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[bookmark: _Toc165301366]Executive Summary
The report has conducted a comprehensive analysis to address the issue that has been experienced recently by New York Hilton Midtown. The analysis has been conducted by focusing on the core reasons of the issue to identify how to solve the problem for enhancing the performance of the hotel. New York Hilton Midtown has been encountering high employee turnover rate for several months which has severely impacted its operational efficiency and productivity due to the lack of skilled and experienced employees. The hotel has come to seek solutions from a consultancy firm to have appropriate recommendations for dealing with the issue. The analysis has been conducted to identify the causes of the reasons so that the consultancy firm can help the hotel in finding solutions to resolve the problem. The findings of the analysis include multiple issues that might have direct or indirect impact on the occurrence of the high employee turnover rate at New York Hilton Midtown. The findings include the causes such as limited career development opportunity, staff dissatisfaction, feedback issues, reputation concerns and income implications. These are the findings of the analysis that might have contribution in the increasing turnover rate at New York Hilton Midtown which is creating problems for the hotel in deceasing organizational performance through declining employee morale and efficiency. Limited career development opportunity is considered to be one of the core reasons for higher employee turnover rate which can easily demotivate the ambitious employees to not continue in such an organization where they can’t have access to sufficient and required career opportunities for personal and professional development. According to CareerAddict, 82% professionals are more likely to leave their job due to the lack of sufficient career development opportunities (Li et al., 2022). Staff dissatisfaction is another reason for employee leaving their job after few months of joining. Heavy workloads, lack of needed communication channels, lack of employee motivation etc. can contribute in making the staff dissatisfied at their current job to look forward for new job opportunities at a different company. When employees don’t feel that they are being treated fairly within the workplace they get easily dissatisfied to quit the job as easily as possible by securing another opportunity elsewhere. Feedback issue can also contribute in making the staff disappointed. The lack of feedback contributes in creating distance between the employees and the management which also decreases employee engagement and involvement to distract the employees from their job roles. According to a research of Textio, 63% employee might leave their job due to the receiving of low quality feedback (Chung et al., 2021). Employees can’t track progress of their performance due to the lack of timely and constructive feedback. They don’t feel enthusiasm in participating in challenging tasks when they are not being updated properly and provided feedback for staying on the same page. This has severe impact on the employees to not feel the enthusiasms to work with such an organization where they are not being heard or valued. The reputation of an organization has also impact on motivating the employee to either work or quit their job. They always try to work for an organization that has strong brand image and good reputation in the market. Employees are eager to quit their current job when they have the opportunity of working for a more renowned organization. According to some research, almost 92% employees might quit their current job for availing working opportunity at a highly reputed company (Chen and Qi, 2022). They want to quit current job for availing the opportunity of working with reputed company for upgrading their status. The income of the employees has significant impact on their decision to leave a company. None wants to work for a company that doesn’t provide fair and competitive wages. Employee always look forward for receiving handsome amount of salary in exchange of their contribution and effort. The lower the salary the higher the chance that employees will be quitting their job. The analysis of the causes of the higher employee turnover rate has provided understanding of the problems and the reasons of the problems for providing appropriate recommendations to deal with the problems smoothly and effectively. Three recommendations have been provided for New York Hilton Midtown to implement for decreasing employee turnover rate. Implementing career development program, enhancing compensation and benefit packages and fostering a positive work environment are the recommended strategies for New York Hilton Midtown to deal with its issue. The effective implementation of these strategies will require almost $101,000 - $183,000. It is the responsibility of the hotel to align with the action plan for becoming capable of improving its current situation so that it can make the employee satisfied by offering career development opportunities, providing higher compensation and additional benefits packages and establishing a positive work environment where the employees will feel more encouraged and motivated to work efficiently and effectively by taking each other’s help and support. The overall analysis and discussion of the report has provided a comprehensive understanding of how to provide consultancy to an organization that is dealing with organizational issues. It has illustrated an overview of analysing problems, findings results, evaluating the results for recommending effective solutions. 
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The report will be aiming to analyse the current issue that New York Hilton Midtown is encountering which is higher employee turnover rate. The aim of the report is to analyse the issue, find out the reasons and causes behind the occurrence of the issue for demonstrating how these reasons can be dealt with to resolve the issue. New York Hilton Midtown is currently experiencing higher employee turnover rate which alarming as well as challenging for the hotel as it is continuously failing to retain skilled employees (Jin et al., 2020). The skills and knowledgeable employees are not staying with the hotel in the long run which is having negative impact on the overall talent management system of the hotel. This is very problematic for such a hotel in prime location to maintain the quality of the services to the customers while the skilled employees are leaving their job. The higher employee turnover rate is impacting the overall performance of the hotel. The hotel is in need of hiring new and less experienced employees all of the time which is increasing the cost of recruitment for the hotel while also decreeing the performance efficiency (Chakraborty et al., 2021). The new employees are not capable of performing to the level of the skilled and experienced employees which is a huge problem for the hotel in remaining competitive by providing quality services. The hotel might fail to provide its benchmark services to the customers after sometimes if it fails to resolve the current issues by implementing appropriate and effective strategies and measures. It is the responsibility of the hotel management to observe the current situation for identifying the core reasons that are contributing in the occurrence of the issue. There might have lots of reasons and issues that will be contributing in making the employee disappointed and dissatisfied to not feel like belonging within the organization for continuing in the future (Michael and Fotiadis,2022). New York Hilton Midtown is one of the most demanded and iconic hotels located at the heart of Manhattan. This hotel is well-known for its luxurious accommodation, prime location as well as well-class amenities and high quality services. Park Hotels & Resorts is the owner of the hotel. On the other hand, Hilton Worldwide manages the hotel and all of its operations. The overall size of the hotel is 150,000 sq ft which includes 1,878 room property for providing luxury services to the customers from anywhere of the world. Morris Lapidus is the original architect of the hotel who has provided the designs of the hotel to be such iconic (Ricca, 2021). The professional organizational consultancy firm is one of the reputed consultancy firm located in London which has been offering services to many more clients from local and international market. The core services of the consultancy firm are organizational analysis and strategy development, change management, leadership development, employee engagement, performance management and so on. The core purpose of the consultancy firm is to add values to the organizations that come for consultancy during their critical moment. Providing appropriate and effective solutions to their problems is the mission of the consultancy organization (Lee, 2021). This report will be highlighting on using PESTEL analysis, SWOT analysis and TOWS analysis for analysing the external and internal factors contributing in the occurrence of the high employee turnover rate of New York Hilton Midtown. There will be further analysis of the positive performance of the hotel. The report will be emphasizing on providing constructive suggestions to the hotel for dealing with its problems so that it becomes capable of enhancing and boosting employee morale to keep and retain them in the long run for having significant impact on the accomplishment of organizational success. 
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[bookmark: _Toc165301369]The issue 
New York Hilton Midtown is currently facing issues with higher employee turnover rate that is having significant impact on the overall performance and efficiency of the organization. Higher employee turnover rate might have impact on the employee morale of the organization (Ali and Anwar, 2021). Employee turnover refers to employee leaving the job intentionally or being terminated by the organization for several reasons. Organizations face diverse issues when more than expected number of employees quit their job. Employees might quit their job due to several reasons such as lack of facilities and career development opportunities, less compensation, limited access to training and development program and so on. Higher employee turnover rate at New York Hilton Midtown is impacting the hotel by having several detrimental effects on the overall operation and repudiation of the hotel (Nguyen and Springer, 2023). It has direct impact on disrupting team cohesion, affecting service quality and increasing recruitment and training costs which can ultimately hamper the overall guest satisfaction level to create a negative impression on the reputation of the hotel. This might also have impact on declining staff morale of the hotel as employees don’t feel that their jobs are secured at the hotel. They don’t feel dedication to keep themselves motivated and committed to work effectively and efficiently. Such decreasing morale affects the existing employees which also leads to decrease employee productivity (Teo et al., 2021). New York Hilton Midtown is experiencing increasing absenteeism along with decreasing productivity which is ultimately lowering the quality of the overall services provided to the customers. Employees are feeling less enthusiasm in delivering quality services which is also affecting the reputation of the hotel by spreading the fact that the benchmark performance of the hotel is not being met recently. The overall work environment of the hotel is being disturbed by the lack of employee motivation which is reducing the quality of guest experiences. 
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The causes of higher employee turnover rate at New York Hilton Midtown might be of diverse types which might also have diversified impacts on the overall performance of the hotel.
· Limited career opportunity: This might be the primary reason for most of the cases to contribute in increasing employee turnover rate (Teo et al., 2021). Ambitious employees always look forward for availing career opportunities for progressing in their professional career. They become frustrated when there are limited opportunities offered by an organization. They try to quit the job as soon as possible for availing further opportunities at different organization. According to CareerAddict, 82% professionals intend to quit their job when they wouldn’t get the expected career development opportunities at their job (Li et al., 2022). Besides, it has been revealed by a 2022 Pew Research Center survey that the higher employee turnover rate is directly and indirectly linked with the limited access to career development opportunities at organizations (Robertson, 2021). 33% of the individuals that have been surveyed have agreed to the fact that the lack of career development opportunity is one of the major reasons for their departure.
· Staff dissatisfaction: Employees might get disappointed by the facilities and opportunities available at the workplace which might ultimately result in dissatisfaction. The lack of perceived recognition as well as the irregular and ineffective communication between the employees and the management might also result in causing employee dissatisfaction (Lazzari et al., 2022). Irregular communication results in disconnection between the goals and objectives of the organization and the employees which ultimately fails to create alignment between the interest of the employees and the goals and objectives of the organization. Besides, heavy workload can demotivate the employees by making them unable to maintain work-life balance. Employees don’t get the aspiration to work hard while they have to perform more activities than their job roles and responsibilities. Employees get stressed when they have to perform more activities which results in absentness and ultimately they decide to quit the job (Djajasinga et al., 2021). 
· Feedback issues: The lack of effective and timely feedback mechanisms creates barriers in communication between the employees and the management leading to misunderstanding and unresolved issues. Employees don’t feel engaged and involved with the organization due to the lack of communication. They need to be kept in touch through providing continuous and frequent feedback. Lack of clarity happens due to the existence of poorly and insufficient feedback mechanisms which ultimately lowers the efficiency of the employees in fulfilling their expected performance (Ramlawati et al., 2021). Employees also don’t get any instructions and direction on how to improve their performance. They remain in dark without knowing how their performances are contributing in the success of the organization which also demotivate them. Employees don’t get to understand how they can contribute in the organizational success by focusing on the areas of improvements by taking feedback from their supervisors. According to a research of Textio, the tendency of employees leaving their job is 63% for the employees receiving low quality feedback (Chung et al., 2021). They are more likely to leave their job within one year of their joining than the employees receiving continuous and high-quality feedback.
· Reputation concerns: The reputation of an organization has impact on employees not feeling like belonging within the organization. The previous issues regarding employees turnover rate and declining employee morale has significant impact on reducing the reputation of an organization which can ultimately impact the motivation of the existing employee to not continuing their job. The failure of an organization to address its reputation in the competitive market also results in increasing employee turnover rate. According to some research, it is very common for almost 92% of the employees to leave a company if they get opportunity to work for another company that has higher market values and recognized reputation in the competitive market (Chen and Qi, 2022). 
· Income implications: The income of the employees has impact on influencing them to either stay or leave a job. The lower the salary compared to others working in the similar post in different companies the higher the chances to employees quitting their job for availing more upgraded opportunities (Han et al., 2020). Employees feel like they are overworking for lower salary while others are receiving higher payments for similar contribution. Research has demonstrated that lower pay is the primary reason for employee leaving their job in hospitality industry.
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The PESTEL analysis will be analysing the external factors that have contribution in the occurrence of the issue that is impacting New York Hilton Midtown. 
	Political
	Any changes in the government policies, rules and regulations might have impact on the overall performance of hospitality industry. It is very crucial for the businesses within hospitality industry to have a stable political environment where they can operate smoothly (Mohsin et al., 2022). The occupancy rate as well as the revenue of New York Hilton Midtown might vary based on the political environment of the country. It might also have impact on reducing the salary of the employees to influence them to quit their job. 


	Economic 
	Several economic factors including exchange rate, inflation rate, and economic growth rate as well as consumer spending has impact on the economic performance of the hotel (Alterman et al., 2021). Economic downturn as well as the recession are having significant impact on the overall performance and occupancy rate of the hotel which is ultimately impacting the salary of the hotel employees to leave the job early. 

	Social 
	The evolving demand of the customers and their concern for consuming eco-friendly products and services are having significant impact on the aggregate demand of the products and services offered by the hotel (Wen et al., 2020). The decreasing demand of the customers has direct impact on decreasing performance of the hotel to decrease its overall revenue to also decrease the salary of the employee to influence them to quit their job. 

	Technological 
	Developing technologies have positive and significant impact on the improving performance of the hotel. But the implementation of automation creates gaps between the employees and the management. Employees are not being communicated well enough to provide clear direction and feedback which ultimately keep them in dark spot to demotivate them (Enander and Cardoso, 2020). 

	Environmental 
	Sudden environmental issues such as earthquake, any other natural disasters as well as the climate changes can affect the overall pattern of tourism operation as it can directly and hugely impact the activities of the customers. This might have impact the reputation of the hotel regarding how environmental friendly the hotel is to deal with the environmental issues (Mohammed, 2020). 

	Legal 
	There are multiple legal rules and policies that need to be complied by the hotel businesses for doing business legally. New York Hilton Midtown is also compelled to comply with all of the legal rules and regulations. Not complying with the legal rules and regulations might have significant impact on the overall performance of the hotel to have negative reputation. 
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New York Hilton Midtown is committed to provide quality services to the customers where it is loyal towards the customers. The hotel located at the prime location of the country is very much confident about providing quality services to each of the customers for maintaining good reputation in the market (Sainju et al., 2021). Besides, the marketing and promotional activities of the hotel are also going smoothly for creating positive impression over the customers to choose the hotel amongst the competitors. 
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The SWOT analysis of New York Hilton Midtown will be analysis its core strengths, weaknesses, opportunities and threats to examine both the internal and external factors of the hotel that might have impacts on the current issue that the hotel is dealing with. 
	Strengths:
· Prime location
· Luxury accommodation
· Renowned reputation 

	Weaknesses:
· Higher turnover rate
· Declining staff morale
· Inadequate feedback mechanism 

	Opportunities:
· Market expansion opportunities in new locations 
· Technological integration for enhancing performance efficiency  

	Threats:
· Competitive pressure
· Economic uncertainty
· Changes in regulations  
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The TOWS analysis of New York Hilton Midtown will be looking at how the hotel can utilize its strengths for maximizing its opportunities and minimizing threats. On the other hand, it will also analyse how the weaknesses of the hotel can be mitigated for reducing the threats and for maximizing the opportunities to have positive and beneficial impact on the overall performance of the hotel (Thakur, 2021). TOWS analysis will be focusing on converting the problems of the hotel into feasible solution. 
	
	Strengths 
	Weaknesses 

	Opportunities  
	Renowned reputation of the hotel can be used as an influential factor for market expansion to expand the opportunity of making more profit and revenues. 
	Higher turnover rates might have negative impact on the utilization of the market expansion opportunity which can be prevented through reducing the turnover rate. 

	Threats 
	Prime location as well as luxury accommodation of the hotel can have significant impact in dealing with the economic uncertainty as well as competition within the industry. 
	Existing threats might have severe impact on the hotel due to the presence of the weaknesses which is why weaknesses of the hotel need to be minimized before dealing with the treats. 
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The comprehensive analysis conducted in the above has provided a clear and broad picture of the issue that New York Hilton Midtown is dealing with currently. It has also explained the causes that have contributed in the occurrence of the issue which need to be taken care of for the hotel to be able to control the employee turnover rate for maintaining balance to perform more efficiently and effectively. 
High employee turnover rate of New York Hilton Midtown need to be dealt by taking strategic approaches that would contribute in making the employee convinced in the positive intention of the hotel so that they feel committed, valued and dedicated towards the hotel to stay in the long run for contributing in the success of the hotel (Lee, 2021). NewYork Hilton Midtown would need to implement some crucial measures that would benefit the hotel in reducing high employee turnover rate. Such as
Implementing career development program
Career development program is essential for keeping the ambitious employee motivated to work with an organization through self-development (Ulubeyli and Yorulmaz, 2020). Organization should design career development program after consulting with the employees and knowing about their demand to have alignment between the interest of the employees and the organization. Taking feedback from employees before designing of a career development program is beneficial to design such a program that would benefit the employees in the long run by adding more values in their career. It would be best for New York Hilton Midtown to start with designing a structured career development program by having a clear understanding of the goals and objectives of the organization along with the aspiration of the employees. Appropriate training initiatives should be taken while establishing the program (Santos, 2020). Besides, appropriate mentorship opportunities need to be provided for the employees so that they can get required instructions from their mentors whenever necessary. Internal promotional pathways should be created for providing accurate directions to the employees so that they can have appropriate ideas of the correct pathways for advancement within the organization. 
Implementation 
A comprehensive career development framework need to be developed by outlining the eligibility criteria to include only the eligible employees to the program and also by explaining training modules as well as the progression pathways  (Gama and Perbowosari, 2023). Dedicated mentors need to be assigned for the task to guide the employees on how to improve their career journey. The mentors will also need to be assigned to conduct regular performance evaluation and to provide continuous feedback to the employees so that they can track their progress. The availability as well as the benefits of the career development program will need to be communicated with each of the participants so that they feel encouraged to participate actively to the program for gaining as much knowledge and develop skills as much possible. For implementing a career development program, New York Hilton Midtown will need to implement change management strategies including transparent communication, feedback mechanism and employee engagement sessions for addressing the concerns and garnering support for the effective implementation of the development initiatives. The managers should be provided with sufficient resources and support for managing and supervising the progress of the employees throughout the program. 
Change management strategies
New York Hilton Midtown will manage the changes suggested by the consulting firm through implementing the Lewin’s change management model by following the three steps of the model such as
· Unfreezing: At this stage, New York Hilton Midtown will be communicating the benefit and availability of the career development program to the employees to make them interested in participating to the program enthusiastically and spontaneously. The mentors of the program will be explaining the significance of the career development program to the employees for making them accept the change in the organizational systems and policies. 
· Change: At this stage, New York Hilton Midtown will be implementing the changes within the hotel. It will be fostering a transparent communication system within the workplace environment for making the employee capable of communicating their needs and demand so that the hotel can design the career development program aligning with the needs and demand of the employees. The career development program will need to be implement by motivating everyone to participate to improve themselves to gain more skills. 
· Refreeze: The managers of the hotel need to monitor the changes for ensuring that the career development program is being accepted by the employees. Employees need to be made convinced to continue with the career development program so that the hotel can have positive response from the employees all of the time. The positive transition is very important for the hotel to ensure that it can have positive impact on reducing the high employee turnover rate. 
Enhancing compensation and benefits packages
Higher compensation and benefit packages always attract the employees to stay with an organization in the long run (Tumi et al., 2022). The hard works of the employees need to be paid off for them to have faith and put their trust on the organization thinking that the organization is valuing their effort to organizational success. New York Hilton Midtown need to think about conducting a review of compensation structure of the hotel for ensuring its competitiveness within the industry and for aligning the benefits packages with the needs and expectations of the employees. Competitive compensation and benefit packages will contribute in keeping the employee satisfied at their job which will also make them more energetic to perform effectively and efficiently for gaining organizational success (Naz et al., 2020). The success of the organization will also ensure the effective implementation of the enhanced compensation and benefit packages that will contribute in retaining the employees in the long run. 
Implementation 
Current compensation and benefit packages of New York Hilton Midtown will need to be compared with the benchmark compensation of the hotel and the practices of the competitors. The results and findings from the comparison will need to be analysed for making appropriate adjustment into the current compensation and benefit packages to establish a more suitable and more appropriate compensation and benefit packages that would satisfy the employees to stay with the hotel for a longer period in the future. Necessary adjustments need to be made in the salary scales as well as in the incentive programs of the hotel. The benefit package of the hotel will need to be modified by adding additional facilities including healthcare coverage, employee discounts as well as wellness program. 
Change management strategies
Lewin’s change management model will be applied for implementing the changes in the compensation and benefit packages of the hotel. 
· Unfreeze: New York Hilton Midtown will be communicating the changes with the employee so that they can understand the significance of such changes and become supportive. Transparency and clarity within the compensation and benefit packages need to be ensured through continuous and clear communication. 
· Change: At this point, the changes in the existing salary and benefits should be brought with the help and support of the employees. The value and long term benefits of the packages need to be upgraded for fostering employee buy-in. 
· Refreeze: No changes in the upgraded compensation and benefit packages can be accepted for which proper monitoring is needed (Rasheed et al., 2020). The response of the employees after the changes need to be observed. Proper steps should be taken for dealing with any unusual responses from the employees. 
Promoting a Positive Work Environment
Employees feel comfortable, supported and cooperated within a positive work environment where each of the employees support and cooperate each other (Sahito and Vaisanen, 2020). A positive environment contributes in boosting employee morale and motivation by recognizing their effort and contribution in the success of the organization. Fostering teamwork is another significant feature of such environment which ultimately boost the relationship amongst the employees and between the employees and the management of an organization. A positive work environment contributes in promoting the work-life balance of the employees as it helps them in performing their job roles on time to be free for their personal life after the estimated working hours (Elnahass et al., 2022). 
Implementation: New York Hilton Midtown should implement a program that would contribute in recognizing the contribution of the employees in the organizational success and in providing rewards and acknowledgement for the outstanding performance. Employees will be provided opportunities for enhancing team building activities, social events as well as to take initiatives for wellness programs which will be contributing in maintaining and promoting a healthy work-life balance. The hotel will also need to foster a culture of collaboration that would contribute in mutual support, respect and coopetition for accomplishing common goals and objectives. 
Change management strategies
Unfreeze: The existing work environment of New York Hilton Midtown will need to be changed and the employees need to be made convinced for supporting the change by making them feel the necessities of such changes. The differences that the changes will bring to the organization after the fostering of a positive work environment will need to be communicated with the employees. 
Change: This is the most crucial stage where the actual changes will be conducted through fostering a positive, supportive and strong work environment that would contribute in keeping the employee engaged, involved and dedicated to their job roles to stay in the long run. 
Refreeze: The changes need to be sealed within the organization by observing the responses of the employees after the changes and trying to keep them calm and supportive to the changes so that they get used to the new work environment. This is the responsibility of the change manager to deal with the employees so that they don’t feel bored with the new work environment and can adjust properly for having better outcome (Panenkov et al., 2021).
Measurement of success
The success of the implementation of the change management strategies will be measured through the application of several key performance indicators (KPI). Such as 
· Employee turnover rates: The decreasing employee turnover rate will illustrate positive results which will indicate that the employee retention rate is increasing. 
· Employee engagement surveys: The trends of employee receiving and giving positive and timely feedback will illustrate employee engagement that would contribute in increasing team performance, employee morale and commitment (Kühl, 2020). 
· Guest satisfaction scores: Positive online reviews and increasing score in the net promoter score (NPS) will be reflecting on positive and satisfying guest experiences due to the improved performance of the employees who are satisfied at their job (Errida and Lotfi, 2021). 
· Financial performance: The increased revenue will indicate that there is positive implications of the implementation of the change management strategies.
Potential benefits
The implementation of the recommended strategies will add lots of significant benefits to the New York Hilton Midtown. The first and foremost benefit that will be added is increased employee retention rate. The career development program, enhanced compensation and benefits packages as well as the positive work environment will be contributing in keeping the employee more satisfied and motivated to perform more efficiently to enhance the quality of the services which will ultimately improve the overall guest experiences (Beer, 2021). This will also contribute in increasing the reputation of the hotel in the competitive market. There will also have positive impact on the financial performance of the organization.
Cost associated 
The implementation of career development program will require expenses for mentorship resources, training materials and for the salary of the mentors. The enhanced compensation and benefits packages will also require additional costs for the increasing compensation and benefits. The hotel also need to distribute its budget for fostering communication channel within the workplace. Additional costs will also be required for implementing team building activities as well as for employee recognition program. The size of New York Hilton Midtown is 150,000 sq ft which is responsible for generating approximately $300 million annually by delivering services to almost 1,878 room property. The cost associated with each of the measures will be aligning with the income and size of the hotel. 
	Career development programs
	$18,000 - $28,000

	Compensation and benefits packages
	$70,000 - $130,000 annually

	Positive work environment
	$13,000 - $25,000 annually



Action plan
An action plan will be required for New York Hilton Midtown for implementing the recommended strategies and measures to deal with the current issue that the company is encountering with its employee turnover rate. The action plan will be focusing on finding the solution to the problem by following specific deadline and estimated budget that would help in resolving the issue very efficiently and smoothly without leaving any challenges and complications. The action plan will be helping the hotel in becoming more competent by gaining core competencies by improving employee morale and boosting efficiency, effectiveness and productivity of the overall organization to contribute in achieving goals and objectives of the organization. 
	Problem 
	Solution 
	Desired outcome 
	Time 
	Completion date 
	Planned budget 

	High employee turnover rate 
	Career development programs
	Enhancing employee retention rate for skilled and knowledgeable employees. It is estimated that the career development program will contribute in enhancing employee satisfaction of the ambitious employees by providing them all of the opportunities to improve their professional career. They would also contribute in improved performance by utilizing the enhanced skills and knowledge to make the hotel capable of offering quality services to the clients to enhance reputation in the competitive market.
	6-8 months and repetitive 
	December 2024
	$18,000 - $28,000

	
	Compensation and benefits packages
	Enhancing employee satisfaction to improve overall performance of the organization. This will also contribute in retaining the employees as they will be satisfied with higher payment and additional benefits that would be delivered to them. Employees won’t feel the need to switch job when they will be receiving all of the desired facilities and wages at the organization. 
	Ongoing 
	Ongoing 
	$70,000 - $130,000 annually

	
	Positive work environment
	Fostering a more supportive and inclusive culture that would support the employees to boost employee morale and efficiency of their performance. Employees will feel encouraged to work collaboratively by joining in teams that would enhance team performance. The team members will be able to accomplish larger and complicated projects by joining their efforts and supportive each other to contribute in bigger organizational success. 
	Ongoing  
	Ongoing  
	$13,000 - $25,000 annually



[bookmark: _Toc165301376]Conclusion
It has been a great project to work with New York Hilton Midtown for analysing its problems and causes of the problems to help the hotel in finding solutions to deal with the issue so that it can consumes benefit in the future. The analysis has shown that the hotel is having limited career opportunities for the employees which is demotivating the ambitious and career oriented employees to quit the job. On the other hand, staff dissatisfaction, feedback issues, reputation concerns and income implications are the other reasons contributing in the occurrence of the issue of high employee turnover rate. The hotel is having severe impact due to the problem on the overall efficiency of the organization that is hampering its quality of services to disappoint the customers. The causes of the problems has provided an overview for the consultancy firm to understand how to create the recommendations for better dealing with the problem. It has been identified by the consultancy firm that the hotel can enhance its performance by decreasing employee turnover rate for which it should focus on implementing a career development program, enhancing compensation and benefit packaging as well as fostering a work environment. The appropriate compliance with the provided action plan will help the hotel in developing its overall performance to have positive impact on the employees to enhance employee retention rate. New York Hilton Midtown should be more careful from now on to deal with the employees so that they can feel valued and heard within the organization for staying with the hotel in the long run to contribute in the success of the organization by putting their effort and hard work. 
We are thrilled to work with such a luxurious and iconic hotel. It has been an honour to work with the hotel for providing realistic and reliable solution to deal with the problems identified. We have enjoyed working with you all of the time. We are highly grateful to the New York Hilton Midtown for choosing and putting their trust on us to receive recommendations for one of their crucial problems. We wish to stay in good contact with the hotel in the future for providing further services by staying loyal to the hotel. Our consultancy firm will always be quick to respond to your calls a messages for providing services at any moment. We will be very grateful to serve you again in the future. 
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