2

[image: Heartfelt hospitality and a ten out of ten London location at The Dilly -  FACT Magazine]
RESEARCH PROJECT PROPOSAL

IS THE EXTERNAL CHALLENGE A GOOD OR A BAD?

ANALYSE THE IMPACTS OF THE EXTERNAL ENVIRONMENT ON EMPLOYEE RECRUITMENT AND RETENTION

Student Name: Rifat Jahan 
Student ID: 2211255
Lecturer’s Name: Helen Lee
Course ID: BMIH5005
Date: 05/11/2023


Table of Contents
INTRODUCTION AND BACKGROUND	3
External Challenges	3
External Factors (PESTLE)	3
SWOT Analysis	4
Strengths:	4
Weaknesses:	4
Opportunities:	4
Threats:	5
Retention Rates	5
Industry Examples	5
DISCUSSION/LITERATURE	7
Impact of External Factors on Employee Recruitment and Retention	7
Current Affairs and their Impact on Retention	8
Potential Solutions and Industry Examples	10
EVALUATION AND CONCLUSION	12
Main Findings	12
Implications and Recommendations	12
REFERENCES	14



[bookmark: _Toc149265565]INTRODUCTION AND BACKGROUND
The Dilly is a renowned hotel in the heart of a big metropolis. This hotel has a long history of offering its visitors with outstanding service and luxurious accommodations. However, The Dilly, like many other hotels in the sector, has a number of external issues that have a substantial impact on staff recruitment and retention. The purpose of this study is to investigate the implications of these issues on the hotel’s capacity to attract and retain personnel, with an emphasis on retention concerns.
[bookmark: _Toc149265566]External Challenges
1. Artificial Intelligence (AI): With the emergence of Artificial Intelligence (AI) in the hotel sector, various functions that were formerly done by human personnel have been automated (Liu-Lastres, Wen and Huang, 2023). This includes self-service check-in and check-out, chatbots for client service and even AI-powered housekeeping robots. While AI can improve operational efficiency, it also poses a risk to job security and may result in job displacement, reducing staff recruiting. The threat of job redundancy may diminish the appeal and retention rates of hotel positions.
2. Retirement Tide: With many long-serving staff nearing retirement, the hospitality sector, especially The Dilly, is undergoing a huge demographic transition. This ‘retirement wave’ creates difficulties in hiring and keeping a younger, more competent workforce (King et al., 2021). The retirement of experienced staff might result in a knowledge gap, making it critical for The Dilly to have strong retention initiatives in place.

[bookmark: _Toc149265567]External Factors (PESTLE)
· Political: Government regulations concerning labour laws and immigration, such as work permits for foreign employees, can have an influence on employee recruitment (Frye et al., 2020).
· Economic: Economic downturns can have an impact on recruiting by reducing hiring budgets, but economic prosperity might result in significant turnover as employees seek better-paying jobs (Xie et al., 2020).
· Sociocultural: Changing social views about work-life balance, diversity and inclusion can have an impact on hiring and retention practises (Vetráková, Šimočková and Pompurová, 2019).
· Technological: Technological improvements, like as AI, can have an influence on how hotels recruit and retain personnel (Cheng and Kao, 2022).
· Environmental: Growing environmental awareness has resulted in a need for sustainable practises, influencing recruiting in jobs connected to sustainability and conservation (Pekerşen and Tugay, 2020).
· Legal: Compliance with labour laws and regulations can have an influence on recruiting, particularly when it comes to employee rights and perks (Haldorai et al., 2019).
[bookmark: _Toc149265568]SWOT Analysis
[bookmark: _Toc149265569]Strengths:
· The Dilly’s strong brand and reputation may attract top talent.
· A track record of staff training and development initiatives (Islam et al., 2022).
[bookmark: _Toc149265570]Weaknesses:
· Potential challenges with AI technology adaptation (Liu-Lastres, Wen and Huang, 2023).
· The difficulty of keeping experienced employees owing to retirement.
[bookmark: _Toc149265571]Opportunities:
· The possibility of leveraging AI to improve visitor services.
· Attracting a diverse staff in order to improve visitor experiences (Akgunduz and Gürel, 2019).
[bookmark: _Toc149265572]Threats:
· There is intense competition for talent in the hotel sector.
· The possible loss of personal touch in customer service as a result of technological advancements (Norbu and Wetprasit, 2021).
[bookmark: _Toc149265573]Retention Rates
To evaluate retention rates, The Dilly must execute the following critical retention strategies: 
· Competitive remuneration packages.
· Programmes for employee recognition and awards.
· Opportunities for professional development and advancement.
· A positive work environment with a focus on employee well-being (Alom, Patwary and Khan, 2019).
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Hotels such as Marriott, IHG and Radisson have responded to external issues by investing in artificial intelligence (AI) for operational efficiency, providing advanced training to staff to work alongside AI and promoting diversity and inclusion to attract a larger talent pool (Mohsin, Brochado and Rodrigues, 2023).



[bookmark: _Toc149265575]DISCUSSION/LITERATURE
[bookmark: _Toc149265576]Impact of External Factors on Employee Recruitment and Retention
Numerous studies have been conducted to investigate the impact of external influences on employee recruiting and retention tactics. Key aspects such as technology improvements, demographic transitions and economic situations have been highlighted by researchers like Manoharan, Madera and Singal, (2021) as having a substantial impact on labour dynamics.
1. Technological Advancements and AI:
The integration of AI and automation has emerged as a significant component affecting staff recruiting and retention strategies across different businesses, including the hospitality sector, in today’s quickly expanding technology world. According to Mohsin, Brochado and Rodrigues, (2023), as AI systems take over regular jobs, human employees’ roles and duties are being redefined. This paradigm shift needs a reconsideration of the recruiting criteria. Employers are increasingly looking for applicants that not only have the conventional skills required for their positions, but also have higher-level problem-solving talents and technical competency (Liu-Lastres, Wen and Huang, 2023). This change illustrates the industry’s reaction to technology’s disruptive influence on job functions. It also emphasises the significance of offering continual training and development opportunities to current workers in order to provide them with the skills required to succeed in this technologically sophisticated environment.
2. Demographic Trends and Retirement Tide:
Organisations are confronted with the essential challenge of adopting effective succession planning methods when a significant share of experienced personnel approach retirement (Deri, Zaazie and Bazaanah, 2021). This procedure entails identifying individuals inside the organisation who have a high potential for leadership roles. To guarantee a smooth transfer of information and skills, these personnel must be trained and given chances for skill development and mentorship. Such proactive succession planning not only protects against possible knowledge gaps, but also fosters an organisational culture of continual learning and progress (Manoharan, Madera and Singal, 2021). Furthermore, it may boost staff morale and motivation by providing clear avenues for promotion and recognition inside the firm.
3. Economic Conditions and Workforce Dynamics:
The economic conditions of a certain market or area have a significant impact on labour dynamics. According to Liu-Lastres, Wen and Huang, (2023), during periods of economic expansion, there is increased job market mobility as people seek prospects for professional progression and higher pay. This increased mobility presents a recruiting and retention dilemma for organisations. Companies must address this by providing competitive remuneration packages and creating a conducive work environment that encourages a sense of belonging and professional fulfilment (Xie et al., 2020). During economic downturns, on the other hand, organisations may encounter financial restrictions that limit their capacity to employ fresh personnel. In such cases, they must concentrate on increasing existing employees’ productivity and performance through focused training and development activities. This highlights the need of organisations being adaptable in their approach to workforce management, modifying their tactics in response to current economic situations.
External influences have a varied and dynamic impact on staff recruitment and retention. Technological developments, demographic transformations and economic situations all influence how organisations recruit and retain top people. Businesses may position themselves to not only weather the challenges provided by a quickly changing environment, but also to prosper in it, by understanding and responding to these external factors (Haldorai et al., 2019). This necessitates a proactive and forward-thinking approach to talent management that recognises the interdependence of internal and external practises.
[bookmark: _Toc149265577]Current Affairs and their Impact on Retention
1. Brexit:
Apart from the issues of worker mobility and talent acquisition, Brexit has forced hotels in the United Kingdom to reconsider their recruiting tactics (Frye et al., 2020). To offset any disruptions caused by changes in immigration regulations, they are increasingly focused on localised recruitment activities. This transition has resulted in a renewed emphasis on investing in local talent training and development programmes, ensuring they have the essential skills and abilities to flourish in the hospitality sector. In addition, hotels are seeking collaborations with educational institutions to provide customised training programmes that correspond with industry demands, therefore increasing the pool of competent local applicants.
2. Covid-19 Pandemic:
As the Covid-19 pandemic reverberates across the hospitality sector, hotels are realising the value of staff well-being in the retention equation (Cheng and Kao, 2022). In addition to providing flexible work options, several forward-thinking hotels have created full wellness programmes that include both physical and mental health care. These programmes attempt to reduce employee stress and uncertainty during this difficult time by establishing a feeling of belonging and stability among the workforce. Furthermore, providing possibilities for upskilling, such as online training modules and certificates, not only provides employees with new abilities, but also indicates a commitment to their professional growth and development.
3. Inflation and Economic Situation:
Hotels are using creative approaches to solve wage stagnation issues in response to rising inflation rates and economic instability (Pekerşen and Tugay, 2020). To give employees with extra financial incentives, several businesses have implemented performance-based bonuses and profit-sharing plans. Furthermore, providing cost-of-living increases based on inflation rates guarantees that employees’ buying power is protected. Furthermore, hotels are expanding their financial wellness tools, giving staff access to professional advice on budgeting, saving and investing techniques, therefore increasing their financial security and satisfaction with their work.
4. Global Retirement Tide:
The demographic change towards an ageing workforce confronts hotels with both difficulties and possibilities. Some hotels are creating mentoring programmes to enable knowledge transfer from experienced personnel to younger, up-and-coming talent in order to handle this transition more effectively (Haldorai et al., 2019). These programmes not only maintain institutional knowledge but also foster an organisational culture of constant learning and development. In addition, hotels may learn from industries such as healthcare, which have successfully handled comparable demographic upheavals. 
The ever-changing political backdrop has profound consequences for staff retention tactics in the hospitality business. Hotels may position themselves as employers of choice by adjusting to the obstacles posed by Brexit, the Covid-19 epidemic, economic swings and the global retirement tide (Islam et al., 2022). Hotels can not only withstand the storm of external causes, but also thrive in an ever-changing environment, thanks to creative methods to recruiting, localised talent development and a persistent dedication to employee well-being.
[bookmark: _Toc149265578]Potential Solutions and Industry Examples
1. Technological Proficiency Programs:
Hotels may create thorough training programmes to combat the effect of AI and automation. For example, Hilton Hotels has launched the “Hospitality Elevated” project, which aims to improve staff’ technology abilities so that they can successfully interact with AI systems (Liu-Lastres, Wen and Huang, 2023).
2. Flexible Work Arrangements:
Hotels can provide flexible work arrangements in response to external variables such as Covid-19 and economic situations. Marriott International, for example, launched the “Work Anywhere” programme, which gives workers the choice of working remotely or on-site (Islam et al., 2022).
3. Competitive Benefits Packages:
Hotels may improve their benefit packages to combat the effects of inflation and economic concerns. By providing comprehensive wellness programmes, including mental health services and flexible benefit alternatives, Radisson Hotel Group has set a precedent (King et al., 2021).
The external environment has a significant impact on staff recruiting and retention methods. Hotels must adapt and deploy specialised solutions in response to technology improvements, demographic shifts and current events such as Brexit and the Covid-19 outbreak. Hotels like the Sunset Oasis Resort can overcome these hurdles and emerge as employers of choice in the competitive hospitality sector by drawing inspiration from industry leaders.


[bookmark: _Toc149265579]EVALUATION AND CONCLUSION
We studied the significant impacts of the external environment, such as Artificial Intelligence (AI) and the Retirement Tide, on staff recruitment and retention at The Dilly Hotel through our research proposal. The findings emphasise critical elements that must be addressed in order to sustain a competitive advantage in the hospitality business.
[bookmark: _Toc149265580]Main Findings
1. AI Integration: Adopting AI in certain activities is critical for operational efficiency. A balanced approach, however, is required to guarantee that the personal touch in visitor encounters is not sacrificed. Employee training programmes that educate them to work alongside AI are critical.
2. Retirement Tide: The Dilly must undertake succession planning measures as many experienced staff prepare to retire. expertise transfer and mentoring programmes will be critical to ensuring a seamless transition and the preservation of institutional expertise.
3. Retention Strategies: Attractive salaries, reward programmes and opportunity for advancement are critical in keeping qualified staff. It is also critical to develop a supportive work culture that fosters employee well-being.
[bookmark: _Toc149265581]Implications and Recommendations
1. AI Integration Framework: Create a thorough AI integration strategy that identifies areas for automation, defines training programmes and develops criteria for balancing technology and human engagement.
2. Succession Planning: Implement a systematic succession planning programme that identifies and mentors high-potential workers and provides them with training and guidance.
3. Retention Initiatives: Improve retention efforts by aligning remuneration packages with industry norms, implementing employee appreciation programmes and establishing clear career growth routes.
4. Cultural Emphasis on Well-being: Provide wellness programmes, flexible work options and mental health assistance to foster a culture that prioritises employee well-being.
5. Diversity and Inclusion Initiatives: Actively promote diversity and inclusion in the workplace in order to recruit a larger talent pool and create a more inclusive work environment.
6. Continuous Monitoring and Adaptation: Assess the success of adopted methods on a regular basis and change them as needed to handle changing external problems.
In conclusion, by strategically employing AI, establishing solid retention tactics and embracing a culture of continuous improvement, The Dilly Hotel has the capacity to survive in the face of external adversities. The Dilly can position itself as an employer of choice in the competitive hospitality market by prioritising the well-being and advancement of its workers.
This study project serves as a road map for The Dilly to manage the volatile external environment and provide a solid basis for long-term development and success.
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