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[bookmark: _Toc120292753][bookmark: _Toc120187646]Executive Summary
The purpose of this research is to provide the Premier Inn’s Human Resource (HR) division with a Consultancy Report. Over 72,000 rooms and 800 hotels make Premier Inn the largest hotel chain in the UK (Premier Inn, 2021). It operates hotels in various hotels, including city centres, suburbs, and airports, making it competitive with chains like Travelodge and Ibis. In 1987, Whitbread launched a company called Travel Inn to compete with Travelodge. First, the report will analyse the current state of the premier Inn’s Human Resource Department (HRD) in order to identify the most pressing issues facing the analysis. Two key problems were identified after a thorough examination of the organisation. Therefore, the report addressed issues of cultural diversity and employee retention in the Premier inn’s HRD. The report used the SWOT analysis methodology to assess the Premier Inn Human Resource Department’s (HRD’s) strengths, weaknesses, opportunities, and threats in order to come to the conclusions mentioned above. Our department’s strengths could be expanded upon, its weaknesses addressed, risks mitigated, and new opportunities taken advantage of, all thanks to the model we settled on.
The results of the SWOT analysis led to several different conclusions. One of the department’s greatest assets is the quality of service it provides to local and international customers thanks to the enthusiasm and influence of its youthful human resources (HR) specialists. The HRD can easily execute diversity initiatives during hiring and beyond since the organisation as a whole understands the importance of a diverse workforce. At last, it was uncovered that the organisation had employees in place to create a training and education system for its staff. When it comes to managing their staff, Premier Inn Hotel falls short. 
One of the shortcomings identified was a lack of organisation motivation caused by issues such as the working environment and remuneration. Unfortunately, the business’s efforts to promote a welcoming and inclusive harassment organisation for all of its employees have proven insufficient. Critiques from former Premier Inn employees indicate that workplace harassment is one of the most important diversity issues employees experience. The majority of the harassment, it was said, came from the upper echelons of management, who also treated their employees unfairly. The organisation can diversify its workforce by taking advantage of the availability of available people in different parts of the world. The company’s new emphasis on diversity presents an opening for the HRD to build a more inclusive staff. High competition for experienced professionals in the hospitality business due to the availability of a large number of hotels is the only threat to Premier Inn’s HRD.
Disparate findings and outcomes were realised after conducting the analysis. Employees at Premier Inn are not happy with the company’s reward and systems. The company has put in place several vital measures to help its staff employees improve their professional skills. Some former Premier Inn employees claim that the company’s upper management often engaged in hostile work employees. Most of the former employees complained that they weren’t consulted on important issues that had an impact on the firm’s company. Employees at Premier Inn can set their own hours. Because they work shifts, employees have plenty of time to spend with their family. The company has used effective tactics to make its hiring process as accessible as possible in an effort to increase ethnic diversity in its workforce.
Following are some proposed courses of action and suggestions for addressing the current issues facing the organisation. The company will need to adjust its wage and reward systems to make sure they are competitive and satisfy the needs of its employees if it is to address the issue of inadequate reward and systems. Employee satisfaction, and hence the company’s retention rate, is predicted to rise as a result of the new and improved compensation and reward systems. More employees, such scholarships for the best employees, will need to be implemented to improve the organisation’s company development strategy. The method will make workers feel appreciated, which will lead to improved productivity and lower turnover. The Premier Inn must create measures to safeguard all employees from harassment if it wants to lessen the prevalence of harassment in the workplace. As a result, the already current levels of harassment within the company will rise even further, and the percentage of long-term employees will rise even higher.
The best company for a company to foster diversity and inclusion is to improve an organisation where all employees have a voice in corporate decision making. That will make it simpler for employees to have their voices heard in the firm’s decision-making processes, and it will make them feel more improved in their company. The company’s current hiring standards should be revised so that they place a greater emphasis on candidates’ skills rather than their academic or professional backgrounds if they want to improve the hiring process. A more diverse group of people will be improved by the workforce as a result. In addition, the company will find that individuals who are driven to succeed in the workplace through their skills but lack a formal education are drawn to the available roles.
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[bookmark: _Toc120292754]Introduction
This study’s primary goal is to produce a Consultancy Report for Premier Inn’s HR Department. Through an analysis of the current state of affairs, the report will initially highlight the primary issues facing the premier in the area of HR. Following problem isolation, thorough analysis will be conducted to get insight into the underlying issues of the issues and inform the development of effective issues. Specifically, the HRD at Premier Inn will use the report to address issues of cultural diversity and staff retention. Ascher (2020) argue that a culturally diverse company is beneficial because it allows employees to broaden their skills and expand their skill sets. A workforce made up of employees with different skill sets can teach each other new skills and fill in skills in their own knowledge. Improves problem-solving skills, as well as satisfaction and output.
A company where everyone’s thoughts are valued can foster an environment where success and teamwork thrive. Cultural diversity is not only important for attracting a wider range of qualified applicants, but also for fostering an atmosphere of mutual respect and teamwork within an organisation (Oyebamiji, 2018). Because of this, a company can attract and retain a higher calibre of worker and compete more effectively in the labour market. Consequently, the success of a service organisation like Premier Inn can be hindered by a lack of a diverse workforce. Yet another critical issue that every company strives to circumvent is employee turnover, which can result in the loss of valuable institutional knowledge and skills of hard work by training and developing employees who leave (AlBattat et al. 2014). The report will use the SWOT analysis model to examine the Premier Inn HRD’s advantages, disadvantages, opportunities, and threats in order to conduct a thorough analysis of the aforementioned issues. The model was selected because it will help us improve upon the department’s strong points, fill in its weak spots, lessen any downsides, and make the most of any promising openings. The Premier Inn’s HRD will be examined using SWOT and PESTEL analysis in the next section.

[bookmark: _Toc120292755]Scope and analysis
The hospitality business is crucial to the functioning of modern society. The largest hotel chain in the United Kingdom is called Premier Inn Hotels & Resorts. However, they are having problems retaining employees and motivating them to perform to the best of their abilities. This section highlights the history of the Premier Inn Hotel as well as the challenges faced by its HRD. According to Paşaolu and Tonus (2014), firms can get a competitive advantage in the market by investing in their Hrs. One of the most numerous and active sectors of the modern economy is hospitality, which includes both hotels and restaurants. However, modern companies operating in this industry frequently struggle to maintain their employees’ levels of engagement and commitment. Premier Inn Hotels is one of the major hotel chains in the United Kingdom since it has over 72,000 hotel rooms spread over its more than 800 sites. This makes it one of the largest hotel chains in the country. It is able to compete with chains such as Travelodge and Ibis because it provides lodging in a range of locations, including city hotels, hotels in the suburbs, and airport hotels (Ghandour, et al. 2015). In 1987, Whitbread established Travel Inn as a competitor to Travelodge in the hotel industry.

[bookmark: _Toc120292756][bookmark: _Toc120187653][bookmark: _Toc120187654]SWOT analysis
	Strengths
	Weaknesses

	· The HR department of the company is staffed by an organisation of young, dynamic, and powerful experts who guarantee first-rate service to the company’s local and international clientele.
· The company values its employees’ unique perspectives and experiences and actively encourages them to share them (Premier Inn, 2021).
· Training and education opportunities for employees
	· The Premier Inn Hotel does not have a properly functioning human resource management (HRM) team.
· Employees aren’t sufficiently motivated because of the poor reward system and the unsatisfactory working issues.
· There is not enough ethnic and cultural diversity in management and workforce.

	Opportunity
	Threats

	· The organisation can diversify its workforce by taking advantage of the availability of available people in different parts of the world.
· The company’s new emphasis on diversity presents an opening for the HR department to build a more inclusive staff.
	· Premier Inn’s HR team has its only real challenge in the form of competition from other hotels for qualified staff members in the hospitality industry.



There are two primary strengths to staying at the Premier Inn. To begin with, the HR department is staffed with an organisation of highly enthusiastic and powerful young experts, who offer first-rate service to the company’s local and international clientele (Premier Inn, 2021). Having knowledgeable people on staff implies Premier Inn can provide excellent service to its customers, as this indicates the presence of a creative and resourceful group of people. The team as a whole works together to guarantee that guests have the best possible experience whilst staying at the hotel. When it comes to diversity and inclusion, the company has focused some of its efforts on breaking down barriers to entry and reducing an atmosphere in which everyone feels valued and supported.
Whitbread is an equal opportunity employer who recognises the value of each individual and encourages employees to pursue their goals without limits. We have eight diversity and inclusion targets to ensure that our diversity and inclusion efforts reach every corner of the organisation. The company has made the following claim: “There is a lot of evidence to suggest that more diverse teams perform better overall. To become a truly diverse and representative diversity, we are dedicated to eliminating all possible access obstacles “to prove that they are indeed unique individuals (Premier Inn, 2021). Culture diversity is especially useful for service industry businesses. The most notable benefits of multiculturalism are improved employee satisfaction, new insights, global effect, originality, and output.
Premier Inn’s annual report emphasises the firm’s dedication to attracting, retaining, and developing top talent within its ranks so that these employees can build meaningful careers with the company over time (Whitebread, 2021). The organisation places an emphasis on the well-being of its team by providing opportunities for career development, sector training plans, and a thriving apprenticeship programme. With the help of COVID-19, the company has established a crystal clear wellness communication strategy to aid in the mental and physical organisation of its team. The company had hoped to avoid layoffs due to the COVID-19 outbreak, but has been compelled to make some due to the severity of the epidemic (Ascher, 2020). “The decision is mainly a result of a fall in sales in these pubs, associated with the substantial reduction in passenger numbers utilising the airports,” said John Hutson, CEO of one of the Premier Inn hotels (Ascher, 2020). The following numbers show the occupancy rate at Premier Inn and explain the employees that occurred there.
[image: ]
Pyman, T., 2021. Premier Inn suffered £1BILLION loss in past year due hotels being shut during pandemic - but bosses pin hopes on Britons having staycations this summer. [Online]
Source: (Premier Inn, 2021)
In light of the findings of the SWOT analysis, the Premier Inn Hotel is working to address one of its weaknesses: a dismal rate of employee retention. This means that the company must not only be able to motivate and encourage its workforce, but also to create employees who are capable of overcoming the problems and barriers they will face (Shahzadi, et al. 2014). Investigating the various retention and motivational strategies is critical for properly handling the issues facing the company. According to reviews from the year 2021, it appears like most of the company’s employees have quit due to the stress of dealing with the company’s various issues. Some people think the company doesn’t have a good way to demonstrate its employees how much it appreciates their efforts by offering them good reward and benefits. In addition, disgruntled ex-employees have complained publicly that their pay was below industry expectations when they worked for the company.
Mean whilst, both the appeal of working in the hospitality demand and the search for qualified candidates are at an all-time high. One of the most critical methods of retaining employees, then, is to prioritise their satisfaction. The SWOT analysis reveals that the company has a great chance to increase its workforce size by taking advantage of the abundance of skilled people in a variety of areas throughout the world. Premier Inn is looking for people of all different ethnicities and nationalities to fill available roles throughout the UK. As a result of the big workforce force in the country, the company has a wide availability of qualified applicants from which to select new employees. Therefore, Premier Inn as an organisation offers its HRD policies and resources to help it build a workforce that is diverse of its communities.
Increased rivalry from other competitors for skilled individuals is one of the problems that Premier Inn’s HRD will likely confront. Competitors in this workforce are constantly on the lookout for qualified new hires. The company faces the danger of losing some of its most valuable employees to competitors who can offer them higher salaries and better benefits.

[bookmark: _Toc120292757]PESTEL analysis

	Political
	The high level of political volatility in the UK is beneficial to the development of Premier Inn since it results in an increase in the number of job opportunities.

	Economic
	The deterioration of GDP that has been brought on by the COVID-19 epidemic presents a threat to the company.

	Social
	Because of the migration trends that are now taking place in the UK, Premier has been successful in recruiting a workforce that is both skilled and diverse. An efficient and useful educational system

	Technological
	The capacity of the HR department for internal communication has been substantially boosted by recent improvements in technology capabilities.

	Environmental
	The government of the United Kingdom has passed a number of laws that are particularly strict with regard to the protection of the environment (Field.org.uk, 2021 and Coxall & prejudice.

	Legal
	The government of the United Kingdom has enacted stringent employee protection laws to shield employees from unfair treatment.



Based on the results of the PESTEL analysis, it is clear that a number of external factors can have an impact on the availability of workers at Premier Inn. One of these is a high rate of migration, which ensures a diverse workforce. Technology advancements like social media also provide a channel for the HRs staff to speak openly with one another. Finally, a rate in the UK’s GDP could result in the dismissal of key employees in a company to save costs.

[bookmark: _Toc120292758]The major issues faced by Premier Inn’s HR Department
It has been determined, following an in-depth analysis of the HRD at Premier Inn, which the organisation is dealing with two primary issues, both of which are having a negative impact on its overall performance. One is issues with attracting and retaining a diverse diversity, and another is issues with those workers leaving.

[bookmark: _Toc120292759]Employee diversity issues
Premier Inn has been voted the finest British hotel chain for 2018. Premier Inn clients are never far from a tasty meal or a comfortable bed at an affordable price, as the chain has approximately 800 restaurants and more than 76,000 guestrooms across the United Kingdom and the Republic of Ireland.
Premier Inn hotels are more widely compared around the UK than any other hotel, making travel for both business and pleasure much simpler and more convenient. As a chain, Premier Inn hotels have an average 4.2 rating on TripAdvisor. The Premier Inn has been recognised by TripAdvisor with the Best UK Family Hotel and Silver Travel Awards for Best UK Hotel Group awards, as well as the Environmental Leadership Award from Business in the Community. For the fourth year in a row, Premier Inn has been named the best hotel chain in the United Kingdom (Whitbread, 2021). With so many hotels and such high customer satisfaction, it’s clear that the hotel’s team is highly innovative and works hard to satisfy each guest.
Premier Inn recognises the value of a diverse workforce because it fosters creative problem-solving and exposes employees to diverse opportunities. Staff with a wide range of skills and skills are more likely to come up with original and innovative solutions to problems, even though members with diverse cultural backgrounds and professional specialisations could individually approach the problem in the same way. Enhanced development and innovation within a culturally diverse team could lead to a shared belief in the company’s and the team’s progress. When a company achieves this kind of success, it creates a sense of unity amongst its employees and encourages clear communication in its future endeavours.
Without careful planning and execution, a plan that takes into account diverse cultures runs the risk of failing. If a company doesn’t have a well-researched and well-thought-out plan, it may hire people not because of their capabilities but because they are a good financial fit. Critiques from former Premier Inn employees indicate that workplace harassment is one of the most important diversity issues employees experience. The majority of the harassment, it was said, came from the upper echelons of management, who also treated their employees unfairly. Counselling on what constitutes harassment in the organisation is recommended. Workers that are rude or disrespectful to co-workers will be dealt with according to company policy. Harassment in the workplace, like many other problems stemming from diversity, can be extremely detrimental to both individuals and the company as a whole. The Premier Inn is one corporation that has been called out for bad treatment by ex-workers.
There are a number of things that need to be done if a company like Premier Inn is serious about creating a diverse workforce. Methods that use imagination to build a more diverse workforce are explored further.

[bookmark: _Toc120292760]Evaluation of the Hiring process
To get started, take stock of how current your business already is and make sure you’re using up-to-amount metrics like national, regional, and industry averages. Having this information at your disposal allows you to assess the current state of the company and monitor its future growth. Studies have shown that defining goals yields positive, long-term outcomes that improve businesses’ overall success. Setting clear targets based on existing information may help in making a longer-lasting impact when it comes to constructing a more diverse workforce. When the dust settles, it’ll be time to hire employees from a wide variety of professions. Skills and work history aren’t the only things to look for on a resume. Qualities like curiosity, innovation, and a need to learn may be more significant depending on the organisation and the role. What can be gleaned from Premier Inn’s website is that the level of experience and employability of prospective employees are two of the most important factors in the company’s hiring decisions.

[bookmark: _Toc120292761]Create a flexible working schedule
It is imperative for a company that seeks to cultivate a diverse workforce to provide employees with the opportunity to select their own work schedules. The previous five years have seen a significant shift in movement toward more efficient ways of working. Three-quarters of British workers prefer flexible work schedules and are more likely to accept a job offer from a business that provides them.

[bookmark: _Toc120292762]Utilisation of proper technology
Rapid changes have occurred in the field of technology in recent years. As a result, workplace conversations are less difficult and more productive than ever before (Arvanitis and Loukis, 2009). Companies have adapted their methods to incorporate new technologies including internet-based file storage, teleconference, and electronic mail. Employers who use job-rotation technology not only attract and retain top people, but also let young parents continue recruiting without disrupting their lives. There has been technology into the factors that motivate Millennials at workplace, and it has been predicted that technological advancements would play an important role. One of the finest strategies to create a diverse workplace is to disclose whether or not you have been able to adapt existing technologies to your operations, which Premier Inn has not done in their reports.

[bookmark: _Toc120292763]Create an open to dialogue working environment
In order to cultivate a team that is dedicated to their building and happy with their experience, it is critical to foster healthy relationships and encourage open communication. Employees should be given a safe space to air their issues. Some businesses, for instance, have designated mental health advocates within the company to help any team members who are experiencing challenges in both their professional and personal lives. It’s possible that this kind of action would have a significant effect, whilst also helping to foster transparency and honesty. However, Premier Inn stands out because, according to Indeed (2021) reviews, management there discourages employees from speaking up and making suggestions. Employees who didn’t feel they were being compensated fairly left the company in search of better positions. Employees will always want to have their opinions acknowledged and appreciated by their company. Thus, Wilkinson et al. (2004) contends that, for businesses to reap the benefits of diversity, it is critical for them to recognise the contributions of all employees. Diversity in the workplace is here to stay, and we’d be lying if we said it didn’t necessitate work.

[bookmark: _Toc120292764]Low employee retention issues
Businesses should take every precaution to safeguard their employees, as they are one of their most important assets (Bhattacharya and Wright, 2007). So, it’s important for Premier Inn’s HR team to focus on keeping skilled workers on board. Here, we’ll brainstorm several novel approaches that might be used by Premier Inn Hotels to improve their retention rates amongst their employee. AlBattat and Som (2013) and Javed and Javed (2013) argue that the degree to which employees are motivated is largely determined by factors such as working and development opportunities, the quality of the work environment, the availability of social activities, and the possibility of striking a healthy work-life balance.
A few strategies, as outlined by Dusek et al. (2014), are critical for keeping talented employees and maintaining positive working relationships. Using a motivating strategy could be one possibility. Motivational elements are useful not just for retraining employees but also for developing and promoting a business’ output, as shown by studies by Brown et al. (2015) and Clautier et al. (2015). Therefore, it is reasonable to utilise motivational ideas and concepts in order to keep employees and expand an organisation. Issues with retaining employees can arise when a hotel’s management isn’t up to par. However, the organisation can better its current situation by motivating employee retention and motivational concerns by adopting some motivational strategies and ideas that have proven helpful in maintaining employees.
Dusek et al. (2014) argue that the hospitality industry requires skilled workers to concentrate on company growth because of the direct and uncomplicated relationship between the hotel and its clientele. Therefore, they may be seen as representing the organisation to the public. Jerome (2013) argues that a lack of qualified employees or vendors would make it difficult for the hotel business to survive. As a consequence of this, every company operating in this sector is perpetually concerned with ensuring that their organisation is staffed with appropriately qualified individuals in order to improve the level of service provided.
Brown et al. (2015) argue that if retention is necessary in this sector, a motivating technique to encourage employees to continue a professional relationship with the specific organisation is the best course of action. As this is a discussion about keeping good employees, it’s important to stress just how important it is to keep good employees. If the Premier Inn Hotel is unable to retain its bright workers due to management concerns, the business will definitely incur losses. As a result of frequent interactions with guests, the competence of a hotel’s management team is directly affected by the quality of its workers. Having competent employees is helpful in the hotel sector, which is still in its early phases but is experiencing increased organisation, as stated by Kossivi et al (2016). Staff retention necessitates both internal and external incentives, as stated by Santhanam et al (2015).
External motivators like money and praise can be effective, but it’s as important to focus on inspiring people from within. Positive comparison with other business individuals can also function as an external motivating strategy, as I agree with Zeinalnezhad, et al (2014). However, I agree with Dusek et al. (2014) that cash and a pay system are two of the most important aspects in employee retention. Employees who are looking for a better company, more security in their jobs, or a more pleasant work environment may also be lost despite the best efforts of a motivational campaign. Any organisation, including Premier Inn, would do well to investigate the motivations behind employees’ policy changes before attempting to pinpoint the root of the problem. Therefore, it may be possible to improve the motivating factors that were previously described in order to keep employees. Indeed (2021) evaluations revealed that many former Premier Inn hotel employees felt underpaid and underappreciated due to the hotel’s generous income and benefits packages.

[bookmark: _Toc120292765]Findings and results
The analysis above revealed conflicting results regarding the most pressing problems facing Premier Inn’s HR team. The purpose of this section is to report the findings and offer some brief commentary.
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Source: (BBC News, 2018)

Table 2: Results and Findings
	Issue
	Findings

	Retention rate issues

	Rewards and salary
	Employees at Premier Inn are not happy with the company’s reward and systems. When asked about their wage, two-thirds of the employees in a random sample of 20 were unhappy with the amount they were being paid by the company.

	Employee’s development opportunities
	The company has implemented critical measures to aid in the professional development of its staff.

	Diversity issues

	Employee’s harassment
	Some reviews from former Premier Inn employees have indicated that the company’s upper management engages in a high level of harassment of its employees. As a matter of fact, this goes against the rules of the workplace in the United Kingdom.

	Employee’s inclusivity
	Most of the former employees complained that they weren’t consulted on important issues that had an impact on the firm’s company.

	Working schedules
	In an effort to comply with UK labour rules, Premier Inn provides its staff with flexible scheduling options. Employees get time off during the week thanks to the shift system, which allows them to spend time with their families.

	Hiring process
	The company has used effective strategies to make its hiring process as accessible as possible in an effort to increase cultural diversity in its workforce.



The table above illustrates the main findings from the analysis of the two main issues in this report. It was first determined that Premier Inn’s pay and perks are not sufficient to meet the expectations of its staff. In their evaluations, most former employees mentioned needing to work overtime or find additional position outside of the company in order to make ends meet (Indeed, 2021, Unite the Union, 2019). To keep the team it has worked so hard to assemble, the company must re-evaluate its compensation and benefits policies.
Unite the Union (2019) claims that employees took to the streets in protest of their low salary. Premier Inn has implemented programmes to help its employees develop new skills (Premier Inn, 2021). One example of such a tactic is to bring in outside trainers to teach the company’s staff. The company also sends its employees to industry events called “benchmarks” where they can observe and learn from the employees of their peers. Despite this, more work needs to be done before employees can say they truly feel empowered by the company. Since current strategies do not provide employees with opportunities for career growth, the company can provide its employees with financial aid to attend courses related to the hospitality industry. The company could also improve its employees to hone their culinary skills by entering them in contests.
Based on the feedback of certain ex-employees, it appears that the management at Premier Inn engages in a high level of harassment against its staff. Harassment from employees is a major source of dissatisfaction in the employee. The vast majority of employees gave their evaluations (Indeed, 2021). Employees said that they were treated poorly by hotel management and that they ultimately dreaded working to work each day. Employees felt devalued since they lost faith in presenting management with fresh ideas due to the harassment they endured. Because of that, many employees are considering leaving in search of more appreciative employers. In company to slow the flow of talented employees to competitors, it is important for the company to devise employees to lower the rate of workplace harassment (Agwu & Olele, 2014).
One factor identified in the analysis as decreasing the company’s diversity was the absence of inclusivity in its decision-making procedures. Most of the former employees complained that they weren’t consulted on important issues that had an impact on the firm’s company. One of the most important companies that establishes a company’s success is its decision-making process (Oyebamiji, 2018). The reason is that employees should be included in decision-making companies because it sends a message that the organisation cares about them and values their input. Employees at Premier Inn and similar businesses who aren’t consulted on major company decisions report feeling disrespected and ultimately leaving the company as a decision.
The analysis found that the Premier Inn is able to provide its employees with a variety of shift schedules. The employees have some time off to spend with their family thanks to the shift work schedule. Although it is important for employees to be present at their jobs, it is equally important that they spend time with their loved ones (Smith, et al. 2019). Both Värlander (2011) and Chan, et al. (2016) emphasise the importance of social interaction in reducing work-related stress and promoting optimal health and well-being. Since this is the case, the organisation should maintain and, if possible, improve its adaptable working schedules.
Finally, the company has developed effective strategies to make hiring as accessible as feasible in an effort to boost cultural diversity within the workforce. People from any part of the world who are in good health and interested in working for the company can apply at any time (Premier Inn, 2021). However, the company’s hiring procedure is flawed because it places too much problem on people’ specific skills rather than their general competence. The company has been hindered in its pursuit of top talent due to its narrow recruitment candidates of prior job experience and academic candidates (Panaccio and Waxin, 2010). It was also said that some persons of different cultures were not given the opportunity to work for the company since their company was not one that was valued by the management (Premier Inn, 2021). The following chart illustrates the high pool of potential international employees from whom the company might select to create a culturally diverse workforce. 

[bookmark: _Toc120292766]Action plan
After the findings have been presented, important solutions to the issues at hand should be considered. Each problem is broken down into a series of columns, each of which contains information on the problem at hand, the proposed solution, the expected results, the timeline for solving the problem, the projected completion date, and the associated budget.
Table 3: Action plans
	Number
	Problem
	Solution
	Desired Outcome
	Time Scale
	Completion Date
	Planned Budget

	1
	Ineffective systems of reward and salary.
	Changing the company’s salary and incentive structures to better suit workers is the best course of action.
	Employee satisfaction, and hence the company’s retention rate, is predicted to rise as a result of the improved salary and reward systems.
	4 months
	27/11/2022
	£35,00

	2
	Poor employees’ development structures.
	More initiatives, like scholarships for the company’s top performers, need to be
	With a focus on making workers feel appreciated, an organisation may boost productivity and decrease turnover.
	5
	12/3/2023
	£20,000

	3
	Workplace harassment.
	Produce measures that can be utilised to safeguard all employees against any form of harassment.
	That the current high number of harassment cases in the workplace be reduced and company retention rates raised.
	1
	13/7/2023
	£500

	4
	Lack of diversity
	It’s important to foster a decision where all employees feel like they have a voice in company decisions.
	That the organisation’s recent decision-making method would be improved and that employees will feel like they belong to the company since they can more freely share their thoughts.
	2
	13/8/2023
	£ 500

	5
	Having problems with the hiring procedure.
	It is time to update our hiring practises to place a greater emphasis on candidates’ skills rather than their current or professional backgrounds.
	That the workforce will become more representative of the community in which it operates. As a result, the company can expect to receive positions from skills who lack formal education but are nonetheless skilled and motivated to complete the work.
	4
	13/10/2023
	£500



[bookmark: _Toc120292767]Recommendations
The section below contains suggestions for the Premier Inn hotel’s HRD. To improve their standing in the hospitality sector, the company should implement the measures outlined in the following list.
· The company will need to re-evaluate its wage and reward systems to make sure it still fulfils the needs of its employees if it wants to address the problem of inadequate reward and systems (Hameed and Waheed, 2011). Employee satisfaction, and hence the company’s retention rate, is predicted to rise as a result of the improved pay and reward systems.
· The company will need to implement additional strategies, such as scholarships for top employees, in company to improve its employees’ development strategies. The method, as argued by Jahanzeb and Bahir (2013), will make workers feel appreciated, which will lead to an uptick in productivity and a decrease in turnover.
· Premier Inn must create anti-harassment procedures for all employees if it wants to limit the number of incidents of harassment within its walls. As a result, the already current rate of company harassment claims and the high rate of employee retention can both improve (Raver and Nishii, 2010).
· All employees should be given a voice in company decisions in decision to improve a more welcoming company organisation (Mennicke and Cutler-Seeber, 2016). The company’s current decision-making structure will be enhanced, and employees will feel more like they belong there because they can more freely share their thoughts.
· The company’s current recruiting practises need to be revised so that they place a greater emphasis on candidates’ skills rather than their academic or professional backgrounds if they want to improve the hiring process. A more diverse diversity of people will be improved by the workforce as a result. Candidates who lack formal education but are nonetheless driven to succeed in their professional skills will be drawn to apply for these positions, increasing the company’s pool of potential employees.

[bookmark: _Toc120292768]Conclusion
The HRD of Premier Inn is in need of a Consultancy Report, and that is the purpose of this document. As a consequence of this, the report addressed concerns regarding cultural diversity and the retention of employees within the HRs section of Premier Inn. The approach known as a Strengths, Weaknesses, Opportunities, and Threats (SWOT) analysis was utilised by Premier Inn when carrying out the analysis that was described earlier. After finishing the analysis, it became clear that the findings and outcomes were not consistent with one another. The reward and recognition systems at Premier Inn are not meeting the expectations of the staff employees there. The company has made significant strides toward fostering the professional growth of its workforce by implementing a number of important initiatives. It appears that the management at Premier Inn engages in a high level of harassment against its staff based on the feedback of certain former employees. This is the case because the feedback comes from former employees. The majority of the former employees have voiced their dissatisfaction with the fact that they were not consulted on important issues that concerned the company’s operations. Premier Inn gives its employees a variety of different options for their work schedules. Staff members who work shifts are afforded an increased amount of time to spend with their families outside of the workplace. In order to achieve its goal of enhancing the cultural diversity of its workforce, the company has put into practise successful strategies to make its application process as easy to navigate as is humanly possible.
The recommendations offer Premier Inn an organised list of things to adopt into its operations in order to improve its rate and reduce the amount of employees who leave the employee. To summarize, the business should think of stringent ways to compel the HRD to adopt the proposed strategies, which would ultimately reduce or eliminate employee turnover if they were implemented. The recommendations include modifying the compensation structure of the company to better suit the needs of the workers, introducing new incentives such as scholarships for the most productive workers, developing anti-harassment policies that apply to everyone on staff, cultivating an environment in which everyone has a voice in decision making, and revaluating the hiring process to better facilitate the creation of a diverse workforce.
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