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The issue faced by the brand 
Hilton London Metropole is a flagship firm under the internationally renowned brand, Hilton Hotels & Resorts. The firm is currently struggling with a significant market problem, with a consistent staff turnover. This considerable challenge is especially pressing for the brand to stay competitive within the intensely evolving job market, where their workforce is constantly attracted to other sectors, including tech, retail and others. As those sectors offer higher pay, better compatibility while also enhancing their workplace flexibility, this organisation generally encounters high workforce turnover (Connect, 2024). While the largest conference hotel is currently located at the London Hotel, the overall operational demand within the Hilton Metropolitan is also intense. Besides, the internal HRM practices include limited upward mobility as well as rigid resource practices. Those aspects generally have made a stiff working environment, where employees generally feel undervalued as well as stressed within the workplace. This significant challenge further becomes quite problematic while other socio-political as well as economic factors, including the inflationary pressures, Brexit-related immigration and others. The high employee turnover not only makes significant disruption to the services in a continuous manner but also threatens the brand image of Hilton London Metropole within the employer review platforms. 
Findings 
An in-depth STEEPLED and SWOT Analysis of the Hilton London Metropole reveals that the workforce turnover is proactively driven by the internal weaknesses as well as external pressures. In relation to this, the outdated HR practices, limited career progression, alongside inflexible working hours are generally contributed to rising employee dissatisfaction. While the brand is proficiently enjoying its strengths, including prime location, global brand image and extensive training infrastructure, those advantages do not support them in enhancing employee morale. Externally, the economic factors, including wage stagnation, are related to the stagnation relative to the cost of living of the London residents, making workforce retention quite difficult. Technically, there is a significant lack of integrated employee feedback systems, digital communication platforms, as well as real-time communication tools (Burnett and Lisk, 2021). On the other hand, the investment in the Stockholm Environment Institute (SEI) efforts and sustainability of this hotel has also weakened their staff engagement. Proactively, those considerable findings are pointed out to be an urgent need for the strategic reformation within the HR operations and work culture (Georgescu et al., 2024). This can support the hotel to enhance employee engagement at the Hilton Hotel Metropole in terms of minimising turnover levels. 
Critical assessment of those findings 
The findings of this report effectively highlight a solid understanding of the factors that influence the workforce turnover at the Hilton London Metropole. A critical introspection basically explores both systematic oversights and missed opportunities within the organisation. Apart from that, the organisation has significant brand power, alongside resource infrastructure to act as a strong market leader within the employee experience. For instance, the international Hilton networking provides an extensive e-learning platform, those are often limited regarding operational training, and does not promote long-term career progression and mobility. Moreover, the emergence approach of this organisation basically appears as more reactive than others. Existing interviews are considered a vital source of employee feedback, which are not analysed proficiently. In addition to this, although the demand for HRM tools alongside flexible schedules is well-determined, the firm is lagging behind the newer rivals in terms of adopting those practices. Furthermore, the STEEPLED analysis proactively acknowledges demographic diversity, but there is a lack of evidence of tailored Diversity Equity and Inclusive (DEI) methods that address the generational and cultural needs (Richter et al., 2022). The workforce atmosphere does not entirely reflect the hospitality expectations, especially related to mental health, digital connectivity, alongside sustainable practices. Therefore, the challenge is not merely addressing those challenges, while a significant failure to convert this awareness into a long-term solution. 
Recommendations 
Hilton London Metropole should incorporate a multi-prolonged strategy centred on the employee-oriented reform, digital innovation in order to address the staff turnover challenges (Manfrini et al., 2024). Firstly, the organisation should modernise their compensation model in order to enhance the motivation of employees to get engaged within the workplace. While the full-wage parity with the or retail may not be beneficial, they should introduce non-monetary benefits. This may include the housing stipends, transport allowances, as well as other wellness packages, which can significantly offer their employees meaningful support. On the other side, promoting a robust career progression pathway would also be made transparent to balance the internal job fairness, while introducing a customised career development plan. Digitally, the firm should also allocate their major portion of its resources to the mobile HR tools, including recognition platforms, feedback apps, as well as AI-driven scheduling. Additionally, through the way of implementing a retention risk dashboard will enable them to recognise the at-risk staff segments and monitor the training completion progression at the same time. Finally, reinforcing a DEI and sustainability efforts from the eco-certification programs also supports the organisation regarding the faith-based accommodations and multilingual training (Bresciani et al., 2021). This will support this hotel to enhance employee cohesion, pride, while also improving retention among different demographics. 
Conclusion
The staff turnover issue within the Hilton London Metropole is a complicated limitation that is stemming from blended internal operational gaps within the evolving external labour market.  The findings of those theories, including SWOT, TOWS and STEEPLE assessment, have comprehensively underscored that the brand is getting significant opportunities for its strong market position. However, this firm fails to translate its brand equity into a meaningful employee experience. Besides, the high attrition rates and risks not only operate the operational inadequacies, but also ruin the reputations, cause guest dissatisfaction, as well as increase the operational expenses. Through the implementation of tailored HR reforms and embracing digital transformation, the brand can become able to spread an inclusive culture. Besides, the organisation may also turn this limitation into a strategic opportunity. Kotter’s model has also provided a structured change management model to comply with that transition. In a nutshell, the future of the Hilton London Metropole lies not only in the luxury that they offer among their guests, but also drive their value they provide to their employees. An intensely engaged, robust and motivated workforce is considered a proactive cornerstone to last excellence within the hospitality industry. Following this measure would be considered the most strategic priority regarding this brand’s leadership. 
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Background of the research 
The hospitality industry, especially within the major cities, including London, is encountering a high level of staff turnover. This is a significant problem that has intensified post-Brexit and post-pandemic issues. Further, the labour shortages, changing employee values, as well as the competition from the more flexible industries, have also led to workplace instability within hotels. In relation to this, the brand, Hilton London Metropole, is a prominent one, which is under the Hilton Hotels. This apparently exemplifies this particular trend with the high turnover that affects both operational costs and service quality at the same time. Further, the research within the hospitality management is reflected as a magnificent factor, such as a lack of opportunities, rigid scheduling and a poor management system that basically contributes to raising this issue. Shedding light on those challenges, the research apparently will aim to delve into the external and internal dimensions that influence staff retention with a proactive focus on the Hilton London Metropole. Additionally, this report will also explore the way in which organisational change methods can be implemented to reverse the trend. Apprehending those aspects is the most vital aspect for sustaining the consumer satisfaction, driving employee morale, while also achieving long-term success. 
Company overview
Hilton London Metropole is considered one of the largest conference hotels and a key property within the Hilton Worldwide portfolio. This business was located in central London, boasting over than 1000 rooms, diverse dining venues alongside expansive event spaces. They intend to cater the both business and leisure travellers. In this way, the brand has played a crucial role in enhancing the operation of the Hilton Hotels. This also contributes proactively towards the brand’s visibility and gaining profit within different regions. Having a strong commitment to offer a high-quality service and drive the guest experience, this brand has gained a proactive global standard (Hilton, 2024). 
Problem statement 
Despite their resources and status, this organisation is currently facing an intense problem of staff turnover. This issue is influencing the operational proficiency, financial performance and consumer satisfaction. Inflexible working schedules, limited career opportunities and lack of workplace recognition are cited by their organisations (Rachel Sandler, 2020). 
Theoretical framework 
The STEEPLED analysis explores the macro-environmental factors, including the technical, political, economic and social trends. Additionally, the SWOT analysis basically reflects on the internal strengths and opportunities, along with weaknesses and threats (Puyt et al., 2023). Those significant insights are used to construct the TOWS matrix, which proficiently integrates the internal abilities with the external conditions for generating actionable decisions. Lastly, Kotter’s 8-step Change Management Model offers a well-structured approach to implement those solutions within the workplace (Laig and Abocejo, 2021). Together, those models would support the organisation to form a cohesive basis to understand the staff turnover issues while also formulating sustainable solutions. 
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STEEPLED Analysis
	Factors
	Description

	Social 
	The hotel sector throughout London is hugely influenced by dynamic social expectations. A major factor which contributes to high staff turnover is due to generational change in work preferences. Millennials and Gen Z consumes a large proportion of the workforce where they prioritise flexible hours, mental wellness and growth opportunities (Johnston, 2023). Industry survey has found that 65% of hospitality workers present in the UK would leave their job if it ever hampered their work-life balance (Pagojute, 2024). Hilton London Metropole followed a traditional shift-based work model having high customer-facing responsibilities that were deemed to be inflexible. Social mobility in this industry has remained quite limited for entry-level employees which lead to dissatisfaction and higher attrition rates. They have been present among housekeepers, receptionists and kitchen staff.

	Technological 
	Hotel industry functioning in the UK has embraced modern technology but uneven implementation brings frustration among employees. Automation across check-in and check-out processes surrounded with self-service kiosks and mobile app integration. Such technologies have decreased workload for front desk staff but has resulted in high job insecurity or role redundancy fears (Ghani, et al., 2022). Insufficient integration of task-tracking systems sometimes results in communication gaps and operational delays for housekeeping or maintenance teams. Hilton’s lag in deploying real-time staff feedback apps having digital recognition platforms further affect proactive HR engagement. The British Hospitality Association stated that the majority of hotels here had adopted comprehensive digital HR systems during the period of 2024.

	Economic 
	Rebound after the pandemic has intensified wage pressures in the hospitality market. London has seen increased job availability present across tech, retail and service industries which provide better pay and work conditions. Average wage protocols for hospitality roles in London was around £11.44/hour during 2024 as per Labour Market Survey. Similar roles that functioned in retail had an average value of £13.85/hour (personio, 2024). Hilton London Metropole has employed a large number of junior staff but it remained unable to match competitive wages leading to higher attrition. Over dependence of the hotel for international tourism makes it vulnerable during global economic slowdowns or cost-of-living crises which directly impact cash flows or budget allocations.

	Environmental 
	Sustainability has started to become a critical factor of employer brand elements. Hospitality stakeholders increasingly prefer working for environmentally responsible employers (drmarkcamilleri, 2021). Reports have revealed that half the hotel workers would join companies displaying eco-friendly practices instead of other ones. Hilton London Metropole may affect employee pride and purpose if it lacks a visible commitment for sustainability in operations like waste management and energy conservation. Physical working conditions influenced by environmental factors like extreme temperatures during kitchen maintenance further play a role during turnover if not addressed timely.

	Political 
	Immigration laws after Brexit have reduced the supply of skilled and semi-skilled foreign workers where they mostly built the UK hospitality workforce. Hilton London Metropole most likely got affected by such policy changes during different roles such as room attendants and kitchen porters. The Skilled Worker visa program by the UK government that was revised in 2025 excluded many low-wage hospitality jobs and limited recruitment opportunities (gov, 2024). Insufficient political support to fund vocational training here further amplified overall staff shortages. Inconsistent government assistance during pandemic recovery packages states that many hotel firms had to cut staff benefits or incentives which decreased employer attractiveness.

	Legal 
	Hotels should always have to follow UK employment laws that cover fair wages, rest breaks, health, safety and DEI policies. Failure in meeting these obligations bring fins while damaging hotel reputation on platforms that include Glassdoor and Indeed in which employees openly review employer practices. A recurring complaint throughout hospitality reviews during 2023 was based on unpaid overtime and unreported harassment cases (Taylor, 2024). Gaps in grievance redressal systems having contract transparency may increase legal risks and staff dissatisfaction. New legislation which is pushing for ‘right to disconnect’ in many EU nations can also bring similar expectations for all hotels.

	Ethical
	Poor job design, lack of training, rigid hierarchies and overburdened shift patterns further affect employee morale. Hilton London Metropole has more than 1000 rooms and large event spaces that function in a high-pressure service environment. Staff burnout becomes prominent when adequate rest breaks, mental health issues rise and lack structured feedback systems. The absence of career development plans or mentorship models decreases employee engagement. People 1st International reported in 2024 that 48% of hospitality workers left jobs during the first 12 months due to insufficient personal growth and poor management (people1st, 2024).

	Demographic 
	London has a diverse population that offers a bigger hiring pool but presents issues in accommodating multicultural employee needs. Language barriers, cultural problems and inadequate DEI training hinder team bonding and increase conflict among workers (Bendix-Lewis, 2024). Large proportion of the hotel workforce who are aged between 18 and 30 expects digital connectivity, flexible contracts and fast-tracked promotions. A single HR policy will fail to retain a huge demographic.



SWOT Analysis
	Strengths
	Weaknesses

	Hilton London Metropole has held a strong brand reputation as it is a part of internationally recognised Hilton Hotels chain (hdrinc, 2023). This affiliation ensures best quality standards, widespread brand loyalty and access to Hilton’s global customer base. Central location is near Hyde Park and Paddington station which represent a strategic asset to attract leisure and business travelers. There are 1000 guest rooms and expansive conference facilities. They make it one of the largest conference hotels throughout London which hosts many international events, trade shows and corporate functions. Property gets benefits from a diverse range of offerings such as multiple restaurants, fitness centers and upgraded digital check-in services. It has also deployed the Hilton Honors loyalty programme which helps drive repeat business and encourage direct bookings (hilton, 2025). Operational practices are maintained through higher housekeeping standards and have been widely praised in guest reviews for cleanliness and professional front-desk services which handle prompt compliant resolution. Employee training modules through internal learning platforms are also well-established that equip workers with foundational customer service skills and safety protocols. 
	Internal HR practices here have presented many vulnerabilities in spite of having such strengths. Employee turnover remains a big concern considering perceived lower wages, minimal career progression chances and rigid shift structures (Hastwell, 2021). Staff engagement appears to be more reactive instead of proactive that lacks frequent check-ins and clear reward systems. Feedback loops among workers and management are very limited in which exit interviews are not always used properly to inform retention strategies. Hotel’s legacy infrastructure poses a certain level of challenge. Renovation has taken place but certain facilities remain outdated as compared to newer luxury competitors in London. Inconsistent use of technology like limited integration of mobile task management along with internal staff recognition platforms affect business efficiency. Language barriers and cultural misunderstandings sometimes happen due to the huge diverse employee profile and present DEI rules may need more depth in ensuring inclusivity (tripadvisor, 2025).

	Opportunities
	Threats

	There are ample opportunities in enhancing staff satisfaction and retention. Developing the multicultural workforce of London may be used by the hotel to introduce diversity-oriented mentorship programmes and multilingual training resources. Enhancing internal career progression frameworks and recognising employee achievements transparently would improve staff loyalty as well (ymaws, 2022). Enhancing well-being programmes like flexible shift patterns, mental health support and financial literacy workshops would boost morale. Increasing demand for sustainable hospitality services offer a significant growth avenue. Strengthening hotel’s sustainability credentials will be appealing to eco-conscious guests and enhance employee pride or purpose (businesstravelnewseurope, 2022). Adoption of smart technology solutions that includes real-time feedback platforms and AI scheduling can improve internal communication and workload distribution.
	Hilton London Metropole functions in a highly competitive and saturated hospitality marketplace. Luxury and boutique hotels throughout London offer similar pricing standards with more personalised experiences (growjo, 2024). They readily increase customer expectations and employee performance pressures. Post-Brexit immigration problems and growing living costs in London have made recruitment and retention very tough (insighthospitality, 2024). Reputation risks are also present on global platforms including TripAdvisor surrounded by staff grievances that can impact employer branding. These external as well as internal threats may erode hotel’s operational stability and guest satisfaction if they are not handled in the long term.



TOWS Analysis
	Strengths–Opportunities (SO) Strategies
	Strengths–Threats (ST) Strategies

	Capitalisation can be done by Hilton London Metropole on the brand prestige, central location and extensive facilities which can attract and retail top hospitality talent by aligning with new opportunities. Enhancing global training platforms and structured operations would enable the hotel to introduce leadership development tracks and cross-functional upskilling by enhancing employee engagement (maplelms, 2024). This will strategically solve the issue of talent turnover and skills mismatch. The hotel must expand the present digital narratives after integrating staff-related technologies that include mobile scheduling, real-time feedback applications and wellness tracking tools. Such innovations would resonate quite well with younger employees looking for tech-savvy employers. These interventions address the operational rigidity and help position Hilton as an adaptive, future-focused employer. Another robust sustainability reputation of this hotel could be strengthened in building purpose-driven employment branding. Engaging workers in corporate social responsibility projects and launching green hospitality certifications may enable job satisfaction and pride that will eventually increase retention and brand image. This aligns with solving employer branding issues and meeting the sustainability-driven job preferences of Gen Z employees.
	The hotel brand is required to put more focus on its existing strengths which include hosting capacity, strong brand loyalty and Hilton Honors customer base. Strategic partnerships with local educational institutions and hospitality colleges can create apprenticeship opportunities where they address staffing shortages by offering career progression from the base level (westcotts, 2023). This offers a sustainable pipeline of skilled talent that directly addresses post-Brexit workforce limitations. Hilton’s global influence could also be utilised to push policy recommendations in industry associations to handle sector-wide post-Brexit recruitment constraints. Reinforcing operational excellence through investment in predictive HR analytics and exit data interpretations will allow Hilton London Metropole to predict employee concerns. Transparency in performance management and clearer internal communication channels will resolve staff dissatisfaction which could manifest publicly on review platforms (Daniel, 2023). Such set of solutions converts the threat of reputational damage into an opportunity for transparency-led brand trust.

	Weaknesses–Opportunities (WO) Strategies
	Weaknesses–Threats (WT) Strategies

	Addressing internal HR limitations through taking advantage of present opportunities is critical for such transformation. The hotel needs to revise compensation structure for staying competitive where it offers non-monetary benefits that include transport allowances, housing support for early-career employees or subsidised wellness programmes. Incentives are deemed to be very appealing in London as the cost of living is high. This solves the problem of high attrition due to poor compensation by offering tangible lifestyle support. Career stagnation concerns can be performed when Hilton introduces internal job fairs and personal growth maps where they help workers visualise their path in this company (hosco, 2024). Housing internal recognition events followed by performance-linked incentives will boost morale eventually (vantagecircle, 2025). Revisiting the DEI strategy with multilingual onboarding materials mixed with faith-based accommodations will assist in fostering an inclusive environment where diverse teams can grow. These action creates actionable frameworks for inclusivity to solve the problem of limited engagement from minority and migrant workers.
	Reduction of the impact coming from both internal weaknesses and external threats is important for Hilton London Metropole. Immediate prioritisation is required where the brand collects all feedback and deploy communication mechanisms. Introducing monthly staff town halls, anonymous pulse surveys and 360-degree performance reviews would establish trust among employees and management (traininghotels, 2024). Such interventions transform low morale and communication barriers into trust-building opportunities. Parallelly, deploying a retention risk dashboard as per HR metrics will allow for early detection of dissatisfaction. Strengthening grievance redressal methods and mental health support services is also vital that overcomes burnout in high-pressure roles. These condition allows early diagnosis of burnout risks which can help Hilton maintain a resilient workforce even in high-demand seasons.
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Recommendations for mitigating the issues 
Implementation of training programs
Hilton London Metropole can add distinct types of interesting training programs where their employees can enjoyably uprise their overall set of skills. In this procedure, their satisfaction level can be much more enhanced, and the firm can mitigate the issues due to staff turnover (Hanshans and Faust, 2023). Introduction of advanced technologies is an effective plan that can be applied by the organisation for tracking the shortcomings of its workers (Forbes, 2021). This can support them in making customised training plans for each of their employees, which can elevate their overall understanding of the work process and enhance their abilities. Moreover, it can increase the service quality of Hilton London Metropole, which can allow them to serve their guests accordingly. In this procedure, the staff turnover issues can be mitigated by the side of the company (Massie, 2023). This can also increase their brand image among the global talent available in the current market. The enhancement of skill set will enable the workers to gain distinct, better employment opportunities in future and collect effective experiences relevant to this sector. Such a procedure can also engage more employees within the firm, which can support Hilton London Metropole in achieving its targets (Haan, 2024). 
Analysis of employee feedback
The valuable feedback of employees is essential for understanding the internal scenario of the businesses. As per recent reports, Hilton London Metropole has significantly suffered due to the lack of engagement of workers in its workforce. This has decreased their service quality and restricted them from catering to their guests as per their preferences. Moreover, it has negatively influenced the brand image of the organisations, and their revenue growth has been reduced. For the mitigation of such challenges, the firm can utilise the valuable feedback of its existing employees (Goodall, 2023). A survey with the development of some open-ended questions can be conducted by the company to understand the key gaps in their operations and facilities. Such a procedure can drive in making effective changes to satisfy its set of equipped workers. This can enhance their overall satisfaction rate and increase their engagement in the business (Marks, 2021). On the other hand, it can allow the firm to cater to its audience as per their choices. Such a procedure can also enhance the reputation of the brand in the global scenario. Their service quality and productivity can be enriched following this strategy, and engagement of guests in the business can also be uplifted. With such practices, the firm can ensure a potential growth in profit or revenue simultaneously (McCrary, 2024). 
Integration of distinct types of motivation strategies
Employee turnover has been one of the rising problems that present distinct types of challenges to the firms in the United Kingdom. Hilton London Metropole has also gone through these issues in recent times due to high competitiveness in the staff demand in the market. For attracting and managing the engagement of equipped employees within the business, the organisation can work on their facilities. The firm can add distinct types of motivation measures within its operations to increase the satisfaction of its workers. Such a procedure can guide them in meeting their organisational targets quite accordingly and serving their guests in a proper manner (Bryant et al., 2023). With the inclusion of intrinsic and extrinsic motivations in the operations, they can ensure enhanced job satisfaction levels for the labourers. Moreover, the equipped staff can be acknowledged on the side of the brand. Apart from that, Hilton London Metropole can provide distinct types of incentives and bonuses for reaching certain targets relevant to their work. This will support the workers in gaining a significant income outside of their basic wages. The productivity of the firm can also be enhanced, and its issues due to staff turnover can be decreased in such a way (Rachmad, 2022).
Setting a minimum wage system
The bias and inequality in wages have been witnessed within the UK labour market, which has been a potential problem that decreases the satisfaction rate of workers. Hilton London Metropole can ensure a basic rate or amount for the freshers and experienced employees as per the current industry standards. The development of salary levels will help the staff in understanding their roles and wages within the business (Manning, 2021). This will enhance the authenticity and integrity of the work process. Such practices can also enable the brand to minimise the challenges due to staff turnover in the business. This will support the company in maintaining the overall quality of its services and catering to audiences as per their preferences. Moreover, the growth of revenue can be potentially enhanced with the integration of such tactics (Simon and Wilson, 2021). 
Clarification of job roles
The lack of understanding and clarification of job roles and responsibilities in the business has been raised to be a significant issue in the current times. Hilton London Metropole can provide a briefing on their position and the tasks involved in the overall operations. Proper training can also be provided by the organisation, which can increase the job satisfaction level of the workers. In this procedure, the firm will be able to decrease the turnover in its business and run all activities properly. This can also allow them to serve their potential and a large set of global guests accordingly (Rothaizer, 2024). 
 Proper engagement and retention procedures 
The companies have now shifted their operational techniques and adopted a mass acquisition strategy in the business. This has presented a challenge relevant to staff turnover to the firms. The global reputation of such brands has also been negatively influenced, and they have also suffered in engaging equipped talents in the organization (Main, 2024). Hilton London Metropole can also implement proper management programs for running such activities effectively. The integration of such a plan can reduce the staff turnover within the business, which can enable the brand in delivering services as per the expectations of its guests. The profit and growth ratio can be much improved in such proceedings. Before the recruitment within the company, the firm can effectively evaluate the job profile of the applicants. Such a procedure can enable the organisation in selecting the best worker for its business process (Ingle, 2024). 
A suitable change management technique that can be applied by the company to make a seamless transition
Kotter's change management model
This is a significant change management model which is applied by companies for successfully utilising all their essential opportunities for growth. The concept has been formed on the basis of field theory, which was presented by psychologist Kurt Lewin in 1995. In this model, several techniques for better engagement of employees have been discussed. Apart from that, such a framework helps in identifying the potential opportunities and risks associated with the business, which supports in gaining significant growth. This can be a very suitable change management model that can be applied by Hilton London Metropole (Graves et al., 2023). 
Potential impacts of the implementation of the model
Better engagement of employees
Kotter’s change management model can be applied by Hilton London Metropole, which can improve the overall engagement of workers in its business. This can also enhance its quality of services, which can enable the firm to deliver significant facilities to its global customers. Moreover, in this process, a large amount of revenue can be generated, which can guide the company in making further improvements (Grenway, 2021). Such a mode can drive the brand in delivering innovative training programs to its staff, which can enhance their overall skills by minimising shortcomings. The productivity of the firm can be enhanced, which can bring further opportunities to the business (Errida and Lotfi, 2021). 
Introduction of new-age technologies 
The company can adopt the technological advancement within its business through the integration of this model into its business. Moreover, they will also be able to provide further and improved training to their workers for upgrading their set of abilities. In this procedure, their performance and productivity will be enhanced. This will support them in delivering enriched services to their guests from a global scenario (Dounia, 2024). The engagement of staff and customers both will be increased simultaneously, which will allow the firm in gaining an edge in the highly competitive market. Also, due to the integration of such an effective framework, the overall transition will be smoother, which will not affect their operations of the brand (Miles et al., 2023). 
Enhanced communication
Kotter’s change management model has been a significant framework which ensures proper communication within the workforce. Using this concept, Hilton London Metropole will be able to understand the actual issues faced by their workers and the reasons behind their leaving their job roles. Such a procedure will guide the company in making changes as per the preferences of its staff to elevate their satisfaction (Sittrop and Crosthwaite, 2021). Moreover, this technique will allow the firm to deliver facilities to its workers according to their choices. This will surely mitigate the challenges that have been faced by the organisation due to the lack of engagement of employees in the business. The work process and the service quality will also be uplifted, which will enrich the experience of the guests from a global scenario (Laig and Abocejo, 2021). 
Clarification of job roles
The change management model of Kotter, which was established in the year 1995, has been an effective framework for demonstrating or showcasing the employees their roles and responsibilities in the business. Hilton London Metropole can adopt this concept to determine their staff relevant to their tasks and actual work in the organisation. This can guide them in fulfilling all their duties accurately (Sittrop and Crosthwaite, 2021). Such proceedings can elevate the overall performance of the brand, which can drive them to achieve their future targets accordingly. Moreover, with the integration of this concept in the business, productivity can be uplifted, and turnover rates can be reduced (Sittrop and Crosthwaite, 2021). 
Drive in achieving organisational goals 
Due to the adoption of this change management model, Hilton London Metropole can be able to engage equipped employees from the labour market in its workforce. Such proceedings can also support the organisation in retaining them with the application of distinct types of motivators. This can fulfill all their needs and guide the firm in maintaining its image in the international market. The future targets will also be achieved in an adequate way by the company with the implementation of this change management model in the business (Pierre, 2024). 
The ways to measure the success of the plans 
KPIs 
There have been distinct types of key performance indicators (KPIs) in the market that can be applied by Hilton London Metropole for measuring the effectiveness of the above strategies and change management model. This will help them in making further improvements in their operations and plans to gain potential future growth. In this procedure, the employee turnover-related issues can also be decreased, which can allow the firm to elevate its image in a global context. The reach and revenue of the organisation can be further extended due to the integration of such practices (Forbes, 2023). 
Engagement rate of employees
Hilton London Metropole can evaluate the overall rate of employee engagement in the business for understanding the efficiency of its overall practices. This can guide them in analysing the potential risks associated with such strategies. Moreover, it can support the firm in developing some strategies to mitigate those issues. In this procedure, the company can ensure better engagement of employees in the business. This can also guide the brand in improving its image among labourers and enriching their quality of its facilities or services (Silsbee, 2022). 
Employee feedback collection
The company can collect valuable feedback from their employees for understanding the issues faced by their side. Such a process can drive them in identifying the performance of such strategies and the change management model. This will allow the firm in making further customisation in their plans and gaining significant success. Such a practice can ensure better engagement of potential talent in the business and lower turnover every year (Brower, 2024). 
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	Number
	Problems
	Solutions
	Desired outcome
	Time scale
	Completion date
	Planned budget

	1
	High staff turnover due to low engagement, limited progression and poor internal communication.
	Implement a structured employee engagement programme that has monthly town halls, anonymous surveys and 360-degree feedback systems (hsmai, 2024).
	Improved communication, increased trust and transparency and early identification of dissatisfaction.
	1-2 months
	July 2025
	£8,000

	2
	Limited career growth opportunities leading to staff exits.
	Launch internal career progression framework, job shadowing and mentorship programmes (eclathospitality, 2024).
	Enhanced employee retention and increased internal promotions.
	3-6 months
	October 2025
	£12,000

	3
	Non-competitive compensation in London’s labour market.
	Introduce flexible benefits like travel assistance, food subsidies, wellness allowance and performance-based bonuses (harri, 2024).
	More attractive employment offering and better workforce retention.
	2-3 months
	August 2025 
	£25,000
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The above-mentioned report has demonstrated various issues faced by the famous hospitality company, Hilton London Metropole, regarding the excessive turnover rate of staff members. Due to the high revolution in the job market in the United Kingdom, the firm faces a major competitive threat that negatively impacts employee satisfaction. Other sectors in this country, like retail, technology, and healthcare, offer competitive wages to the staff members along with workplace flexibility and career growth opportunities. Poor HRM practices fail to maintain consistency in the employee retention rate and diminish the productivity rate of the firm. According to various analyses, a lower payment structure, increasing competition in the job industry, and demotivated employees within the management bodies are some potential challenges of this business firm. These significant causes of the employee turnover rate has been discussed in this study with some proper justification. When employees feel demotivated and undervalued in the workplace, they do not stay engaged with the company and maintain their commitment. As per the in-depth analysis of the SWOT and STEEPLED frameworks, some internal and external factors significantly impact the turnover and retention rate of employees in this sector. The application of some theoretical frameworks like SWOT, STEEPLED, and TOWS matrix has been illustrated in this report. The usage of the Change Management Model has been discussed here to highlight multiple sustainable solutions to reduce the effectiveness of these issues related to the staff turnover rate. The work-life balance of employees has been damaged in this sector due to excessive workload, long consecutive working hours, and poor mental health support. This industry in the UK has incorporated innovative tools and technologies to reduce the burden on employees and regulate repetitive work automatically. Technology advancement also diminishes the job security of staff members because their job roles has shifted towards digital tools. Employees are not paid equally and fairly according to their contributions, which demotivates them to work better in the organisation. Potential stakeholders of this firm prioritise sustainable practices and prefer to collaborate with eco-conscious partners to maintain its social and environmental responsibilities. Various political and legal factors has also affected the smooth operation of the organisation and enhanced absenteeism of potential employees. Various reports has proven that ethical factors also influence employee morale and create a strict work environment where staff members are not valued and respected properly. Some demographic issues in London, like language and cultural barriers, raise conflicts among the staff members of different departments. SWOT and TOWS analyses has depicted potential strengths, weaknesses, opportunities, and threats of the industry along with their correlation with various strategies. Some mitigating strategies has been recommended here to overcome potential issues in the workplace and diminish the turnover rate of employees. By implementing training programs and analysing the feedback of staff members, the organisation, Hilton London Metropole, can engage its employees in the workplace and satisfy them in their jobs. They can implement various motivation strategies, a fair wage system, proper job descriptions, and an exclusive retention process to solve the above-mentioned problems effectively. An action plan has been illustrated here to highlight specific problems, solution strategies, desired outcomes, a budget plan, and a relevant time period for future improvement. 
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