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[bookmark: _Toc166251731]Executive Summary
Four Seasons Hotel, a renowned and popular luxury hotel chain located in France is facing an issue in human resource functional management in operation. The company is facing a critical challenge because of high rates of employee turnover and lower rates of employee retention in the operation. For high rates of employee turnover, there is a disruption in the regular operational continuity. However, this has also increased substantial costs of Four Seasons Hotel for compromising service quality for their guests. For this reason, the consultancy report has conducted an in-depth analysis to identify different factors behind this issue and develop some strategic recommendations for addressing the challenge.
The primary issue of Four Seasons Hotel is higher rates of employee turnover in the operation. This has increased disruptions in providing service timely. Furthermore, it has increased the recruitment cost and diminished employee morale in the operation. For this reason, Four Seasons Hotel is facing challenges in retaining talented and expert staff in the operation. This has impacted negatively on the market competitiveness and capability to provide professional and customized guest experiences. It has been identified that there are several key factors which have contributed to this high rate of employee turnover and low rates of employee retention for Four Seasons Hotel and the hotel industry across the entire world. For instance, the disparities in compensation policies and limited beneficial packages for employees are the main reasons behind this high rate of employee turnover. In addition, there are cultural issues at workplaces which have triggered the negative impact on the market industry. The culture of Four Seasons Hotel lacks proper recognition of employees, diversity and inclusivity as well as lower opportunities for professional growth. Those factors have decreased the engagement of employees and decreased the level of employee satisfaction. Furthermore, there are very few career development programs and training modules given to their employees. It has reduced the required skills and knowledge of the employees regarding new technologies and new market dynamics.
Political factors include changes in the political landscape, changes in labour laws, government regulations and immigration policies. From the economic perspective, currency fluctuations, economic downturns, and spending patterns of consumers influence financial performance. The strength of the company is that the prime location is in London. However, it has limited alternatives for career advancements. Hence, it needs to make investments in employee training and career development.
To address this human resource management issue, it has been recommended that Four Seasons Hotel needs to enhance its compensation policies. Furthermore, they need to tailor the beneficial packages according to the requirements of the employees. It will help Four Seasons Hotel foster strong loyalty and employee satisfaction. Furthermore, Four Seasons Hotel needs to foster a supportive culture in the workplace. That is why it is recommended to promote inclusion, diversity and employee recognition in Four Seasons Hotel by providing training and team-building activities. Furthermore, Four Seasons Hotel needs to expand development opportunities and training modules. In addition, flexible working arrangements are another perspective for increasing employee retention. Finally, Four Seasons Hotel needs to establish effective career development programs and professional mentorship with industry experts and senior officials. All of those factors will result in lowering the rates of employee turnover and increasing the rates of employee retention in Four Seasons Hotel.
Addressing high rates of employee turnover and lower rates of employee retention is crucial for maintaining the brand image and reputation as one of the premier luxury hotels across the entire world. If Four Seasons Hotel implements those recommendations, then there will be an improvement in the employee satisfaction level and enhancement in providing services. Those will also help the company to strengthen its market competitive position in the industry. The consultancy firm is always committed to providing this type of in-depth analysis for achieving long-term success in the industry viability.



[bookmark: _Toc166251732]Introduction
Four Seasons Hotel is an iconic and premier luxury hotel chain. The chosen location is located in Paris, France. It was established in 1961. That business organization provides impeccable guest service and different dynamics of hotel accommodations. Four Seasons Hotel has earned its operational reputation as one of the finest hotels in the entire world. However, there are some issues which have recently been identified in the operation of Four Seasons Hotel. Those issues are related to the human resource management function in the operation. The prime issue of Four Seasons Hotel is facing challenges because of high rates of employee turnover and low rates of employee retention. Higher rates of employee turnover not only disrupt the operational continuity but also incur a significant amount of cost for next recruitment, training and lost productivity. Furthermore, negative or low level of employee disruption also results in poor service quality and poor guest experiences. That is why those issues raise the question of Four Seasons Hotel regarding market competitiveness.
The consultancy firm is a leading firm specializing in organizational development and hospitality management. That is why the firm is strongly committed to assisting Four Seasons Hotel in addressing those critical issues regarding human resource management. It has been identified that there are several underlying factors which have contributed to this phenomenon. For making and comprehensive analysis, there have been detailed presentations on different types of theoretical frameworks including PESTEL analysis’s analysis and TOWS strategies. Those models will help Four Seasons Hotel to identify different types of external and internal factors which are the reasons behind this human resource issue in Four Seasons Hotel. Furthermore, the consultancy report will focus on strategic recommendations and change management. In that part, there will be discussions on different types of recommendation plans along with their expected outcomes, measurements for their success and associated costs. Finally, there will be a tabulation of the action plan. This will help Four Seasons Hotel monitor different activities and implement the given recommendations effectively and efficiently to increase employee retention rates and decrease employee turnover rates.
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[bookmark: _Toc166251734]Issue – Employee Turnover & Retention
Currently, Four Seasons Hotel is facing issues with effective human resource management in the operation. Four Seasons Hotel has high rates of employee turnover and low rates of employee retention in the operational function. There are different reasons behind high employee turnover and low employee retention issues in Four Seasons Hotel and also in the hospitality industry across the entire world. Those reasons are described below as follows – 
Low levels of job satisfaction
One of the most significant causes for high employee turnover and low retention rates in business organizations and hospitality across the world is low levels of job satisfaction (Baron & Armstrong, 2012). There are different reasons behind this low level of job satisfaction among the employees in the hotel industry (Brierley, 2006). First of all, employees need to work long hours in different hotels and restaurants (Burnes, 2017). This is because the demanding characteristics of hospitality industry roles lead to long as well as irregular working hours (Buttrick, 2009). For these reasons the long working hours mechanism results in employee burnout (Fisman and Sullivan, 2014). That is why employees have always mental issues as they do not get enough time for recreational activities (Johnson, 2020). In addition, employees do not get enough activities to balance their work with professional work (Kipping and Clark, 2019). For this reason, there is a high level of job dissatisfaction among hospitality industry employees including the employees of Four Seasons Hotel (Kotter, 2023). Another major reason for the low level of job satisfaction is high-stress levels in work management (Mavridopoulou and O’Mahoney, 2020). 
[image: ]
Figure 1: Employee Turnover Rates (Source- (Beasley and Que, 2023)
It has been identified that high-pressure situations and fast-paced environments in the working culture are common in the hospitality industry (Newton, 2021). That is why there is always a high level of stress for operational management among the employees of the hotel industry (Noordzij, 2016). This has made a large contribution to increasing the stress level of the employees as well as job dissatisfaction among the operational employees (O’Mahoney, 2021). This is because employees always feel undervalued or unsupported by the operational management of Four Seasons Hotel. Employees of Four Seasons Hotel and in the hotel, industry feel demotivated if their contributions and hard work are not properly acknowledged or appropriately rewarded (Subramaniam et al., 2011). This type of lack of recognition leads to decreased job satisfaction and job morale among the employees (Whittington & Molloy, 2019). Furthermore, there are very few opportunities and limited dynamics for advancement in the career path of employees in the hospital industry (Whittington et al., 2023). There is a lack of clear progression in career and skill development. For this reason, employees always feel stagnant in performing their job roles in this hospital industry. That is why they always try to seek more and better opportunities elsewhere. For this reason, there is a high rate of employee turnover and a low rate of employee retention.
Inappropriate compensation package
An inadequate or inappropriate compensation package is another problematic issue for a lower rate of implementation and a higher rate of employee turnover in Four Seasons Hotel. There are different types of roles in the hospitality industry which involve a very high level of dedication and hard work because employees need to handle and manage guests properly (Baron & Armstrong, 2012). It always needs mental work to handle and make effective interactions with guests. In this case, employees feel undervalued if the compensation package given to them does not properly reflect or represent the level of best efforts, they have put in (Baron & Armstrong, 2012). That is why this type of inadequate compensation leads to a high level of job dissatisfaction and there is a higher potential for seeking better opportunities elsewhere (Brierley, 2006). In addition, there are very limited benefits packages for employees in this industry including Four Seasons Hotel. However, there are more comprehensive beneficial packages for employees in other industries like healthcare and pharmaceuticals (Brierley, 2006). In those industries, employees get very highly valuable packages in retirement plans (Burnes, 2017). They are also given high amounts of employee discounts on different daily necessities. For this reason, this type of limited beneficial package in the hospitality industry leads to a high amount of employee turnover and a low amount of employee retention for Four Seasons Hotel (Burnes, 2017).
Unhealthy workplace culture
A toxic working environment or unhealthy workplace culture is another reason for a high level of job dissatisfaction among the employees at Four Seasons Hotel (Buttrick, 2009). For instance, there are different types of issues including lack of proper guidance and support from colleagues and managerial employees, employee favouritism, and lack of proper micromanagement contribute to the high level of employee turnover (Buttrick, 2009). This is because if there is conflict among the employees and negative interactions with supervisors then it will create an unpleasant and unhealthy working environment (Johnson, 2020). That is why a toxic workplace culture will prompt employees to seek better employment elsewhere.
Lack of proper training
Another major reason behind the high rate of employee turnover and low rate of employee retention in Four Seasons Hotel is the lack of proper training and professional development programs (Kipping and Clark, 2019). There is stagnation in different types of roles performed in the hospitality industry. If employees are not given appropriate and adequate opportunities to learn and implement new skills, and if they are not given enough opportunities to make advancement in their careers, employees will feel this engaged in the operational management of Four Seasons Hotel (Kipping and Clark, 2019). They will ultimately leave the company to search for better prospects where they will feel updated for learning new skills and there are development opportunities for their careers. Furthermore, insufficient training programs and professional seminars are other factors behind this high level of job dissatisfaction. There is a lack of access to ongoing learning skills and opportunities which leads to frustration among employees for not feeling properly expert in performing their job roles (Kotter, 2023). There is very limited support for the career development of employees. Business entities which do not prioritize employee development programs to provide coaching opportunities or mentorship for developing their careers, struggle highly to retain expert people or top talent people in the operation (Kotter, 2023).
Global Pandemic
The global pandemic impact is another crucial reason for the high rate of employee turnover and low rate of employee retention in this hospitality industry and in Four Seasons Hotel as well (Newton, 2021). The COVID-19 pandemic situation had a significant impact on the hospitality industry which included layoffs of employees highly, reduced working hours for many employees, furloughs for employees etc.  (Newton, 2021) These types of instability and uncertainty caused by the global pandemic situations have decreased the morale and loyalty of employees in the hospitality industry (O’Mahoney, 2021). That is why it has contributed to a higher rate of employee turnover and a low rate of employee retention (Subramaniam et al., 2011). Furthermore, there is a lack of workforce resilience strategies adopted by different companies in the hospitality industry (Whittington et al., 2023). For this reason, employees prefer to consider alternative job opportunities higher they will have more job security or stability (Whittington & Molloy, 2019). That is why higher rates of employee turnover and lower rates of employee retention have occurred in the business industry and also in the hospital industry as a whole (Whittington & Molloy, 2019).
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	PESTEL Factors
	Impact on Four Seasons Hotel

	Political
	Political factors include changes in the political landscape, changes in labour laws, government regulations and immigration policies. Those directly impact the end employment practices as well as staffing strategies for Four Seasons Hotel within the hospitality industry (Beasley and Que, 2023). For instance, a restriction on immigration and changes to the history requirements affect the availability of foreign expert people for performing different roles in the Four Seasons Hotel (Beasley and Que, 2023). That is why it potentially impacts the recruitment as well as retention efforts taken by Four Seasons Hotel. In addition, compliance with government regulations related to safety and a healthy working environment, data protection and employee rights are also essential for avoiding legal issues by Four Seasons Hotel. It helps to maintain strong trust with guests and employees (Blythe, 2023).

	Economic
	From the economic perspective, currency fluctuations, economic downturns, and spending patterns of consumers influence the financial performance as well as the operational strategic decision of Four Seasons Hotel. For instance, the global pandemic across the entire world has led to economic downturns and economic recession (Cao et al., 2023). Consumers have cut back on their spending patterns and that is why it has led to a reduced level of demand for luxury hospitality services. That is why there are very low occupancy rates at Four Seasons Hotel. For this reason, there is lower operational management by Four Seasons Hotel for economic downturns and changes in the consumer spending pattern (Cao et al., 2023).

	Social
	Social factors include cultural norms, shifts in consumer preferences that influence employee engagement, and operational decisions within the hospitality industry. Changes in consumer preference include the shift in a demographic characteristics like the ageing population (Cedric, 2023). Those types of changes require Four Seasons Hotel to adapt its offerings and services to meet the requirements and preferences of different guest segments (Crowther, 2023. Furthermore, there are emerging trends across the entire world including sustainability, Wellness tourism as well as experiential travel (Cedric, 2023). Those lifestyle trends impact a high level of demand for personalized and unique experiences in luxury hotels including Four Seasons Hotel (Crowther, 2023).

	Technological
	The adoption of different types of robotics and automated systems in different areas like food service, housekeeping, and processes for check-in and check-out have streamlined operations and it has improved efficiency at Four Seasons Hotel. (Depierraz, 2023) Furthermore, the implementation of digital platforms and online booking systems has enhanced marketing efforts, guest management as well as revenue management strategies (Dogru et al., 2023). Four Seasons Hotel is now leveraging data analytics as well as artificial intelligence to gain insightful information regarding booking patterns, market trends, guest preferences etc.

	Environmental
	Environmental issues include green initiatives like sustainable practices. It incorporates the reduction of plastic usage, ethical sourcing and implementation of energy-efficient technologies. (Huang et al., 2023)

	Legal
	Legal issues require compliance with employment laws like the requirement of minimum wage, and regulations of overtime duty. In addition, the company needs to comply with health and safety regulations including food safety standards, building codes and emergency protocols (Lee, 2023).


Table 1: PESTEL Analysis (Source- Author)
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	Strengths
	Weaknesses

	1. Luxury brand and prestigious brand heritage (Manolopoulos et al., 2022).
2. Prime location in London.
3. High loyalty of customers and valuable recognition of operational brand (Michalis, 2023).
4. Strong commitment to sustainability.
	1. High rate of Employee turnover (Parding et al., 2023)
2. Low rate of employee retention
3. Issues in workplace culture (Demirović Bajrami et al., 2021)
4. Limited alternatives for career advancements (Parding et al., 2023)

	Opportunities
	Threats

	1. New market expansion (Ali et al., 2023)
2. Investment in employee training and career development (Cao et al., 2023)
3. Collaboration with local communities
	1. Intense market competition in the hospitality industry specifically in France (Demirović Bajrami et al., 2021).
2. Economic uncertainties and instability.
3. Negative publicity and damage to the reputation of the brand (Cao et al., 2023).


Table 2: SWOT Analysis(Source- Author)
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	Strengths-Opportunities Strategies
	Weaknesses-Opportunities Strategies

	1. Expand digital presence to retain employees and customers (Waide, 2024).
2. Investment in training and development programs for employee engagement (González-De-la-Rosa et al., 2023).
	1. Improve the culture of the workplace (Guo & Ayoun, 2023).
2. Provide high levels of compensation and benefit packages (Waide, 2024).

	Strength-Threats Strategies
	Weakness-Threats Strategies

	1. Enhance customer loyalty (Karatepe et al., 2023).
2. Employ big data analytics for insightful information while in economic downturns (Mohd-Shamsudin et al., 2023).
	1. Implement cost-effective measures for offsetting economic challenges (Liu et al., 2023).
2. Strengthen employee engagement more proactively by valuing them properly (Nguyen et al., 2023).


Table 3: TOWS Analysis(Source- Author)
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Enhancing Compensation and Benefits Packages
First of all, Four Seasons Hotel needs to conduct a comprehensive review and monitoring of its compensation policies and beneficial packages. It will help Four Seasons Hotel to ensure that they remain competitive with the salary structure of the overall industry (Pu et al., 2023). Enhancing compensation and beneficial packages includes increasing the base rate of salaries for employees in the hotels. In addition, enhancing compensation will include offering performance-based rewards or incentives (Pu et al., 2023). Furthermore, Four Seasons Hotel can also enhance different types of employee benefits which include effective and efficient retirement plans, and healthcare coverage for employees and their family members. In addition, Four Seasons Hotel can also offer employee discounts in several stores according to the requirements of employees (Rasheed et al., 2020). To ensure enhancing of compensation and beneficial packages, the finance department and the human resource department of Four Seasons Hotel need to effectively collaborate for the analysis of market and industry benchmarks in compensation policies and beneficial packages (Rasheed et al., 2020). This will help to make effective and efficient budgetary allocations for the determination of feasible adjustments to the new benefits and compensation package (Wu & Wei, 2023). Furthermore, Four Seasons Hotel needs to maintain transparent communication and effective interactions with employees throughout the entire process (Shum et al., 2023). This will help Four Seasons Hotel to gather feedback from the employees so that it can manage the expectations of employees accordingly in the new package of compensation and benefits. Furthermore, Four Seasons Hotel needs to establish different types of timelines and rollout plans (Shum et al., 2023). This will help the company to review for the assessment of the effectiveness of new packages regularly (Wu & Wei, 2023). Furthermore, it will help the company to make necessary adjustments whenever they are required (Ye and Chen, 2023). Furthermore, change management practices must be focused on having effective and clear communication to ease the transition of this new compensation package. The change management will also include addressing concerns from employees for better and more efficient employee engagement in the decision-making process (Zhu et al., 2023). The company can provide different types of training sessions for educating the employees regarding the updated compensation package and benefits. And those training sessions will help Four Seasons Hotel highlight the impact and the value of those new packages on the overall well-being of employees (Ali et al., 2023). Furthermore, feedback mechanisms must follow the employee's requirements to address any type of issue promptly (Mohd-Shamsudin et al., 2023). The measurement of success in implementing this policy includes tracking different types of key metrics (Cao et al., 2023). Those factors include measuring the turnover rates of employees after the declaration of new benefits and compensation packages and measuring the rates of employee retention in the business operation. In addition, Four Seasons Hotel can also determine employee satisfaction is a course in this case (Demirović Bajrami et al., 2021). For this reason, regular feedback and survey sessions are required to gauge the perceptions of employees regarding the changes to identify more areas for improvement. That is why the success of implementing this policy in Four Seasons Hotel can be demonstrated by improved morale of employees, reduced rate of employee turnover, increased rate of employee retention and enhanced productivity in the operation (Demirović Bajrami et al., 2021). However, there is a requirement to allocate sufficient and effective resources for attracting and retaining top talent in the operation. There are costs associated with the process of budgeting, ensuring the sustainability of the operation and aligning the supervision for employees with the goals of Four Seasons Hotel (Karatepe et al., 2023). It is estimated that the overall cost of implementing this strategy will be GBP 0.3 million to GBP 1 million. The costs include the required adjustments in the base rate of salaries, and providing performance-based incentives to the employees (Liu et al., 2023). In addition, the cost will cover the enhancements in the beneficial packages like providing effective retirement plans, coverage for healthcare of employees and family members and employee discounts (Liu et al., 2023).
Implementing Mentorship and Career Development Programs
Secondly, Four Seasons Hotel can implement effective mentorship and efficient career development programs for the betterment of employees (Karatepe et al., 2023). In this case, Four Seasons Hotel needs to establish different types of formal mentorship seminars and programs (Karatepe et al., 2023). It will help Four Seasons Hotel to attach experienced employees of the business entity with junior or newly recruited employees. In this way experienced employees of Four Seasons Hotel will be able to provide required guidance, career advice and proper support to junior staff members of Four Seasons Hotel (Nguyen et al., 2023). Furthermore, Four Seasons Hotel needs to offer different types of career development workshops by professionals and industry experts. In addition, the company can offer different types of coaching sessions and seminars that will help the employees of the company identify appropriate goals for developing skills and expertise. In this way, the employees of Four Seasons Hotel will be able to advance in their careers (Nguyen et al., 2023). Eventually, this will lead to an increased level of employee retention and lower rates of employee turnover for Four Seasons Hotel (Shum et al., 2023). Furthermore, Four Seasons Hotel needs to provide different types of opportunities for cross-training programs and job rotation programs (Zhu et al., 2023). In addition, the company can also arrange different types of stretch assignments for the employees of the company. It will help the employees to broaden their experiences and their working perspectives from the operational management of Four Seasons Hotel. That is why the company needs to identify potential mentors and mentees based on their experiences, skills, professional careers as well as career aspirations (Wu & Wei, 2023). Then Four Seasons Hotel needs to develop the guidelines for mentorship and career development programs. This will help the company establish training materials more effectively and efficiently to ensure the effectiveness and consistency of the training module for mentorship and career development (Shum et al., 2023). Four Seasons Hotel also needs to arrange feedback sessions for scheduling regular check-ins between mentees and mentors (Wu & Wei, 2023). It will help the company track the ongoing progress of the mentorship programs to address challenges so that the company can find areas for improvement. From the perspective of change management, Four Seasons Hotel needs to make effective communications and interactions with the employees and the mentors regarding the benefits and expectations of career development programs and mentorship (Ye and Chen, 2023). The company needs to provide training to mentors on coaching materials and other responsibilities with the requirement of mentoring techniques. In addition, the company needs to create more diverse opportunities for knowledge sharing and networking among the mentees and mentors (Ye and Chen, 2023). It will help the employees to recognize and celebrate career achievements and milestones. Eventually, this will motivate the effective participation of employees to reinforce their strong commitment to further development in their career path. In this way, Four Seasons Hotel can increase employee retention levels and lower employee turnover levels (Zhu et al., 2023). The measurement of success for implementing this recommendation includes tracking participation rates of employees as well as engagement rates in career development programs and mentorship (Demirović Bajrami et al., 2021). Furthermore, Four Seasons Hotel needs to measure the changes in competencies, skills of employees and confidence of employees by evaluating performance and through some self-assessments (Demirović Bajrami et al., 2021). Four Seasons Hotel also needs to monitor different outcomes for career progression which include lateral moves, carrier promotions as well as increased responsibilities (González-De-la-Rosa et al., 2023). In this way, there will be enhanced engagement of employees in the operations which will increase the level of job satisfaction and job loyalty. Furthermore, there will be increased rates of employee retention and lower rates of employee turnover. There will be a positive impact on employee productivity, employee morale and organizational culture (González-De-la-Rosa et al., 2023). The estimated cost for mentorship and career development programs is around GBP 0.15 million to 0.3 million annually. The estimated cost includes the expenses related to developing the guidelines for mentorship and materials for providing training sessions to the employees. In addition, the estimated cost covers the meetings of mentorships for facilitating career development seminars and workshops. Furthermore, the cost covers the coaching sessions and tracking as well as the evaluation of program outcomes (Rasheed et al., 2020).
Improving Workplace Culture and Employee Engagement
Four Seasons Hotel needs to conduct different types of cultural assessments as well as employee surveys for the identification of areas for further improvement. In this case, the company needs to conduct regular employee feedback surveys so that the company can identify the required adjustments in the human resource functional management (Rasheed et al., 2020). For this reason, Four Seasons Hotel needs to develop inclusion and diversity policies in the human resource function to establish different types of resource groups comprising employees from different operational functions (Guo and Ayoun, 2023). Furthermore, Four Seasons Hotel can implement different types of training programs on some special topics on this issue. Those topics for training programs include cultural competence, emotional intelligence, unconscious bias and inclusive leadership in the managerial aspect of Four Seasons Hotel (Guo and Ayoun, 2023). Furthermore, Four Seasons Hotel needs to organize different types of team-building activities. In this case, the company can arrange different types of recognition programs for employee engagement (Rasheed et al., 2020). This will foster an inclusive working culture for the employees of Four Seasons Hotel. Hence this will improve the workplace culture and there will be effective management of employee engagement in the decision-making process. From the perspective of change management, Four Seasons Hotel can engage senior leadership mechanisms in providing the importance of a supportive and communicative workplace culture in the organization (Rasheed et al., 2020). This is very important for increasing the employee retention level because senior leadership will help the employees to be more engaged in operational management by focusing on their job performance (Bhatt, 2021). In addition, Four Seasons Hotel needs to provide training modules to the managers who are in the leading positions. The training modules will cover the promotion of inclusion and diversity principles in workplace ethics (Cox, 2023). Four Seasons Hotel needs to encourage feedback sessions regularly and open dialogue mechanisms with each employee (Gray & Liguori, 2023). This will help the company to address any type of concern regarding employee management and hence it will foster strong trust and commitment to employee engagement in their operations (Fernandes, 2023). Furthermore, Four Seasons Hotel can effectively establish accountability and transparency in its operating functions (Heyes, 2022). It will help the company to ensure adherence and compliance with cultural policies and cultural values on the business premises (Jackson, 2023). The measurement for the success of implementing this recommendation includes tracking the scores of employee engagement as well as the rates of employee participation in different types of cultural initiatives (Jagpradeep, 2021). Furthermore, the company can monitor the changes in different indicators of workplace culture which include effective collaboration and strong trust with effective loyalty (Kathuria, 2023). In addition, Four Seasons Hotel can conduct regular employee surveys for effective assessment of the perceptions of employees regarding the working environment of Four Seasons Hotel (Kim et al., 2023). It can also be stated that Four Seasons Hotel needs to measure the potential impact of those recommendations on lowering the turnover rates of employees and increasing the retention rate of employees (Mansour Ghazi, 2020). The positive side or the potential benefit of implementing this strategy is that there will be enhanced employee loyalty, job satisfaction and a higher rate of employee retention (Mathews, 2022). In addition, there will be an increased level of employee productivity, innovations in the operations and effective as well as transparent collaboration with different operating functions of Four Seasons Hotel (Poonia, 2021). This strategy will also help in making alignment with evolving expectations in society as well as the best practices of the industry as a whole. The estimated cost for implementing this strategy is around GBP 0.2 million to GBP 0.5 million annually. This estimated cost will cover the required expenses which are related to inclusion and diversity of employee training programs (Singh, 2023). Furthermore, the cost will cover the maintenance of employee resource groups for team-building activities. In this way, the strategy will help to balance the initiatives in personal life and professional life (Singh & Dewan, 2023).
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The action plan for Four Seasons Hotel is tabulated below as follows to improve employee retention level and lower the employee turnover rate – 
	Sl
	Problem
	Solution
	Desired Outcome
	Time Scale
	Completion Date
	Planned Budget (£)

	1
	The major problem of Four Seasons Hotel is high turnover rates because of disparities in compensation packages provided by the company. In addition, there are limited benefits provided for employees in the operations
	To solve the problem of high turnover of employees, Four Seasons Hotel needs to enhance the compensation policy (Zheng, 2022). In addition, Four Seasons Hotel needs to improve beneficial packages according to the needs and preferences of its operational employees.
	If the solution to this high employee turnover problem is undertaken, then the probable or expected outcome will be reduced rates of employee turnover. Furthermore, there will be an improved level of employee retention and employee satisfaction (Gray & Liguori, 2023).
	12 months
	May-25
	£1,000,000 to £2,200,000 annually

	2
	There are issues regarding workplace culture and inclusivity. It impacts negatively on employee engagement and employee morale.
	In this regard, Four Seasons Hotel needs to foster a supportive culture at the workplace to focus on diversity and inclusivity (Gray & Liguori, 2023).
	The outcome includes improved culture at the workplace (Fernandes, 2023). In addition, there will be an increased level of employee engagement.
	9 months
	Feb-25
	£200,000 to £500,000 annually

	3
	There are limited opportunities for career development and employee training modules.
	For this reason, Four Seasons Hotel needs to expand development opportunities and provide professional training and workshops (Jackson, 2023).
	The expected outcome includes an enhanced level of employee skills and competencies. It will result in an increased level of job satisfaction (Jackson, 2023).
	12 months
	May-25
	£300,000 to £700,000 annually

	4
	There is a lack of a formal program of employee recognition for their better performance.
	That is why Four Seasons Hotel needs to implement employee reward programs and employee recognition programs (Singh & Dewan, 2023).
	This will increase the motivation of employees as well as the morale of employees (Kathuria, 2023).
	6 months
	Nov-24
	£100,000 to £250,000 annually

	5
	There is an absence of flexible working shifts for balancing personal life and professional life.
	In this case, Four Seasons Hotel needs to offer flexible working shifts (Kathuria, 2023).
	There will be an improved balance between personal life and professional life.
	6 months
	Nov-24
	£50,000 to £150,000 annually

	6
	There is limited opportunity for career development and mentorship programs.
	In this case, Four Seasons Hotel needs to offer effective mentoring from senior officials.
	The expected outcome is enhancing career progression for employees which will increase employee engagement (Singh & Dewan, 2023).
	9 months
	Feb-25
	£150,000 to £300,000 annually


Table 4: Action Plan (Source- Author)
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In this consultancy report, there have been thorough examinations regarding the reasons behind employee turnover rates and the lower rates of employee retention faced by Four Seasons Hotel. The consultancy report has provided an in-depth analysis of different factors influencing those issues in human resource management, strategic recommendations and an action plan for improvement. By a comprehensive examination of different problems in this consultancy report, there have been detailed explanations regarding different factors which have been discussed based on the PESTEL framework, SWOT analysis and TOWS strategy.
It has been identified that different factors exist for high rates of employee turnover and lower rates of employee retention in Four Seasons Hotel. First of all, there is compensation disparity among employees and there are very limited beneficial packages customized for employees of Four Seasons Hotel. In addition, there are different types of cultural issues at workplaces. In addition, the employees are given very limited opportunities for their career development programs and professional training modules. Those factors significantly contribute to increasing rates of employee turnover and lowering rates of employee retention. However, from external factors, it has been identified that industry competition, downturn conditions of economic activities and changing consumer tests and preferences are also influential in this issue.
That is why it has been recommended that Four Seasons Hotel needs to enhance their compensation policies and expand their beneficial packages which will be tailored to the specific employees accordingly. Furthermore, there is a requirement to foster A supportive culture in the workplace. It will create more employee engagement and hence it will increase the employee satisfaction level in the workplace. Furthermore, Four Seasons Hotel needs to expand their career development programs and training opportunities. In addition, the company needs to employ employee recognition programs as well as offer flexible working shifts. It is also recommended that Four Seasons Hotel needs to establish effective career development programs and proper mentorship.
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