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[bookmark: _Toc165993132]Executive summary
The crucial issue of Premier Inn Abu Dhabi Capital Centre is the high employee turnover rate of about 25%. The issue is bringing a threat to Premier Inn Hotel because high employee turnover can decline organizational efficiency by fetching change in the working process. The employee turnover rate is about 25% which is very high for the hotel as only a 10% employee turnover rate is accepted in the hotel industry. The high employee turnover rate reduces employee performance and efficiency of the hotel which can reduce sales, profit margin and brand image of the hotel. The issues are also problematic because high employee turnover raises the cost of the business, by taking additional time to manage operations. For instance - when an employee scarcity happens because of employee turnover, one employee needs to handle the actions of other departments and employees. It takes a huge time to manage the actions of other employees because employees are experts on their job, not others' jobs. Additionally, the recruitment process is time-consuming and also costly and a high employee turnover rate pushes the hotel to arrange a hiring process to get employees. Approximately 75% of employees of Premier Inn believe that the company is doing everything that it needs to retain employees but 25% of employees are searching for new employment. Social trends, such as – doing own business and developing of living lifestyle also impact the issue of the business because about 59% of the people of UAE want their own business so employees are switching jobs. Besides, technological development changes values of the society and they search for convenient services and development in lifestyle which also pushes employees to change their jobs. According to the Employment Rights Act 1996, it is the right of employees in the UK to create employment contracts. By creating long-term working contracts with employees, the hotel can reduce employee turnover rates, such as - employees may not breach the contract because of compensation issues, so they may not switch jobs. It will increase organisational efficiency. Moreover, the hotel has adequate resources which is the strength for the hotel to manage different issues. High brand image and reputation can ensure the sustainability of the business in the market. A high brand image can help the business to create contracts with employees for the long term. Employees will rely on the business and agree to a contract for a long time. It can help the organisation to reduce the employee turnover rate. Furthermore, employee development opportunities can help the hotel to make HR employees skilled and qualified which can help to manage employee performance effectively and increase job satisfaction. It can reduce employee turnover rate. The organisation should develop contracts while hiring employees, such as - the organisation should create long-term working contracts with employees so employees may not be able to switch jobs within a short time. As well, the organisation should develop working conditions, such as - flexible working conditions, like working from home, if possible, balancing time of working and independence in doing work. It can motivate employees and increase job satisfaction which can reduce employee turnover rate and ensure efficiency and productivity of the organisation. The organisation should develop incentive and financial motivation strategies. Financial motivation can inspire employees to stay in the hotel because the main tendency of people is not financial development and a comfortable life. An employee development program can reduce employee turnover rate by 10% by increasing employee job satisfaction. So, the Premier Inn Abu Dhabi Capital Centre requires to arrange an employee development program to make them skilled and efficient. Skilled and efficient employees have more job satisfaction than others, so they do not think to switch jobs. Development in HR policies can increase employee retention rates. The organisation should develop its HR policies, such as – motivational strategies, employee performance management, working hours and conditions. However, the hotel can use Lewin's Model of Change to find issues, and reasons behind issues and plan for the implementation of the suggested strategies and approaches to manage the employee turnover rate. Implementation of these strategies can increase the cost of the business but it will help to amplify the profit margin of the hotel by managing employee performance and productivity.  However, the hotel can measure the success of the implementation of these strategies by analysing sales volume, profit margin, employee turnover rate and other factors related to the issue.  Additionally, monitoring the strategies related to the issues can help the hotel to get better results of the implementation of these strategies which can ensure the success of the hotel in managing the high employee turnover rate issues. 
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[bookmark: _Toc165993133]Introduction 
The report is about issues faced by an international hotel. Premier Inn is the largest hotel chain in the UK. The Premier Inn Skipton North (Gargrave) Hotel is facing the issue of a high employee turnover rate. The hotel is situated in the Capital Centre, Abu Dhabi, opposite the Abu Dhabi National Exhibition Centre.  
[image: ]
Figure 1: Premier Inn Abu Dhabi Capital Centre.
Source: (Premier Inn, 2024).
The main issue is – the high employee turnover rate. The issues are problematic for Premier Inn Hotel because high employee turnover can reduce organizational efficiency by bringing change in the working process (Bais, 2020). For example – frequent turnover of employees creates a shortage of employees in different departments, such as – room service employee turnover reduces efficiency in room service so that customers become dissatisfied with the business and brand image may reduce (Heath and Palenchar, 2022). Besides, the issues are also problematic because high employee turnover increases the cost of the business. For example – the recruitment process of time-consuming and also costly (Abdien, 2022). So, the issue is increasing the operations costs of the business. Additionally, when an employee shortage happens because of employee turnover, one employee needs to handle the activities of other departments and employees (Abdien, 2022). So, the time of management increases which raises operation costs. Besides, it also reduces organisational efficiency which reduces customer satisfaction and sales as well as the profit margin of the hotel (Blachford, 2021). 







Overview of Premier Inn
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Figure 2: Logo of Premier Inn.
[bookmark: _Hlk165302231]Source: (Premier Inn, 2024).
Premier Inn Limited is a British limited hotel chain. It is the largest hotel brand in the UK. It has more than 840 hotels in different locations, such as – the United Kingdom, Ireland, Qatar, United Arab Emirates, Germany and many other locations. Around 72000 rooms are available in different hotels. It was established in 1987 by Whitbread.  Approximately 40000 employees are working with the hotel chain. The growth rate of the hotel chain is high about 20% (Premier Inn, 2024). The Premier Inn – Abu Dhabi Capital Centre faces issues of a high employee turnover rate which is reducing customer satisfaction, and increasing the operational cost of the business. It was established in 2013. The hotel has approximately 242 rooms with a garden view. About 150 employees are working in the hotel. They are not satisfied with their job and the employee turnover rate is increasing. 
Overview of BearingPoint 
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Figure 3: Logo of BearingPoint.
Source: (bearingpoint, 2023).
BearingPoint is a multinational management and technology consulting firm. The headquarters of the firm is in Amsterdam, Netherlands. Formerly, it was a part of KPMG consulting firm from 1997 to 2002. BearingPoint Inc. was incorporated in October 2002 (bearingpoint, 2023). Around 4648 employees are working in the firm. It has been operating its consulting service in the UK since 1997. The consultancy service of the firm is effective for business. It has operations in 23 countries. 
To analyse the issue of the hotel, it is necessary to understand the internal ability of the hotel. So, the SWOT analysis framework will be used in the report. Moreover, TOWS analysis will be presented to show how threats can be mitigated and opportunities can be used to overcome the issues. Additionally, PESTLE analysis will be evaluated to analyse the external threats and opportunities that can impact the issues of the hotel. Furthermore, motivational theories and models, such as – Maslow’s hierarchy of motivation, the factor theory and change management models will be applied to analyse the needs of employees and the motivation that is needed to reduce employee turnover rate and bring efficiency in the organisation. 
[bookmark: _Toc165993134]Analysis 
[bookmark: _Toc165993135]Issue identified by the hotel, causes and impact of the issue on the hotel
The key issue of Premier Inn Abu Dhabi Capital Centre is the high employee turnover rate. The issue is challenging for Premier Inn Hotel because high employee turnover can decrease organizational efficiency by fetching change in the working method (Zimmerman and Darnold, 2020). The employee turnover rate is about 25% while only a 10% employee turnover rate is acceptable for the hotel industry (Zipp, 2020). For instance – regular turnover of employees generates a shortage of personnel in different departments, such as – front desk officers and receptionists’ turnover decreases efficiency in managing customers so that customers become disgruntled with the business which impacts the brand image of the organisation negatively (Vanek, 2022). When the reputation of the organisation may reduce the sales of the organisation will also lessen.  As well, the issues are also problematic because high employee turnover raises the cost of the business. For illustration – the recruitment process is time-consuming and also costly (Tullar, 2022). So, the issue is increasing the operations expenses of the Hotel. Moreover, when an employee scarcity happens because of employee turnover, one employee needs to handle the actions of other departments and employees. It takes a huge time to manage the actions of other employees because employees are experts on their job, not others' jobs (Swarnalatha and Prasanna, 2021). The situation can reduce organisational efficiency by taking a huge time from employees and demotivating them. In addition, it also decreases organisational efficiency by dropping customer satisfaction and sales as well as the profit margin of the hotel. According to Thacker (2020), overall, 75% of employees of Premier Inn believe that the company is doing everything that it needs to retain employees. On the contrary, 25% of employees are searching for new employment. The management analysed the issues and found that feedback, provided to employees is an issue for many employees. Around 25% of employees think that the feedback may not be appropriate and they become demotivated and want to switch hotels (Singh, 2021). Moreover, the turnover also creates issues of reputation by increasing consumer dissatisfaction by not handling customers and services effectively. The employee turnover rate is increasing because of not handling employees effectively. Around 27% of employees of the hotel think that employee performance management and payment system of the hotel need to improve (Saridakis and Cooper, 2023). Additionally, many employees of the organisation think that working conditions and terms are not flexible so they want to switch the hotel. Moreover, the majority of the employees seek for personal growth and development, such as – qualifications and skills development so they search for new jobs. About 12% of employees think that the hotel is not providing facilities to employees effectively so they want to switch the hotel (Sandlin, 2022). The main cause of the high employee turnover is the perception of employees. Managing the issue is very tough because changing employee perception is very complex (Roseman, 2020). The impact of the issue is very high on employee sales, profit margin and the reputation of Premier Inn Abu Dhabi Capital Centre. 
[bookmark: _Toc164775672][bookmark: _Toc165993136]PESTLE analysis of Premier Inn Abu Dhabi Capital Centre
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Figure 4: PESTEL analysis.
Source: (Ritter and Taylor, 2020).

	Factors
	Influence

	Political 
	Political factors, such as – political instability impact the labour force of business (Rajapaksha, 2023). For example – because of political instability businesses get unfavourable environments to operate their business which creates a shortage of employment scopes. Employees search for better opportunities and they try to switch their existing jobs but a shortage of employment scope demotivates employees to switch jobs (Rajan, 2020). It is an opportunity for the hotel to reduce employee turnover rates. 

	Economic 
	The unemployment rate of the United Arab Emirates (UAE) is very low, about 4.83% (Rajan, 2020). It may make the issue of a high employee turnover rate intense for the hotel, because of getting the opportunity to manage living costs at a low amount. For example – because of the low inflation rate, the purchasing power of employees increases (Pohler and Schmidt, 2020). It pushes employees to do their own business so they think to switch the job. It may reduce the organisational efficiency of the business. 

	Social
	Social trends, such as – doing own business and developing of living lifestyle also impact the issue of the business (Peterson, 2020). For instance – about 59% of the people of UAE want their own business so employees are switching the job (Pereira, Malik and Sharma, 2023). Besides, technological development changes values of the society and they search for convenient services and development in lifestyle. These factors push employees to search for a better option which makes the issue intense for the organisation by increasing the employee turnover rate that may impact the sales and efficiency of the business negatively. 

	Technological 
	Technology development can be an opportunity for the business. For example – the use of AI, and robotics for managing consumers can help the business to bring efficiency (Pandey, 2020). By using Robots and AI to manage customers, the organization can overcome the impact of the issue, such as - a high employee turnover rate. 

	Environmental
	Because of employee turnover organisational efficiency is reducing and brand image is also lessening (Nadeem et al., 2020). So, the organisation can focus on the Environmental Protection Act and do a campaign for environmental welfare. The welfare of the environment is the opportunity for the business to develop a reputation in the market because it is a CSR activity which can help the hotel overwhelm the impact of a high employee turnover rate (Mowday, 2020). 

	Legal
	According to the Employment Rights Act 1996, it is the right of employees in the UK to create employment contracts (Mohr, Young and Burgess Jr, 2019). By creating long-term working contracts with employees, the hotel can reduce employee turnover rates. For illustration – employees may not breach the contract because of compensation issues, so they may not switch jobs. It will increase organisational efficiency (Mobley, 2021). 


[bookmark: _Toc165993137]SWOT analysis of Premier Inn Abu Dhabi Capital Centre
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Figure 5: SWOT Framework.
Source: (Merkert, 2020).

	Strengths 
	Weaknesses 

	· Premier Inn Abu Dhabi Capital Centre has adequate resources which can help the business to bring technology and alternatives to employees, such as – AI and Robotics which can help the business to overcome the issue (Manolopoulos, 2019). 
· The Premier Inn has global recognition which increases the brand image and reputation of the hotel in UAE. It can help the business to attract employees and retain employees and overcome reputational issues, such as – a reduction in efficiency created because of employee turnover (Lundy, 2019).
	· The Human Resource Management team of the hotel is not so concerned about employee performance management which increases the impact of the issues of a high employee turnover rate. 
· Working conditions of the hotel is not so flexible so employees face demotivation and think of switching the hotels (Lina, 2021). It is bringing inefficacy in the organization by reducing the productivity of the hotel. 

	Opportunities
	Threats 

	· The legal compliance is favourable for the business to manage employee turnover rate by using the contract law (Kwon, 2019).
· Employee development opportunities are flexible and reasonable for the business with the help of local agencies. It can increase employee job satisfaction and create an intention to stay in the organisation.  
	· Attractive offers of competitors to employees are a threat to the business to retain employees.
· The development in national wealth increases the per capita income of people which pushes employees to seek for more comfortable life and better options. So, it is a threat to the hotel because employees may switch better jobs (Kumar and M.S. Nain, 2021). 



[bookmark: _Toc165993138]TOWS Analysis of Premier Inn Abu Dhabi Capital Centre
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Figure 6: TOWS Framework.
Source: (Korzynski, 2022).
	Strengths
	Weaknesses

	
	· Adequate resources are the strength for the hotel to manage different issues (Krotle and VIilladsen, 2023). 
· High brand image and reputation can ensure the sustainability of the business in the market
	· The HRM department is not so concerned about employee performance (John, 2019).
· Inflexible working conditions of the hotel is the weakness of the hotel.  


	Opportunities
· Employment law, such as - contract law with employees is an opportunity for the business (Korzynski, 2022).
· Employee development opportunities through local agencies are another opportunity for the hotel (John, 2019). 
	Strengths/ Opportunities
· A high brand image can help the business to create contracts with employees for the long term. Employees will rely on the business and agree to a contract for a long time. It can help the organisation to reduce the employee turnover rate (Klimoski, 2021). 
· The hotel can use financial resources to develop employee skills and abilities which can increase employee job satisfaction and reduce employee turnover rate. For example – the hotel can invest its financial resources for arranging skill development programs with the help of local agencies (Hom and Griffeth, 2021). It can improve the skills of employees which can help the business to increase employee satisfaction. Employee satisfaction can increase the employee turnover rate (Hogler, 2021). 
	Weaknesses/ Opportunities
· Employee development opportunities can help the hotel to make HR employees skilled and qualified which can help to manage employee performance effectively and increase job satisfaction. It can reduce employee turnover rate (Klimoski, 2021). 
· According to the Employment Act 1996, flexible working conditions are the right of employees (Junare and Patel, 2021). By creating a contract of flexible working conditions, the organisation can retain employees effectively. 

	
	
	

	Threats
	Strengths/ Threats
	Weaknesses/ Threats

	· Attractive offers of competitors to employees are a threat to the business (Hoch and Dulebohn, 2019). 
· Development in national wealth increases the per capita income which is a threat to the business because employees switch jobs to get better opportunities (Gunderson, 2020). 

	· The organisation has adequate resources, so by providing incentives and attractive financial facilities, the organisation can overcome the threat of employee turnover because of attractive offers of competition (Griffeth and Hom, 2019).
· The reputation and brand image as well as resources of the hotel can reduce the threat of employee turnover because of searching for better options (Gkorezis and Kastritsi, 2020). For example – the organisation can use the resources to increase the salaries of employees and reputation can retain employees by showing that they are working with a reputed company. 
	· Negligence of the HRM team to manage employee performance and inflexible working conditions may demotivate employees and employees may be attracted by the appealing offers of competitors and switch organisations.
· Inflexible working conditions may push employees to search for better options to develop their living standards. For example – because of inflexible working conditions employees may demotivated (Gheibi, 2020). An increase in per capita income indicates that the living standards of people are increasing (Friedman and Reed, 2021). So, the situation may attract employees of the hotel to search for better options. 



[bookmark: _Toc165224083][bookmark: _Toc165993139]Recommendations and Change Management
[bookmark: _Toc165224084][bookmark: _Toc165993140]Identifying Recommendations for Premier Inn Abu Dhabi Capital Centre
· The organisation should develop contracts while hiring employees. For example – the organisation should create long-term working contracts with employees so employees may not be able to switch jobs within a short time (Ferinia, Yuniarsi and Disman, 2021). It can reduce employee turnover rate. The organisation has a reputation in the market so employees will agree to long-term contracts. It can help the organisation to reduce the complexity and cost of the hiring process (Ferinia, Yuniarsi and Disman, 2021).
· The organisation should develop working conditions. It should focus on more flexible working conditions, such as – working from home, if possible, balancing time of working and independence in doing work (Dhulla, 2022). It can help the business to increase employee job satisfaction which can help the business to reduce employee turnover rate. 
· The organisation should develop incentive and financial motivation strategies. Financial motivation can inspire employees to stay in the hotel because the main tendency of people is not financial development and a comfortable life (Rajani, 2020). The strategy of financial motivation like cash rewards, incentives and bonuses can make employees loyal and develop their job satisfaction which can reduce employee turnover rate. 
· Brewster (2021) states that an employee development program can reduce employee turnover rate by 10% by increasing employee job satisfaction. The Premier Inn Abu Dhabi Capital Centre needs to arrange an employee development program to make them skilled and efficient (Blachford, 2021). When employees get development opportunities, their performance increases which increases job satisfaction and reduces employee turnover rate.  
· Development in HR policies can increase employee retention rate (Beer, 2021). The organisation should develop its HR policies, such as – motivational strategies, employee performance management, working hours and conditions. The development of HR policies can motivate employees to work in the hotel because flexible policies attract employees to work in the organisation (Baskar, 2020). Besides, diversity and equality policy development can motivate employees and reduce employee turnover rates. 
[bookmark: _Toc165224085][bookmark: _Toc165993141]Change Management Practices and Procedures
[bookmark: _Toc165224086][bookmark: _Toc165993142]Lewin's Model of Change
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Figure 7: Kurt Lewin’s Three Stages of Change.
Source: (Bammidi and K.Sri Divya, 2020).
Unfreeze: The stage focuses on recognizing the need for change Bais (2020). The hotel needs to identify issues that need to change, such as – employee motivation strategies and development strategies needed to manage employee retention rates. For example – at this stage, the organisation recognizes the need for change in motivation strategies, HR policies and employee management practices (Arabzad, 2022). The organisation is facing high employee turnover which is reducing efficiency and sales of the organisation and impacting the profit margin negatively. It means that the organisation needs to bring change in organisational policies to ensure a flexible working culture for employees which can motivate employees and retain employees (Allen and Turner, 2020). In this stage, the organisation can encourage employees to change their old behaviour towards company policies. In this case, the management needs to support employees strongly to develop employee performance to increase their job satisfaction. Besides, the management also needs to focus on addressing the doubts and concerns of employees (Aguinis and Lengnick-Hall, 2020). For example – the organisation can tell employees about the development of policies and employee development strategies. It can help employees to understand the needs of the change and accept the change. Management of the hotel needs to clear the doubts of employees about the change (Abdien, 2022). Moreover, they need to make it clear to employees about the change and its impact. The strategy can help the hotel to make employees prepare for the change. 
Change: Create a plan for bringing the change and implementing the plan is the activities of the change stage (Zipp, 2020). Additionally, supporting employees to understand and accept the change is also necessary at this stage. For instance – the organisation is focusing on the development of policies, such as – motivation practices, like incentives, flexible working and cash rewards. In this case, the hotel needs to create a plan of how much resources will be used for employee motivation (Zimmerman and Darnold, 2020). Besides, the employee development program also needs resources. So, the management of the hotel needs to focus on creating a budget and plan for the implementation of new policies. The organisation also needs to implement the plan at this stage (Vanek, 2022). For example – the organisation can provide cash rewards and incentive policies to make employees motivated and retained in the organisation. Besides, employee development programs also can be arranged to increase employee skills and job satisfaction. In this stage, the management of the hotel needs to support employees to cope with the development program and develop their performance which is needed to increase job satisfaction (Thacker, 2020). All the changes can increase the job satisfaction of employees because financial motivation policy and employee development programs increase job satisfaction of employees which make employee loyal and reduce the turnover rate (Tullar, 2022). As well, management can arrange informal meeting to support employees in accepting the change, such as – flexible working policies. For instance – the management can show employees the benefits of flexible policies for employees so employees become motivated and may not think of switching the hotel. 
Refreeze: Changes are reinforced and stabilized in this stage (Swarnalatha and Prasanna, 2021). Moreover, presenting the change in normal ways to employees. Additionally, it emphasises the sustainability of the change effectively. The organisation can develop an equality and diversity policy by enforcing the policy practically in the organisation to manage employees (Singh, 2021). It can create a positive workplace by creating a positive environment among employees by ensuring equality and diversity. It can motivate employees and make them loyal. Besides, the organisation needs to check employee performance regularly to provide incentives accurately. When employees can incentivise, they become motivated and may not think to switch the hotel (Saridakis and Cooper, 2023). Moreover, the management needs to develop contract clauses effectively so that employees may not demotivated and remain with the hotel. 
[bookmark: _Toc165224087][bookmark: _Toc165993143]Impacts of Strategies and Success Rates Review and Measurement Techniques of the Recommended Approaches (KPIs)
To measure the success of the strategies, the below KPIs will be used:
Performance of employees: An increase in employee job satisfaction can reduce the employee turnover rate (Sandlin, 2022). So, employee development programs, such as – training and development seminars for employees can improve employee performance which can help to increase employee job satisfaction and reduce employee turnover rate. Besides, the suggested strategies are employee motivation and developing HR policies to increase employee job satisfaction by developing employee performance (Roseman, 2020). It means that measuring employee performance can help the hotel to identify the rate of success after the implementation of different strategies. 
Sales of the organisation: The above discussion shows that because of the employee turnover rate the efficiency of the organisation is reducing which is lessening the sales of the hotel (Ritter and Taylor, 2020). In this case, after the implementation of financial motivation, development of HR policies and employee development program, the hotel can measure the sales rate of the hotel after and before the execution of those recommended strategies to solve the high employee turnover rate (Rajapaksha, 2023). The comparison between before and after sales revenue of the imperfection of those strategies can help the organisation to identify success by showing whether the sales are increasing or not (Rajani, 2020). If sales increase, it means that these strategies are successful. If sales do not increase, it indicates the implementation of these strategies is not effective. 
Profit margin: The cost of motivation, such as – incentives, cash rewards and other financial motivation is very high (Rajan, 2020). Besides, a high employee turnover rate reduces the efficiency and sales of the businesses which may reduce profit margin. By comparing the profit margin of the hotel after the change and before the change, the organisation can measure success. For example – if the profit margin is high after the implementation of the change, it means that the implementation of mentioned strategies is successful (Radhesham, 2021).
Cost of hiring: Because of the high employee turnover rate the cost of hiring is increasing. If the organisation finds that the cost of the hiring process is reducing (Pohler and Schmidt, 2020). It means that the organisation is able to retain employees after implementing the strategies effectively. So, by measuring the cost of hiring, the organisation can analyse the success of the implementation of the changes. 
Analyse employee turnover rate: High employee turnover rate is the main issue of the hotel. The hotel needs to change its policies to reduce the turnover rate (Peterson, 2020). Besides, the organisation will be focusing on financial motivation to increase employee job satisfaction which can reduce employee turnover rate (Pereira, Malik and Sharma, 2023). So, if the organisation finds that the employee turnover rate is dropping, it indicates that implementation of new strategies and bringing the change is successful and the impact is positive. 
[bookmark: _Toc165224088][bookmark: _Toc165993144]The Potential Benefits to be Experienced by Premier Inn Abu Dhabi Capital Centre, as a Result of Implementing the Recommended Strategies
By applying recommended strategies, the organisation can get various benefits, such as – increased employee performance, intensified sales, and many other advantages (Pandey, 2020). Potential benefits that the hotel can gain by implementing recommended strategies will be evaluated in this section:   
Increase in sales and profit margin: Implementation of strategies, such as – financial motivational strategies can increase the cost of the hotel but it can increase employee job satisfaction by making them happy (Nadeem et al., 2020). Besides, financial motivation can intensify organisational productivity and efficiency by increasing employee performance and making employees loyal. When employees get financial motivation, they work efficiently which helps to increase sales revenue and increase the profit margin of the hotel (Mowday, 2020). 
High-Performance of employees: The recommended strategies are financial motivation, development of HR policies, such as – equality and diversity as well as employee development programs (Mohr, Young and Burgess Jr, 2019). All the strategies contribute to the improvement of employee performance. For example – financial motivation increases employee performance by inspiring them to contribute to organisational productivity by meeting their financial needs (Merkert, 2020). When employees get cash rewards and incentives, they become loyal to the organisation and try to provide their highest effort to the organisation which increases employee performance (Mobley, 2021). In this case, the application of financial motivation can increase the performance of employees. Moreover, diversity and equality policy development also create a positive workplace and culture which reduces the stress of employees (Manolopoulos, 2019). So, employees become happy and concentrate on work effectively. It increases employee performance and job satisfaction which helps to reduce employee turnover rate. 
Skilled Workforce: Recommended strategies can make a skilled workforce for the hotel. For example – employee training and development programs can improve employees’ skills and abilities (Lundy, 2019). Besides, financial motivation, like incentives also pushes employees to develop their performance to get incentives and financial rewards which develop their skills and competencies (Kwon, 2019). Moreover, equality and diversity policies as well as flexible working conditions also make employees happy by ensuring a positive work environment (Lina, 2021). A positive work environment, such as – helping each other and getting equal treatment reduces the stress of employees and helps them to concentrate on their jobs and responsibilities which improves their skills and abilities and makes a skilled workforce for the hotel.
Rise in efficiency and productivity: The contract for a long time with employees while hiring can help the organisation to retain employees for a long time (Kumar and M.S. Nain, 2021). When some employees are working for a long time in the hotel. It can increase the efficiency of the hotel because every employee can know their work better and can manage efficiently. Moreover, employee development programs can make employees qualified and skilled so they can work efficiently which can increase the productivity of the organisation (Krotle and VIilladsen, 2023). In addition, financial motivation pushes employees to develop their performance by making them loyal to the organisation. It can increase the efficiency and productivity of employees which may raise their job satisfaction and may diminish the turnover rate of the hotel.
Intensification of Brand Reputation: Recommended strategies can increase brand reputation by increasing the productivity and efficiency of the hotel (Korzynski, 2022). For example – when an organisation creates long-term contracts with e employees and provides them with financial motivation, flexible work conditions, and development opportunities through employee development programs, it can help the hotel to increase employee performance by making them happy (Klimoski, 2021). It can increase the performance of employees, organisational productivity and efficiency, such as – managing customers effectively which satisfies customers. it can increase the brand reputation of the organisation. 
[bookmark: _Toc165224089][bookmark: _Toc165993145]Costs Associated with the Recommendations
	Strategies of Changes
	Cost of the Changes (£)

	Financial motivation, such as – incentives and cash rewards need funds.
	£55000

	Flexible working conditions may increase the time of operations which can increase operational costs.
	£5500

	Contract with employees needs stamps which requires a cost. 
	£1,000

	Employee development programs, such as – training needs a huge investment. 
	£20,000

	Development of HR policies may not incur any cost. 
	£0

	Total: (roughly)
	[bookmark: _Hlk165204470]£81500 


[bookmark: _Toc165224090][bookmark: _Toc165993146]Action Plan
	Number
	Problem
	Solution
	Desired Outcome
	Time Scale
	Completion Date
	Planned Budget

	1
	Increase the cost of the hotel because of financial motivation, training and development program, consultancy with the consultant for legal issues and organisational issues.
	By focusing on cost management strategies, like cost cutting from daily operations, the cost of the financial motivation and the employee development program can be managed (Khan and Aleem, 2021). 
	Ensure cost efficiency and manage costs and wastage effectively which can help to balance the high cost of financial motivation and training programs. 
	8 months 
	06/01/2028
	£0000

	2
	Legal issues in managing long-term contracts with employees.
	Consultancy with lawyers can help the hotel to understand legal issues and complexity about doing the long-term contracts with employees. Advice from lawyers can solve the problem of managing legal issues (Griffeth and Hom, 2019).
	The consultancy can help the hotel to manage employees effectively by making the contract of hiring in a proper way with accurate clauses. 
	4 months
	05/09/2024
	£1000

	3
	Managing productivity and employee performance is a problem because of issues in employee management.
	Consultancy with business management firm can help the business to analyse the cause behind employee turnover and associated issues with high employee turnover rate (Gkorezis and Kastritsi, 2020). The consultancy can help the business to increase productivity and employee performance. 
	The organisational productivity and employee performance will be increased by 20%. Besides, the employee turnover rate will reduce by 15%.
	2 years
	09/11/2026
	£1500


[bookmark: _Toc165993147]Conclusion 
The key issue of Premier Inn Abu Dhabi Capital Centre is the high employee turnover rate. The issue is bringing challenges for Premier Inn Hotel because high employee turnover can dismount organizational efficiency by fetching change in the working method. The employee turnover rate is about 25% of the hotel while only a 10% employee turnover rate is suitable for the hotel industry. Around 75% of employees of Premier Inn believe that the company is doing everything that it needs to retain employees. On the opposing, 25% of employees are searching for new employment. The reason behind the high turnover is – many employees thinks that the facility and working conditions of the hotel are not effective. Moreover, the turnover also creates issues of reputation by increasing consumer dissatisfaction by not handling customers and services successfully. The employee turnover rate is increasing because of not handling employees effectively. About 27% of employees of the hotel think that employee performance management and the payment system of the hotel need to improve. Additionally, the organisation has strengths of adequate resources and a high brand image which can help the organisation to arrange training and development programs, and provide financial motivation to employees which can increase employee job satisfaction and reduce employee turnover rate. Employee development opportunities can help the hotel to make HR employees skilled, competent and qualified which can help to manage employee performance effectively and increase job satisfaction. It can decrease employee turnover rate. Inflexible working conditions may push employees to search for better options to develop their living standards. It can increase the level of the problem. The organisation should focus on the development of HR policies, financial motivation, flexible working conditions, and employee development programs to increase employee job satisfaction and performance which will diminish employee turnover rate and ensure organisational productivity and efficiency. By using the change management model, the hotel can bring change in policies and motivational strategies effectively. By measuring sales volume, profit margin, employee turnover rate and cost of hiring, the hotel can measure the success level of implementation of recommended strategies. By implementing these strategies, the organisation can gain benefits, such as - employee performance development, sales and profit margin increase, and development in reputation can help the organisation. A cost of around £81500 may incur with the implementation of these strategies. Finally, thanks to the hotel Premier Inn Abu Dhabi Capital Centre for the collaboration and the opportunity to work with them. 	
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