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[bookmark: _Toc201170327]Executive Summary
This consultancy report covers a detailed review of Club Med Opio en Provence, which is well-known and part of the Club Med brand and is located along the French Riviera. Recently, internal problems at the resort have hurt its employees and work processes, leading to high levels of exhaustion and people quitting their jobs. As a result of these problems, staff are less motivated, operations are less effective, and guests are less satisfied. This report will examine these problems, understand their reasons, and suggest evidence-based solutions that improve employee life, decrease turnover, and restore the company's performance.
It is well known for being family-friendly and providing guests with swimming pools, spa facilities, sports areas, and childcare. Yet, while the resort serves guests very well, it currently has management issues. Staff comments, interviews and observations have identified that many employees feel unhappy and tired and that workforce planning is not always adequate, with childcare services facing the biggest issues. There is a significant problem for the resort in handling large workloads, offering good breaks and supporting team members' mental health, especially when tourists are most plentiful.
The report's analysis section examines how these workforce problems affect operations. Employee burnout manifests as tiredness and stress, which result in less productivity, more days off, and mistakes that put guests at risk. When employees change jobs frequently, the organisation must spend more on recruitment and training. This problem gets worse when people from different cultures try to communicate because non-English speakers experience even more difficulties and job-related stress.
The report applies the STEEPLED framework to cover all the external elements impacting the resort. The mix of employees and the resort’s focus on family life result in special societal stresses. A lack of proper scheduling and wellness monitoring tools increases the problem of imbalanced workloads. Companies bear high turnover costs and must keep up their service no matter how the economy changes. All businesses must obey French labour laws, covering the length of workdays, time off, and worker welfare. A responsible resort should work to keep the workplace safe and encouraging for everyone. Understanding the diversity of the workforce helps explain why effective management can reduce workers leaving the organisation.
According to the SWOT analysis, Club Med Opio en Provence is strong because of its respected brand, ideal location and numerous attractions that please many guests. At the same time, problems like understaffing, bad communication, and little technology use put the resort’s operations at serious risk. Improvement can be found by using new technologies and revising employee engagement plans. Strict labour rules, an uncertain economy and seasonal changes that cause work pressure threaten the industry.
The report with the help of Eminence Strategies a consultancy firm proposes five critical actions as a result of these insights. It suggests supporting employees completely by including mental health support, holding stress management sessions and introducing official breaks to decrease burnout. It also means spending on technology that helps with scheduling and wellness so that we can better manage our team and track their well-being in real-time. Besides, offering employees training, mentorship, and incentives tied to their performance will boost their happiness at work and improve their chances of staying. If employees feel leaders are transparent and open about communication, trust and better company culture will increase. Competitive pay and benefits packages help a business attract and hold onto skilled employees in the harsh hospitality industry.
The report states that structured change management using Kotter's 8-step model is critical. It requires encouraging people to address workforce issues now, forming a team of influential leaders and employees, making a clear plan for the future, helping employees participate in change, achieving some quick results to build support, improving these results, and making sure the new practices remain a part of the organisation's way of working.
Each issue is matched with a solution, desired outcome, timeframe for execution, and cost estimate. According to the forecast, spending about £60,000 a year on these recommendations will help the company save money by lowering staff turnover and boosting productivity.
An impact review strategy is prepared to monitor progress and hold everyone accountable. This means measuring monthly KPIs, including turnover rates, people who do not come to work, satisfaction scores for staff and guests, and costs in recruitment and training. Staff members are surveyed anonymously, existing employees are interviewed, guest comments are collected, and data comes from scheduling and wellness tools in real-time. Having quarterly review sessions with managers and representatives helps the organisation keep adapting. Surveys or meetings will help create ongoing communication between employees and the company.
These strategies are expected to lead to a fitter and more motivated team, less need for new hires, improved ways of working higher-quality services, and happier guests. These enhancements will help Club Med Opio en Provence become more highly regarded, stronger in the market, and more sustainable. This report introduces a well-designed and research-backed model that fits the challenges at Club Med Opio en Provence. When the resort deals with any management problems from within, supports its workers and makes operations more efficient, it can again be recognised as a top hospitality destination. 

[bookmark: _Toc201170328]Introduction 		
A strong, energised, and well-cared team supports the successful delivery of quality guest experiences within the hospitality industry. Club Med Opio en Provence is a very popular and highly regarded resort nestled deep in the scenic hills of the French Riviera. Now, the organisation is caught in social strife with some serious undercurrents of internal management incompetence and poor operational planning. The result has been two major consequences in the organisation, namely employee burnout for most members and alarming turnover in the organisation (Buttrick, 2009). The consultancy report, commissioned by Club Med Opio en Provence, endeavours to explore the major internal management weaknesses and provide effective strategic measures for enhancing employee welfare, improving retention, and restoring a healthy organisation.
It is a family-friendly resort whose package is unending hospitality amid a 50-hectare estate filled with olive groves and pine forests in southeastern France. It is located about 30 km from Nice Côte d'Azur Airport. The resort boasts 431 rooms and provides different types of services ranging from family, couples, and corporate. As a flag property for the famous international Club Med brand, popular for its top-rated vacations in more than 70 resorts across the globe, Opio en Provence possesses a high reputation for excellence, cultural immersion, and bespoke hospitality (Club Med, 2025a). The resort provides a variety of amenities, which include a few swimming pools and wellness centres, restaurants, bars and lots of sports and kids' clubs like the Petit Club Med for toddlers (Siwek et al., 2022).
However, while everything seems perfect with guest experience delivery within the resort, internal operational difficulties have just begun to affect normal functioning. Interviewing, feedback surveys, and observational data indicate a pattern of employee dissatisfaction, emotional burnout, and systematic weaknesses in workforce planning (Kumareswaran, 2023). Staff, especially caregivers in child services, tend to complain about extremely heavy workloads compounded by short breaks and emotional burnout, especially during peak seasons. Lack of wellness support and a few poor opportunities for professional development make bad managerial communication a challenge (Tripadvisor, 2025). The company is dedicated to empowering resorts and hotels in all areas of Europe. Thus, beyond addressing their internal inefficiencies toward achieving resiliency in the long haul by people-first strategies and data-informed decision-making.
Currently present with Club Med Opio en Provence are bottlenecks like overstretching employees leading to undesignated workers leaving the company at high rates, which in turn puts up precious hurdles to the well-being of employees as well as the quality and financial efficiency of operations in the hotel. The high level of turnover leads to inflated costs for recruitment and training, among other costs related to the loss of team spirit and a lack of institutional memory (Noordzife, 2014). At the same time, burnout causes low performance among staff, hypes absenteeism, and leads to reduced guest satisfaction, which eventually destroys the reputation and trust in the resort brand (TripAdvisor, 2025). There will be no single solution to addressing these issues. The purpose of this report is to offer a holistic analysis of the underlying causes and the impact, and evidence-based recommendations for organisational development and reform (Burnes, 2014). Both internal and external factors shaping staff management at the resort will be examined in the paper.
The report will employ the following frameworks to develop an insightful diagnosis of the concerns, including the STEEPLED analysis that will be used in analysing the broader environmental and external factors impacting the staffing challenges of the hotel. This involves important categories, namely Social, Economic, Technological, Environmental, Demographic, Legal, Political, and Ethical that relate to hospitality in France. Secondly, SWOT Analysis will determine the internal weaknesses and strengths of the hotel and the opportunities and threats that are likely to occur and this will influence the future strategy of the hotel. This is expected to perceive the resort’s current situation in a balanced way (Benzaghta et al., 2021). Finally, the SWOT analysis will form the foundation of the TOWS Matrix, and the TOWS Matrix will provide strategic responses in terms of how it can align its internal strengths and weaknesses to the external challenges and opportunities that it is likely to encounter. This project is assisted by Eminence Strategies a consultancy firm which will assist in translating the problems at hand into action plans (Fitriani, 2022). Therefore, the findings of this report will be based on best practice within the hospitality sector, academic literature, and industry information, reflecting that the suggestions are realistic and obtainable. The long-term goal is to help Club Med Opio en Provence turn current challenges into sustainable areas for improvement.
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[bookmark: _Toc201170330]Impact of the Issue on Hotel Operations 
A lack of motivation and high turnover in Club Med Opio en Provence have had a lot of impact on the operations of the resort, due to the increased levels of burnout that involve exhaustion and decreased effectiveness at work, which results in low-quality service delivery and unsatisfied guests.  Schwepker and Dimitriou, (2022) show results in turnover intentions among employees, which distort service delivery among hotel employees and, hence, the guests.  High staff turnover costs are associated with staff turnover because it brings about the loss of experienced employees, which implies that organisations incur more funds on recruitment and staff training. In this study, Alananzeh et al. (2023) show that the turnover cost per employee in the hospitality industry is equal to three times the employee’s salary. Frequent staff changes harm morale and productivity among individuals in the resort industry, hence limiting the provision of constant service.
In addition, there are no proper rest breaks and shift right issues that make the staff easily fatigued, exposing the facility to a high risk of errors and accidents. Not only does this harm the employees, but it also endangers the guests, especially in places that require vigilance, such as childcare services. Lack of wellness or mental health support systems makes it worse, as the employees struggle to find ways to deal with stress (Ma et al., 2021). This results in the promotion of an environment that falls short of expectations, resulting in employees not feeling motivated to work for their employers any longer, leading to high turnover rates. Management practices and the support systems of the staff should be improved so that these issues will not recur at Club Med Opio en Provence. Such problems result in lowered quality of service given to guests, higher operating costs, and safety hazards.
[bookmark: _Toc201170331]Root Cause 
Club Med Opio en Provence experiences excessive employee burnout rates and high turnover because managers provide inadequate oversight and fail to create effective plans. The hotel suffers from staffing shortages, mainly in childcare, which results in overworked staff who receive inadequate rest time (Mukwevho et al., 2020). Employee effectiveness suffers greatly because there is no adequate training or support system that exists alongside the limited resources available to staff. Non-native English staff experience communication difficulties with guests, which generates higher job-related stress and dissatisfaction for employees. Research by Yurur et al. has revealed findings Research by Yurur et al. (2021) shows that hospitality employee performance decreases because of both psychological and demographic factors affecting language fluency and team cultural diversity. 
An employee dissatisfaction from limited career development and recognition systems drives employees to seek employment elsewhere. Staff members lose their sense of value combined with minimal career advancement options that leads them toward job transitions. Insufficient leadership support combined with understaffing creates work environments where employees become isolated because appropriate performance support systems are not in place. Insufficient workforce management at Club Med Opio en Provence results in staff vacancies and insufficient training that produces communication problems and career development issues (APS, 2022).
[image: ]
Figure 2 Fishbone Diagram Identifying Causes of Burnout and High Turnover at Club Med Opio en Provence 
(Source: Author, 2025)
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Table 1 STEEPLED Analysis
	Factor
	Description

	Social
	The resort’s culturally diverse staff, many of whom are non-native English speakers, face communication challenges, leading to job dissatisfaction and increased stress. The family-friendly atmosphere places extra demands on staff, especially in childcare roles, contributing to burnout during peak seasons (Robertson et al., 2023).

	Technological
	Club Med Opio en Provence has not fully embraced technological tools like employee scheduling software or wellness apps. These systems could manage workloads and improve employee wellbeing, and their absence exacerbates stress and burnout, as staff continue to work long hours without adequate support (Namita Priya et al., 2024).

	Economic
	High staff turnover leads to significant costs in recruitment and training, straining financial resources. The resort also faces challenges in maintaining quality service while managing these rising costs, especially during periods of economic uncertainty (Shi et al., 2021).

	Environmental
	The resort’s scenic location in the French Riviera attracts guests but also results in seasonal demand fluctuations. During peak seasons, the increased workload on staff leads to stress, burnout, and fatigue, which negatively impacts service quality and guest satisfaction (Grobelna, 2020).

	Political
	France’s labor regulations require the resort to ensure proper employee welfare, including work hours, rest periods, and mental health support. Non-compliance with these regulations could lead to legal challenges, public backlash, and further operational strain (Martini et al., 2021).

	Legal
	French labor laws enforce guidelines on work hours and rest periods. Failure to adhere to these regulations could result in fines, lawsuits, and damage to the resort’s reputation, ultimately affecting operational efficiency and sustainability (Maliha Meharin Busra, 2024).

	Ethical
	The resort has an ethical responsibility to care for workers wellbeing and balance their work life. Lack of proper wellness support systems could harm the company’s reputation as a responsible employer and contribute to high turnover and dissatisfaction (Varga et al., 2021).

	Demographic
	The diverse workforce, particularly non-native English speakers, faces communication challenges, which increases stress, disrupts team cohesion, and contributes to high turnover and burnout. Effective management of this diversity is key to improving employee performance and retention (Capatina et al., 2024).
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Figure 3 SWOT Analysis
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Table 2 TWOS Analysis
	Strengths
	Weaknesses

	Established and globally recognized Club Med brand, attracting guests from around the world.
	Frequent employee departures result in higher expenses for hiring and training (Ghani et al., 2022).

	Prime location in the French Riviera, offering a picturesque environment and a tranquil atmosphere.
	Prolonged working hours contributing to staff exhaustion, insufficient rest, and high workload, especially during peak seasons (Steffey et al., 2023).

	Wide range of amenities (pools, wellness centers, sports facilities) enhancing guest experience.
	Communication issues with non-native English-speaking staff, leading to stress and dissatisfaction.

	Strong reputation for family-friendly services and bespoke hospitality.
	Lack of technological tools for employee workload management and wellbeing (e.g., scheduling software, wellness apps).

	Opportunities
	SO (Strengths-Opportunities) Strategies

	Enhance employee welfare by improving workload management and rest periods.
	Leverage Club Med's brand reputation to promote wellness initiatives and staff well-being.

	Implement technology such as employee scheduling software and wellness apps.
	Utilize the prime location and amenities to developed an efficient environment for work that supports staff welfare and productivity (Shehata et al., 2023).

	Expand staff development programs to foster retention and loyalty.
	Use the resort’s wide array of services and facilities to offer staff training and development opportunities.

	Increase wellness offerings to attract a broader market and improve brand image.
	Market wellness programs as part of Club Med’s strong reputation for family and relaxation, creating a holistic experience for employees and guests alike.

	Threats
	WO (Weaknesses-Opportunities) Strategies

	Strict labor laws in France that could lead to legal consequences if employee welfare standards are not met (Giousmpasoglou, 2024).
	Improve compliance with French labor laws by implementing better workforce management and wellness programs.

	Seasonal demand fluctuations leading to high pressure on staff and potential service degradation.
	Address seasonal pressure by improving workforce scheduling using technological tools.

	Economic uncertainty impacting recruitment and training budgets.
	Use available resources to optimize training programs and ensure cost-effective strategies to address staffing challenges.

	SO Strategies
	ST (Strengths-Threats) Strategies

	Leverage Club Med’s strong brand to promote employee wellness, reducing turnover and increasing employee loyalty.
	Use the resort's prime location to maintain high guest satisfaction, even during peak seasons.

	Enhance the family-friendly reputation by integrating employee well-being as a core value of the resort.
	Ensure legal compliance with labor regulations by adopting effective management practices that prioritize staff welfare (Hu, 2020).

	WT (Weaknesses-Threats) Strategies

	Address employee burnout and high turnover by investing in better rest policies and improved communication (Govindaras et al., 2023).
	Create contingency plans for economic downturns, such as cost-effective staff training programs and seasonal workforce management.

	Implement technological solutions to streamline operations and reduce strain on overworked staff.
	Develop a crisis communication plan to manage issues arising from seasonal demand fluctuations and legal concerns.
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Despite the internal issues within Club Med Opio en Provence, the resort mirrors some positive areas of performance that support its achievement. Among the resort's strengths is the strong name recognition of the resort as part of the well-accredited group Club Med. This worldwide-acknowledged name carries a regular influx of international visitors to the resort, guaranteeing a stable client base and high confidence (Club Med, 2025a). The fact that the resort remains strategically located in the French Riviera only adds to its attraction since it ensures that visitors have a serene, idyllic atmosphere that highly appeals to both leisure and corporate visitors. This idyllic location, bordered by olive plantations and woods of pines, offers a distinct experience that differentiates the resort in the market (Club Med, 2025b).
One of the positive performance areas is the variety of amenities that guests can access, which ranks among the resort's top highlights (Verma and Thakur, 2022). With several swimming pools, spa centres, sports amenities, and family-oriented services, Club Med Opio en Provence offers a diverse range of amenities that suit various customers' needs, including children's clubs and corporate functions. These varied amenities make it a highly versatile environment that appeals to various types of clients, hence the resort's appeal for family vacations and business retreats. The resort's commitment to equipping guests with the best possible experience manifests in the overall positive reviews of the resort, particularly in the areas of customer service, amenities, and the quality of food and beverage services (Del, 2025).
Where employee engagement is involved, some parts need to be worked on, but the resort does have some good things going for it regarding creating a community-oriented atmosphere (Almeida and Campos, 2021). Employees, particularly those working in customer service positions, have a strong sense of delivering quality service that reflects the resort's potential for building employee satisfaction and commitment after the internal issue areas are resolved.
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One of the biggest challenges that faces is the rate of employee burnout and turnover levels, particularly in highly demanding fields such as childcare services. To counter this challenge, the resort should have a comprehensive employee well-being program that focuses on both the body and the mental well-being (Wang et al., 2021). Offering adequate rest and recuperation to the staff will help in their recuperation and overcoming exhaustion, particularly in the peak seasons. Clearly defined work-life balance and rest period’s policy will prevent burnout and allow the staff to recuperate and work more effectively (Palma, 2021). Apart from this, applying stress management workshops, mental well-being tools, and relaxation exercises in wellness programs will help staff cope better with stress in the workplace (Zhang et al., 2021). Mental support in the form of counselling or well-being apps would also help staff cope effectively with stress.
[bookmark: _Toc201170339]Investing in Technological Solutions
The lack of technological tools in the resort to schedule staff and monitor well-being has also led to inefficiencies in operations and stress levels. Using advanced scheduling systems will maximize shift planning to maintain staff levels sufficient and not overwhelmed. The system must also factor in peak seasons, staff preferences, and legal working hours to maintain fair and manageable working conditions (Torres and Zhang, 2021). Employee feedback platforms must also be in place to facilitate staff to indicate their concern and suggestions anonymously. This will help management stay in line with staff needs and address problems that arise early to avert escalation (Talukder et al., 2024). Using well-being apps to monitor staff well-being and performance monitoring tools would keep staff and managers informed and proactive about work conditions.
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In order to reduce turnover, Club Med Opio en Provence should work on providing opportunities for advancement. In several cases, turnover results from the lack of advancement opportunities, and its reduction results in retention (Codling et al., 2022). Losing down clear channels for advancement in the resort will make the staff envision opportunities. Offering in-depth training in the programs will equip staff members with beneficial skills, while mentoring activities will steer staff towards leadership levels (Grocutt et al., 2020). In conjunction with performance-based incentives, these activities will make the staff remain focused and loyal to their jobs. Performance review feedback regularly regularly and coordination of the goals for advancement in the resort will provide a sense of direction and job satisfaction.
[bookmark: _Toc201170341]Fostering Open Communication and Transparent Leadership
Effective employee-management communications are crucial in the efforts to attain a harmonious working environment. Management must practice open and clear-cut communications to build mutual trust and act on employee grievances in advance. There must be frequent staff meetings to keep the staff informed about the operations of the resort, hear their feedback on the same, and discuss the staff's problems. Through this forum, the management will also have the opportunity to provide support and solutions in a timely manner. Apart from that, active listening and emotional intelligence leadership training for the management will also enhance their ability to reach out to the staff, hear their needs, and respond accordingly (Memon et al., 2024). These activities enhance the morale of the staff and generate an effective work environment that is conducive to teamwork.
[bookmark: _Toc201170342]Competitive Compensation and Benefits
Club Med Opio en Provence must have competitive reward and compensation systems in a bid to attract top talent and top performers. Competitive pay levels equivalent to the industry rate must be used to keep staff on the resort, in a highly competitive sector as hospitality (Rebière and Mavoori, 2021). In addition to the competitive pay levels, the resort must also have enticing incentives in the form of medical coverage, off-days for vacations, and incentives for performance. Regular reviews to adjust compensation levels to keep in sync with living expenses will keep staff valued and rewarded in proportion to merit (Younies and Al-Tawil, 2020). Offering staff discounted rates for accommodation and services increases staff satisfaction and makes staff valued and loyal to the brand. 
[bookmark: _Toc201170343]Change Management Strategy 
In order to remedy the circumstance of employee burnout with an excessive attrition rate at Club Med Opio en Provence, well-structured and deep change management has to be executed. The 8-Step Change Model proposed by John Kotter provides a primal platform to guide the changes through creating urgency, building commitment, and anchoring new practices in the organisation (Okolie and Memeh, 2022).
[image: ]
Figure 4: Kotter's 8 Step Change Model
Step 1: Encourage prompt action
Communication of the need for urgency would involve sharing data on the alarming rates of employee turnover, increased recruitment costs, and the decreased morale and quality of service among the staff (Tiani et al., 2024). Most importantly, frontline managers will need to share not just generalized metrics but also real employee feedback and point to the impact of inaction, such as legal penalties for breaches in labor law, loss of brand reputation, and guest dissatisfaction (Hu et al., 2022). Awareness raising and beginning honest conversations would take place through internal newsletters, team meetings, and digital noticeboards.
Step 2: Establish a Guiding Coalition
About a diverse leadership team of internal champions for change: the guiding coalition could also include trial HR leaders, representatives from childcare and wellness services, and even line staff. The job from their point would be to make noise about making change, influence peers, and steer decisions so the plan is inclusive and realistic.
Step 3: Develop a Vision and Strategy
This should be vivid and people-focused: To nurture a strong, valued, and supported workforce through wellness, communication, and career development (Bansal, Mukherjee and Girish Prayag, 2025). Some of the strategic priorities are the deployment of digital scheduling tools, rest and mental health breaks, staff recognition programs, and upskilling workshops.
Step 4: Communicate the Change Vision
The guiding team has to ensure that their vision and action plan messaging takes place through many channels, such as, staff town halls, emails, posters in break rooms, or one-on-one meetings. Leaders should make use of uncomplicated, empathetic language while allowing for ample two-way discussion in which questions or concerns may be raised by staff (Nakamura and Milner, 2023).
Step 5: Empowered Action
Minimise challenges to change, such as poor resources or unskilled line managers. Have employee scheduling apps to help manage shifts efficiently and minimise fatigue. Provide training to managers on supportive leadership and wellness literacy (Passey et al., 2018). Encourage staff to initiate change, for example, by suggesting an enhancement or volunteering as “well-being ambassadors.”
Step 6: Generate Short-Term Wins
Quick wins are a source of momentum, for example: 
· A mental health support program is launched within 30 days. 
· Overtime hours are lowered by 20% within two months. 
· Public recognition of an “Employee of the Month.” 
· Celebrating these small wins, helps motivate staff and show that change is possible.
Step 7: Consolidate Gains and Produce More Change
Maintain the momentum of these various initiatives with feedback surveys. Pilot programs on flexible shifts or providing language support training can be rolled out to other departments (Lin et al., 2022). Promote the success stories internally and start working on new goals, such as increased retention targets or leadership training.
Step 8: Anchor New Approaches in Culture
Make sure these practices become part of the company by updating HR rules to include wellness, diversity and staff growth (Rebière and Mavoori, 2021). When conducting a review, focus on achievements, as well as teamwork, the well-being of employees and how people communicate (Hwang et al., 2021). Supportive and inclusive behaviour should be exhibited by leaders all the time. 
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	Strategy
	Estimated Annual Cost (£)

	Employee scheduling and wellness software
	£12,750

	Stress management workshops
	£8,500

	Mentoring and training sessions
	£10,200

	Communication and leadership upskilling for managers
	£6,800

	Improved pay and benefits
	£21,750 (estimated)

	Total Estimated Annual Cost
	£60,000



[bookmark: _Toc201170345]Impact Review Strategy
Club Med Opio en Provence should implement a thorough and powerful way to measure the impact of the recommended strategies. It will permit regular cheques, reviews and updates to interventions designed to improve employee burnout, staff turnover and general workforce well-being. A central element of this strategy is to set up reliable and measurable KPIs. These KPIs should cover employee turnover, how many employees miss work, employee satisfaction and how guests feel about their visit (Michael and Fotiadis, 2022). Following turnover and absenteeism will directly reveal how stable and healthy your workforce is, and employee satisfaction surveys can highlight any ongoing issues with morale and engagement. In the same way, better service and customer experience will increase guest satisfaction, helping us relate the impact of workforce improvements to the outside world (Madera et al., 2023).
It is essential to gather data for these KPIs monthly. Anonymous surveys allow employees to be truthful and give useful information on both the employee's mood and how the workplace operates. When employees leave, it's important to use a standardised exit interview to find out why they are leaving and notice any patterns managers should address (Ravichandran et al., 2023). Guest feedback forms should be analysed regularly to check whether services remain the same and to see what staff can do better. In addition to surveys, managers should use wellness app analytics and employee scheduling tools to monitor how much work each person has, when they rest, and how engaged they are. Intelligent technologies inform management about issues that are getting worse, such as difficulties with workloads or workers being overworked (Rydzik and Chavan Sharma Kissoon, 2023). Access to live data will always show the status of operations and make it possible to adjust decisions quickly.
Management teams and employee representatives should have quarterly review meetings. Such forums will open the discussion, clarify things, and encourage teams to work on challenges together (Fernando Cardoso Sousa et al., 2021). If teams meet regularly, they can resolve issues quickly and adapt to what is happening, which supports ongoing improvement. Employee involvement can be improved by setting up a way for staff to mention concerns, make suggestions or file complaints at any time (Papadopoulos et al., 2021). Regular communication with employees will inspire them, give them more involvement in the changes and reveal problems that surveys might miss.
HR and finance teams should monitor the impact on finances and check how recruitment, training, and operations have changed since the new strategies were implemented (Papademetriou, Anastasiadou and Papalexandris, 2023). This will reveal how economical each intervention is and encourage further support of the programme. Furthermore, comparing Club Med Opio en Provence with others in the industry will help you see its progress compared to others. All results, data and decisions must be recorded to support the development of institutional knowledge, show accountability and help plan for the organisation’s future (Matei et al., 2024). Using this method, the resort can make positive changes that endure, are easy to measure and fit its plans.
[bookmark: _Toc201170346]Expected Benefits 
The suggested strategies are expected to help Club Med Opio en Provence achieve essential benefits. If employees feel better supported and their workload is handled well, burnout and staff turnover will decrease, leading to a more secure and motivated team (Speicher and Francis, 2022). Since stability reduces the need for recruitment and training, funds can now be put toward additional growth programmes. Open and transparent leadership and better communication will build a positive culture in the organisation and boost the engagement and productivity of staff. Providing career development options will increase employee morale and loyalty, which will help to keep talented staff at the company (Gabriel and Aguinis, 2021). Applying new technology will make management easier, resulting in better planning and lowering the chance of tiredness leading to mistakes, improving service quality. Ultimately, guests will be more satisfied because of the reliable and excellent service, which will help the resort become known and stand out among competitors (Masand, 2023). When these benefits are present, the organisation is well-placed for sustainable.
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	Number
	Issues
	Issue Address
	Results
	Duration
	Completion time
	Budget

	1
	Employee burnout and high turnover
	Implement a program for the employee mental health, including stress management workshops, wellness apps, and rest policies.
	Reduced burnout and turnover, leading to improved staff morale and sustained workforce stability.
	6 months
	20/12/2025
	£20,000

	2
	Inefficient staff scheduling and workload
	Invest in advanced scheduling software to optimise shift planning and ensure compliance with labour laws.
	Balanced workloads and fair shift distribution, reducing fatigue and improving operational efficiency.
	4 months
	20/10/2025
	£15,000

	3
	Limited career development opportunities
	Establish structured training and mentoring programs to enhance staff skills and promote career progression.
	Increased staff loyalty and retention through clear advancement pathways and skill development.
	8 months
	20/02/2026
	£12,000

	4
	Poor communication between management & staff
	Foster open communication channels, including regular staff meetings and leadership training on emotional intelligence.
	Improved trust and transparency, leading to proactive problem-solving and enhanced workplace culture.
	5 months
	20/11/2025
	£8,000

	5
	Non-competitive compensation and benefits
	Review and adjust pay and benefits, including bonuses, medical coverage, and staff discounts, to align with industry standards.
	Attract and retain top talent, improving employee satisfaction and reducing turnover rates.
	3 months
	20/09/2025
	5% increase in payroll


[bookmark: _Toc201170348]Conclusion 
In conclusion, this consultancy report examines the main challenges facing Club Med Opio en Provence, primarily by focusing on staff burnout and the increased staff turnover rate. These problems have been proven to negatively affect the resort's workflow, staff spirits, and guest satisfaction. According to the report, these problems are mainly due to weak workforce planning, communication problems among diverse employees, few career opportunities, and the lack of technological resources for workforce management and support. These findings were examined using the STEEPLED, SWOT and TOWS models to ensure all aspects of the resort's internal and external environment were understood.
STEEPLED analysis pointed out that problems with language and the seasonal workload are the leading causes of stress among workers. The shortage of technology prevents the resort from using optimal schedules and monitoring wellness well. Frequent employee turnover and the cost of training make resources scarce, while obeying French labour laws and caring for staff are always required by law and ethics. With these insights, we appreciate the difficulty of the issues and realise the importance of using several approaches at once.
SWOT and TOWS analysis found that the resort's global recognition, excellent location and diverse services make it possible to make needed changes. Poor communication and a lack of staff call attention to important points that should be addressed quickly. The recommendations involved making employees happier and more secure in their jobs through wellness programmes, improving how schedules are created using technology, focusing on keeping staff long-term through career growth, boosting openness in communication and management and guaranteeing competitive wages.
Kotter's 8-Step is one of the change management models that makes it easy to direct the company from its current problems to a more sustainable culture that values employees. This model highlights the importance of acting quickly, uniting teams, expressing a clear vision, empowering staff and adding new practices to the company’s culture to keep changes going. Each recommendation in the action plan is given a time and a budget frame, helping Club Med Opio en Provence choose the best way forward.
The planned benefits include more loyal and hardworking employees, less money lost on recruitment, increased employee satisfaction and better guest experiences. These results help the resort stay ahead in the hospitality industry, mainly because expectations for fair treatment and safety of employees are growing.
Overall, this report provides a solid and supported framework for tackling the main operational matters at Club Med Opio en Provence. It brings together ideas and practices that fit the resort’s specific situation. Working together has allowed us to create useful recommendations for improving the healthiness of the work environment and the business as a whole. We are excited about the future and will continue to support the resort's winning path.
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