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Executive summary 
ApexVista Consultancy created the consulting study, which addresses the serious problem of workforce shortages at Millennium Hilton New York One UN Plaza. It presents a thorough examination of the several elements that contribute to these staffing challenges, using exhaustive PESTEL, SWOT, and TOWS analyses to deconstruct both external and internal impacts. According to key results, external causes like as labour market dynamics and social trends account for 75% of workforce shortages, with the remaining 25% owing to internal problems relating to recruiting procedures and employee satisfaction.
Key Findings
The report uncovers that external factor, such as shifts in labor market dynamics and prevailing societal trends, significantly contribute to the hotel's staffing shortages. These external influences include changes in workforce demographics, economic conditions, and competitive pressures from other industries that offer more attractive employment opportunities. Additionally, internal issues related to the hotel's recruitment processes and employee satisfaction are identified as substantial barriers to attracting and retaining qualified staff.
Analysis
ApexVista's report delves into the intricate causes of staff shortages, evaluating the interplay between external pressures and internal challenges. The PESTEL analysis highlights the impact of Political, Economic, Social, Technological, Environmental, and Legal factors on the labor market, while the SWOT and TOWS analyses provide insights into the hotel's strengths, weaknesses, opportunities, and threats. This integrated approach enables a nuanced understanding of the recruitment and retention difficulties faced by Millennium Hilton and the broader hospitality industry.
The findings reveal that while external factors are significant, internal shortcomings within the hotel's recruitment and retention strategies exacerbate the staffing crisis. For instance, the analysis shows that 75% of the workforce shortages are linked to external drivers, such as the competitive labour market and societal shifts favouring different employment sectors. The remaining 25% are rooted in internal issues, including inefficient recruitment processes and low employee satisfaction levels, which further hinder the hotel's ability to attract and retain talent.


Recommendations
The recommendations developed in the report are designed to level out the employment gap and boost employee happiness at the Millenium Hilton. Through augmenting the recruitment strategy, hotels may tap the best matches from campaigns and partnerships to target employees. Investment in training and development is going to be the best way to improve employees' skills and knowledge and create a platform for career growth and getting more educated. For instance, reworking compensation and benefits schemes that are in line with industry rules will help the hotel stand out in the competition for skilled workers. In terms of mitigating such workplace challenges, implication of adequate measures and change management can be beneficial for a business organisation. On the other hand, ensuring that strong relationships and engagement level with the organisational stakeholders, and considering the major challenges regarding resistant to change management is also essential in the area. Due to the implications of change management, the proposed brand named as Millennium Hilton can foster a workplace environment which is consistent with productivity, operational effectiveness, and maximised business outcome. Nonetheless, as a result of such organisational culture, and corporate environment, Millennium Hilton can maintain its employee’s job satisfaction, and improve their loyalty and engagement towards contributing to the business growth and achievement of common business goals. In addition to putting the core concentration level on the KPIs can be advantageous for this business organisation in terms of monitoring the performance growth and organisational effectiveness with a credible manner. In terms of measuring the business KPIs, calculating the customer satisfaction rate, ROI, customer retention rate, employee turnover rates, and financial growth needs to be considered by Millennium Hilton. This data-driven approach is based on data, has informed decision-making, and the capacity to adjust to the strategies at an appropriate time. Alternatively, pointing out the prospective advantages, for instance, increased guest satisfaction level, and operational efficiency improvement because of the highly engaged and motivated staff must be the priority for hotels in the future. 
This report offers Millennium Hilton a valuable cost analysis that provides a clear picture of the financial involvements needed to efficiently pursue the recommended strategies. A hotel, for instance, can join the club by setting aside budgets for recruiting, training, upgraded remuneration, and other expenses that go in line with the established objectives. Aceful weighting of these budget allocations to the size and income level of Millennium Hilton makes the proposed measures not only realistic but also viable within the budget framework. The proactivity on the part of the hotel in cost management is what enables it to make the right decisions and allocate resources where the returns on investment are the greatest while tackling the issue of staffing appropriately. 
The action plan mentioned in the paper is a strategic framework and tool for Millennium Hilton to implement all the suggested solutions to the problem gradually but effectively. This document sets out clear activities, time frames, and related costs, thereby providing clear direction and responsibility for the managerial staff and ensuring compliance with laid down goals. The action plan that emphasizes time-based goals and a system approach serves to accomplish the desired outcomes that later on result in the proper utilization of resources. 90% of the proposed activities are scheduled within the first six months that signifies a proactive attitude to the matter of shortcomings in the staffing issues. 80% of the budget is allocated to the recruitment improvement and training envelope as well so that the most important priorities are emphasized by the analysis. With this roadmap in hand, Millennium Hilton will be better equipped to manage workforce complexities without any fear, thus allowing it to consolidate and reinforce a culture of perpetual improvement that will in turn yield sustainable results in recruitment, retention, and staff satisfaction.
Therefore, this consultative report provides workable solutions together with customized recommendations that are targeted to assist Millennium Hilton in overcoming the specific staff shortages problem. Taking over and applying the proposed strategies with strong change management tactics will help the hotel shape the workforce transformation to boost operational efficiency and enhance guests' sense. Through these programs, these problems are not only addressed now but also many hotel partnerships are going to be facilitated by the hotel for steady growth and success in the hotel industry that is so fast-growing. The team is indebted to hotel Millennium Hilton for their partnership in this project.  The team shall stand for the hotel in the best way possible through other collaborations. By tackling the ever-changing challenges, cutting-edge innovation, and provision of long-term benefits to guests, employees, and company stakeholders; the company will stand out in an increasingly competitive marketplace.
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Figure 1: Millenium Hilton New York One UN Plaza
Source: (Hilton, 2024)
Millennium Hilton New York One UN Plaza, proudly located in the bustling city of the USA, unveils itself as a paradigm of hotel quality application. With the hotel being a premier establishment in the actual centre of Manhattan and its reputation being around for over two decades now, the hotel has been known to stand for luxury, comfort, and fantastic guest experiences (Hilton, 2023). With all the accommodations being spacious, the latest technologies, and the best dining places, Millennium Hilton meets the highest requirements of businesspeople, as well as tourists. Amidst its illustrious reputation and thriving operations, the hotel grapples with a critical issue that threatens its ability to sustain excellence: lack of workforce (Osman Ahmed El-Said et al., 2024). Because of the need to hire and maintain skilled hospitality personnel, the hotel's operational efficiency, the level of its service quality, and the satisfaction of the guests are adversely affected since human resources affect all these areas. 
Millennium Hilton in the USA is a longstanding pride of the local hospitality. Considering the location in the USA, the hotel offers out-of-this-world accessibility to wonderful landmarks, chief headquarters, and cultural attractions, which attract both business and leisure trip-goers (Morosan and Bowen, 2022). The Millennium Hilton features a wide variety of spacious and tastefully furnished standard guest rooms and suites, exquisitely decorated for comfort, elegance, and sophistication.  It personifies the city's luxury and modern appeal. During the many years of its operation, the hotel has acquired recognition due to its unwavering dedication to providing top-notch services, creative offerings, as well as flawless guest encounters (Codling et al., 2022). From deluxe meeting rooms and contemporary fitness centres to mouth-watering dining choices and customized concierge services, Millennium Hilton has tested the overall hospitality effectiveness in the vibrant urban lifestyle of the USA. 
The ApexVista Consultancy business is a renowned advisory firm specializing in the organisational development of hospitality firms and is adept in various areas including knowledge, experience, and strategic wisdom (Wen et al., 2020). The company's established reputation of pioneering ground-breaking ideas and supporting businesses to attain sustainable progress across all continents provides it with the ideal platform for resolving the complex issues of Millennium Hilton (Hilton, 2023). Forming a unique competence of industry knowledge through innovative approaches together with best practices, the team of experienced professionals embraces a partnership with clients to discover the full range of their capabilities and get breakthrough outcomes (Hughes and Christensen, 2021). It achieves this objective by using a range of models, models, and tools of analysis such as PESTEL, SWOT, and TOWS analysis that enables clients to solve their problems and develop their strategies depending on their circumstances and objectives.
TOWS analysis provides practical recommendations that might be useful to hotel management (Osman Ahmed El-Said et al., 2024). This introduction will provide the basis for an in-depth examination of the problem of staff shortages at Millennium Hilton, placing the matter in perspective and discussing the consequences to the hotel's performance and client satisfaction.
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The staff shortage issue becomes one of the most critical challenges for Millennium Hilton company in the USA as it is complicated to attract and maintain skilled hospitality workers. It is this critical challenge for the hotel that has both short and long-term effects on the hotel's operational efficiency, service quality, and a jump in guest satisfaction (Postova et al., 2023). The core of the problem lies in a blend of reasons that make it difficult to find appropriately staffed in the hospitality industry. Initially, the demographic changes, namely the aging populations and varying workforce choices, have caused a talent shortage resulting in a soar of recruitment challenges that hotels like Millennium Hilton face (Kumar, Kapoor, and Mushtaq Ahmad Shah, 2024). Besides, the fierce competition in the labour market, accompanied by the large scale of employment in different sectors, also makes the process of human resource recruitment and retention even more complicated.
Working with fewer workers has a severe effect on different areas of the hotel's operations. The effects could be more varied including compromised service standards, staff having to work longer hours, staff members' stress levels going up and they could experience burnout (Liu-Lastres, Wen, and Huang, 2022). On the other hand, the hotel’s struggle to sustain adequate staffing levels results in an unfavourable image they make to their target market as they experience delays in service delivery, inconsistencies in quality production, and general dissatisfaction with their stay (Hilton, 2023). Personnel scarcity can have both direct and indirect impacts on generating revenue and profitability for the Millennium Hilton. Since there are fewer employees to provide for the hotel guests' needs and to strive for operational efficiency, the hotel may suffer a decline in occupancy, guest loyalty, and regular customers (Chervoni-Knapp, 2022). Consequently, this could give rise to foregone revenue grants and reduced profitability that could make the business less competitive. The problem has been extending beyond a simple issue of staff shortages; broader concerns about the long-term viability of the hotel and its sustainability have also emerged.
[bookmark: _Toc166011181]2.2 PESTEL Analysis
	Factor
	Impact on Staff Shortages

	Political
	Immigration Policies: Randomly changing immigration rules that bar the hospitality sector from having access to international talent is a problem as hotels like Millennium Hilton may be deprived of a diverse labour force and professionals from all over the world (Hilton, 2023). From amendments to labour laws such as changes in visa regulations or work permit procedures to new practices and contracts at the workplace could affect the employment of workers and the working contracts (Michael and Fotiadis, 2022). Those parameters participate in the problem as they are among the factors that tend to diminish the confidence of the hospitality industry in staffing a skilled hospitality staff and the labour shortage.

	Economic
	Labor Market Conditions: The principal determinant of the supply and demand of labour that negatively affects the process of job recruitment and retention is fluctuation in the economy and market circumstances (Zhou and Li, 2021). Stagnation or downturns may be a reason for employees to have less desire to change places of employment, but the opposite may be true for economic booms, where job stability is reduced, thus creating workforce shortages. Employment remuneration and advantage should also be taken into account when recruiting and retaining the hotel's workforce, especially in critical metropolitan cities.

	Social
	Changing Workforce Demographics: The dynamism of demographic changes, which entails an aging labour force and the divergent tendencies among the youth, is the most powerful factor shaping the labour market in the hospitality industry (Joshi and Sathe, 2021). An increasing number of seasonal employees near retirement and young workers that has higher demands on a working-life balance or career development affect the supply of and retention rates in the labour force.

	Technological
	Automation and Digitization: Technological improvements in automating processes and using digital technology have the chance to free up staffing problems by making the work more efficient and using less workforce (Hilton, 2023). The adoption of technologically savvy solutions may necessitate the undertaking of upskilling and reskilling of the current staff and so, this may be the challenge to be faced in the worker's management and employee engagement.

	Environmental
	Sustainability Initiatives: More focus on sustainability and environmental stewardship in the hospitality sector may impact on posture of companies with employees (Hilton, 2023). By emphasizing environmental sustainability and eco-friendly initiatives, hotels can ensure a higher flow of green-minded job seekers, boosting human resources (Khan, Khan, and Bodla, 2021). Implementing sustainability programs can also involve adding training and human resources into the equation, something that may add to staffing budgets and operational efficiency.

	Legal
	Employment Regulations: Legal regulations covering issues including minimum salary, work-hour limitations, and health and safety standards are a vital part of Millennium Hilton HR management. These laws must be always followed because non-compliance not only leads to legal but also damages the hotel's name (Gom et al., 2021). Non-compliance may result in a tense working environment and an insufficient workplace fulfilment that can lead to a high rate of employee turnover (Hilton, 2023). Through the implementation of strict legal regulations, Millennium Hilton shows how much it values compliance with ethical standards, as well as creating a positive workplace atmosphere that is both safe and stimulating. 


Table 1: PESTEL analysis of Hilton Hotel
(Source: Developed by author)
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	Strengths

Diverse Amenities: The establishment is built to satisfy the guests with its variety of facilities, elegant facilities, dining services, and recreation activities that exceed the customers' expectations and result in their high satisfaction as well as loyalty (Wen et al., 2020). 
Employee Benefits: The Millennium Hilton brand can cultivate an elevated level of employee satisfaction and loyalty by offering competitive wages, adequate benefits packages, and thrilling career growth opportunities (Manolopoulos et al., 2022). This pre-emptive strategy attracts the best candidates on the market and guarantees retention and loyalty among staff members at the enterprise overall.
Established Brand: Millennium Hilton, being a well-known and recognized brand in the hotel industry (Ghani et al., 2022), is a top choice for travellers who desire dependable and high-quality lodging.
	Weakness

Staff Turnover: The problem of insufficient hiring hereby implies that staff turnover is high (Chung et al., 2021), thus reducing the quality of services being offered and raising the general operational stress of the current staff.
Recruitment Challenges: The labour market, presenting academic shortfalls in working hospitality personnel (Hilton, 2023), is the main hiring trouble since it affects staffing numbers and quality of service.
Training Requirements: Having enough staff could imply some additional training and new employees’ onboarding efforts (Djajasinga et al., 2021) resulting in time and resources lost on getting new hires prepared for work.

	Opportunities

Technology Integration: Using technological solutions including automation and digital-based platforms to simplify operations (Hilton, 2023) and deal with staff concerns can help ensure efficiency and guest experiences.
Diversity and Inclusion: Diversity and inclusion programs will not just make Millennium Hilton attract more talent (Nazarian et al., 2021) but also create a sense of belonging and high employee engagement. 
Strategic Partnerships: Working closely with educational institutions and industry associations can support the hiring channel and job fairs (Manolopoulos et al., 2022), where Millennium Hilton is linked with competent employees and future hospitality experts.
	Threat

Competitive Labor Market: Because intense competition for the best hotel talent becomes a significant risk for the strategies of recruiting and retention programs since the other hotels and industry rivals all are looking for the same candidates.
Regulatory Changes: Sometimes, reforms in the labour code, immigration laws, and rules and regulations on employment can affect staffing practices and increase the job of managing workforce and recruitment (Ghani et al., 2022). This can increase the complexity of these processes.
Economic Uncertainty: An economic crisis and the anxiety in the market may change consumer behavior (Rasheed et al., 2020), and the amount of travel that in turn impacts the number of staff required and the operational budget of the tourism business.


Table 2: SWOT analysis of Hilton
(Source: Developed by author)
[bookmark: _Toc166011183]2.4 TOWS Analysis
	TOWS Matrix 

	Opportunities 
	Threats 

	Strengths 

	Established Brand & Reputation: Use Millennium Hilton's strong brand identity and recognition by running strategic recruitment initiatives (Yan et al., 2021) and employer branding to allure top employees. 

Employee Benefits & Career Advancement: Leverage well-rounded benefits packages and career growth opportunities to retain competent staff (Hilton, 2023), thus, engendering a tradition of lasting loyalty and commitment.

Customer Loyalty Programs: Reinforce the customer loyalty programs to enhance referrals and return visits (Le et al., 2023), thus increasing service demand for the hotel and giving the existing employees career perspectives and prospects for cross-training.
	Diverse Amenities & Facilities: Use the hotel's assorted services and up-to-date equipment to anticipate the risk of competitive labour markets by upgrading the level of employee experience (Shi, Gordon, and Tang, 2021) and making them satisfied. 

Technology Integration & Innovation: Utilize technological innovations to improve operations by reducing overnight staffing, intensifying automation, and optimizing resource allocation.

Strategic Partnerships: Develop strategic alliances with local businesses, academic institutions, and community agencies through that talent pipelines and referral networks will be established (Datta, 2020), erasing the talent poaching risk and facilitating entrance to desired persons. 


	Weakness 
	Recruitment Challenges & Turnover: Overcome recruitment hurdles by entering strategic partnerships with educational bodies and employment industries to establish talent paths (Salama et al., 2022), tackle inadequacies in hiring procedures, and increase opportunities for qualified personnel.

Training Requirements & Skill Development: On-boarding and training should be improved by the creation of employee development programs and cross-training programs, treating weaknesses as the chance for new skills learning and career growth.

Flexibility in Staffing Models: Adopt a flexible staffing model that could include part-time, seasonal, or remote work arrangements to suit different employees' lifestyles (Asghar et al., 2021) and preferences, which may attract a more diverse workforce and prevent employee turnover.

	Staff Turnover & Operational Strain: Reduce the negative consequences of excessive turnover on operational efficiency through utilizing contingency plans, flexible staffing models (Tsiopanis, 2021), and cross-functional training that ensures the services are offered even when there is disruption.

Regulatory Compliance & Legal Risks: Address weaknesses by conducting routine examinations (Hilton, 2023), training, and risk assessment to reduce lawful liability and reputational risks arising from non-compliance.

Competitive Wage & Benefits Packages: Uplift the competitive wage and benefits packages to have the ability to lure and retain the best personnel (Salama et al., 2022) and protect the staff from leaving for the other competitors who pay higher compensation and provide more advantages.


Table 3: TOWS analysis of Hilton
(Source: Developed by author)
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 Enhanced Recruitment Strategies
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Figure 2: Enhanced Recruitment Strategies
Source: (Semetaite, 2023)
Facing the challenge of retaining proven service professionals in the hospitality industry, the hotel should implement recruiting practices that feature the advantages of working for the organisation (King et al., 2021). This is a practice of utilizing online recruitment portals for instance social media and online job websites to expand the scope of the job search (Hilton, 2023). Millennium Hilton must apply proactive contact with potential jobseekers by targeting recruitment campaigns and holding networking events to bring in more candidates who are focused on the hotel's value system and culture.
 Competitive Compensation and Benefits
Concerning the competitive labour market, Millennium Hilton must redefine and improve its compensation and benefits package to be competitive in the market and recruit capable hotel professionals (Yoopetch, Nimsai, and Kongarchapatara, 2021). This underlines a need for providing a competitive salary, performance-related bonuses, and a full package of benefits, which may include health insurance, retirement plans, and programs aimed at protecting employees’ well-being (Ann and Blum, 2019). Through competitive compensation packages, the hotel may portray itself as an employer of choice, earning the respect of employees motivating them to stay, and working with enthusiasm to start a culture of job satisfaction and loyalty.
Employee Development and Training
Employees can be developed and trained using training programs that address gaps in expertise and improve the capabilities of existing employees (Ali and Anwar, 2021). Millennium Hilton should consider offering ongoing training and continued professional development sessions for employees to help them get the necessary skills and expertise that they need to succeed in their jobs (Jenna) Lee, 2023). The hotel can do this by investing in employee development that will in turn improve job satisfaction, reduce turnover rates, and empower the workforce.
Work Schedule Flexibility and Work-Life Balance
Aware of the role that work-life balance plays in employee retention, the Millennium Hilton should develop work-related policies and practices that allow for the flexibility of its workforce and consider the needs and preferences of the individuals (Chandran and Abukhalifeh, 2019). Policies may be introduced such as implementing flexible work schedules, the option to work remotely, and leave or vacation policies meant to promote work-life balance and employee healthiness (AL-Omari et al., 2020). Through developing a proactive and considerate workplace where work-life balance is a priority, the hotel can build employee loyalty, and satisfaction, and increase productivity.
Employee Recognition and Engagement
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Figure 3: Employee Recognition and Engagement
Source: (Chaudhary, 2024)
The creation of a culture based on the recognition of, and engagement of the employees is a key factor in staff retention and developing a feeling of affinity within the company (Rose) Liu et al., 2022). To facilitate employee recognition, Millennium Hilton can establish awards, like "Employee of the Month," and peer-to-peer recognition initiatives to recognize and honour employee efforts (Yoopetch, Nimsai, and Kongarchapatara, 2021). By focusing on employee recognition and engagement,Millennium Hilton can help to increase morale, increase job satisfaction, and strengthen staff loyalty and retention.
[bookmark: _Toc166011186]3.2 Change management
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Figure 4: ADKAR model
Source: (Lewis, 2023)
Awareness of the Need to Change
The beginning of the change management techniques at Millennium Hilton should be the raising of awareness among the staff about how they have to face the staff shortages directly (Shulga, 2020). This means explaining to the people the problems and the consequences that the personnel shortages may have on the guests’ satisfaction, operational efficiency, and business performance overall (Ekhsan et al., 2022). Through developing a common awareness of the importance and speed of dealing with the shortage in staff, personnel are more likely to be motivated to take part in the process of change and engage actively in the cause.

Desire to Participate in and Support the Change
The company can encourage interest in and participation by its employees in the change process by focusing on the rewards and benefits that are associated with resolving staff shortages (Senbeto and Hon, 2020). It could include spotlighting the various career progression, skills development, and work performance gains through qualified staffing (Onyeneke and Abe, 2021). On the other hand, considering every one of the employees in making decisions and soliciting their input as well as feedback can lead to a sense of ownership and self-confidence, that in turn will give them a reason to be part of change.
Knowledge of What to Change
Providing employees with the relevant information and skills for the successful management of changes is a mandatory step (Rahi and Ahmed, 2020). Millennium Hilton should facilitate comprehensive training and development programs to deepen employees' comprehension of the change process and empower them with the skills and tools needed to adjust to new tools and procedures (Do and Luu, 2020). These can include instructional sessions on recruitment ways and techniques, communication skills, and team collaboration concepts that are meant to reduce impacts of the staff shortages.
Capacity of Developing Necessary Qualities and Traits
Employing workers to effectively implement required skills and behaviours is an ongoing support, guidance, and resource provision that will help achieve a smooth transition process (Dachner et al., 2019). Millennium Hilton should provide mentorship, coaching sessions, and peer support networks to make sure that employees are up to the appropriate level of competencies and confidence required to excel at work despite the challenges that come with staffing limitations (Shulga, 2020). It will be better to create cross-functional collaboration and knowledge sharing where employees will learn how to adapt to changing circumstances and work in a team to achieve common goals.
Reinforcement for the Change to Be Sustainable
To ensure sustainability, it is vital to maintain a continuous reinforcement of new conducts and operating mechanisms, which would help to incorporate them into the culture of the organisation (Bagga, Gera, and Haque, 2022).Millennium Hilton should set up feedback mechanisms, KPIs, and recognition programs to enforce the new procedures and to highlight successes on the change journey (Bilderback and Miller, 2023). Through the adoption of reinforcement strategies, Millennium Hilton will guarantee that changes geared toward the problem of staff shortages are rooted deeply within the organisation, that will, indubitably, lead to long-term improvements in employee retention and operational effectiveness.
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Key Performance Indicators (KPIs)
Millennium Hilton puts metrics in place and success rates of its presented strategies by creating KPIs that specifically address employee shortages (Hilton, 2023). The KPIs to achieve this could be employee turnover rate, time to fill any post vacancies, employee satisfaction score, guest feedback on service quality as well as staff interactions (Raza et al., 2021). Monitoring these KPIs over time will enable the hotel to understand the effectiveness of the broad strategies to mitigate staff shortages and heighten performance.
Employee Engagement Surveys
Regular employee engagement surveys are an important source of data that reveals the efficiency of change management activities performed within the organisation as well as employees' satisfaction and engagement levels (Yu et al., 2020). Millennium Hilton can conduct anonymous surveys of its staff to obtain employees' perceptions of the job environment, their satisfaction with the recruitment and retention policy, and their belief in the hotel's ability to address such challenges (Karatepe, Rezapouraghdam and Hassannia, 2020). Assessing the survey outcomes and finding tendencies provides the hotel with data analysis, which helps to inform its decision-making and make any appropriate adjustments.
Financial Performance Analysis
Millennium Hilton could analyse financial metrics such as RevPAR (revenue per available room), workforce costs as a percentage of revenue, and profitability margins to determine the economic repercussions of the staff shortage issues (Ampofo and Karatepe, 2021). Financial performance will be compared before and after the implementation of change tactics, thus allowing the hotel to determine the direct effect on its profits and justify the subsequent investment in recruitment and retention programs (Wang and Chen, 2020). The continued monitoring of the financial performance will help to identify the long-term sustainability of the hotel's human resource initiatives, and their effectiveness as well.
[bookmark: _Toc166011188]3.4 Potential benefits
Better Guest Satisfaction and Service Quality
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Figure 5: Better Guest Satisfaction and Service Quality
Source: (Hanks, 2023)
By tackling the issue of employing enough staff and making sure employees are always sufficient, Millennium Hilton could improve customer satisfaction and services on the aggregate (Ali et al., 2021). Working with an adequately staffed and motivated workforce, the hotel can ensure the guests have personalized and attentive service unparalleled to any other; this will contribute to positive guest experiences and therefore boost customer loyalty (Nunkoo et al., 2019). It is those guests who leave the hotel happy and spreading the word about the hotel, which are expected to make a reservation at the hotel again and rate it highly in the highly competitive hospitality industry.
Improved Employee Happiness and Reduction of Turnovers
A workforce that is determined and works with passion and devotion is likely to stay with the organisation, that in most cases results in a reduced turnover rate and thus the recruitment costs as well (Nunkoo et al., 2019). Another equally important reason is that it provides staff with a sense of stability and formation of a culture of continuity leading to effective teamwork and collaboration.
Higher Process Efficiency and Performance
Ample employee numbers with well-trained people enable Millennium Hilton to optimize its performance and productivity levels (Hilton, 2023). Having a professional workforce that is efficient and competent, the hotel can accomplish to reduce errors, streamline processes, and optimize productivity (Ali et al., 2021). Cost optimization as well as high quality of service and satisfaction is possible using rational usage of resources that is ensured by the operational efficiency of the hotel.
Long-Term Sustainability and Growth
The implementation of the right recruitment and retention strategies makes a bedrock of such processes as the long-term sustainability and growth of the Millennium Hilton (Hilton, 2023). Through the training and development of its employees, the hotel develops efficiency, versatility, and flexibility that eventually allow the hotel to withstand the changing competitive environment and industry challenges (Waqanimaravu and Arasanmi, 2020). The hotel can achieve strategic initiatives, try new markets, and seize opportunities that could determine its sustainability, and profitability through the creation of a stable and capable workforce.
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Recruitment and Onboarding Expenses
Millennium Hilton, as a result, is expecting to spend about $5,000 to $10,000 on each recruitment campaign and cover such expenses as posting jobs on the internet, recruitment agency fees, and travel costs for interviews. Apart from that, the cost of orientation and training materials, such as onboarding programs and orientation materials, might be within the range of $2,000 to $5,000 for each new employee (Baqir et al., 2020). Taking into consideration the size of the hotel and the turnover rate, a hiring and onboarding budget of $50,000 and $100,000 would be appropriate for the yearly use to enable a steady supply of qualified employees.
Training and Development Investments
[image: ]
Figure 6: Training and Development Investments
Source: (Ford, 2024)
Closing skill shortages and improving worker development are going to be addressed through investing around $10,000 to $20,000 every year into training and development programs. This includes expenditures that have to do with performing training workshops, employing external trainers, and preparing training materials. Proper cross-training programs and educational leadership may create $5,000 - $10,000 yearly costs. The hotel has allocated $20,000 - $30,000 for employee training and development every year. This would translate to gaining and maintaining employee knowledge and skills, enabling the employees to remain with the hotel for long.
Improved Salary and Benefit Plans
The establishment of competitive salaries and benefits may spike labour costs at Millennium Hilton. The hotel will be setting aside up to $100,000 annually for wage increases, performance incentives, and improvements in health care plans, retirement, and employee discounts. Periodic reviews and updates to the compensation packages will be part of the planned process. This is an effort to keep the salaries competitive with market standards and the employees’ expectations (Hilton, 2023). Millennium Hilton not only is dedicated to investing in employee well-being but also to equipping them with the qualities of a loyal and committed workforce that in turn helps to maintain the competitive edge in the labour market.
[bookmark: _Toc166011190]4. Action Plan 
	Strategy
	Activities
	Timeline
	Cost

	Recruitment Enhancement
	To attract qualified candidates, Millennium Hilton will conduct targeted recruitment campaigns utilizing online platforms and strategic industry partnerships. The hotel will collaborate with recruitment agencies to source talent efficiently. To broaden the candidate pool, representatives fromMillennium Hilton will actively participate in job fairs and industry events. 
	3 months
	$50,000 - $75,000

	Training and Development Investment
	Millennium Hilton will develop and implement comprehensive training workshops aimed at fostering staff development. At the workshops, the following shall be covered: skills and knowledge that relate to their roles. Secondly, theMillennium Hilton management team will carry out leadership development programs that are customized for staff of managers as they seek to develop effective leadership skills and improve operational efficiency within the company.
	Ongoing
	$20,000 - $30,000

	Compensation and Benefits Enhancement
	To remain competitive, Millennium Hilton will conduct a comprehensive review of its compensation, making necessary adjustments to be able to acquire and retain top talent. To boost job satisfaction and the wellbeing of staff, the hotel will introduce various employer-provided benefits like health insurance and retirement schemes. Millennium Hilton will adopt a performance-based incentive system in that the most outstanding employees will be awarded and therefore staff moats will be improved as well as the culture of excellence will be promoted.
	6 months
	$50,000 - $100,000

	Employee Engagement Initiatives
	The Millennium Hilton Engagement Surveys will be conducted regularly to measure the job satisfaction level and morale of the employees, which will ensure immediate remedies and responsibility. The hotel will introduce a reward system to showcase and encourage staff participation to build an environment of mutual recognition and motivation. In addition, Millennium Hilton will support diversity and considerate interactions and will be able to produce a friendly environment in that each employee will be appreciated, respected, and allowed to take part in the success of the hotel.
	9 months
	$30,000 - $45,000

	Monitoring and Evaluation
	Millennium Hilton will develop performance indicators or KPIs to accurately review the effectiveness of the strategies implemented. Frequent control and monitoring of the performance will be held towards the attainment of previously established benchmarks and the areas of concern will be identified. Also, the hotel will look for inputs from both, staff, and management to learn the necessary lessons and amend the strategy properly.
	Ongoing
	$10,000 - $20,000



Table 4: Action Plan for Hilton
(Source: Developed by author)
[bookmark: _Toc166011191]5. Conclusion 
The consultancy's survey has proved that the key problem is the retention and hiring of qualified hospitality personnel. A comprehensive study of what drives the shortage of staff, such as market dynamics, labour trends, and bottlenecks within the hotel itself, sets up the critical processes and solves the issues that put the hotel’s operations at risk and that affect the guest experience. The work showed that firms use recruitment processes that are restricted, poor wage packages, and lack of professional training, which are the key factors that form the working environment of the retention and turnover problems. Along with that, external factors such as fluctuating demographics and how society views work-life balance played a critical role in the staffing issues of the hotel.
The report suggested some improvements that could, for example, be used when designing targeted recruitment strategies, to improve employee wages and benefits and provision training to develop employees' skills. This can be achieved by the Millennium Hilton in that the area is established and nurtured. It increases the staff retention rate, increases operational efficiency, and at the same time improves the overall guest experience and financial performance. This report also consists of an action plan that proposes the proposed measures summarizing when they will be applied and how much they will cost. The intended action plan would help to deal with the case of a decrease in staff since it is targeted to be the method of recruitment of the most competent employees for the operation of the hotel as a company in the highly competitive hospitality industry. The company thankfully acknowledges Millennium Hilton for providing a platform for project implementation. The company recognizes the hotel providing satisfactory staff solutions and improving the staff morale, which shows the persistence of quality in hospitality. The team members are convinced that the suggestions presented in this report will function as a guiding basis for how to overcome problems and reach a long-term performance. Through executing the proposed methods, the team believes that Millennium Hilton will not only have better employee management but also a better experience for the guests. The team hopes to continue working together and assist the hotel to keep growing and succeeding in the hospitality business.
Meanwhile, according to the consultancy, this study points to the importance of paying attention to the real factors that hinder staffing, including strict recruitment procedures and inadequate pay packages. Using selective hiring methods, increased employee wages and benefits packages, and provided coaching, Millennium Hilton can stimulate employee retention and happiness through the creation of a more suitable working environment. This more proactive approach, therefore, does not only maximize operations and guests' experiences but also heightens the hotel's ultimate financial performance. As stated in the report, the implemented action plan serves as a guide for addressing staffing issues in a way that Millennium Hilton can exploit its complete potential in the competitive hotel industry.
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