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Impact of Current Challenges on The Human Resource Department
[bookmark: _Toc120775231]Introduction
Due to the importance of skilled workers in gaining competitive advantages, firms place a high value on valuable employees and skilled workers. Employee retention refers to the methods the industry uses to keep its highly knowledgeable staff, who are far more likely to deliver high-quality services. Exiting personnel may have a big impact on how the organisation's strategic objectives and goals perform and may eventually result in a decrease in productivity (Frue, 2019). As a result, it is thought that employee turnover has a high financial impact since it results in the loss of talented workers, subpar services, subpar work output, challenges in finding a suitable replacement, high cost of training, and lost business prospects (Blythe, 2021). Employee retention is actually a long-term strategy for attaining organisational boosting investor confidence, improved performance, and preserving competitive advantage. 
[bookmark: _Toc120775232]Background
Employee turnover in the United States hospitality sector was 36.7% in 2011 (Shaw, 2022). Humans are a major source of competitive advantage, which is why organisations use a variety of policies and practices to keep their skilled workers for longer. As a result, along with cutting wasteful spending and enhancing employee skills and motivation, employee retention has become one of the main factors for the success of the organisation. Contrarily, one of the largest problems in the twenty-first century, especially in the hotel industry, has been highlighted as retaining employees. Retention is a continual and ever-evolving effort to maintain competent workers due to the hospitality industry's ongoing challenge with rotating personnel (Walker, 2022). It is inferred that social and environmental initiatives in the hospitality sector significantly improve HR initiatives, particularly when it comes to staff retention. The hotel sector may better manage employee difficulties and employment challenges through sustainable HR, which eventually helps them to form a good mindset and a deep commitment to longer stays. About 75 million jobs should be available in the hotel sector within the next decade. Because of this, the hospitality sector has emerged as one of the most vibrant and rapidly expanding sectors of the economy and society (Choi & Dickson, 2009). Moreover, by bringing in millions of international tourists each year, it plays a key role in fostering economic growth. 
The phenomenal growth of this sector is essential for the expansion of the economy since it has the potential to boost job opportunities and draw in foreign capital. According to studies, one of the organisational functions that have the biggest impact on employee retention is HR management. Employees' overall experiences in a firm are shaped by human resource management techniques like recruitment and selection, compensation management, performance appraisal and management, training and development, and employee benefits administration. Employee retention is increased by human resource procedures that support employee development (Verlinden, 2022). The human resource department must assess its strengths, weaknesses, opportunities, and threats in order to position itself appropriately to handle the new challenges affecting employee retention. In addition, the surrounding factors that interact with HR should also be addressed, such as the political, social, environmental, technological, Legal, and economic factors. HR managers should therefore carry out research in the form of a PESTLE and SWOT analysis.
[bookmark: _Toc120775233]PESTLE Analysis
A company's human resources department is absolutely essential. This division handles a variety of tasks, including hiring new employees, evaluating performance, and managing paperwork. Without an effective human resource system, many businesses will strive to handle employee conflicts, onboard new hires, and maintain a secure workplace. PESTLE analysis focuses on political, social, environmental, technological, Legal, and economic factors surrounding an organisation. 
[bookmark: _Toc120775234]Political factors
The operation of the department of human resources can be significantly impacted by political considerations. Political factors may include replaceable employees, a shift in focus, a change in payment methods, and employee individualism.
a) Replaceable employees.
Most people feel like they could be replaced by the organisations they work for. According to such individuals, businesses don't value employee loyalty, and employers and HR are constantly looking for fresh talent. In fact, despite this being more common in some sectors than others, human resources keep looking out for fresh skills even when they don't need to substitute someone (Choi & Dickson, 2009).
For example, high staff turnover is prevalent in the retail industry. Every few days, the same position may be posted again, seeking new candidates. Retail HR uses recruitment as the primary approach for business expansion rather than adopting measures to keep current personnel.
b) Focus shift
Companies are changing their management approaches; talent-based management is being implemented by HR in place of performance-based management. In order to ensure high-performance rates, HR must look for, develop, and inspire people. Therefore, to effectively implement performance management, HR managers would need to concentrate on fostering a friendly and inspiring work environment for every employee. While the latter places more emphasis on group employee performance, the former emphasises individual performance.
c) Employee individualism
Even if a worker has the same experience and title as another, their salary, benefits, and other incentives may vary which amounts to individualism. Everyone needs to battle for what they desire rather than keeping the same benefits of employment for all qualified personnel. This has become more prevalent, especially when workers are urged to keep salary discussions private. 
d) Change in pay method
The way that employees are compensated has changed as a result of the shifting political and economic climate. Some people are compensated based on performance rather than achievements.
[bookmark: _Toc120775235]Economic Factors
a) Accommodating foreign workers
If a company chooses to deal with foreign firms, HR can find it challenging to train these fresh employees. When everybody shares an office, arrives every day at the same time, and is easily accessible for weekly in-person meetings as needed, it is much simpler to keep employees on track and on the same page. However, it becomes more challenging to keep track of everybody when employees reside farther apart. It can put pressure on HR personnel who must change the ways they handle employee communication and information.
b) The impact of globalisation
Globalisation has changed how we work, who we hire, and how we hire them. Labour markets change depending on who and how we hire too. Unless HR can keep up with these market changes, they can’t hire the right employees. For instance, more companies are open to hiring remote workers. It opens the talent pool. Hiring overseas workers can be cheaper too. If HR managers don’t realise this, they may end up costing the company valuable time and money.
[bookmark: _Toc120775236]Social Factors
a) Diverse Workplace Demographics
Employers are no longer required to base hiring decisions on a person's location. It is possible to recruit and work from almost any place in the world thanks to the countless instant chat platforms and productivity tools (Ghani et al., 2022). Companies are likely to employ a diverse range of people. Additionally, each person may have varying expectations for training, communication, and payment structures. All of these employees require accommodation, and HR must make sure they have sufficient information access, training, benefits, compensation, and other things.
b) Employee Rights
Different locations have different employee rights. HR must make sure the business does not infringe on the rights of its workers and that those workers are abiding by all rules while they are employed by the organisation (Frue, 2019). Depending on where the company is located or where the employees are, these rules may be different.
[bookmark: _Toc120775237]Technological Factors
a) Simple and Faster Communication
Communication at work has become simpler due to modern technology. HR can chat or send emails right away. Employees can join workgroup discussions by registering for particular messaging services like WhatsApp. Where chatting or emailing is not practical, HR can still phone individuals or speak with workers in person.

b) Simple recruitment
Both hiring and communicating with talent are straightforward processes. Within minutes, HR can post a job listing. They can then utilise the database to narrow down the pool of candidates to only remain with the top candidates. Or HR can search for new hires through websites, forums, and social media. In any case, it takes a lot less time and is simpler to screen than asking an acquaintance whether they know somebody looking for work (Pierce, 2022).
[bookmark: _Toc120775238]Legal factors 
a) Legal responsibility
The most significant legal requirement for HR is confidentiality. Both legally and ethically, HR must fulfil this obligation. HR personnel may be sacked if rules are not respected. In the worst-case scenario, managers might even go to jail.
b) Need for Proper Verification
When HR confirms new hires, a background check is frequently required. If HR doesn't verify this information, the business may be held legally liable.
[bookmark: _Toc120775239]Environmental Factors
a) Saving Vegetation
HR doesn't need as much paper nowadays. Many of these documents, including contracts, handbooks, and other paperwork, are managed online instead of printed out. To maintain organised information, businesses essentially need an electronic storage system.
b) Reduced Pollution Through Remote Working
Sourcing employees remotely means that there will be minimal driving to and from the workplace to home. This translates to minimal emissions of carbon to the atmosphere because every person can work remotely using a smartphone or a computer.
[bookmark: _Toc120775240]SWOT Analysis
An assessment of the strengths, weaknesses, opportunities, and threats facing HR can help managers to choose decisively the right human resource management resources to address employee retention while still ensuring organisational profitability and growth.
[bookmark: _Toc120775241]Strengths
a) Availability of Technology
Many HR activities used to take a lot of time to do, but technology has significantly shortened this time. Therefore, utilising technology in HR processes would assist the business to improve operational efficiency and save a significant amount of time.
b) Employee Rights Protection
The safeguarding of employee rights is under the purview of HR management. The bonds between the company and its staff are strengthened when HR upholds its interests and rights. Increased productivity would be the outcome of such.
c) Employee Cooperation
The HR department must improve its relationship with employees since they frequently remain on-site. Employees would feel content and joyful if their employers had a cooperative attitude.
[bookmark: _Toc120775242]Weaknesses
a) Misuse of Power
HR has the power to hire and fire employees. If the power falls in the hands of a fraudulent manager who uses favouritism to satisfy chosen few at the expense of the productivity of the company, the organisation may collapse.
b) Bad Reputation
People do not like working for organisations with poor reputations; as a result, HR may face a hard time finding new talents in the market.
c) Demotivated Employees
The biggest issue for the business is getting a number of workers to change their mindset because they are so extremely demoralised and disillusioned. This is due to the fact that disgruntled workers would disseminate their negative vibes and negatively affect the atmosphere at work as a whole.
[bookmark: _Toc120775243]Opportunities
a) Human Resource Policies
Keeping HR policies updated and implemented would assist any organisation to realise improved productivity.
b) Skilled labour
Hiring skilled labour increases productivity and ensures organisational growth.
[bookmark: _Toc120775244]Threats
a) Data and Information Privacy
Personal information and data files are important to individuals. Data breaches may cause the company to lose a lot of money and resources to lawsuits.
b) Employee Demand
When competitors are hiring similar employees, demand for employees goes up and that could lead to high employee turnover.
[bookmark: _Toc120775245]Other Employee Retention factors
There are other factors that HR managers should understand in order to address the issue of employee retention effectively. HR should factor in employee lifecycle and retention rates.
[bookmark: _Toc120775246]Retention Rates
Retention rate is a computation usually presented as a percentage to indicate the rate of employee turnover in an organisation. Higher employee turnover is considered better as they indicate lower employee turnover. A corporation should strive for an average personnel staff turnover of up to 10% or less since a 90% retention rate is typically regarded as good. The retention rate is calculated by dividing the number of employees remaining since the beginning of the year by the number of employees that started the year. 
[bookmark: _Toc120775247]Employee Lifecycle
Understanding the employee lifecycle is crucial for HR professionals because it helps us comprehend the demands and experiences of employees, which vary based on the phase they are in. Seven stages make up the employee life cycle: attraction, hiring, onboarding, retention, advancement, separation, and happy departing employees. The life cycle of an employee model aids in HR's understanding of how the employer-employee relationship appears within the company. That enables HR to make sure that everything is provided to guarantee the success of all employees and to maintain their happiness, engagement, and productivity.
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