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Introduction

Working in the HR department of a hotel, may encounter various challenges related to recruitment and retention. First principle is that HR department “achieves competitive advantage by recruiting, retaining and developing more capable people than its rivals” (Armstrong, 2014, p.210). Here are some current challenges that could affect these areas:
· Labor Shortages: Many industries, including hospitality, have been facing labour shortages. A lack of available skilled and unskilled workers can make it difficult to fill open positions in your hotel. The competition for talent is fierce, and hotels may need to offer competitive wages and benefits to attract and retain qualified employees.
· Impact of COVID-19: The ongoing effects of the COVID-19 pandemic have significantly influenced the hospitality industry. Travel restrictions, health concerns, and economic uncertainties may affect people's willingness to work in or patronize hotels. Health and safety concerns may also influence recruitment and retention strategies, with potential employees seeking assurances about workplace safety.
· Changing Work Preferences: The workforce's preferences are evolving, with an increasing focus on work-life balance, flexibility, and remote work options. Hotels may need to adapt their policies to accommodate these changing preferences to attract and retain talent.
· Skills Gap: The evolving nature of the hospitality industry requires employees to possess a diverse set of skills. Finding candidates with the right combination of customer service, technical, and interpersonal skills can be challenging. Training and development programs may be necessary to bridge the skills gap and upskill existing employees.
· Employee Burnout: The hospitality industry can be demanding, and employees may experience burnout due to long hours, high-stress levels, and dealing with difficult customers. Implementing strategies to address employee well-being, providing mental health support, and promoting a positive work environment can be crucial for retention.
· Employee Engagement: Engaging and motivating employees is a continuous challenge. In the hospitality sector, where customer service is paramount, maintaining a motivated and satisfied workforce is crucial for business success. Regular feedback, recognition programs, and opportunities for career advancement can contribute to higher employee engagement.
· Diversity and Inclusion: Ensuring diversity and inclusion in the workplace is an ongoing challenge. A diverse workforce can bring different perspectives and improve customer service, but attracting and retaining a diverse talent pool may require specific initiatives and policies.
· Technological Changes: The adoption of technology in the hospitality industry can lead to changes in job roles and required skill sets. Employees may need to adapt to new technologies, and recruiting individuals with the right technical skills may become a priority.
To address these challenges, HR departments in hotels can develop comprehensive recruitment and retention strategies, prioritize employee well-being, offer competitive compensation packages, invest in training and development, and stay adaptable to the evolving needs of the workforce. Regular communication and feedback channels with employees can also help in understanding their concerns and making necessary adjustments.

Content

Certainly, broader economic factors and global trends can significantly impact the recruitment and retention landscape in the hospitality industry. Torrington (2020, p165-170) developed idea that in recruitment external factors could help or to negatively affect the results. Also a crucial factor is to involve brand image to influence recruitment efficiency, “would have a positive effect on the job recruitment and create a positive company image and reputation, which are both positive signals for the potential applicants” (Kim, 2023, p. 744). But the role of HR did not stop after attraction and recruitment also have to continue with retaining policies, “recruitment is arguably about more than just filling vacancies. It can include succession planning, [..] effective long-term recruitment strategy” (Ladkin, 2016, p. 330). Also Let's explore how Brexit, inflation, generation change, global retirement rates, and other economic situations may affect HR practices in hotels:
· Brexit: If your hotel operates in the UK or Europe, Brexit can influence the availability of talent. Changes in immigration policies and labour mobility may affect the recruitment of staff from EU countries. HR departments need to stay informed about new regulations and adjust recruitment strategies accordingly.
· Inflation: Inflation can impact operating costs for hotels, affecting budget allocations for salaries and benefits. HR professionals may need to adjust compensation packages to keep pace with the rising cost of living to remain competitive in the job market.
· Generation Change: The workforce is experiencing a significant generational shift, with the rise of younger generations (such as Millennials and Generation Z) entering the workforce. These generations often have different expectations regarding workplace culture, technology use, and career development. HR strategies may need to adapt to attract and retain talent from these cohorts.
· Global Retirement Rates: The aging global population may result in a higher retirement rate. In the hospitality industry, where experience and customer service skills are crucial, losing experienced employees to retirement can create a talent gap. Succession planning and knowledge transfer strategies become essential for continuity.
· Economic Downturns: Economic downturns can impact the hospitality industry, leading to reduced travel and leisure spending. During such times, HR departments may need to manage workforce reductions, implement cost-cutting measures, and focus on retaining key talent through creative strategies.
· Remote Work Trends: The rise of remote work, accelerated by the COVID-19 pandemic, has become a significant trend. Hotels may need to evaluate their policies on remote work, flexible scheduling, and virtual collaboration to align with evolving workforce expectations.
· Talent Mobility: Economic conditions and geopolitical factors can influence talent mobility. HR departments may need to consider the potential impact of workforce mobility on recruitment and retention, especially if employees are more willing to relocate for better opportunities or if visa restrictions change.
· Rising Healthcare Costs: Increasing healthcare costs can impact the design of employee benefits packages. HR professionals may need to explore cost-effective healthcare options and wellness programs to manage expenses while maintaining competitive benefits.
· Environmental and Social Responsibility: There is a growing emphasis on environmental and social responsibility. Hotels are increasingly expected to adopt sustainable practices, and HR can play a role in promoting a responsible corporate culture, which may be attractive to certain talent demographics.
There are many other factors, local or isolated which could affect attracting workforce, “Driving and restraining forces influencing the policy and practice of talent management” (Christensen Hughes, 2008, p. 751). To navigate these economic challenges, HR professionals in the hotel industry should stay informed about global trends, regularly reassess their recruitment and retention strategies, and remain agile in responding to changes in the economic landscape. Additionally, fostering a resilient and adaptable organizational culture can contribute to long-term success
Environmental study
Hayes (2009) dedicate a full chapter “Factors affecting recruiting efforts”, discussing about “legal, economic, industry, organizational, and positions constraints” (Hayes, 2009, p.99-132) as a PESTLE analyse of the process. Should highlight what help and what affect HR activity.
Could organize the information into a PESTLE analysis (Political, Economic, Social, Technological, Legal, and Environmental factors) and a SWOT analysis (Strengths, Weaknesses, Opportunities, and Threats) for a hotel:
PESTLE Analysis for a Hotel:
· Political: Brexit Regulations: Changes in immigration policies due to Brexit can impact the availability of talent.
Labor Regulations: Adherence to local and international labor laws affecting recruitment and employee rights.
· Economic: Inflation: Economic conditions and inflation rates can influence salary structures and overall operating costs.
Global Economic Downturns: Economic fluctuations affecting travel and leisure spending, potentially leading to workforce management challenges.
Rising Healthcare Costs: The impact of increasing healthcare costs on employee benefits.
· Social: Generation Change: Adapting HR strategies to accommodate the preferences and expectations of younger generations entering the workforce.
Global Retirement Rates: Succession planning and knowledge transfer strategies for an aging global workforce.
Workforce Well-being: Addressing employee burnout and mental health concerns.
· Technological: Remote Work Trends: Adapting to the rise of remote work and implementing technology for virtual collaboration.
Technological Changes: Embracing technology advancements in the hospitality industry, requiring ongoing skill development for employees.
· Legal: Labor Laws and Regulations: Ensuring compliance with local and international labor laws and regulations.
Environmental and Social Responsibility: Legal obligations related to sustainability and responsible business practices.
· Environmental: Sustainability Practices: Adapting to the growing emphasis on environmental responsibility in the hospitality industry.
SWOT Analysis for a Hotel:
· Strengths: Experienced Workforce: If the hotel has a seasoned and well-trained staff. Brand Reputation: Positive brand image and reputation in the market.
Customer Loyalty: Strong customer base and loyalty due to excellent service.
· Weaknesses: Labor Shortages: Difficulty in recruiting skilled workers due to labor shortages.
High Operating Costs: Rising costs due to inflation and healthcare expenses.
Dependence on Tourism: Vulnerability to economic downturns affecting travel and tourism.
· Opportunities: Diverse Talent Pool: Leveraging diversity and inclusion initiatives to attract a diverse talent pool.
Technology Adoption: Embracing technology to enhance customer experience and operational efficiency.
Remote Work Flexibility: Offering remote work options to attract a broader range of talent.
· Threats: Economic Downturns: Reduced travel and leisure spending during economic downturns.
Competition: Intense competition for talent in the hospitality industry.
Regulatory Changes: Adapting to changes in labour laws and regulations, especially post-Brexit.
This combined PESTLE and SWOT analysis provides a comprehensive overview of the internal and external factors that may impact a hotel's recruitment and retention strategies. It can serve as a valuable tool for strategic planning and decision-making within the HR department.
In last years a new threat appear for human’s employability, this is Artificial Intelligence or AI. The HR department have to take this as an opportunity to use AI in their activities, for advantages and opportunities offered. “the future usage and involvement of AI interaction with human appears brighter, accepted, and more capable of delivering services for human development, growth, and benefits” (Kankaew, 2023, p.143). An example could be to accept AI and other intelligent programs to manage employees data, for many more repeated tasks or other automatic operations, sometimes even in controlling operations; “Artificial intelligence in the area of HR prevents supervisors/managers from perpetuating intentional errors. This is about deliberately manipulating an employee’s performance rating for unethical reasons”(Ilesanmi, 2023, p. 148)
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Samples
Different hotel brands employ various strategies to improve talent attraction, selection programs, and retention while continuously enhancing their workforce. Here are examples of initiatives taken by some well-known hotel brands:
· Talent Attraction and Selection: Marriott International: Global Career Site: Marriott has a comprehensive career site that showcases its culture, benefits, and career opportunities worldwide, making it easy for potential candidates to explore and apply.
· Social Media Engagement: Marriott leverages social media platforms to engage with potential candidates, sharing employee stories, achievements, and behind-the-scenes glimpses of the work environment. Hilton Worldwide: Hilton University: Hilton has a robust learning and development platform called Hilton University, offering a variety of courses and training opportunities for employees at different career stages.
· Virtual Recruitment Events: Hilton hosts virtual recruitment events to connect with a wider audience of potential candidates, making it more accessible for individuals from various locations to explore job opportunities. AccorHotels offers leadership programs that focus on identifying and developing future leaders within the organization. These programs provide accelerated career paths for high-potential individuals.
· Inclusive Hiring Practices: AccorHotels emphasizes diversity and inclusion in its hiring practices, aiming to create a workplace that is reflective of the diverse communities it serves.
· Brand Utilization for Attraction: Four Seasons Hotels and Resorts:Luxury Brand Image: Four Seasons capitalizes on its luxury brand image to attract top talent. It emphasizes a commitment to exceptional service and a personalized guest experience, which resonates with individuals seeking a high-end hospitality career.
· Employee Well-being: Four Seasons promotes a culture of employee well-being, emphasizing that satisfied employees contribute to outstanding guest experiences. This focus on a positive work environment is highlighted in its employer brand messaging.
· IHG (InterContinental Hotels Group): Brand Portfolio: IHG showcases a diverse portfolio of brands, each with its unique identity. This allows the organization to appeal to a broad range of candidates with different preferences and career aspirations.
· Sustainability Initiatives: IHG's commitment to sustainability and responsible business practices is highlighted in its employer branding. This appeals to candidates who value companies with a strong environmental and social responsibility focus.
· Retention and Continuous Improvement: Hyatt Hotels Corporation: Employee Resource Groups (ERGs): Hyatt has established ERGs to foster a sense of community and support among employees. These groups provide networking opportunities, mentorship, and a platform for diverse voices to be heard.
· Global Well-being Platform: Hyatt invests in employee well-being through initiatives like the Headspace partnership, offering mindfulness and mental health resources to employees worldwide. Radisson Hotel Group: Internal Mobility Programs: Radisson emphasizes internal mobility, encouraging employees to explore different roles within the organization. This approach fosters career development and employee retention.
· Recognition Programs: Radisson recognizes and rewards employees through various programs, acknowledging outstanding performance and contributions. This contributes to a positive work culture and employee satisfaction. Wyndham Hotels & Resorts: Training and Development: Wyndham places a strong emphasis on training and development, providing employees with opportunities to enhance their skills and advance their careers within the organization. Employee Assistance Program (EAP): Wyndham offers an EAP to support employees' well-being, providing confidential counselling services and resources to help them navigate personal and professional challenges.
These examples showcase how hotel brands leverage their unique strengths, brand image, and corporate culture to attract, select, and retain talent. Continuous improvement involves staying attuned to industry trends, employee feedback, and evolving market dynamics to adapt strategies for ongoing success.

Conclusion

Solutions and recommendations Retention is a critical aspect of human resources management, and there are various strategies that organizations often employ to enhance employee retention. Here are common HR solutions for retention:
· Competitive Compensation: Ensure that salaries and benefits are competitive within the industry and region. Regularly review and adjust compensation packages based on market trends.
· Career Development Opportunities: Implement clear career paths and provide opportunities for skill development and advancement within the organization. This can include training programs, mentorship, and promotions from within.
· Work-Life Balance: Promote a healthy work-life balance by offering flexible work arrangements, reasonable working hours, and initiatives that support employee well-being.
· Recognition and Rewards: Recognize and reward employees for their contributions and achievements. This can include formal recognition programs, bonuses, and non-monetary rewards that show appreciation.
· Employee Engagement Programs: Develop and maintain programs that enhance employee engagement, such as team-building activities, employee surveys, and regular feedback sessions.
· Open Communication: Foster a culture of open communication. Encourage feedback, provide regular updates on company news, and ensure that employees feel heard and valued.
· Training and Professional Development: Invest in training and development opportunities to help employees build new skills and stay engaged in their roles. This can also contribute to their long-term career growth.
· Health and Wellness Programs: Implement health and wellness initiatives to support employees' physical and mental well-being. This can include fitness programs, access to mental health resources, and wellness workshops.
· Flexible Benefits Packages: Provide a range of benefits that cater to diverse employee needs, including health insurance, retirement plans, and additional perks like childcare assistance or transportation benefits.
· Transparent Leadership: Foster transparent leadership to build trust within the organization. Clear communication from leadership about the company's vision, goals, and challenges helps employees feel more connected.
· Inclusive and Diverse Culture: Create an inclusive and diverse workplace culture where all employees feel welcome and valued. Embrace diversity and promote equal opportunities for career growth.
· Exit Interviews and Feedback: Conduct exit interviews to understand the reasons behind employee departures. Use this feedback to identify areas for improvement and implement changes to enhance retention.
· Employee Assistance Programs (EAPs): Offer support services through Employee Assistance Programs to help employees navigate personal challenges and maintain overall well-being.
· Recognition of Personal Milestones: Celebrate employees' personal milestones, such as birthdays, work anniversaries, and other significant achievements, to show that the organization cares about their individual experiences.
· Flexible Work Arrangements: Provide options for flexible work arrangements, such as remote work or compressed workweeks, to accommodate different lifestyles and preferences.
Tailoring these solutions to fit the specific needs and culture of the organization is essential for their effectiveness. Continuous monitoring, feedback, and adaptation are crucial aspects of successful retention strategies.



REFERENCES
Armstrong, M. Taylor S., (2014) Armstrong's handbook of human resource management practice, 13th edition, Kogan Page.
Gallagher, K. (2016) Essential study and employment skills for business and management students. Oxford: Oxford University Press.
Gibson, J. W., Greenwood, R. A., & Murphy, E. F., Jr. (2009). Generational differences in the workplace: Personal values, behaviours, and popular beliefs. Journal of Diversity Management, 4(3), 1–8. https://doi.org/10.19030/jdm.v4i3.4959
Hayes, D.K. and Ninemeier, J.D. (2009) Human resources management in the hospitality industry. Hoboken, N.J: John Wiley & Sons.
Ilesanmi, A. O.,(2023) Man and Artificial Intelligence: Influence on Strategic Human Resource Management in the Digital Economy available at  https://orcid.org/0000-0002-7501-1068
Johnston, R. Clark, G. Shulver, M (2012). Service Operations, Management ,Pearson, London
Kankaew, K. (Ed.). (2023). Strategic Human Resource Management in the Hospitality Industry: A Digitalized Economic Paradigm. IGI Global. https://doi-org.ezproxy.uwtsd.ac.uk/10.4018/978-1-6684-7494-5
Marchington, M. and Wilkinson, A. (2016) Human resource management at work. 6th ed. London: Chartered Institute of Personnel and Development. 
Torrington, D, Hall, L, Taylor, S, Atkinson, 2020, Human Resource Management, Pearson Education, Limited, Harlow
Christensen Hughes, J. and Rog, E. (2008) ‘Talent management: A strategy for improving employee recruitment, retention and engagement within hospitality organizations’, International journal of contemporary hospitality management, 20(7), pp. 743–757. Available at: https://doi.org/10.1108/09596110810899086
Kim, J.-H., Ahn, S. and Lee, E. (2023) ‘Effect of Power Message on Employee Response and Job Recruitment in the Hospitality Industry’, Journal of hospitality & tourism research (Wash-ington, D.C.), 47(2), pp. 303–327. Available at: https://doi.org/10.1177/10963480211010992.
LADKIN, A. and BUHALIS, D., 2016. Online and social media recruitment: Hospitality employer and prospective employee considerations. International Journal of Contemporary Hospitality Management, 28(2), pp. 327-345. Available at https://www.proquest.com/docview/1759326472? accountid=130472&parentSessionId=Q3MsX6jDkhS32GjaT29LT3THB9sOsi%2B1GjyDUOuHZ6c%3D&pq-origsite=primo
https://www.instituteofcustomerservice.com
https://www.marriott/carrers
image1.png
Figure 1. Artificial intelligence machine capability
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