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[bookmark: _Toc128613692]Introduction
This proposal will be sent to the General Manager of Seaham Hall, a 5-star hotel in Seaham, County Durham, United Kingdom. It is a favourite of both vacationers and business travellers due to the hotel's stunning location, elegant décor, and first-rate service. The hotel is having problems due to the extensive spread of the COVID-19 virus, which has had a significant impact on the whole hospitality industry. In the proposal, both the declining demand for hotel services and the growing unpredictability of the industry's future will be analysed as potential challenges for the hotel. The major purpose of the proposal is to address these challenges and make recommendations for increasing Seaham Hall's employee retention rates.


[bookmark: _Toc128613693]Background
Seaham Hall is a five-star hotel located in the County Durham village of Seaham. Since its opening in 1791, the hotel has expanded and been renovated, making it a popular destination for both tourists and business travellers. Visitors may take use of the hotel's spa, restaurants, and expansive event space, among other upmarket features (seaham, 2017).
Like many other hotels, Seaham Hall is experiencing difficulties due to the rapid spread of the COVID-19 virus. One of the hotel's main issues is that it may not be able to retain excellent personnel (Polinkevych, 2021). Due to a decline in revenue, hotels have had to lay off employees as a result of the outbreak. Also, they are concerned about the future of their sector. The decline in staff morale and job satisfaction might increase the likelihood that employees would abandon their positions (Drahokoupil and Müller, 2021).
Several factors affecting Seaham Hall's capacity to retain its workers will be investigated in this proposal. Reduced demand for hotel services and more competition from other companies might result in a labour shortage. If workers do not get sufficient training and development chances, they may believe that their abilities are not being used to their full potential or that they cannot advance within the organisation. This might negatively impact retention rates. The inability of management to make workers feel valued, supported, and appreciated is another reason why people leave the organisation.
The plan will include several recommendations for resolving these issues and attracting more guests to Seaham Hall. Possible solutions include increasing compensation and benefits, enhancing training and career progression possibilities, enhancing working conditions, and fostering a healthy workplace culture. If implemented, these suggestions might make staff happier and more inclined to remain at Seaham Hall. This would increase the profitability and stability of the firm.
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In recent years, the problem of keeping staff in the United Kingdom has escalated, causing major stress for many firms. High worker turnover rates have been an issue in several industries, particularly in the hotel sector, where they have had a negative impact on customer service quality (Crosse, 2014). The hospitality business in the United Kingdom, namely the hotel industry, has suffered for some time with a high turnover rate (McGunnigle and Jameson, 2014). The issue is exacerbated by poor earnings, long, uncomfortable hours, and limited prospects for advancement. Much research by various organisations has shed light on the reasons for the high turnover rate in the UK hotel industry.

Chart: Stuff turnover rate in different sectors in the hospitality field in the UK
Source: (Author)
According to a survey performed by People 1st, an organisation devoted to workforce development in the hospitality industry, low compensation is a major reason for the high turnover rates in the United Kingdom's hotel business (Ghani, Zada and Memon, 2022). The research indicated that the hourly wages of hotel employees were much lower than the national median wage. The failure of hotels to acquire and retain sufficient permanent staff is directly tied to employee turnover.
Lengthy and unpleasant work hours are a major cause of the high turnover rate in British hotels (Saridakis, 2016). The hotel sector is notorious for its rigorous schedules, which may encompass nights, weekends, and holidays. The chance of employee burnout and absenteeism increases if they struggle to transition between work and personal life (Lisauskaite, 2022). The Chartered Institute of Personnel and Development found that workers who feel overworked and underappreciated are more likely to quit their employment (CIPD).
Brexit, COVID, and inflation have also had a substantial influence on the hotel industry in the United Kingdom, particularly in terms of staff turnover rates. As a consequence of the impact of Brexit on the economy and labour market, hotels are finding it harder to hire and retain qualified staff (Ishchy, 2018). Due to the United Kingdom's vote to exit the European Union, people of other EU nations will have fewer employment opportunities in the United Kingdom. A number of European Union residents who formerly worked in hotels in the United Kingdom have quit their positions and moved on in recent years (Vargas-Silva, 2016). It is becoming more difficult for hotels to locate staff members with the necessary abilities. As foreign employment options are limited in some places, hotels have been compelled to rely on local expertise.
Covid-19 has also had a substantial influence on the proportion of hotel employees who opt to stay in the United Kingdom. As a result of the decline in revenue brought on by the epidemic, hotels have been forced to lay off employees and require them to take time off (Mehta and Panse, 2022). Because so many of the individuals who were let off or placed on leave as a result of the outbreak have gone on to other roles, it is difficult for hotels to rehire qualified candidates. As a consequence of the widespread pandemic, several hotels have modified their practices. They are now either providing fewer services than normal or getting fewer visitors than usual. Both workers and employers may probably be affected by these changes in responsibilities and positions (Alshurideh, Hassanien and Masa’deh, 2021).
As is the case in other businesses, the hotel industry in the United Kingdom is having a harder time maintaining its staff due to inflation. Due to inflation, it may be difficult for individuals to maintain their present quality of life on their income alone. This might lead to dissatisfied employees with poor morale, which in turn could increase employee turnover. Yet, inflation may result in a rise in operational expenses for hotels, which would limit their profits and the amount of money available for staff compensation and incentives.
In the case of Brexit, Covid, or inflation, it may be more difficult for a hotel to retain its workers if it does not provide competitive wages, a pleasant work environment, and enough prospects for professional advancement. In addition, hotels must give possibilities for professional development to attract and retain the most qualified employees (Goldstein et al., 2017). To stay up with the hospitality industry's continuously changing standards, job descriptions, and business practices, hotels must be adaptable and ready to make improvements. Concentrating on these factors will likely help hotels become more competitive and retain a larger number of employees.
The absence of internal advancement prospects considerably adds to the high turnover rate in UK hotels. Due to the restricted opportunities for advancement, many workers in the hospitality industry are disengaged and disillusioned. The British Hospitality Association (BHA) discovered that a lack of professional growth opportunities was a significant factor in employee turnover. If a company does not provide its top workers with opportunities to gain new skills and grow in their careers, it risks losing them to rivals.
Due to high rates of employee turnover, the hotel business in the United Kingdom is challenged. 
	
	2022
(’000s)
	% of UK hospitality
	% of regional employment
	Rank among 20 broad industry groups

	North East
	125
	2%
	11%
	3

	North West
	360
	11%
	10%
	3

	Yorks & Humber
	210
	7%
	7%
	6

	East Midlands
	226 
	7% 
	7% 
	4

	West Midlands
	241
	8%
	8%
	6

	East of England
	246
	8%
	8%
	7

	London
	568
	18%
	10%
	5

	South East
	390
	12%
	8%
	5

	South West
	311
	10%
	11%
	3

	Wales
	174
	5%
	11%
	3

	Scotland
	275
	9%
	10%
	3

	Northern Ireland
	73
	2%
	8%
	5

	Total UK
	3198
	100%
	9%
	3


Table: Hospitality employment on a regional level
Source:(Author)
To tackle this problem, hotels should give workers with competitive compensation, a nice work environment, and career advancement chances. If hotels want to preserve their competitive advantage, continue to attract and retain skilled employees, and stay abreast of changes in customer preferences and business practices, they must be able to adapt to these changes (Suharti and Setiawati, 2018). Providing competitive pay and giving comparable benefits to those offered by rival companies is one technique for attracting and keeping the most brilliant employees (Schuster and Zingheim, 1996). If hotels paid their workers an hourly pay over the national average, they might recruit and keep personnel for longer periods, as well as charge higher prices for their services. For instance, the high number of long-term employees at The Ritz-Carlton may be due in significant part to the hotel's extensive benefits package and professional progression chances (Gibson, 2013). The issue of employee burnout and absenteeism might also be addressed by altering the ambience of the workplace. To achieve this objective, hotels will need to give their workers a better work-life balance by reducing the number of consecutive days that employees are needed to work and the number of hours that employees are expected to put in each day. The four-day workweek established at Premier Inn has dramatically decreased the number of sick days used by workers and improved employee morale (Reidhead, 2022). In the UK hotel industry, there is a high rate of employee turnover; this issue might be mitigated by providing personnel with opportunities to improve their skills. If hotel employers provide possibilities for professional improvement and the development of new skills, they can maintain an engaged and motivated staff (Iversen, 2022). Hilton Worldwide, for instance, launched Hilton University, an online learning centre that gives employees access to a variety of resources meant to further their careers. Lastly, hotels must give their employees opportunities to further their careers inside the organisation (Ivanova, Ivanov and Magnini, 2016). When an employer encourages workers to improve their careers and assume more responsibilities, they are more likely to stay with the firm for a longer amount of time. Marriott International, for instance, offers its employees access to the Marriott Management Development Program so that they may acquire the essential skills to progress their careers within the organisation.
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The high turnover rate at Seaham Hall Hotel, as well as the high turnover rate in the hotel industry as a whole in the United Kingdom, can be attributed to a number of factors, including but not limited to: low pay, long and unpleasant hours, restricted promotion opportunities, Brexit, Covid, and inflation, to name just a few. As a consequence of this, hotels are having problems recruiting and retaining skilled workers, which has a domino effect on the overall quality of service and productivity in the industry (Bernard et al., 2022).
The Seaham Hall Hotel offers a variety of solutions to choose from in order to deal with these difficulties. It is possible that the hotel's ability to compete in the market may be improved by increasing the staff's pay and giving additional benefits. Some examples of desirable benefits include monetary compensation, the opportunity to shape one's own work schedule, and access to medical insurance. Second, the firm may make it a top priority to give its employees a nice and inviting work environment that stimulates both personal and professional development. This may be a benefit that the company offers. In order to maintain the employees' interest in their work and their dedication to the success of the hotel, management at the establishment may provide the staff members with opportunities for professional development and advancement. This might be accomplished via a variety of means, including alternate work schedules, mentorship programmes, and frequent performance reviews.
In addition, the Seaham Hall Hotel is able to streamline its company operations via the use of modern technology and the execution of automated processes, therefore minimising the amount of stress placed on its workforce. One illustration of this would be the use of digital resources to perform tasks like scheduling, inventory management, and customer support.


[bookmark: _Toc128613696]Conclusion
The hospitality business in the United Kingdom has substantial difficulty in the form of high staff turnover; overcoming this problem will need a multifaceted strategy that takes into account aspects such as remuneration, working conditions, corporate culture, and the use of technology. If Seaham Hall Hotel makes these improvements, it will be able to increase its productivity, retain more of its most talented employees, and give its customers improved service.
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