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Introduction and Background
Among the many hotels and resorts operated by Hilton Worldwide, the flagship property, once known as Hilton Hotels, is commonly referred to as Hilton Hotels and Resorts. The original location of the dynamic hotel company would eventually grow into 541 properties in 20 countries, all offering five-star accommodations(Huertas-Valdivia et al., 2019). Hilton Hotel UK is one of the biggest and fastest-growing hospitality brands in the world. Included in this family of brands is the globally renowned Hilton Hotels and Resorts. Moreover, 67 employees signed up for the company's prestigious customer loyalty programme. The Hilton owns several locations, centred on London(Simmons, 2023).
The human resources department of a company is also responsible for the workers' health and happiness, listening to their complaints, and making sure, they have both internal and external incentives to work hard (Chang and Busser, 2020). A lack of competent workers and a high staff turnover rate are the two main issues confronting Hilton Hotels in the UK. The significance of labour flexibility and the development of a healthy connection between management and workers is emphasised by this feature. Hilton Hotels has shifted its attention from competing technology and goods to competing for talent. Hotels now have the challenge of how to educate and develop staff, attract and retain bright individuals, and improving their job performance to boost corporate success. Nevertheless, Hilton Hotels is facing a significant issue due to the growing globalisation of hotel development. Such as finding managers who are both, technically proficient and culturally sensitive enough to oversee the operations of sites abroad. Culture shock may damage the general functioning of workers in a foreign area. Thus, it has been determined that the keys to successful expulsion are cultural awareness and flexibility (Karakaş and Tezcan, 2019). 
Global markets have shown to be very appealing for increasing productivity and recruiting top-skilled individuals. Technological developments and increased Internet accessibility have facilitated worldwide growth. Yet, companies operating in global marketplaces face several human resource management challenges (Reidhead, 2020). This research examines the human resource management challenges at the Hilton hotel and proposes a change strategy to enhance performance. The research proposal begins with a short introduction to the organisation, and then it analyses academic publications, and case studies to examine the key human resource management concerns about the Hilton hotel. A change strategy is also suggested for each HRM problem discussed. 
Literature 
The significance of human intelligence resides in its role in global human resource management and the key attributes of the workforce and employment trends worldwide. Labour turnover in hospitality firm Hilton in the UK leads to a higher likelihood of reporting personnel lacking critical skills compared to other industries (Karakaş and Tezcan, 2019). According to Ghani et al. (2022), 20% of Hilton Hotels' current employees were deficient in crucial skills, in contrast to 15% throughout the whole UK sector. Moreover, the primary explanation for the high rates of skill gaps (64%) was the staff's lack of experience in the function, followed by incomplete training (62%), both of which were caused by a high turnover of employees. Three out of ten employers in the hotel industry report skill deficits, which is far higher than the norm for the sector. On the other hand, there has been a 7% decrease in reported skill gaps in the gaming business, which is supposedly due to increased worker retention.
Agha (2020) identifies in the research that due to the high rates of both employee turnover and the proportion of workers working directly with customers, the skill gap is wider in customer-facing positions. When compared to the overall economy, 61% of enterprises in the hotel and tourist sector reported a severe shortage of customer handling abilities, making it the most crucial talent lacking. This demonstrates how challenging it is to find candidates with strong customer service abilities, which is a key competency for this industry. Nevertheless, it underlines the extent of the issue, since it is alarming that several organisations are identifying skill deficiencies in this field, considering the significance of excellent customer service for the industry. 
According to Kloutsiniotis and Mihail (2020), approximately 65% of hospitality and tourist firms think that skills shortages affect their company performance, with 18% stating it has a significant influence. More than 50% of organisations that identify skill shortages see a rise in workload for other employees, along with challenges in maintaining quality standards and increasing operational expenses. Moreover, soft skills such as social and ethical awareness, communication, adaptability, problem-solving, and multitasking are the largest difficulties faced by the UK hospitality business. According to research by Luu, (2021), shows that 45 per cent of those working in the hospitality industry rely on behavioural skills, such as customer satisfaction, to create experiences that customers will remember and value for the rest of their lives. Examples of these occupations include customer and sales service workers, waiters, and bar staff. Workers in this field often need strong interpersonal and communication skills as well as fluency in more than one language to effectively assist clients despite linguistic and cultural obstacles. However, such talents are severely underrepresented in the current UK workforce, and there are many open positions due to this shortage. More than eight per cent of these workers lack the necessary expertise to do their jobs effectively.
According to Davidescu et al. (2020), from 2019 to 2023, the number of reported hard-to-fill openings in the chef post increased by 2%, indicating that recruiting for this position remains a significant difficulty for the industry. At least 27 per cent of businesses in the hotel and tourist industries are struggling to fill chef positions, according to recent data. Subjective evidence suggests that chef recruiting is still a major issue for the hotel industry, forcing some companies to downsize their operations. Spanaki et al. (2021) identify that the percentage of open positions that were difficult to fill for chief executive officers increased from 36% in 2019 to 39% in 2023. This is especially troublesome since the number of students enrolled in chef courses has dropped in half of the catering schools in the last year, and there has been a corresponding decline in the number of apprentice chefs.
Employee turnover is a major problem that Hilton Hotels must address with great care since it is very important. The term employee turnover describes the general movement of workers within the labour market, including changes in employers, industries, and positions (Avasiloaei, 2022). Many businesses prioritise staff retention as a top priority because they may lose a lot of money when employees leave, and it can have both good and bad effects. On the other hand, when employees leave, new positions open up because of the company's growth. Conversely, Hilton Hotels suffer losses in terms of money and other resources when turnover is negative. Individuals and small groups often experience positive worker turnover (Daskalaki, 2020).
Inkson and Minnaert (2022) identify that the reasons for these high rates of skill gaps include staff being new to the position (63%), partly finished training (61%), and high rates of labour turnover (61%). Compared to other industries, the hotel industry is far more likely to disclose skill shortages, with 3 out of 10 employers making that claim. Higher worker retention has led to a 7% decrease in reported skill gaps in the gaming business. Since there is a larger proportion of employees working in customer-facing jobs, and since these positions see the greatest rates of employee turnover, it is not surprising that skill gaps are wider in these areas. According to Jones and Comfort (2019), when compared to the overall economy, 61% of Hilton Hotels reported a severe shortage of customer handling abilities, making it the most crucial talent lacking. This demonstrates how challenging it is to find candidates with strong customer service abilities, which is a key competency for this industry. Therefore, it is alarming that many companies are experiencing skill shortages in this area. 
According to Matteucci (2020), Hilton Hotels in the United Kingdom identified leadership styles and training programmes as factors contributing to high employee turnover. Four remaining workers emphasised job satisfaction and the remuneration and benefits system at Hilton Hotel United Kingdom as significant factors. Moreover, pay and perks provided by the company have a significant impact on employee turnover. Foster et al. (2019) discovered that when workers quit one company for another, one of the main reasons they do so is because of wages. Reduced pay and advantages will lead to a higher turnover rate in the company. Research done by Nicola et al. (2020) has shown that leadership practices significantly affect employee turnover rates. It is crucial to prioritise leadership development and implement suitable leadership styles to guarantee the business operates effectively and efficiently, leading to increased employee satisfaction and a decreased turnover rate. Research by Varma et al. (2023) has shown that inadequate training methods and procedures result in a high employee turnover rate in Hilton Hotels. The hotel managers with the hotel management certification and training assumed managerial duties without additional training or knowledge in human resource management, resulting in high dissatisfaction levels and increased employee turnover.
In the modern day, training and development have embraced technology to provide workers with training in several formats, making it easily accessible, according to Tortorella et al. (2021). Hilton hotel chain has a whole ecosystem of programmes that help its workers from the moment they join until they retire, all while providing them with opportunities to develop and face new challenges, which helps them stay in their careers. 
The Hilton Hotel, on the other hand, is missing a perfect talent selection strategy that would help them find, hire, keep, and develop the best talent the market has to offer. Moreover, Hilton Hotels must prioritise the allocation of time and money towards training and developing their staff to ensure employee retention. Training and development may lead to tangible benefits like as increased revenue, return on investment, reduced staff turnover, and enhanced employee performance (Murray and Holmes, 2021).
Evaluation and Conclusion
The present study examined the effect of performance evaluation on an organization's turnover ratio; specifically, it looked at Hilton Hotels UK. Recruiting new workers usually ends up costing more than actually employing them. Consequently, businesses need to be extra cautious with their retention strategies to keep employee turnover to a minimum. The literature research highlighted that the performance assessment is a crucial factor affecting an organization's turnover rate. The respondents in the study indicated that factors such as performance appraisal, co-worker relationships, salary level, organisational commitment, work environment, and job satisfaction have influenced the turnover rate at Hilton Hotels UK. Another crucial aspect emphasized in the literature analysis is the fair distribution of awards and bonuses to workers after their performance rating. Most human resource managers at Hilton Hotel UK said that workers who had left the business felt they did not get fair awards or justifiable comments on their performance reviews. 
Furthermore, the majority of new workers in a company prioritize organisational fairness and assess their performance rating in comparison to peers they believe have comparable competence levels and educational backgrounds. Furthermore, elaborating on the previously provided assessment comments is essential. The workers thought that receiving constructive performance review comments would help them address their mistakes and enhance their performance for the next appraisals. Moreover, by receiving accurate performance assessment feedback, workers may assess any uncertainties about their outcomes.
Compensations and incentives resulting from performance reviews may either positively or negatively affect the turnover rate in a company. The literature evaluation in the present research indicates that organizations that provide higher compensation and give a greater number of intrinsic and extrinsic motivators via performance assessments tend to recruit more skilled individuals and typically have higher employee retention rates and lower turnover rates. Most workers questioned in the survey said that the kind of appraiser significantly influences employee turnover. The results indicate that workers want the appraiser to be a designated member who is familiar with the employees' jobs. 
An external appraiser often causes dissatisfaction and fosters negativity since they believe that this individual is not capable of accurately evaluating their job. The assessment findings provided by the external assessor are sometimes unwelcome by workers, leading to a decrease in the efficacy of performance appraisal and a concomitant rise in turnover rate. Based on the research findings, it is evident that performance appraisal significantly influences employee turnover in organizations. To improve employee turnover at Hilton Hotel UK, they should enhance their performance appraisal methods and framework. Job security, development, training, methodical recruiting, and formal processes are the 'high road' activities that will be encouraged at the Hilton Hotel.
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