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Executive Summary
 	The hospitality sector has a hard time uprooting its employees. Human resource policies, particularly those geared at employee retention, may benefit from the hotel industry's social and environmental activities. This aids in keeping employees around. Sustainable human resources management may help hotel workers feel better about themselves and their jobs, which can lead to higher morale and more loyalty from both parties. Thus, in this time Castillo de Arteaga is This industry was struck hard by the Covid-19-caused slump due to travel bans and advisories have highlighted the tourism and hospitality industries' vulnerability. As a result of Brexit's short-term market impact, the hospitality industry lost much employment due to legal changes. Thus, several external factors have impacted the industry both positively and negatively in relation to employee retention. Update hotel selection and recruitment methods. Due to Brexit's substantial drop in foreign tourists to Spain, one short- to medium-term option is to capitalise on local employees and boost job satisfaction domestically while limiting international movement. In a crisis, Castillo de Arteaga would prioritise local staff forces over international forces. In relation to Covid 19, different communicating methods can be used. Public-private collaborations and government actions are needed to grow the hospitality business.


Introduction
 	The hotel sector is one of the world's largest and provides many jobs. Despite the global recession, the hospitality industry rarely lacks credit. This industry has the worst conditions on the planet, according to research. This sector also offers the fifth-most jobs in the globe (Casado et al., 2022). To retain talent, the hospitality business must constantly evolve its retention strategies. The hospitality industry struggles to move its staff. Social and environmental initiatives in the hotel sector may help rethink HR procedures, especially regarding keeping employees. This helps retain employees. The hotel industry may better address the issues and worries of its staff and their employers through sustainability human resources management, which helps employees develop a positive attitude and a deep commitment to staying longer (Islam et al., 2022). 
 	Castillo de Arteaga is a castle built in the 18th century and later became a luxury hotel. It is located in the city of Gautegiz Arteaga in Spain. The motel contains 13 rooms, all uniquely decorated from the others. The beaches are easily accessible on foot from the hotel's exterior areas, which are only a short distance away. The Castillo de Arteaga offers its visitors a lovely décor decorated with stone and wood panelling, and the hotel's cuisine is inspired by traditional recipes from the surrounding area (relaischateaux.com, 2021). This industry was struck hard by the Covid-19-caused slump. 
 	According to Cameron, and Marson, (2018), travel bans and advisories have highlighted the tourism and hospitality industries' vulnerability. As a result of Brexit's short-term market impact, the hospitality industry lost much employment due to legal changes. Nearly half of hospitality firms (45%) have reduced opening hours or capacity due to workforce difficulties (Kumodji, 2022). This has cost the industry £21 billion and the Exchequer £5 billion in tax income. The hotel industry is fast-paced and volatile, especially after Covid and Brexit (Kumodji, 2022).. Unresolved communication or interpersonal issues may lead to a toxic work environment. Better management is needed. The hospitality sector must always look for a solution to the challenge of a shifting workforce to ensure that it can maintain its skilled personnel. Given the importance placed on environmental and social responsibility in the hotel business, it is reasonable to assume that efforts of this kind have an abnormally high impact on HR procedures, particularly those that are concerned with the retention of workers. The hotel business can recruit and keep a staff that is both happy and devoted to its success by better managing employee issues and employment issues through sustainable HR. This allows the industry to attract and keep a workforce (Bibi, et al., 2018).
Literature review
Employee retention
 	Keeping staff members on board It is possible to describe "retention" as an organised effort to develop and improve an atmosphere that motivates workers to work while adopting policies and procedures that suit the employees' various demands (Singh, 2019). This is an example of what is meant by the term "retention." Employee retention is the fifth phase of the employee life cycle. Here is where you put in the effort to retain your best workers by making sure they are fulfilled in their work and have room to grow. The act of retaining employees, or pushing them to remain with the organisation for the longest amount of time possible, is referred to as employee retention (Kamalaveni, et al., 2019). A strategy through which firms maintain an efficient staff and meet operational objectives is what we mean when we talk about employee retention. It is a strategy for motivating employees to remain with the business indefinitely or to remain with the organisation until the completion of a specific project. According to Rombaut, and Guerry, (2020), human resources are an organised attempt to build and develop an environment that encourages employees by encouraging policies and practices that fulfil their varied needs. This environment should serve as a motivating factor for workers. According to research, the management of human resources is one of the most significant organisational activities that has a role in the retention of employees (Rombaut, and Guerry, (2020). Organisations that do not put enough emphasis on their human resources management stand a greater chance of seeing their skilled and trained workers leave for greener pastures, which results in them having to pay twice as much due to the inefficiency of their finances and operations Employees' total experience of working for a business is shaped by activities related to human resource management (Al Hijiri, 2020). These practices include compensation management, hiring and selection, training and advancement, performance appraisal and management, and benefits administration. Employee retention can be increased through human resource initiatives contributing to employee development and advancement.
Factors affecting retention in the hospitality industry
COvid 19
 	According to the UNWTO World Tourism Barometer for May 2020, which was compiled with a particular emphasis on the impact of COVID-19, the number of international tourists who visited different parts of the world in March 2020 decreased by 57%. This indicates a decrease of 67 million international tourist arrivals in the first three months of 2020 and a decrease of $80 million in revenue. 
SWOT
 	SWOT (Strengths, Weaknesses, Opportunities, and Dangers) analysis as a guide, the key threats posed by the pandemic can be stated as follows in the economic environment: The uncertain length of the pandemic (including resurgence) and vaccinatability of the disease have all contributed to a global recession, rising unemployment, the threat of a loss of jobs, the closure of business owners, primarily small and medium-sized enterprises (SMEs), a decrease in discretionary income, and a decrease in business and consumer confidence (Kim et al.,, 2020). However, it can also bring about several opportunities that must be taken into account, such as the need to rethink the business model, the impetus for advancement and digitalisation, the sustainability and sustainable way segments (rural, nature, and health), or the development of adaptation plans in locations and businesses. All these factors are important and must be considered. As a result, COVID-19 may help advance some of the SDGs included in the United Nations' 2030 Agenda (Kim et al., 2020). 
Pestle analysis 
 	In relation to political decision such as trade policies changes due to Brexit have affected the migrant worker’s policy for work, In a similar vein, visa limitations may affect the t business, making it harder and more expensive for British performers to tour Spain. Visa applications, a sponsorship certificate, and other paperwork, such as merchandise taxation applications and licenses, will now be required of migrants and their teams, including crew and goods vendors (French, 2018). As a result, hospitality companies will need to reevaluate their operational expenditures and contract terms.
 	So, it seems that a process of economic Factor like Brexit would have the reverse impact, possibly leading to less growth and export creation. Brexit poses a significant risk to Spain and its economy as a whole, especially to its tourism sector. When Spain joined the European Economic Community in 1986, British tourists gained the most weight, according to research published in 1990 by Burnett, and Johnston (2020), Britain's departure from the European Union may disproportionately negatively impact the number of Brits travelling to Spain. Workers arriving from EU nations in the future will be required to demonstrate their eligibility via a points-based immigration system. In the short run, businesses relying on EU nationals who do not meet the new working visa requirements will certainly confront a shortage of qualified workers. The key quality of personnel across the globe, including in the EU, is also crucial to the success of many multinational corporations (Gursoy and Chi. 2020). This is especially true of the entertainment, travel, maritime, and airline industries. 
	Under Covid 19, the social aspect refers to the absence of face-to-face interaction between workers. As a result, businesses are no longer restricted to a specific geographic area when seeking new staff. Hiring new employees and having them work remotely is now feasible thanks to the proliferation of IM and other productivity tools (chadee et al., 2021).
	Technology has made it simple for coworkers to share information. Thus, employees can be retain even in the situation of Covid 19, human resources can rapidly communicate with workers using electronic means. The staff can sign up for specialised messaging apps like WhatsApp and participate in internal group discussions (Newman and Ford, 2021). Human resources can always pick up the phone or meet with workers in person if this is not feasible. This, will help in better communication to employee in the time of distress. 
•	Industry examples and recommendation
 	An investigation into the techniques of human resource management at Castillo de Arteaga provided evidence that these methods help lower staff turnover rates. This case study reveals a promotion policy that emphasises open doors and expanded opportunities. These are what are known as unconventional programmes, and they are founded on principles including ethics, fairness, consistency, and care for others. In recent years, the economy has seen a fundamental transition as a direct result of economic crises (Sobaih, 2018). As a result of economic crises, firms are evaluated in light of global standards and best practices. 
 	As per Ubeda et al., (2018) the importance of people cannot be overstated in today's rapidly evolving and increasingly varied workforces, as well as in the modern composition of enterprises. Companies have come to the realisation that the motivation of their workforce is the key to excellent transfer because of the good impact that these changes have had on the success of their businesses. Due to the fact that the hospitality industry is dependent on its workforce to produce results, it is imperative that the business prioritise the implementation of human resource strategies such as assessment, continuous feedback, and continuous assistance, as well as sustainable growth. According to the findings of Papr et al., (2018), despite the fact that many businesses maintain employee performance records over time, they rarely use this information to do anything productive with it, such as forecast or manage staff turnover or improve employee motivation and happiness. 
 	It is essential, in order to keep good employees around, to provide them with opportunities for growth (through training, job enrichment, or a change in roles), as well as financial incentives for their efforts, in order to ensure that they remain with the company. When an employer acknowledges and appreciates the efforts of an employee and provides compensation for those efforts, the employee will have a greater personal stake in the success of the business (Narayanan et al., 2019). When companies allow their workers some degree of autonomy in their jobs and provide opportunities for advancement, they increase the likelihood that they will be able to keep their employees' trust over the course of time. When they believe their superiors trust them, workers are more committed to their jobs and more content in their lives as a whole (Chiat, and Panatik, 2019). Businesses and educational institutions are collaborating in order to cultivate the next. 
Recommendation and conclusion
 	The employees are more invested in staying at their current job in a timely fashion. The results of this study revealed that a positive work environment, growth possibilities, effective communication, and recruitment and selection methods are all important in maintaining a high retention rate and happy employees (Cuc et al., 2022). The practicality and adaptability of the proposed model also make it useful in the COVID-19 period. In the wake of COVID-19, the hotel industry faced a number of challenges, particularly for frontline personnel who interacted with customers and were responsible for both their safety and that of their clients (Filimonau et al., 2020) . In light of this unanticipated development, it can be difficult for businesses to keep these workers on staff, underscoring the importance of developing and implementing effective measures for employee retention. A number of internal and external factors were found to contribute to the hospitality industry's low retention rate. According to the reviewed literature, content employees are less inclined to look for new employment, while discontent workers are more likely to look elsewhere. Theories can be used to suggest a variety of retention techniques. But the hotel sector must prioritise updating its selection, and recruitment practices. Because of the dramatic decline in the number of foreign visitors to Spain due to Brexit, one short- to medium-term approach is to try to capitalise on local employees and create job satisfaction internally while maintaining limits on international movement (Garrido-Moreno et al., 2021). Given the circumstances, the Castillo de Arteaga would prioritise local employee forces above international forces, as has been the case in previous crises. Therefore, in the interim, public-private partnerships and government initiatives to boost the hospitable industry are essential. Because of the dramatic decline in the number of foreign visitors to Spain, one short- to medium-term approach is to try to capitalise on the local workforce while maintaining limits on international movement. Given the circumstances, the Spanish government would prioritise local tourism above international travel, as has been the case in previous crises (Nazarain et al., 2020). Therefore, in the interim, public-private partnerships and government initiatives to boost the tourism sector are essential.
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