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[bookmark: _Toc148385416]Introduction
The hotel sector is characterised by a dynamic environment whereby internal operations and external problems interact to influence the overall viability and performance of establishments. The Tower Hotel is well-acclaimed, and this study examines how external issues affect hiring and, more significantly, staff retention in this setting.

[bookmark: _Toc148385417]Background of the Tower Hotel
Situated in the centre of a busy metropolis, The Tower Hotel is a five-star hotel offering magnificent accommodations (Allen et al, 2010). It is well known for its luxurious setting, top-notch amenities, and delicious eating options. This hotel has a long history of providing unmatched client pleasure and has established a solid reputation for quality in the hospitality sector. It has a sizable staff, including various committed professionals essential to the hotel's success.

[bookmark: _Toc148385418]Current Challenges and the Theme of Retention
Like many hotels in the sector, The Tower Hotel has a distinct set of outside difficulties that significantly influence its operations (Williams and Taylor, 2018). These difficulties have an impact on hiring new workers, but they also seriously jeopardise the company's ability to retain its current personnel. Among the most urgent issues are:

1. Shortage of Staff: Staff shortages are a persistent problem in the hotel sector, often linked to seasonal variations, heightened competition for competent labour, and demographic shifts. In addition to increasing the need for recruiting efforts, these shortages directly affect staff retention since exhausted workers may look for more stable workplaces (Buchanan and Huczynski, 2019).

2. Insufficient Training: Maintaining personnel training and familiarity with the most recent trends and technologies in a dynamic business such as hospitality is critical. Employee discontent and lower retention rates might result from inadequate training programmes, as staff members may feel underappreciated or unprepared to satisfy guests (Terjesen et al, 2009).

3. Control Issues: Having a motivated and engaged workforce is largely dependent on effective leadership and management (Day et al, 2005). Ineffective management techniques may result in a hostile workplace, disengaged workers, and high turnover rates.

The goal of the proposed study is to thoroughly investigate how The Tower Hotel's recruiting and retention tactics are impacted by these external constraints, which include a lack of employees, poor training, and management problems. In order to ensure the ongoing success and competitive advantage of this prestigious establishment in the hospitality sector, this research aims to provide actionable recommendations to improve employee recruitment and retention through a thorough analysis of these issues and a review of pertinent industry examples and best practices.

[bookmark: _Toc148385419]Discussion/Literature Review:
This section will examine the corpus of research that has been done on the subject of staff retention in the hotel business, as well as the ways that outside influences have influenced retention tactics. We will also look at how modern problems like Brexit, the COVID-19 epidemic, inflation, the state of the economy, and the wave of worldwide retirements have influenced retention and what steps may be taken to address the issue.

[bookmark: _Toc148385420]External Factors Impacting Retention:
Brexit: The decision by the United Kingdom to withdraw from the European Union, also known as Brexit, has significantly affected the job market (Tarique and Schuler, 2010). Changes in immigration laws and labour constraints after Brexit may affect hiring and employee retention for hotels like the Tower Hotel, which often depends on international staff. Work permits, visas, and the capacity to draw in and keep international talent have become major obstacles.

COVID-19 Pandemic: The COVID-19 pandemic caused unprecedented disruptions to the worldwide hospitality sector. Lockdowns, travel bans, and health issues caused a lot of layoffs and furloughs in the hotel industry. Retention was harmed for the remaining workers due to increased stress, uncertainty, and health hazards. Retention strategies are further complicated by the fact that additional possibilities for workers were offered by the pandemic's spike in remote employment (Dumay and Rooney, 2011).

Inflation and Economic Situation: Increasing living expenses may have a negative impact on employee engagement and happiness. These reasons include inflation and economic instability. The Tower Hotel may find it difficult to retain workers if the cost of living rises because they may look for higher-paying jobs. This is especially true for entry-level and lower-wage professions(Shonhe, 2017).

Global Retirement Tide: The ageing workforce, also known as the "global retirement tide," presents two challenges. Retention efforts may be impacted when seasoned workers reach retirement age because of knowledge loss and experience gaps caused by their departure(Endsley and Garland, 2009). Furthermore, workers' demands and expectations for benefits and work schedules may change as they age.

[bookmark: _Toc148385421]Potential Solutions:
1. Work-Life Balance and Employee Benefits: Hotels like The Tower may improve employee retention by providing competitive benefits, including flexible work schedules, health insurance, and retirement plans. Initiatives for work-life balance, such as remote work choices and flexible scheduling, may improve workplace appeal (North, 2012).

2. Career Development and Training: Offering chances for professional advancement and skill development may aid in keeping staff members on board. Putting money into mentoring and training initiatives may show a company's dedication to its workers' progress and lower attrition (Epstein and Buhovac, 2014).

3. Employee Recognition and Rewards: Employee morale and retention may be increased by recognising and appreciating their efforts and accomplishments. Programmes for employees of the month, bonuses, and other incentives are examples of this.

4. Strong Management and Leadership: Retaining employees depends on efficient management. Hotels need to provide an environment of deference, open communication, and assistance. Resolving management concerns might help lessen the hostile work situations that often cause employee turnover(Nankervis et al, 2022).

[bookmark: _Toc148385422]Retention Rates:
Retention rate analysis and monitoring are essential. The Tower Hotel can see patterns and decide on recruiting and retention tactics by monitoring statistics on staff turnover.

[bookmark: _Toc148385423]Industry Examples:
Well-known hotel groups like Marriott, IHG, and Radisson have put these techniques into practice to deal with outside challenges:

Marriott: In an effort to increase employee retention, Marriott started the "Path to Growth" programme, which focuses on perks, career growth, and training(Epstein and Roy, 2001).

IHG: IHG launched "Room to Grow," a program designed to provide training and development opportunities, leading to professional and personal improvementand improving employee retention.(Lu et al, 2005)

Radisson: In order to keep talent on board, especially in light of the widespread retirement trend, Radisson has introduced flexible work schedules and recognition initiatives.

The Tower Hotel may learn how top hotels improve their staff retention methods and respond to external obstacles from these industry examples.

[bookmark: _Toc148385424]PESTLE Analysis:

Political Factors:
Brexit: The hotel's capacity to recruit and retain foreign talent may be affected by the changing immigration rules and work permit requirements arising from Brexit.
Government Regulations: Human resources practises and retention tactics may be impacted by labour laws, health and safety standards, and other employment-related policies enacted by the government.




Economic Factors:
Inflation:Increasing living expenses might lead to increasing salary expectations from staff, which can impact the hotel's profitability and retention efforts(Furnham and Taylor, 2004).
Economic Uncertainty: Increased job insecurity due to economic downturns or unpredictable financial situations may have a negative impact on employee retention as workers look for more secure employment elsewhere.

Sociocultural Factors:
Work-life balance Expectations: The modern workforce recognises the need for a healthy work-life balance. How effectively the hotel meets these needs, for example, by providing opportunities to work remotely, might impact retention(Hughes and Rog, 2008).
Inclusion and Diversity: Employees are more likely to be happy and stay with a company if they feel welcome. A more pleasant workplace encourages and supports diversity.


Technological Factors:
Digital Transformation: The use of technology in hotel management might have an impact on staff. Digital tool training is crucial for long-term success(Garwe, 2010).
Remote Employment: After the COVID-19 epidemic, remote work became more popular, making it a retention factor.

Environmental Factors:
Sustainability Practices: Sustainability is becoming essential to hotel customers; thus, establishments like The Tower may need to invest more time and energy into developing eco-friendly policies and procedures(Hayes et al, 2006).

Legal Considerations:
Labour Laws: Satisfaction on the part of workers and the legality of operations are affected by adherence to labour rules.


[bookmark: _Toc148385425]SWOT Analysis:
Strength: 
The Tower Hotel has a well-deserved reputation for opulence and hospitality quality, making it a desirable workplace location(Gordon, 2008).
The hotel provides chances for staff members to further their education and expertise.
Competitive benefits packages and an encouraging work environment might help keep employees around.

Weaknesses: 
Reliance on Multinational Workforce, whereby rules pertaining to Brexit may impact the company's reliance on foreign workers(Garwe, 2010).
Problems in Management: Employees may feel unsafe due to rumours of inadequate management.Inflation and unstable economic circumstances threaten the hotel's bottom line and threaten guest loyalty.


Opportunities: 
The hotel may use technology to its advantage in staff training and flexible working arrangements by adapting to technological advances.Adopting inclusive practices may boost retention and delight visitors.

Threats:
New immigration and work permit rules after Brexit might make attracting and retaining workers from other countries harder.
Consequences of the COVID-19 epidemic: Employees may become less committed to their jobs as a result of the continued consequences of the epidemic (Day et al, 2005).
The hotel has difficulty keeping good employees because of the increasingly competitive labour market(North, 2012)t.
Uncertainty in the job market and increasing prices for necessities may have a negative effect on morale and turnover rates.


[bookmark: _Toc148385426]Evaluation & Conclusion:
The study has looked at the important topic of staff retention within the five-star The Tower Hotel context. The report hasexamined how external factors, such as the global retirement wave, COVID-19, Brexit, inflation, and economic circumstances, affect retention. Here, it provides an overview of key conclusions and suggestions that might assist the Tower Hotel in successfully addressing these issues.

[bookmark: _Toc148385427]Key Findings:
According to our study, the hotel business is exposed to a dynamic external environment that includes Brexit restrictions, the COVID-19 pandemic's lasting effects, inflation, unstable economic conditions, and shifting workforce demographics that impact staff retention. Moreover, internal variables recognised as hurdles to successful retention include economic risks, managerial problems, and dependence on an international workforce(Tarique and Schuler, 2010).

[bookmark: _Toc148385428]Implications:
· In order to keep access to foreign talent, The Tower Hotel has to proactively adjust to post-Brexit labour restrictions, ensuring that immigration laws and work permits are followed.

· The COVID-19 pandemic's aftereffects emphasise how crucial it is to have adaptable work schedules and strict health and safety procedures in place in order to manage health issues and create a safer working environment(Epstein and Buhovac, 2014).

· In order to maintain competitiveness in the changing labour market, reevaluating benefit plans and compensation packages is necessary due to economic issues such as inflation and economic instability.

· The changing demographics of the workforce and the retirement wave highlight the necessity for succession planning and knowledge transfer techniques to lessen the effect of experienced workers departing.

[bookmark: _Toc148385429]Recommendations:
It is recommendedthatThe Tower Hotel takes into account the following tactics to improve staff retention:

Adjustment to Regulations Following Brexit: The hotel should remain compliant by keeping up with changes in labour and immigration laws. Legal advice or HR knowledge in negotiating these restrictions could be needed (Endsley and Garland, 2009).

 Adaptable Work Schedules: Building on the lessons acquired during the epidemic, the hotel should keep providing remote work choices and flexible scheduling to meet the evolving needs of its staff.

Competitive packages of benefits and compensation: To stay competitive and satisfy the demands of its workers, the hotel should periodically assess and modify its benefits and pay packages in response to economic concerns(Terjesen et al, 2009).

Diversity and Inclusion Initiatives: Strive to foster an inclusive and diverse workplace by actively embracing staff members from a range of backgrounds. This promotes peace and inclusion.

Succession Planning: Create a thorough strategy for the transfer of duties and expertise as seasoned employees get closer to retirement. The institutional memory of the hotel will be preserved in this way(Allen et al, 2010).

In conclusion, The Tower Hotel's staff retention methods are impacted by a number of external obstacles. However, by implementing these suggestions, the hotel may overcome these obstacles and create a culture that encourages long-term retention, guaranteeing its ongoing prosperity and competitiveness in the hospitality sector. These tactics will help the hotel overcome its present problems and set itself up for future success in terms of resilience and adaptability.
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