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Executive summary
The Anantara Grand Hotel Krasnapolsky Amsterdam, a luxury property located on Amsterdam's historic Dam Square, is known for providing great services and quality accommodations to a worldwide clientele. Despite its prosperity and historical significance, the hotel suffers a constant challenge: significant employee turnover. This issue has a significant impact on the hotel's operational efficiency, service quality, and long-term profitability. Frequent turnover breaks service continuity, puts a burden on financial resources owing to frequent recruiting and training costs, and can ultimately have an impact on visitor pleasure. FlowForge Consultancy was hired to analyse the root causes of this issue and make practical solutions to increase worker retention and overall operational resilience. Our consultation report uses three analytical frameworks—PESTEL, SWOT, and TOWS analyses—to acquire a full grasp of both internal and external elements influencing the hotel's workforce issue. The PESTEL research indicated that Amsterdam's political stability and sustainable tourist regulations provide a favourable climate for hospitality, while economic constraints such as high inflation and higher operational costs offer obstacles. Social trends favouring experiential and sustainable travel highlight an opportunity for the hotel to meet new consumer demands; however, technological advancements and legal obligations, particularly those related to labour rights and data privacy, necessitate careful consideration of how the hotel manages its workforce. The SWOT analysis also revealed that the hotel's strategic position, rich history, and high-quality amenities are its main assets, making it a top choice for travellers in Amsterdam. However, issues such as high turnover rates and possible holes in staff development programs jeopardise the consistency of visitor experiences. The TOWS matrix used these insights to develop strategic directions for the hotel, indicating that leveraging its strong brand and prime location can help attract skilled employees and loyal guests, whereas addressing internal weaknesses through targeted HR initiatives and sustainability measures can help differentiate the hotel in a competitive market. Based on these results, FlowForge has created the following suggestions, each of which addresses a distinct component of the turnover problem and aims to foster a sustainable, engaged, and talented staff. This program tries to reduce employee turnover by offering competitive pay, professional development possibilities, and increased engagement activities. To avoid losing personnel to competitors, the hotel should first match compensation with industry standards. Furthermore, professional development tracks will excite employees by providing obvious advancement, whilst quarterly team-building activities and mentoring efforts help establish a healthy workplace culture. This method attempts not just to minimise turnover, but also to boost morale, therefore improving the visitor experience. Burnout is mostly caused by a heavy workload and a lack of work-life balance, which has an influence on staff retention. Implementing flexible work schedules, such as staggered hours and remote work choices for administrative tasks, has the potential to greatly increase employee happiness. Staggered shifts can better manage peak service hours while also providing staff with additional scheduling flexibility. This flexibility has the potential to attract new hiring while also retaining current employees, establishing a friendly and balanced work environment.  Structured training and development options, such as skill-building seminars, mentorship, and clear career routes, will fill gaps in employee engagement and advancement. Skill-focused training for front-line employees, as well as leadership programs for managers, may boost job satisfaction and staff competency. Employees are more likely to stay in a position that allows for personal development, eliminating the need for costly recruiting and training cycles. Establishing defined promotion channels also communicates to staff that their efforts are valued and that there is potential for advancement within the company. Sustainable methods not only lower operating expenses, but they also fit with the tastes of modern, environmentally concerned travellers. By introducing energy-efficient lighting, decreasing trash through recycling programs, and buying goods from local suppliers, the hotel may establish itself as an ecologically responsible business. These measures are in line with customers' values and have the potential to increase the hotel's market attractiveness while lowering utility expenses in the long run. Engaging employees in these activities through sustainability training may strengthen their dedication and feeling of purpose, hence improving retention. Each of these proposals includes a change management approach to facilitate a smooth transition into the hotel's existing operations. For example, when establishing an employee retention program, management must properly describe its benefits and answer any employee concerns. Flexibility trials might begin on a voluntary basis, with revisions depending on employee input. Employee involvement in content preparation may improve buy-in for training and development, while clear communication and success recognition will be critical in effectively implementing sustainable practices. FlowForge's organised approach to change management, which emphasises employee participation, openness, and ongoing feedback, will make the move easier and develop internal support. To assess the effectiveness of these techniques, FlowForge suggests measuring key performance indicators (KPIs) like as attrition rates, employee satisfaction levels, and recruiting expenses. Regular employee surveys and retention statistics will disclose increases in work happiness and morale, and customer satisfaction surveys will give insights into how stable staffing levels affect visitor experience. Financial measurements, such as lower recruiting and onboarding expenses, will demonstrate the program's influence on the hotel's bottom line. These KPIs, assessed quarterly, give concrete insights into the performance of each advice and allow for continual adjustments based on real data. The early costs of these recommendations are a required investment for long-term success. Competitive pay, training fees, and team-building activities, while possibly expensive in the beginning, are intended to save money by shortening the hiring and training cycle. Similarly, while flexible scheduling and sustainable practices may necessitate some technical expenditures and training, they should result in a more pleased staff and lower utility expenses, resulting in long-term net savings. According to FlowForge's cost-benefit analysis, these expenditures will provide a significant return in the coming years, improving the hotel's operational efficiency and visitor happiness. To summarise, by tackling excessive turnover and adopting these strategic measures, the Anantara Grand Hotel Krasnapolsky Amsterdam can transform its staff into a stable, contented, and productive unit. FlowForge's recommendations not only correspond with the hotel's core principles of excellent service and luxury experience, but also position it to respond to shifting market trends. The hotel is well-positioned to preserve its reputation for quality and gain a competitive edge in the Amsterdam hospitality industry by prioritising staff retention, flexible work practices, professional advancement, and sustainability. The hotel's dedication to these reforms, together with effective change management, will result in long-term operational success and a stronger brand image, ensuring that Anantara Grand Hotel Krasnapolsky stays a popular choice for both guests and workers.
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1. [bookmark: _Toc182331439]Introduction
The Anantara Grand Hotel Krasnapolsky Amsterdam, near Amsterdam's Dam Square, has offered luxury hospitality since 1856. Over the decades, the coffee shop became a distinguished hotel, currently part of Minor Hotels' global Anantara brand. The hotel offers luxury, elegance, and excellent service to leisure and business travellers in Amsterdam with 402 rooms, including premium suites (Anantara Grand Hotel Krasnapolsky Amsterdam, n.d.). Michelin-starred restaurants and high-end amenities make the hotel a top choice for upmarket accommodations, drawing a wide international clientele (Tripadvisor, 2024). The Anantara Grand Hotel Krasnapolsky struggles with high staff turnover despite its lengthy history. Frequent turnover in crucial jobs can undermine the hotel's ability to maintain good service standards, a problem common in the hospitality business. Staff turnover impacts the hotel in many ways. Its ongoing recruiting and training expenditures can strain budgets and lower corporate margins. Turnover disrupts service delivery, affecting customer satisfaction and workforce morale. These disruptions can lower service quality and damage the Krasnapolsky's reputation, which values personalised guest experiences (James, 2020). High turnover also strains current workers, leading to burnout, lower productivity, and even more turnover, creating an expensive cycle that hurts both the labour and corporate performance (Cholteeva, 2022). The hotel needs an organised, strategic strategy to uncover root problems and execute lasting remedies. Organisational development and human resource optimisation company FlowForge offers advices to Anantara Grand Hotel Krasnapolsky to solve these personnel issues. Hospitality firms receive customised solutions from FlowForge to improve operational efficiency and staff stability. The consultancy firm's experience in staff retention and change management makes it a perfect partner for employee turnover challenges. With a focus on data-driven research and sustainable methods, FlowForge delivers demonstrable results that meet customer goals. FlowForge uses organisational behaviour to increase the hotel's personnel stability and operational resilience. The following paper will investigate the hotel's high turnover rate using several analytical frameworks. First, a PESTEL analysis will uncover external factors affecting the hotel's staff. This framework examines political, economic, social, technical, environmental, and legal factors affecting Amsterdam's hospitality labour market and employee retention. Labour laws, economic conditions, and workforce trends affect employee availability and expectations, therefore the PESTEL study will incorporate these. This larger view helps find strategic solutions to external forces that match industry and economic conditions. Second, a SWOT analysis will evaluate internal issues impacting hotel worker retention. The hotel's personnel and operational strengths, weaknesses, opportunities, and risks are examined in this framework. The SWOT analysis will show the hotel how to capitalise on its strengths, such as brand recognition and ideal location, and weaknesses, such as staff engagement and career development gaps (Gurl, 2017). The investigation will also examine ways to improve worker happiness and retention and risks from rival hotels or market changes. After the SWOT analysis, a TOWS analysis will strategically link internal and external aspects to provide suggestions. TOWS will help reduce staff turnover by identifying how the hotel's strengths can be matched with external opportunities or weaknesses may be minimised in light of external threats. FlowForge's TOWS methodology helps the hotel strategically address personnel issues by turning difficulties into development opportunities. Anantara Grand Hotel Krasnapolsky expects comprehensive and actionable information from FlowForge using these frameworks. To ensure hotel success, the goal is to decrease staff turnover, boost employee happiness, and promote sustainable operations. This research begins with an in-depth investigation of turnover reasons, followed by personalised suggestions and a change management approach to help the hotel execute these changes.
2. [bookmark: _Toc182331440]Analysis of the hotel 
2.1. [bookmark: _Toc182331441]Issue description
Historic five-star Anantara Grand Hotel Krasnapolsky Amsterdam in the centre of Amsterdam is struggling with personnel issues that are hurting operations and service quality. High staff turnover increases recruiting and training expenses, undermining service continuity and client pleasure. Krasnapolsky's problem is common in the hotel business. Research by Michael and Fotiadis, (2022) found that the hotel business has a 30%-73% turnover rate worldwide, highlighting the ubiquity of this issue Several variables cause Krasnapolsky personnel challenges. First, long hours and high pressure in hospitality can lead to burnout and unhappiness. Abdou et al., (2022) indicates that work stress and poor work-life balance significantly influence hotel employee turnover intentions. Another issue is Amsterdam's competitive labour market, which gives workers several options for better pay and conditions. A labour shortage in the Dutch hotel sector has boosted competitiveness for competent workers (Dwesini, 2019). Additionally, restricted hotel career progression options may cause staff unhappiness and attrition. Employees who see no growth potential are more inclined to depart for better chances (Bartik et al., 2020).  These staffing issues affect Krasnapolsky in several ways. The hotel spends a lot on hiring and training new workers. Frequent personnel changes can lower service quality by disrupting team cohesiveness and consistency. This might damage the hotel's reputation and visitor pleasure. Han (2020) indicates that high turnover rates might lower client happiness and loyalty. The surviving workers may also work more and be more stressed, which can lead to burnout and attrition. Improved working conditions, competitive pay, and career development are needed to solve these staffing difficulties. Employee involvement and a supportive workplace may boost job satisfaction and prevent attrition. The Anantara Grand Hotel Krasnapolsky Amsterdam can increase operational efficiency, service quality, and guest experience by addressing worker turnover.
2.2. [bookmark: _Toc182331442] SWOT Analysis
2.2.1. [bookmark: _Toc182331443]Strengths 
The Anantara Grand Hotel Krasnapolsky Amsterdam, a historic five-star hotel located in Amsterdam's Dam Square, has various advantages that help it maintain its place in the premium hospitality industry. Its ideal location allows visitors easy access to key sites, making it appealing to both leisure and business travellers. The hotel's long history, going back to 1856, lends a certain character that sets it apart from competitors (Anantara Grand Hotel Krasnapolsky Amsterdam, n.d.). Furthermore, the hotel provides a variety of high-end services, including the Michelin-starred White Room restaurant, which adds to its prestigious image. 
2.2.2. [bookmark: _Toc182331444]Weaknesses
However, the hotel has certain flaws that might affect its operating efficiency and visitor happiness. Notably, significant worker turnover rates have been observed, resulting in higher recruiting and training expenses, as well as potential delays in service delivery. This issue is not specific to Krasnapolsky; the hotel sector as a whole suffers comparable issues. According to Michael and Fotiadis, (2022) the average hotel turnover rate globally ranges between 30% and 73%, highlighting the problem's ubiquity. Furthermore, the hotel's ancient infrastructure may require regular repair and renovations to suit current visitor expectations, by this means raising running expenses.


2.2.3. [bookmark: _Toc182331445]Opportunities
The hotel has several potential to improve its market position and handle current difficulties. The rising trend of experiential travel provides an opportunity to create unique guest experiences that capitalise on the hotel's historical relevance and ideal location. Investing in staff development programs may increase employee satisfaction and retention, lowering turnover rates and associated expenses (Morrison, 2022). Furthermore, adopting sustainable practices fits with rising consumer demand for ecologically responsible lodgings, potentially attracting a larger customer base. 
2.2.4. [bookmark: _Toc182331446]Threats 
The emergence of alternative housing choices, such as Airbnb, provides travellers with a varied range of lodgings, potentially diverting customers away from established hotels. Economic changes and geopolitical risks can have an impact on foreign travel patterns, including occupancy rates and income (Papagianni et al., 2024). Furthermore, continuous labour shortages in the hospitality business make it difficult to recruit and retain competent workers, which may have an influence on service quality and operating efficiency (Kwok, 2022).
2.3. [bookmark: _Toc182331447] TOWS Analysis 
2.3.1. [bookmark: _Toc182331448]Strengths-Opportunities (SO) Strategies
Using its great location and rich history, the hotel can create unique immersive packages that immerse guests in Amsterdam's cultural legacy. This strategy coincides with the expanding trend of experiential travel, where travellers want genuine and memorable experiences (Sampaio, João Renato Sebastião and Farinha, 2024). Furthermore, the hotel's Michelin-starred dining may be marketed through culinary events, drawing foodies and increasing its market appeal. Investing in staff development programs may help capitalise on these possibilities by ensuring that personnel are well-equipped to provide outstanding service, which increases visitor satisfaction and loyalty (Amin and Goyal, 2023).
2.3.2. [bookmark: _Toc182331449]Strengths-Threats (ST) Strategies
To counteract the risk provided by other accommodation choices such as Airbnb, the hotel might highlight its distinguishing features, such as personalised services and distinctive facilities that rivals may lack. Implementing a thorough loyalty program may increase repeat bookings and develop client loyalty, giving you a competitive advantage (Bardukova, 2023). Furthermore, the hotel's strong brand recognition may be used in marketing efforts to emphasise its dedication to quality and client happiness, setting it apart from new rivals.
2.3.3. [bookmark: _Toc182331450]Weaknesses-Opportunities (WO) Strategies
Managing significant workforce turnover is critical. Implementing comprehensive training and career development programs can improve employee satisfaction and retention while complying with industry best practices (Baron and Armstrong, 2007). Adopting sustainable practices not only addresses the growing customer demand for environmentally friendly lodgings, but it may also result in operational improvements and cost savings. Energy-efficient renovations, for example, can help to cut utility expenses while also appealing to environmentally aware travellers.
2.3.4. [bookmark: _Toc182331451]Weaknesses-Threats (WT) Strategies
To mitigate economic swings and labour shortages, the hotel can diversify its revenue sources by providing services such as event hosting or collaborating with local companies on package offers, lowering reliance on traditional room reservations (Johnson et al., 2020). Employee engagement may be improved through recognition programs and competitive wages, helping to mitigate the impact of labour shortages. Regular repair and modernisation of the historic infrastructure are required to satisfy current visitor expectations and avoid any operating problems.
2.4. [bookmark: _Toc182331452]PESTEL Analysis 
2.4.1. [bookmark: _Toc182331453]Political 
The political situation in Amsterdam has a substantial influence on the hospitality business. The Netherlands is recognised for its political stability and solid rule of law, which make it an appealing destination for foreign tourists (GOV.UK, n.d.). Furthermore, the Dutch government's policies, particularly those aimed at encouraging sustainable tourism, have a direct impact on how hotels function (Dinica, 2006). However, certain restrictions, such as the Tourism Tax, which was implemented to reduce congestion, have an impact on hotel price structures. Hotels in Amsterdam must factor this tax into their financial plans, which may affect demand, particularly among budget-conscious travellers (Göktaş and Çetin, 2023). For example, by 2023, the tax rate in Amsterdam is 7% of the accommodation fee plus a flat €3 per person each night (TripAdvisor, 2023).
2.4.2. [bookmark: _Toc182331454]Economic
The economic climate is a critical factor influencing Amsterdam's hospitality industry. Tourism is a key source of money, therefore economic stability in source nations (such as Germany, the United Kingdom, and the United States) impacts demand. However, recent economic downturns and high inflation rates in Europe have raised hotels' operational costs, such as salaries, utilities, and supplies (Pacce, Río, and Sánchez, 2022). In 2023, Amsterdam's inflation rate reached roughly 8%, boosting prices in all industries. Furthermore, variations in the currency rate might have an impact on foreign tourists' spending power (IRENA, 2023). For example, a lower euro makes Amsterdam a more appealing and cheap destination for American visitors, in that way increasing occupancy rates at hotels such as the Anantara Grand Hotel Krasnapolsky. To retain profitability, hotels must use strategic cost management in response to rising operating expenses caused by inflation.
2.4.3. [bookmark: _Toc182331455]Social
Social variables such as changing demographics and tourist preferences have a significant influence on Amsterdam's hotel business. The trend towards experiential travel, in which passengers seek immersive, culturally rich encounters, continues to grow, particularly among Millennials and Generation Z (Tufft et al., 2024). Hotels in Amsterdam are increasingly responding to this trend by providing local experiences like as tours of the city's historical attractions or gastronomic excursions emphasising Dutch cuisine. Furthermore, the increased emphasis on sustainability has prompted hotels to embrace environmentally friendly methods, in response to rising customer demand for responsible tourism. Socially conscious travellers choose facilities that exhibit a commitment to sustainability, prompting many hotels to embrace initiatives like as energy-efficient lighting and trash reduction programs (Papallou, Katafygiotou and Dimopoulos, 2024).
2.4.4. [bookmark: _Toc182331456]Technological
Technological advancements have revolutionised the hospitality industry, making digital transformation critical for Amsterdam hotels to remain competitive. Online booking platforms dominate the reservation scene, and hotels are increasingly relying on data analytics to personalise visitor experiences and boost customer satisfaction (Adekuajo et al., 2023). Furthermore, contactless technology, like as smartphone check-ins and digital room keys, has grown in popularity, particularly in the wake of the COVID-19 outbreak. Hotels such as the Anantara Grand Hotel Krasnapolsky have used these technology to improve visitor comfort and optimise operations (Ozdemier et al., 2023). According to a recent industry poll, 73% of travellers choose hotels that provide contactless services, making it an important consideration when booking rooms (Duncan, Manager and Rocket, 2023). Furthermore, the use of AI and automation tools, such as chatbots, has enabled hotels to efficiently manage visitor enquiries, decreasing reliance on front-desk workers.
2.4.5. [bookmark: _Toc182331457]Environmental 
Sustainability is becoming a higher priority for Amsterdam's hotels as travellers' environmental awareness develops and legal restrictions tighten. The Netherlands is known for its environmental legislation, and Amsterdam has emerged as a pioneer in sustainable urban development. Many hotels are implementing green certifications, such as LEED, to suit consumer demand for environmentally friendly stays (de Oliveira Menezes and Cavagnaro, 2021). For example, water conservation programs and energy-efficient equipment are becoming commonplace in high-end hotels, lowering environmental impact and operational expenses. According to the World Travel & Tourism Council's (2023) research, 62% of travellers choose sustainable solutions, making it critical for hotels to include environmentally responsible activities. Furthermore, since Amsterdam struggles with overtourism, rules aimed at limiting visitor volumes encourage hotels to emphasise off-peak travel times, therefore boosting sustainable tourism efforts.
2.4.6. [bookmark: _Toc182331458]Legal 
The legal environment of Amsterdam's hotel business includes stringent labour rules, safety requirements, and data privacy restrictions. The Netherlands has strong labour laws that protect employee rights, such as rules on working hours, minimum salary, and health benefits, which affect hotel operations expenses (Zaken, 2017). Furthermore, health and safety rules compel hotels to follow severe guidelines to safeguard both guests and workers. With the rise of digital transactions and data collecting, GDPR compliance is an important legal consideration for Amsterdam hotels, particularly considering the huge amount of foreign guests. Noncompliance with these data privacy standards can result in significant penalties and reputational harm. In the hospitality sector, securing visitor information is crucial, and failing to comply with data security laws may harm guest confidence and hotel reputation.

3. [bookmark: _Toc182331459]Recommendations 
3.1. [bookmark: _Toc182331460]Implement an Employee Retention Program
It is proposed that the Anantara Grand Hotel Krasnapolsky Amsterdam implement a comprehensive Employee Retention Program aimed at lowering staff turnover through competitive compensation packages, clear career development pathways, and increased employee engagement activities (Becker and Huselid, 2010). The program's implementation should be systematic and progressive. Initially, the hotel should perform a salary analysis to compare salaries to industry standards, assuring competitiveness in retaining people (Holand Jr, 2024). Adjusting pay packages to reflect market prices is crucial for lowering turnover. Next, implement quarterly training and professional development programs to give staff with clear career growth prospects (Mohd et al., 2020). These programs improve skills and reflect the hotel's commitment to staff advancement. Organise monthly team-building activities and recognition programs to establish a good work atmosphere and boost employee engagement (Baron and Armstrong, 2007). Implementing mentoring programs, which connect experienced employees with novice employees, can help with staff development and integration. The Employee Retention Program's successful implementation requires effective change management (Kotter, 2012). Management should engage workers by clearly conveying the program's advantages and involve them in the process. Providing assistance at each step, such as coaching and swiftly addressing problems, allows for smoother transitions (Goleman, Boyatzis, and McKee, 2013). Establishing feedback systems, such as frequent staff meetings and anonymous suggestion channels, promotes employee involvement and ownership of the improvements. This interactive method increases program acceptability and commitment. To evaluate the efficacy of the Employee Retention Program, precise Key Performance Indicators (KPIs) should be defined. Monitoring staff turnover rates will assist in assessing decreases in employee departures (Hausknecht, Rodda, and Howard, 2009). Employee satisfaction surveys conducted on a regular basis can be used to assess morale and engagement improvements. Tracking recruiting and onboarding expenses will reveal financial benefits from decreased employment demands. Furthermore, analysing customer satisfaction levels can reveal if increased personnel stability correlates with better service quality and visitor experiences (Oh and Kim, 2017). These metrics give quantifiable data for measuring program success. Implementing the Employee Retention Program requires early financial inputs. Salary modifications can raise payroll expenditures by 5-10%, depending on market alignment (Becker and Huselid, 2006). Allocating cash for training programs might cost around €1,000 per employee per year. Engagement activities, such as team-building events and recognition programs, may demand a budget of around €500 per event (Robbins, Judge, and Breward, 2016). While these expenditures are high, they are expected to be compensated by significant savings in turnover-related expenses, such as recruiting, hiring, and training new employees. A detailed cost-benefit analysis should be performed to estimate the return on investment (ROI) of these projects (Mathis and Jackson, 2011).
3.2. [bookmark: _Toc182331461]Introduce Flexible Work Schedules
It is recommended that the Anantara Grand Hotel Krasnapolsky Amsterdam use flexible work schedules to promote workers' work-life balance, potentially lowering burnout and attrition. Flexible schedule choices, such as staggered hours, part-time positions, and remote administrative work, can improve employee satisfaction and retention (Kossek and Thompson, 2016). According to research, flexible work arrangements dramatically reduce job-related stress and burnout, resulting in increased organisational commitment and decreased turnover intentions. By meeting workers' personal needs and encouraging a healthy work-life balance, the hotel can build a more engaged and productive staff (Balbickram, 2022). The hotel should create a flexible scheduling system that caters to different employment categories. Staggered shifts for operational workers can be implemented to successfully cover peak service hours while allowing employees to choose shifts that coincide with their personal obligations (Kelliher and Anderson, 2010). Offering part-time choices can help recruit and keep employees who need less hours due to personal reasons, hence broadening the talent pool. Remote work solutions can be provided for administrative tasks that do not require continual on-site presence, with technology used to maintain productivity and communication (Johnson, 2023). Training managers on these new scheduling methods is critical for ensuring equitable adoption and addressing any operational issues (Hill et al., 2008). The hotel can phase in these components by starting with staggered shifts in departments that are most flexible, then progressively expanding based on feedback and effectiveness. Effective change management is required for the effective implementation of flexible work schedules (Kotter, 2012). Management should have an open discussion with employees, emphasising the benefits of flexible scheduling and resolving any concerns (Cameron and Green, 2019). Starting a trial phase with voluntary staff engagement enables revisions based on real-world input. Employee adaption can be facilitated by providing transitional assistance, such as training sessions on time management and the use of remote work tools. Regular communication and the chance for employees to share their experiences will increase acceptance and commitment to the new scheduling system (Hamouche, 2023). To evaluate the success of flexible work schedules, the hotel should track key performance indicators (KPIs) such as absenteeism, employee satisfaction scores from feedback surveys, and performance assessments. Reduced absenteeism and increased employee satisfaction would suggest that the effort was successful. Furthermore, analysing turnover rates and comparing them to industry benchmarks can help with retention improvements (Park and Shaw, 2013). Customer satisfaction measurements can also help establish if service quality is maintained or improved under the new scheduling arrangements. Implementing flexible work schedules may incur minimal administrative expenses associated with scheduling administration and potential expenditures in remote work technologies. Staggered shifts may require scheduling software or solutions to be efficiently managed (Kelliher and Anderson, 2010). However, these costs are likely to be compensated by savings from lower overtime charges and turnover-related costs like recruiting and training. Employee morale and productivity can contribute to improved financial performance and service quality, increasing the hotel's total profitability (Becker and Huselid, 2006). A detailed cost-benefit analysis should be performed to forecast the return on investment (ROI) and guarantee consistency with the hotel's financial objectives.
3.3. [bookmark: _Toc182331462]Enhance Training and Development Opportunities
It is advised that the Anantara Grand Hotel Krasnapolsky Amsterdam improve its training and development opportunities by developing a structured development programme that includes seminars, mentorship, and clear career advancement paths. This project seeks to increase employee abilities, promote professional development, and minimise staff turnover by enhancing job happiness and engagement (Jehanzeb and Bashir, 2013). The hotel should execute a staged training program suited to the various staff levels. Leadership training for supervisors can improve management skills and foster successful team leadership (Day et al., 2014). Front-line workers should get frequent skill-building training focussing on customer service excellence, communication, and hospitality best practices (Brown, Thomas, and Bosselman, 2015). Mentoring pairs between experienced workers and new hires can help in knowledge transfer and professional growth. Collaborating with external training providers can give access to current industry information and specialised skills (Garavan, Carbery, and Rock, 2012). Clearly defined career progression paths should be provided to all employees, describing the abilities and accomplishments necessary for promotion within the organisation. To increase employee engagement to the development program, management should involve them in the planning and design of training material, ensuring that it matches their needs and goals (Kuvaas, 2006). Sharing success stories of workers who have completed the program helps boost participation and illustrate actual advantages. Continuous encouragement and recognition of successes can increase engagement and commitment. Regular feedback mechanisms should be implemented to allow staff to share their opinions and change the program accordingly (Albrecht et al., 2015). The efficacy of the training and development program may be determined by tracking key performance indicators such as training attendance rates, skill evaluation improvements, and internal promotion rates. Employee satisfaction surveys can measure views of growth possibilities and how they affect work satisfaction. Monitoring customer satisfaction levels can reveal how improved personnel abilities boost client experiences. Reduced staff turnover rates can also show the program's ability to retain personnel (Van Dam, 2013). The costs of conducting the development program include spending for seminars, paying external trainers, and supplying program materials. Workshops can cost between €1,000 and €3,000 apiece, depending on the supplier and duration (Salas et al., 2012). Mentorship programs demand more time than money. The whole cost should be compared against predicted productivity advantages, such as greater staff performance, higher retention rates, and increased customer satisfaction, which leads to increased revenue. A thorough cost-benefit analysis should be performed to verify that the program provides a good return on investment.
3.4. [bookmark: _Toc182331463]Adopt Sustainable Operational Practices
It is advised that the Anantara Grand Hotel Krasnapolsky Amsterdam implement sustainable operational practices, including as energy-efficient improvements, waste reduction initiatives, and the usage of locally produced amenities. Implementing these sustainable strategies may improve the hotel's environmental performance, save operating expenses, and boost its brand image, all while meeting the rising customer demand for environmentally responsible enterprises (Font and McCabe, 2017). The hotel should begin a gradual implementation of sustainable practices. Beginning with energy-efficient lighting, such as LED lights, can result in considerable energy savings. Next, the hotel can undertake waste reduction activities such as recycling and reducing single-use plastics (Singh, Cranage, and Lee, 2014). Creating connections with local suppliers for utilities and food goods not only minimises the ecological footprint of transportation, but also benefits the local economy. Training employees on sustainability norms and enlisting them in these projects can boost their efficacy. Furthermore, gaining green certifications such as Green Key or ISO 14001 can help the hotel demonstrate its commitment to sustainability (Chan and Hsu, 2016). Employee involvement in sustainability programs is critical for effective implementation. The hotel should hold training sessions to educate staff about the value of sustainability and their participation in accomplishing environmental goals. Recognition programs can be used to encourage employee engagement and new ideas that contribute to sustainability initiatives (Wang et al., 2012). Open communication lines should be maintained to promote feedback and continual development. Employees are more likely to be dedicated and proactive in implementing sustainable practices if an environmentally responsible culture is fostered. To evaluate the efficacy of sustainable operating procedures, the hotel should track key performance indicators (KPIs) such as utility cost savings, trash generation metrics, and guest comments on sustainability efforts. Tracking energy use before and after installing energy-efficient equipment can help quantify savings. Waste audits may be used to assess the efficacy of waste reduction strategies. Guest feedback via surveys can give insights into client opinions and satisfaction with the hotel's sustainability activities (Han, Yu, and Kim, 2019). These indicators will assist in determining the environmental and economic advantages of the selected strategies. Implementing sustainable practices incurs initial expenditures, such as acquiring energy-efficient equipment and engaging in training programs. Waste minimisation can reduce disposal expenses while also potentially generating cash through recycling initiatives. Improving the hotel's sustainable image can attract environmentally concerned customers, leading to higher occupancy rates and income (González-Rodríguez et al., 2020). A rigorous cost-benefit analysis should be performed to estimate the return on investment and financial feasibility of these activities.
4. [bookmark: _Toc182331464]Action Plan 
	Number 
	Problem 
	Solution 
	Desired outcome 
	Time scale 
	Completion Date 
	Planned Budget 

	1
	High staff turnover leading to increased costs and reduced service quality
	Implement an Employee Retention Program that includes competitive remuneration, professional growth opportunities, and increased employee involvement.
	Reduce personnel turnover, increase employee happiness, improve service quality, and reduce recruiting and training expenses.
	6 months
	May 2025
	€150,000

	2
	Employee burnout and dissatisfaction due to poor work-life balance
	Introduce flexible work schedules, including staggered hours, part-time choices, and remote administrative work, where applicable.
	Improve work-life balance, minimise burnout, boost employee happiness, and decrease turnover.
	4 months
	March 2025
	€20,000

	3
	Lack of training and development opportunities leading to limited career progression
	Improve training and development opportunities by implementing organised programs, workshops, mentorship, and clear professional advancement paths.
	Improve employee abilities, boost work satisfaction, encourage internal promotions, and decrease turnover.
	8 months
	July 2025
	€100,000

	4
	Rising operational costs and increasing demand for sustainable practices
	Implement sustainable operational practices such as energy-efficient renovations, trash reduction initiatives, and locally sourced amenities.
	Reduce operating expenses, increase environmental performance, boost company image, attract environmentally concerned visitors, and achieve sustainability goals.
	12 months
	November 2025
	€200,000



5. [bookmark: _Toc182331465]Conclusion 
In conclusion, the Anantara Grand Hotel Krasnapolsky Amsterdam, despite its rich history and esteemed position in the luxury hospitality market, faces significant challenges due to high staff turnover, which has a negative impact on operational efficiency, service quality, and, ultimately, guest satisfaction. The detailed study, which included the SWOT, TOWS, and PESTEL frameworks, revealed the internal weaknesses and external threats that contribute to this problem, as well as the strengths and opportunities that may be used to overcome it. The hotel's outstanding location, historical significance, and exceptional facilities are key assets that, when paired with strategic human resource strategies, may help it maintain its competitive edge. The proposed recommendations, which include implementing an Employee Retention Program, introducing flexible work schedules, improving training and development opportunities, and implementing sustainable operational practices, provide a multifaceted approach to reducing staff turnover and its associated impacts. By investing in competitive remuneration, clear career paths, and employee engagement initiatives, the hotel can create a more engaged and contented workforce. Flexible scheduling can promote work-life balance while lowering burnout and turnover intentions. Enhanced training and development not only improves employee skills, but also demonstrates the hotel's dedication to their professional development, which increases retention. Adopting sustainable practices corresponds with global trends and customer preferences, lowering operating costs while improving the hotel's brand image. The action plan provides specific solutions, expected outcomes, timetables, and money allocations, so giving a road map for implementation. Effective change management is critical throughout this process, necessitating open communication, employee participation, and ongoing assistance to guarantee the effective implementation of these projects. Monitoring key performance metrics such as turnover rates, staff happiness, operational expenses, and customer feedback would enable the hotel to assess the efficacy of its strategy and make data-driven modifications as needed. Although the proposals require early investments, the long-term benefits—such as lower recruiting and training expenses, enhanced service quality, stronger staff morale, and increased visitor satisfaction—are predicted to result in a positive return on investment. By tackling the underlying reasons of employee turnover and improving operational standards, the Anantara Grand Hotel Krasnapolsky Amsterdam can strengthen its reputation for quality, recruit and retain top personnel, and assure long-term success in a competitive hospitality industry. Embracing these strategic changes will not only address present issues, but will also position the hotel to capitalise on future possibilities, meet changing market expectations, and continue to provide unique experiences to its discriminating guests.
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