Toc199873198]Recommendations  
Based on the situation of limited employee resources in the organisational workplace, Oakview Hotel needs to consider several recommended strategies and also change management policies to obtain success and competitiveness in the marketplace. 
[bookmark: _Toc199873199]Potential Recommendations 
Implementation of Talent Acquisition Policies by Partnering with Local Institutes and Placement Firms 
Impact: According to the research work of Portes and Springford (2023), it has been identified there after the pandemic and Brexit situations, companies in the UK market phase difficulties in attracting higher potential talent from wider marketplaces. Being a large UK-based hospitality firm with a business issue of limited workforce resources, Oakview Hotel Chain need to focus on a reliable local employee base. Based on the opinion of Opada et al. (2024), it can be recommended to the company to develop partnerships with local placement firms, institutes, including management and engineering universities, to attract fresh potential talent and enhance their skill sets to be successful employees in multiple hospitality responsibilities. 
Implementation Stages: To make the process applicable, the company needs to consider multiple implementation steps (Burnes, 2014). In the initial step, the company needs to establish partnerships with local colleges and universities for conducting workshops, apprenticeships and vocational training programs. After completing this, the company needs to establish recruitment campaigns. Based on the results of candidates, who have participated in these campaigns, the organisation needs to employ them in temporary services. Based on performance in temporary services, the company needs to employ them in actual organisational workplaces.
Success Measurements: The company can measure its success by considering some key performance indicators, including a tracking process to evaluate employee satisfaction rates, retention rates and staff engagement rates. By analysing the results of the shift from temporary to permanent employees, the company can measure its success rates in ethical employment practices. 
Benefits: As per the opinion of Whittington (2020), it has been found that involving the local workforce base is considered as a supportive CSR strategy, which might benefit organisations to enhance reputation and abilities to attract potential talents from local markets. Thus, by establishing localised employment channels, the company can enhance its reputation in the competitive market as an ethical recruiter. Conversely, this strategy will also help the firm to reduce dependency on third-party firms in hiring processes. 
Cost: It has been anticipated that the organisation might need the cost of £20,500 to £55,000 annually for conducting hiring campaigns, training programs and partnership expenses. For better actions, the company might take governmental support (post-pandemic grants). 
Establishing Attractive Employment Benefits with Appreciations and Work-Life Balance 
Based on the research work of Kipping and Clark (2012), it has been observed that by establishing attractive employment benefit programs, such as proper wage systems, fair salary policies, rewards and acknowledgement. To overcome the problems related to limited employee bases and staff dissatisfaction, Oakview Hotel needs to emphasise employee attraction policies, such as proper working schedules, monetary benefits and work-life balance throughout its workplaces. 
Impact: According to the research work of Ahamad et al. (2022), the implementation of employee attraction policies, including fair wage policies, proper working schedules, appreciation strategies and establishing work-life balance, an organisation can enhance its abilities to attract more potential talent in the workplace and reduce the level of employee dissatisfaction. By maintaining this recommended strategy for further development, it is anticipated that the company will be impacted in a positive way. 
Implementation Strategies: To implement employee-engagement strategies, the company might consider feedback platforms and software for establishing rotational shifts for employees. After implementing these platforms in workplace settings, the company needs to adopt scheduling worksheets to create a constructive routine for employees. Here, it can be recommended that the company should focus on rotational shifts for employees to offer uninterrupted customer service and stress-free working distributions for employees. After completing these essential steps, the company might consider an Employee Assistance Program application to ensure constant employee support and develop an employee-engaging interface. 
Measurement: By involving some specific heat performance indicators, the company needs to evaluate its effort by tracking employee turnover rate within fixed intervals, analysing absenteeism rates, and also evaluating employees’ satisfaction rates. It can also be stated that the company needs to evaluate tourists’ feedback and analyse operational effectiveness by analysing guests’ satisfaction rates. 
[image: ]
Employee Engagement Policies
(Source: Garcia, 2025)
Benefits: According to the perspective of Herr et al. (2022), it has been identified that by establishing employee-engaging workplace practices and job styles, companies can easily attract potential talent from different resources to develop their strong employment base. Based on these identifications, it can be anticipated that by implementing employee-engaging strategies, including proper work-life balance, efficient workplace practices and reward policies, Oakview can easily attract potential candidates as employees and overcome its limitations related to insufficient employees in the post-pandemic situation. 
Cost: It is expected that the company will need to implement nearly £3,500 to £5,000 for buying and maintaining scheduling software every year. On the other hand, it is anticipated that the company might need to use nearly £20 to £30 on different employee support practices. Thus, it can be recommended that the company needs to use approximately £4,000 to £5,000 yearly for overall development and maintenance, related to engagement strategies. 
Developing Employer’s Branding Programs 
Impact: As opined by Garcia (2025),  to attract potential talent as employees within the workplace, companies need to develop their brand identity and promote them to achieve success. These strategies can efficiently impact organisations’ ethical sourcing programs and overcome the scarcity of employees. Being a popular international hotel chain, Oakview has brand value in the competitive marketplace. To foster organisational brand values, the company is recommended to adopt ethical employment policies, community-driven employment programs, sustainability efforts in employment and local community-focused hiring policies. 
Implementation Strategies: For developing the employer’s brand value, Oakview Hotel needs to conduct repetitive social media campaigns along with physical campaigns to reach more people about its ethical employment policies, practices and benefits, related to workplace culture, democratic practices and employees’ reviews on their employment. Through these social campaigns, the company needs to offer its employment benefits, reward policies, career development opportunities and seasonal promotion thoroughly. Based on the perspective of Reis et al. (2021), it has been identified that through proper branding practices, an organisation can enhance its attractiveness in front of potential candidates. In the post-pandemic and post-Brexit situations, the organisation also needs to focus on non-European talent, especially those who are studying or residing in the country and looking for a placement. 
Measurements: To measure the success of the branding strategies, the company firstly needs to analyse and evaluate social media engagement metrics and identify how many audiences are viewing, following and sharing its posts and content. Apart from this, the company also needs to identify and analyse new job applications within 06 months intervals to determine how many new people are attracted by the company’s employment policies. 
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Organisational Talent Management Through Branding Strategies 
(Source: Reis et al. 2021)
Benefits: By developing a strong brand identity, companies can easily enhance their reputation, customer trust factors and competitiveness in the marketplace. For Oakview Hotel, it can be said that through branding strategies through social media and physical campaigns, the company can achieve success in developing visitors’ trust and brand reputation. Based on the opinion of Nanjundeswaraswamy et al. (2025), ethical branding and sustainable employment policies also help the firm to obtain governmental sanctions.  
Costs: Social media campaign is one of the most effective and budget-friendly branding strategies that organisations consider to promote their product, services or brands. It is estimated that for online brand promotions, the company might need £1500 to £2500 per year for maintenance and £15,000-£20,000 for salaries of digital media marketing employees. 
[bookmark: _Toc199873200]Change Management Strategy 
According to the perspective of Errida and Lotfi (2021), it has been observed that after recommending efficient policies for further development, it is important to determine the most appropriate change management and change implication policies accordingly. In real-world scenarios, different change management theories and frameworks are widely popular. Among these alternatives, it has been found that Lewin’s Change Management Model will be beneficial for this organisation. Based on Lewin’s Change Management Model, companies need to consider three fundamental steps, including Unfreezing existing strategies, implementing Changes and Refreezing them to get proper outputs (Amina et al. 2021). 
Unfreezing 	To overcome the shortage of employees inside the workplace, Oakview Hotel needs to adjust its operations by attracting potential candidates from local markets. For this purpose, the company needs to reorganise its employment channels and practices. Additionally, the organisation needs to explore multiple channels to hire employees and develop a strong brand reputation by using social media campaigns. For these initiatives, the company needs to explore a variety of new strategies, so that this initial phase will be named as the unfreezing phase in Lewin’s Model. 
Change 	After unfreezing different stereotypical and ongoing operations, the company needs to utilise different channels to conduct employment programs, reconstruct its employee-engagement practices, workplace flexibilities, time management approaches, develop connections with non-European aspirant candidates for employment and develop partnerships with different colleges and universities to get potential talent. Though this phase is acting as a changing player within the company’s operations, this phase will be identified as the Change phase as per Lewin’s Model.
Freezing	Based on Lewin’s model, the freezing stage refers to the process of solidifying adopted changes throughout the workplace. In this context, after implementing changes in the workplace, Oakview Hotel needs to acknowledge the adopted changes and initiate new operations with updated operational policies. In this phase, the company can focus on non-traditional approaches to hiring employees and attracting a larger employee base from wider areas. 


[bookmark: _Toc199873201]Measuring Reviews and Projected Benefits
Measuring Reviews 
According to the perspective of Abrahams et al. (2024), it has been observed that for ensuring the effectiveness of recommended strategies for father development, companies need to initiate strong and effective performance review systems. Oakview Hotel also needs to implement such measuring strategies by considering multiple key performance indicators. Based on the aforementioned recommendations, it can be said that this hotel chain needs to analyse employee turnover rates within every 6-month interval. Additionally, the company also needs to identify employees’ absenteeism to determine whether employees are engaged with the organisation's activities or not. Based on the perspective of Abrahams et al. (2024), it has been found that to measure performance, an organisation needs to analyse other competitors’ current performance rates and determine which areas need to be developed to become sustainable. Here, for Oakview Hotel, the company needs to analyse and evaluate the organisational operations of Premier Inn, JW Marriott and other hospitality companies and determine which strategies will be beneficial for the company to develop its guest satisfaction rates. Additionally, the company can measure its success rates based on employee engagement and retention by conducting employee surveys and collecting their responses to identify which strategies need further development. 
Projected Benefits 
On the projected recommendations, it can be anticipated that by considering these strategies, Oakview Hotel might obtain a handful of benefits and opportunities to enhance its operations in a tight competitive environment. Firstly, through independent talent acquisition strategies and developing partnerships with different institutes, the company will benefit by reducing over-dependency on third-party employment hubs. With this strategy, the company can easily develop campaigns and train fresher candidates to employ a skilled workforce. Conversely, by focusing on non-European candidates for employment in these organisational areas, the company can overcome its contemporary business issues throughout its workplaces. By strong branding approaches, the company can reach a wider audience range and attract them as aspirational candidates. As a result, the company can get access to many potential talents and involve them in the workplace to overcome its limitations regarding the sufficiency of employees. Finally, ethical employment targets might help the company to increase its brand reputation in the market and attract more talent from different marketplaces. 
[bookmark: _Toc199873202]Projected Cost Structure 
Recommended Areas of Investment 	Estimated Annual Cost 
Campus Interview Programs 	Campaigning and Training Programs 	Implementation of Digital Tools 	Maintenance of Digital Devices 	Social Media Campaigns 	Branding Programs 	Employee-Encouragement Programs 	Employee Value Proposition Programs 	£1,200	£11,000	£7,000	£6,500	£3,300	£6,700	£15,500	£11,000
Projected Total Costs	£62,200

[bookmark: _Toc199873203]
Action Plan  
Number	Problem	Solution	Desired Outcome	Time Scale	Completion Date	Planned Budget
1	High rate of employee turnover in the food and beverage department along with housekeeping	The solution that the hotel should implement is to form partnerships with the local vocational colleges and training organisations. The intent is to create a talent pool of workforce and for that, they could be provided with internship or employment opportunities which would pave the way towards their career development.	The outcome of this would be witnessed in the building and development of a sustainable recruitment source. Moreover, this would also culminate in a reduction of employee turnover rate in the concerned sector along with bringing improvement in staff performance and retention.	3-4 months	15.10.25	£10,000
2 	Limited workforce after the Brexit situation due to complicated international trade diplomacy. 	Implementation of strong branding to attract potential candidates from different geographic areas. By focusing on non-European candidates as employees and attracting them to join the workplace. 	It is anticipated that the company will get sufficient employees in its operational areas. By focusing on a non-European employee base, the company might get opportunities to overcome complicated international business barriers, due to the Brexit event. 	04-05 months 	15-10-2025	£16,000
3	Less employee motivation in the workplace due to inefficient motivation strategies. 	By developing different employee engagement practices, including proper work schedules, reward strategies and ensuring work-life balance for employees. 	Through the implementation of employee motivation strategies, the company will get positive results in employee retention. Additionally, through motivated workforce, the company will be able to enhance its productivity levels. 	05-06 months 	11-11-2025	£21,000


Table: Action Plan
(Source: Created by Author)
[bookmark: _Toc199873204]Conclusions  
In the course of doing this consultancy report, there is valuable insight gained about the human resource and operational challenges faced by Oakview Hotel. There is evidence-based analysis conducted about the specific issue faced by Oakview Hotel and in the course, the key issue identified is labour shortage due to the pandemic and Brexit as a result of which, plenty of other issues have also been faced by the hotel including lack of employee engagement, staff turnover and customer experience. There is also the identification of high turnover rates of the workforce in the hotel due to which the functioning of the important departments such as food and beverage, and housekeeping is hindered. There is also service inconsistency resulting in high resentment and dissatisfaction among the customers. Thus, this data and analysis accords with the key trends prevalent in the industry and are also indicative of the internal issues in the operations and HR departments of the firm such as limitation in career growth opportunities, low morale and satisfaction among the workforce and unclear communication between leadership and the different departments.  
 Additionally, the weakness of the hotel in terms of employee development strategies and onboarding procedures has also been highlighted where plenty of new joiners in the hotel have reported a lack of support and assistance from the senior hotels due to which their motivation and productivity are hampered. There is also a dearth of structured mentorship and training programmes due to which, the level of confidence among the workforce is low, resulting in their dissatisfaction. The internal stakeholders of the hotel have also provided feedback which addresses the need for implementing a more proactive approach which would turn out to be beneficial for enhancement of employee engagement through regular feedback mechanisms, career growth opportunities and recognition schemes. These aspects are considered to be immensely beneficial for boosting retention and also maintaining high service standards which would contribute to the competitive advantage of the hotel in a highly competitive hospitality sector of the UK.
The current consultancy report also provides a range of recommendations which would enhance strategic goal accomplishment and the operational structure of the firm. For instance, there could be partnerships formed between the hotel and other employee development institutions which would help in the development of the talent pool of the workforce. This would also help in addressing the major issue of staff shortage in the hotel along with creating a supportive and community-oriented workplace environment. Thus, the recommendations provided aim to reduce the turnover rate among the employees and also provide them with the necessary skills and knowledge in order to work in an environment where there is a shortage of labourers. This would help in enhancing customer perception and reinforcement. Moreover, the recommendations provided for the hotel for eradicating the issue of labour shortage amidst Brexit and COVID-19 include implementation of talent acquisition policies along with provision of work-life balance and rewards and benefits to the workforce. Additionally, employer branding programs could also be implemented and there should be targeting of candidates from foreign countries who do not belong to EU countries as that would help in mitigating the issue of labour shortage resulting from Brexit. In the course of providing the recommendations and action plan, the factors of feasibility, cost and time have also been considered for effective change implementation without disrupting the existing operations. The implementation approach proposed in the report would be applied in a gradual way to ensure employee well-being and gain competitive advantage. 
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