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Executive Summary
The consultancy report for the Grand Hotel in Bucharest delves into the complex issue of high staff turnover, a challenge that reverberates across the hotel's operational landscape, guest satisfaction, and overall competitiveness in the dynamic hospitality industry. Recognising the pivotal role of a stable and committed workforce in delivering exceptional guest experiences, this report reveals multifaceted factors contributing to the high turnover rates.
The report identifies areas such as inadequate training programs, insufficient career development opportunities, and suboptimal employee engagement initiatives as key contributors to the attrition problem.
By addressing these issues, the Grand Hotel Bucharest can not only mitigate the challenges posed by high staff turnover but also foster a more resilient and motivated employees. This, in turn, is anticipated to improve operational efficiency, elevate guest satisfaction levels, and fortify the hotel's competitive position in the ever-evolving hospitality landscape. recommendations are tailored to align with the hotel's unique context and vision, ensuring a sustainable and positive impact on its long-term success.
Overview of Grand Hotel, Bucharest:
The Grand Hotel, situated in the vibrant city of Bucharest, the famous intercontinental until 2022 has been a prominent fixture in the hospitality landscape since its inception. The hotel has become synonymous with luxury, sophistication, and exceptional service. Ideally located in Bucharest in Romania (Grand Hotel, 2024).
Identification of Issues:
The report identifies several critical issues faced by the Grand Hotel, primarily cantered around high staff turnover. The impact of this turnover extends to decreased service quality, operational disruptions, and a potential negative influence on guest satisfaction. The root causes, ranging from a competitive job market to inadequate training programs and employee engagement, are thoroughly examined, providing a holistic understanding of the challenges at hand.

Analysis Framework:
The STEEPLED framework is employed to analyse the external factors influencing the hotel industry in Bucharest. This strategic tool evaluates Social, Technological, Economic, Environmental, Political, Legal, Ethical, and Demographic factors. The analysis reveals insights into societal trends, technological advancements, economic conditions, and the regulatory environment, contributing to a comprehensive understanding of the broader context in which the Grand Hotel Bucharest operates. Also, a SWOT analysis delves into the hotel's internal strengths, weaknesses, external opportunities, and threats. 
Recommendations:
in response to challenges faced by the Grand Hotel in Bucharest, a set of recommendations has been developed to address staff turnover and improve operational efficiency. These include ensuring competitive compensation aligned with industry standards, implementing comprehensive training programs, initiating employee engagement initiatives, introducing flexible scheduling, focusing on cultural integration, defining clear career paths, enhancing communication strategies, optimizing workload management, and involving employees in decision-making.
For competitive compensation, the hotel should conduct salary analyses, benchmark against competitors, and establish a dynamic strategy. Comprehensive training programs should address skill gaps, involve external resources, and encourage continuous learning. Employee engagement initiatives require regular feedback sessions, recognition programs, and innovative ways to foster a sense of community. Flexible scheduling involves analysing workforce preferences, implementing clear guidelines, and monitoring its impact.
Cultural integration should include awareness training, celebrating diverse cultural holidays, and promoting multiculturalism. Clear career paths involve transparent communication, structured frameworks, and mentorship programs. Effective communication entails leveraging digital tools, town hall meetings, and two-way dialogue. Workload management strategies should prioritize employee well-being and adapt based on feedback.
The implementation of these recommendations, supported by a robust change management plan, aims to create a positive work environment, reduce turnover, and position the hotel for success in Bucharest's competitive hospitality industry. This comprehensive approach addresses various facets of employee satisfaction, professional development, and organizational alignment, contributing to an effective strategy for overall improvement.
Challenges and Risks in Implementing Recommendations:
The implementation of recommended changes in compensation structures, scheduling, and training programs may encounter resistance from staff accustomed to the existing setup. Overcoming this challenge requires effective communication highlighting the benefits and long-term positive impact on both staff and the hotel.
Budget constraints pose a potential hurdle, especially in uncertain economic times, for initiatives like employee engagement programs and competitive compensation. Striking a balance between investment and anticipated returns on improved employee retention and guest satisfaction is crucial.
Communication gaps regarding the reasons behind changes can lead to misunderstandings among staff. Establishing clear and transparent communication channels is imperative to ensure that employees are well-informed and feel included in the decision-making process. Addressing resistance, navigating budget challenges, and fostering open communication are pivotal in successfully implementing the recommended strategies.
Action Plan:
A table action plan guides the Grand Hotel through the implementation process, including the problem, solution, desired outcome, time scale, and associated costs. This structured approach facilitates effective planning, management, and evaluation of the suggested strategies.
Conclusion:
In conclusion, this consultancy report equips the Grand Hotel with a comprehensive understanding of its challenges, opportunities, and a strategic roadmap for improvement. The proposed recommendations, supported by change management practices, impact measurement strategies, and potential benefits, position the hotel for sustained success in the dynamic hospitality landscape of Bucharest. Monica Consultancy Firm stands ready to support the hotel in implementing these recommendations and realizing its aspirations for excellence.
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1. Introduction:
The hospitality industry, with its dynamic and customer-centric nature, relies heavily on a well-trained and committed employees to ensure the seamless delivery of services (site core, 2021). This report delves into a critical issue faced by the Grand Hotel Bucharest - the high turnover of staff. Staff turnover, defined as the rate at which employees leave and are replaced within a given period, poses a significant challenge to the hotel's operational efficiency, guest satisfaction, and overall success (indeed, 2022). This report explores the underlying causes of this issue and proposes strategic recommendations to mitigate its impact.
· Background of Grand Hotel, Bucharest:
Opened in May 1971, the Grand Hotel Bucharest stands as an iconic presence in Bucharest, the hotel is iconic for Romania, it is part of the Romanian National Cultural Heritage (Grand hotel Bucharest, 2022). Synonymous with luxury, sophistication, and a commitment to exceptional service. Located strategically in Bucharest, the hotel boasts 22 floors, and a number of 257 rooms, each designed to offer a fusion of modern comfort and timeless elegance (Grand Hotel Bucharest, 2024). As a part of the renowned Intercontinental Hotels Group (IHG), the hotel leverages a global network and membership benefits to cater to a diverse clientele.
The iconic grand Hotel Bucharest in undergo to a significant transformation, marking a new chapter in its storied history. As of 2022, the property was rebranded as the Grand Hotel Bucharest, signalling the conclusion of its management contract with the Intercontinental Hotel Group (IHG) (Emerging Europe, 2021). This strategic decision reflects the hotel's commitment to charting an independent and distinctive course in the vibrant hospitality landscape of Bucharest.
· Monica Consultancy Background 
Monica Consultancy Firm, founded in 2015, has emerged as a reputable player in the consultancy arena, specializing in human resources, organizational development, and strategic management. With a team of experienced professionals, Monica Consultancy Firm has successfully collaborated with various businesses to address challenges, optimise operations, and drive sustainable growth.

· Overview of the problem at Grand Hotel Bucharest
The Grand Hotel in Bucharest, while standing as a symbol of luxury and sophistication, grapples with a significant challenge – the high turnover of staff. At the core of this problem lies the continuous departure of skilled and experienced staff members, leading to short-staffed situations that compromise the delivery of exceptional service. The consequences of high turnover extend beyond the immediate operational disruptions, they permeate into the heart of guest experiences, influencing satisfaction levels and potentially tarnishing the hotel's reputation (Brouard, 2019). Understanding the depth and breadth of this issue is crucial for developing targeted strategies that address the root causes and pave the way for sustainable solutions.
The hotel industry in Bucharest is known for its competitiveness, with numerous establishments competing for skilled and dedicated employees (CIJ, 2021). The elevated turnover at the Grand Hotel Bucharest reflects the broader challenge faced by hospitality businesses in retaining talent in a dynamic labour market (McAllister, 2022). Beyond the external factors, internal aspects contribute to the problem, such as inadequate employee engagement strategies, suboptimal training programs, and potential discrepancies in compensation and benefits.
As a result of these intertwined challenges, the Grand Hotel Bucharest faces a continuous cycle of recruitment, training, and turnover, incurring significant costs and operational disruptions. The critical first step in addressing this multifaceted problem is a thorough exploration of the root causes. The subsequent sections of this report delve into a detailed analysis of these root causes, considering both internal and external factors, to pave the way for strategic recommendations that align with the hotel's goals and aspirations.
· The problem Impact on the Grand Hotel Bucharest:
The pervasive impact of high staff turnover at the Grand Hotel Bucharest extends across critical dimensions, significantly influencing its operational dynamics and standing in the competitive hospitality arena.
· Service Quality and Guest Satisfaction:
The continuous influx of new staff, navigating the intricacies of the hotel's service standards, poses a direct threat to service quality. Guests accustomed to the excellence associated with the Grand Hotel, may experience lapses as new employees acclimate. This potential decline in service quality is directly correlated with guest satisfaction. Research have shown that customer dissatisfaction and negative judgements had led to several destructive effects on profit (Travis, 2021).
· Operational Efficiency and Workload Distribution:
Short-staffing situations impose burdensome workloads on existing employees, adversely affecting their morale, and contributing to burnout. The strain on the employee can compromise operational efficiency, as overworked and demotivated staff are less likely to deliver the expected level of service synonymous with a luxury establishment (French, 2022). The cascading effect on guest experiences can lead to a ripple effect on the hotel's overall performance.
· Training Costs and Productivity Loss:
The perpetual cycle of turnover necessitates ongoing recruitment and training efforts, incurring substantial financial investments. Resources dedicated to onboarding new staff, coupled with the time and effort invested in continuous training, translate into significant operational costs. Moreover, the hotel finds itself in a constant state of acclimating new hires, leading to a continuous productivity loss as employees familiarise themselves with the hotel's protocols and service standards. This not only strains the budget but also hampers the seamless operation of various departments. Addressing the high turnover issue becomes imperative not only for cost containment but for preserving the hotel's commitment to excellence and guest satisfaction (Hospitality Net, 2023).

2. Root Causes of Staff Turnover at Grand Hotel Bucharest:
Staff turnover is a complex issue affecting organizations worldwide (Terlecki, 2024), and the Grand Hotel in Bucharest is no exception. Identifying the root causes is crucial to developing effective strategies that address the underlying factors contributing to high turnover rates. Through comprehensive analysis, several key root causes have been identified, shedding light on the multifaceted nature of the problem.


· Competitive Job Market:
When the rate at which employees leave the organisation is high, this adversely affects the competitiveness and profitability of the organisation. This is because staff turnover threatens organisational performance and profitability as it is related to loss of human resources (African Journal of Hospitality, 2019).
One primary root cause of staff turnover at Grand Hotel is the highly competitive job market within the Bucharest hospitality industry (Cushman & Wakefield, 2021). 
· Lack of Employee Engagement:
A crucial factor contributing to turnover is the lack of effective employee engagement strategies within the hotel. Employees who feel disengaged, undervalued, or disconnected from the organisation are more likely to seek alternative employment (Culture Monkey, 2023). The absence of regular feedback sessions, recognition programs, and team-building activities can lead to a decline in employee morale, making them susceptible to external offers and diminishing their commitment to the hotel (Dora 2021).
· Inadequate Training Programs:
Insufficient training programs within the hotel represent another significant root cause of staff turnover. Employees who do not receive comprehensive training may feel ill-equipped to fulfil their roles effectively (Interobservers, 2023). This inadequacy can lead to frustration, a sense of unpreparedness, and ultimately, the decision to pursue opportunities where they feel better supported and equipped for their responsibilities.
· Limited Career Development Opportunities:
A lack of clear career development paths and growth opportunities within the hotel contributes to staff turnover. Employees are more likely to seek organisations that offer avenues for career progression and professional development (Recruitment Success Academy, 2023). Without a structured approach to nurturing talent and promoting from within, the hotel will struggle to retain ambitious and growth-oriented individuals.



3. Research & analysis:
Staff turnover within the hospitality industry is a pervasive issue, impacting operational efficiency, guest satisfaction, and overall organisational success (Noela & Anestis 2022). Grand Hotel in Bucharest is no exception, grappling with a higher-than-desirable rate of staff turnover. 
· Competitive Job Market:
[bookmark: _Hlk159676121]Bucharest's hospitality industry is characterised by intense competition, with numerous hotels vying for skilled and experienced staff (Business Review, 2023). The broader labour market's competitiveness poses a significant challenge for the Grand Hotel in attracting and retaining talent. Studies such as those by Tanova and Holtom (2008) emphasise the impact of external opportunities on employee turnover (Tanova &Holtom, 2008). The allure of better compensation packages or career growth prospects at rival establishments can lure employees away, contributing to the turnover problem.
· Inadequate Employee Engagement:
Employee engagement is a critical factor influencing retention. Inadequate engagement initiatives can result in a workforce that feels disconnected, undervalued, and disheartened (Culture Monkey, 2023). Research by Alan Saks (2006) highlights the positive correlation between employee engagement and retention, emphasising the need for regular feedback sessions, recognition programs, and team-building activities to foster a sense of belonging and commitment among the staff (Saks, 2006).
· Training and Development Gaps:
Insufficient training programs contribute to employees feeling unprepared for their roles, leading to dissatisfaction and a higher propensity to seek opportunities elsewhere (Hendy,2023). As highlighted by Maslach & Leiter (2008). effective training programs not only enhance employee performance but also contribute to job satisfaction and commitment. The absence of a comprehensive training framework may be a key contributor to the turnover problem at Grand Hotel Bucharest (Maslach & Leiter ,2008).

· Compensation Discrepancies:
Misalignments in compensation and benefits packages concerning industry standards can be a significant driver of staff turnover (Brayant & Allen, 2013). According to Arron Hall website, the perceived fairness of compensation systems plays a crucial role in employee satisfaction and retention (Hall, 2023). The hotel must conduct regular reviews to ensure its compensation structures are competitive and reflective of market trends. 
· Absence of Exit Interviews:
Understanding the reasons behind employee departures is pivotal for developing targeted retention strategies. The absence of formal exit interviews can be a significant gap in the Intercontinental Grand Hotel's approach. Exit interviews provide valuable insights into the specific issues that lead employees to leave, allowing the organization to address root causes (Pantelakis, 2023).
The staff turnover issue at the Grand Hotel in Bucharest is a complex issue due to internal and external factors contributing to it. inadequate employee engagement, training gaps, compensation discrepancies, limited cultural integration, economic stability, and burnout due to workload collectively contribute to the turnover challenge (Building Team, 2014). Addressing these multifaceted issues requires a holistic approach that combines strategic initiatives, cultural awareness, and a commitment to continuous improvement (Johnson &Wales University, 2023).
4. SWOT Analysis for Grand Hotel, Bucharest
· Strengths:
· Brand Reputation and Recognition:
[bookmark: _Hlk159683761]The Grand Hotel is renowned for its luxury, sophistication, and commitment to exceptional service. Its strong brand recognition attracts a discerning clientele seeking a premium hospitality experience (Grand Hotel Bucharest, 2022).
· Prime Location:
Situated in a vibrant and strategic location within Bucharest, the hotel benefits from easy accessibility, contributing to its appeal among both business and leisure travellers

· Diverse Range of Amenities:
The hotel offers a comprehensive range of amenities, including well-appointed rooms, fine dining establishments, event spaces, and leisure facilities, enhancing its competitive edge in the market 
· Global Network and Membership Benefits:
Being part of the Intercontinental Hotels Group (IHG) grants the hotel access to a global network, allowing for international marketing collaborations and loyalty program benefits.
· Weaknesses:
· High Staff Turnover:
The persistent issue of high staff turnover poses significant challenges for the hotel's overall performance. Constantly losing employees disrupts the operational continuity and stability of the workforce, leading to frequent disruptions in service delivery (Lwendo &, Isaacs, 2018). The negative consequences extend beyond mere inconvenience, as they directly impact operational efficiency, service quality, and, ultimately, guest satisfaction (Linked in, 2023). 
· Inadequate Employee Engagement Strategies:
The absence of effective employee engagement initiatives exacerbates the challenges posed by high staff turnover. A lack of meaningful engagement strategies can result in low morale among the remaining staff, as they may feel undervalued or disconnected from the broader goals of the hotel (Shlaback. 2019). According to the website Unifocus, a workforce that is actively involved exhibits nearly a 25% decrease in turnover and over 40% less absenteeism. The favourable impact extends beyond evident advantages, influencing productivity directly. A committed workforce is over 2.1 times more likely to achieve performance goals compared to a disengaged counterpart. Similarly, a gratifying employee experience leads to a 31% boost in productivity and a 37% increase in sales (Shlaback. 2019). 
· Limited Local Cultural Integration:
An additional concern lies in the limited integration with the local culture and customs of Bucharest. Failing to fully embrace and understand the diverse cultural landscape of the city may hinder the hotel's ability to resonate with its clientele. Guests from different cultural backgrounds may seek a hotel experience that reflects and respects their traditions. By not incorporating local customs into the hotel's services, events, and overall atmosphere, the establishment may miss opportunities to appeal to a broader audience. Enhancing cultural integration involves not only adapting the hotel's offerings but also training staff to be culturally sensitive and aware. This approach can lead to a more inclusive and welcoming environment, attracting a diverse range of guests, and enhancing the hotel's reputation as a culturally aware establishment in Bucharest.
· Opportunities:
· Growing Tourism Industry:
The increasing number of tourists visiting Bucharest provides the hotel with an opportunity to tap into this growing market (Alexe, 2019). By understanding the needs and preferences of tourists, the hotel can tailor its services to cater to a diverse range of guests.
Implementing marketing strategies that highlight the hotel's unique offerings, cultural experiences, and proximity to popular tourist attractions can attract a larger share of the tourist demographic.
Offering packages or deals that cater to specific traveller segments, such as family-friendly amenities or adventure-focused experiences, can help the hotel stand out in a competitive market.
· Technological Advancements:
Incorporating smart room features, such as automated climate control, voice-activated assistants, and in-room tablets, can provide guests with a modern and convenient experience. This not only satisfies tech-savvy travellers but also positions the hotel as forward-thinking.
Contactless check-in and checkout procedures, along with mobile key technology, enhance efficiency and minimize physical contact, especially in the current global context where health and safety concerns are paramount (Hollander,2023).
Personalising services through data analytics and artificial intelligence can help the hotel anticipate guest preferences, leading to a more tailored and memorable stay (Hollander,2023)
· [bookmark: _Hlk159686424]Threats:
· Intense Competition:
The competitive nature of the hospitality industry in Bucharest poses a threat to the hotel's ability to attract and retain top talent, especially with other establishments offering lucrative compensation packages. The strong competition from other low-cost hotels and businesses for short-term rentals like Airbnb pose a threat. The target market for the hotel might be impacted by changes in the economy on travel expenditures. Furthermore, it is still difficult to keep occupancy rates high during off-peak hours (Dojobusiness, 2023).
· Economic Downturn:
Economic fluctuations and downturns can impact consumer spending on travel and accommodations, potentially leading to a decline in occupancy rates and revenue (Barua,2022).
· Global Events and Crises:
Unforeseen global events, such as natural disasters, pandemics, or geopolitical tensions, (Russia/ Ukraine), can have an immediate and severe impact on the travel and hospitality industry. These events can lead to a decline in international and domestic tourism, affecting the hotel's occupancy rates and revenue (World Economic Forum, 2023).
5. STEEPLED Factors & Analysis:
To comprehensively analyse the complexities of staff turnover at Grand Hotel, it is essential to consider various external factors that shape the hotel industry's landscape. These factors, Social, Technological, Economic, Environmental, Political, Legal, Ethical, and Demographic, provide a holistic understanding of the broader context in which the Grand Hotel operates.


· Social Factors:
In 2021, data from a survey of more than 9,000 UK workers showed 65% of job seekers prioritised work-life balance over better pay and benefits. It is similar in the US: of 4,000 respondents to the Flex Jobs 2022 Career Pulse Survey, 63% said they would choose work-life balance over better pay (BBC, 2023). From this context, there has been a noticeable societal shift towards prioritising work-life balance. This trend is driven by the increasing awareness of mental health, the desire for more meaningful personal time, and the recognition that a balanced lifestyle contributes to overall well-being.
At Grand Hotel, employees in various roles, such as front desk staff, housekeeping, and management, experience the effects of this trend. A growing emphasis on work-life balance means that employees are likely to seek workplaces that offer flexible scheduling, reasonable working hours, and policies that support time off for personal and family needs (Warren, 2021).
On the other side, failure to address the work-life balance expectations of employees may lead to dissatisfaction and an increased likelihood of staff turnover. Employees who feel overworked or perceive a lack of consideration for their personal time may actively seek opportunities elsewhere, impacting the hotel's ability to retain valuable talent (Insperity, 2024).
· Technological Factors:
One concrete example of how technological advancements can enhance staff training, communication, and overall job satisfaction at the Grand Hotel is the implementation of a Virtual Reality (VR) training program (HEADQUARTERS, no date).
In the realm of staff training, the hotel could invest in VR modules that simulate real-life scenarios, allowing employees to practice various tasks and situations they might encounter in their roles. For instance, front desk staff could use VR simulations to handle check-in procedures, resolve guest issues, and navigate challenging scenarios, providing a hands-on and immersive learning experience. This not only ensures that employees are well-prepared for their duties but also adds an element of engagement and interactivity to the training process, contributing to higher retention of information (Simbott, 2021).
In terms of communication, the hotel could adopt innovative communication platforms that facilitate seamless and instantaneous interaction among staff members. This could include a customised mobile app for internal communication, enabling employees to receive real-time updates, share information, and communicate efficiently with colleagues across various departments (Oneteam, 2024). Such platforms can break down communication barriers, fostering a collaborative and connected work environment. For example, housekeeping staff can quickly communicate with the front desk regarding room statuses, ensuring smooth coordination and improving overall operational efficiency.
Moreover, the integration of innovative tools to streamline daily tasks can significantly contribute to job satisfaction. For instance, the hotel could implement smart room management systems that use Internet of Things (IoT) technology. These systems could automate routine tasks such as adjusting room temperatures, managing lighting preferences, and even restocking minibars (Schulze, 2024). By reducing manual workload and enhancing the overall efficiency of daily operations, employees can focus on more meaningful aspects of guest service, leading to a more fulfilling work experience.

· Economic Factors:
During a period of economic downturn, the hospitality industry in Bucharest experiences a decline in tourist arrivals, leading to a decrease in hotel occupancy rates for the Grand Hotel. The reduced demand for rooms and services directly impacts the hotel's revenue and financial health.
In response to the economic challenges, the hotel management faces the need to cut costs to maintain profitability. One area that may be affected is the budget allocated for employee compensation and benefits. The management might decide to implement a freeze on salary increases, reduce discretionary bonuses, or even temporarily suspend certain employee benefits as part of cost-cutting measures (Kenton, 2021).
For employees at the Grand Hotel, these changes in compensation structures and benefits can have a significant impact. Employees who were accustomed to regular salary increases and a comprehensive benefits package may feel disheartened and demotivated. The perceived reduction in the overall value of their compensation may lead to decreased job satisfaction and, in some cases, contribute to a sense of job insecurity.
The potential consequences of these economic-driven changes include increased turnover rates among the hotel staff. Employees, concerned about their financial well-being and job stability, may start exploring alternative job opportunities in more stable industries or locations (Thomas, 2023). The hotel may experience higher turnover particularly among skilled and experienced staff who are more likely to attract competitive offers from other employers.
To address these challenges, the Grand Hotel management might need to find a balance between cost-cutting measures and retaining key talent. This could involve transparent communication about the economic challenges, exploring non-monetary incentives to boost morale, and implementing targeted retention strategies for critical positions.
This example illustrates how economic fluctuations can directly impact compensation structures, benefits, and employee perceptions of job security, all of which contribute to the overall turnover rates at the Grand Hotel in Bucharest.
· Environmental Factors:
Considering the Grand Hotel's commitment to sustainable practices, it is important to assess how these initiatives contribute to employee satisfaction. Employees increasingly value environmentally conscious practices in their workplace, and a green and responsible image can enhance the hotel's appeal as an employer. Engaging staff in eco-friendly initiatives can foster a sense of pride and contribute to a positive work environment (Workplace, 2024).
· Political Factors:
Political stability or instability in the region can have significant implications for the workforce and the hotel's ability to attract and retain employees. Unpredictable political climates may create uncertainties that affect employee morale and job security (MSG, no date). The Grand Hotel needs to closely monitor and adapt to any political changes that may impact its workforce.
· Legal Factors:
Examining relevant labour laws, regulations, and compliance issues is crucial in managing employee relations. The hotel must ensure that its policies align with legal requirements, creating a fair and transparent work environment. Staying informed about labour law changes and proactively addressing compliance issues helps mitigate legal risks and fosters a positive employee experience.
· Ethical Factors:
An exemplary demonstration of the Grand Hotel Bucharest's commitment to ethical business practices is its robust sustainability initiative. The hotel has implemented a comprehensive environmental responsibility program that goes beyond mere compliance with regulations. This program includes initiatives such as waste reduction, energy efficiency measures, and community engagement projects (Community Fund, no date)
For instance, the hotel has taken significant steps to minimize its environmental footprint by implementing a waste recycling program throughout its operations. This includes initiatives to reduce single-use plastics, recycle paper and glass, and properly dispose of electronic waste. The hotel actively communicates these efforts to its employees, fostering a sense of pride and engagement among the staff who recognise their role in contributing to a more sustainable and responsible workplace.
Furthermore, the Grand Hotel Bucharest collaborates with local environmental organizations and participates in community outreach programs. This engagement not only demonstrates a commitment to ethical practices but also establishes the hotel as a responsible corporate citizen contributing positively to the local community.
· Demographic Factors:
Consider the distinct preferences and values of different generations in the workforce, such as Baby Boomers, Generation X, Millennials, and Generation Z (Purdue Global,2024). Each generation may have unique expectations when it comes to work culture, communication, and career development.
Recognizing that Millennials and Generation Z often prioritize career growth, the Grand Hotel might implement mentorship programs, professional development opportunities, and clearly defined career paths for younger employees. This can align with their aspirations for continuous learning and advancement. For Baby Boomers and Generation X, who may value stability and work-life balance, the hotel could focus on competitive benefits packages, flexible scheduling options, and recognition programs for long-term loyalty.
In a diverse workforce, understanding and appreciating cultural differences is essential for fostering an inclusive and supportive environment.
To embrace cultural diversity, the hotel could organize cultural awareness training for its staff, promoting a more inclusive workplace. Celebrating diverse cultural holidays, offering multicultural cuisine in employee dining areas, and actively seeking employee input on diversity and inclusion initiatives can enhance the overall work experience (Lacalle, 2021). Additionally, creating Employee Resource Groups (ERGs) based on cultural affinities can provide a platform for employees to connect and share their unique perspectives.
Employees often make decisions based on their lifestyles, whether influenced by family commitments, personal interests, or other non-work-related factors (Powell&Greenhaus, 2012)
Recognizing the importance of work-life balance, the Grand Hotel could offer flexible scheduling options, remote work opportunities where feasible, and on-site childcare facilities. These initiatives cater to employees with diverse lifestyles, making it easier for them to integrate their personal and professional responsibilities. Understanding and accommodating various lifestyle choices contribute to a more satisfied and engaged workforce.
6. Recommendations and Change Management Plan
After a thorough analysis of the challenges faced by the Grand Hotel in Bucharest, propose a set of recommendations designed to address the root causes of staff turnover and enhance overall operational efficiency. The implementation of these recommendations will necessitate a well-planned change management approach to ensure a seamless transition and mitigate any potential resistance from the staff.
In order to address the challenges of staff turnover at the Grand Hotel in Bucharest comprehensively, the following recommendations have been devised. Expanding on each recommendation will contribute to a more detailed and strategic understanding of the proposed initiatives, fostering a positive work environment and positioning the hotel for sustained success in the competitive hospitality industry of Bucharest.
· Competitive Compensation:
 This recommendation involves conducting a thorough analysis of current salary structures within the hospitality industry in Bucharest. The Grand Hotel should not only align salaries with industry standards but also consider benchmarking against competitors to ensure competitiveness. This process includes regular salary reviews and adjustments to keep pace with market trends. The hotel should establish a dynamic compensation strategy that not only attracts top talent but also retains experienced staff. It involves a commitment to fair pay practices, addressing wage gaps, and ensuring that the compensation and benefits offered are perceived as equitable and competitive within the industry.
· Comprehensive Training Programs: 
A detailed expansion of this recommendation requires the development of a holistic training strategy that addresses the diverse skill sets required in the hotel industry. This includes identifying skill gaps among current staff, investing in continuous training programs, and leveraging external resources for specialized training modules. The hotel should explore partnerships with educational institutions and industry experts to provide cutting-edge training, ensuring that employees are equipped with the latest skills and knowledge. Emphasis should be placed on creating a culture of continuous learning, encouraging employees to participate in ongoing development programs that enhance their expertise and contribute to their career growth within the organisation.
· Employee Engagement Initiatives: 
The expansion of this recommendation involves a detailed plan for establishing and sustaining employee engagement initiatives. This includes the implementation of regular feedback sessions where employees can voice their opinions, concerns, and suggestions. Recognition programs should be multifaceted, encompassing individual and team achievements. The hotel should invest in technology platforms that facilitate continuous feedback, creating a more dynamic and responsive engagement system. Employee engagement should be integrated into the performance management process, linking feedback and recognition to career growth and development opportunities. Moreover, the hotel should explore innovative ways to foster a sense of community and belonging among employees, such as social events, team-building activities, and employee resource groups.
· Flexible Scheduling: 
Expanding on this recommendation involves a comprehensive strategy for introducing flexible scheduling options. This includes conducting a thorough analysis of the workforce's preferences and needs, considering shift rotations, remote work possibilities, and accommodating personal obligations. The hotel should communicate the benefits of flexibility to employees, addressing potential concerns and providing training on new scheduling systems. Implementing a flexible scheduling policy requires clear guidelines, effective communication channels, and technology solutions that facilitate seamless coordination. The hotel should continuously monitor the impact of flexible scheduling on employee satisfaction, operational efficiency, and overall work-life balance.
· Clear Career Paths: 
Expanding on this recommendation involves outlining a clear roadmap for career development within the Grand Hotel. This includes transparently communicating career paths, creating a structured framework for promotions and advancements, and offering mentorship programs. The hotel should actively identify high-potential employees and provide them with personalized development plans. Career development should be linked to performance assessments and training programs, ensuring that employees have the necessary skills and knowledge to progress within the organization. Additionally, the hotel should regularly communicate opportunities for career growth, showcasing success stories of employees who have advanced in their careers within the organization.
Expanding on this recommendation involves developing a detailed communication plan for any changes implemented within the hotel. This includes clearly communicating the reasons behind changes, outlining the expected benefits, and addressing potential concerns proactively. The hotel should employ various communication channels, such as newsletters, town hall meetings, and digital platforms, to ensure that information reaches all staff members. Transparent communication fosters trust among employees, reducing uncertainty and resistance to change. The communication plan should be dynamic, adapting to different phases of the change process and continuously seeking feedback from employees.
· Training: 
A detailed expansion of this recommendation involves developing a comprehensive training plan for employees. This includes training sessions on new initiatives, technology adoption, and cultural integration. Plans for employee training enable hotel operators to increasingly effectively standardise and structure efforts to develop staff, which is advantageous to the company (Larralde, 2022). The hotel should leverage both internal and external trainers, ensuring that training programs are tailored to the specific needs of the workforce. Training should be ongoing, addressing evolving industry trends and organisational requirements. The hotel should establish a culture of learning, encouraging employees to proactively seek training opportunities that align with their career goals. Regular assessments and feedback mechanisms should be incorporated into training programs to ensure effectiveness.
· Monitoring and Feedback: 
Expanding on this recommendation involves establishing robust mechanisms for monitoring the impact of implemented changes. This includes regular assessments, key performance indicators (KPIs), and employee feedback surveys (Kuhn, 2022). The hotel should leverage technology solutions to gather real-time feedback and monitor employee sentiment. Monitoring should not be limited to quantitative data but also include qualitative insights, allowing the hotel to make informed adjustments to its strategies. Regular review meetings and check-ins with employees can provide valuable insights into the effectiveness of implemented changes, ensuring a responsive and adaptive approach.
· Recognition: 
Elaborating on this recommendation involves developing a comprehensive employee recognition program. This includes acknowledging individual and team efforts during the implementation phase and beyond. The hotel should establish a recognition framework that aligns with organisational values and emphasises both intrinsic and extrinsic motivators. Recognition can take various forms, including verbal appreciation, awards, and career development opportunities. The hotel should celebrate milestones, achievements, and employee contributions, fostering a culture of appreciation that extends beyond the initial implementation period. Recognition should be integrated into the performance management system, reinforcing the link between efforts, results, and organisational success.
Implementing these recommendations strategically, accompanied by a well-managed change plan, will foster a positive work environment, reduce turnover, and position the Grand Hotel for sustained success in Bucharest's competitive hospitality industry. The comprehensive approach outlined in each recommendation addresses various aspects of employee satisfaction, professional growth, and organizational alignment, contributing to a holistic and effective strategy for enhancing the hotel's overall performance and reputation in the market.

7. Action plan:
	problem
	solution
	Desired outcome
	Time scale
	cost

	Employees 
Disengagement 
	Employee engagement and recognition programs
	Increased satisfaction
	ongoing
	£10.000

	Employee turnover 
	Competitive compensation and benefits (appraisal)
	Improved retention 
	12 months 
	After Analysing the market 

	Poor training 
	Enforce training programs
	Competent employees
	12 months
	£15.000

	Lack of development plan
	Providing development opportunities 
	Improved Job Performance
	24 months
	£20.000

	Employees resignation 
	Exit interview and feedback
	areas for improvement
	Ongoing 
	Minimal 




8. Challenges and Risks in Implementing Recommendations:

· Resistance to Change:
Implementing changes to compensation structures, scheduling, and training programs may face resistance from existing staff members. Addressing this challenge requires effective communication about the benefits of the changes and the long-term positive impact on both staff and the hotel (Indeed Editorial Team,20
· Budget Constraints:
Allocating budgets for employee engagement programs, competitive compensation, and training initiatives may pose challenges, especially in the context of economic uncertainties or financial constraints. The hotel needs to balance the investment with the expected return on improved employee retention and guest satisfaction.
· Communication Gaps:
Inadequate communication about the reasons behind changes and their expected outcomes can lead to misunderstandings among staff. Clear and transparent communication channels need to be established to ensure that employees are well-informed and feel included in the decision-making process (indeed, 2022). Transparent communication takes practice, but it becomes easier the more the employer practices it. It has the potential to transform employees, but this can only be achieved if the employer, as a leader, makes it a priority (Butler, 2023).
9. Conclusion: 
In conclusion, the consultancy report on staff turnover at Grand Hotel in Bucharest underscores the multifaceted challenges faced by the establishment and offers a strategic roadmap for sustainable improvement. The issues identified, encompassing high turnover rates, employee dissatisfaction, and operational disruptions, present formidable obstacles to the hotel's pursuit of excellence in the competitive hospitality landscape of Bucharest. 
The hotel, despite its strengths, including a strong brand reputation, prime location, and a diverse range of amenities, grapples with the critical issue of retaining skilled and motivated staff. The root causes, ranging from competitive market dynamics to inadequate employee engagement strategies, have been meticulously examined. The SWOT analysis highlighted key areas for consideration, emphasizing the importance of leveraging strengths, capitalizing on opportunities, addressing weaknesses, and mitigating potential threats.
Moreover, the steepled analysis shed light on the Social, Technological, Economic, Environmental, Political, Legal, Ethical, and Demographic aspects of the hotel.
However, the implementation of these recommendations is not without its challenges and risks. Potential resistance to change, budget constraints, and operational disruptions pose formidable obstacles that require careful planning and proactive management. The action plan outlined in the report provides a structured approach, guiding the hotel through the process of change management, impact measurement, and continuous improvement.
The significance of measuring success cannot be overstated. The hotel's commitment to regularly assessing employee satisfaction, turnover rates, and guest feedback will serve as a barometer for the effectiveness of the implemented strategies. This ongoing evaluation, combined with a proactive adjustment of approaches based on feedback, will ensure the sustained success of the hotel in addressing the issues at hand.
In essence, the recommendations outlined in this consultancy report are not merely reactive measures; they represent a strategic investment in the future of the Grand Hotel. By prioritising employee satisfaction, operational efficiency, and guest experience, the hotel has the opportunity to not only mitigate the challenges at present but to position itself as an industry leader in Bucharest's hospitality sector.
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