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[bookmark: _Toc128408445]Introduction
The Ritz-Carlton is a collection of luxurious hotels with more than 100 properties spread over 30 nations. With a focus on giving visitors unforgettable experiences, the brand is renowned for offering outstanding service and amenities. The Ritz-Carlton is renowned for its excellent levels of service, which are attained by putting all staff through an intensive training programme (Solnet et al., 2010). The company's training programme aims to foster a feeling of pride in workers and assist them in recognising how crucial their contribution to providing great service is. 
The Ritz-Carlton is one of the most prosperous hotel brands in the world due to its emphasis on training and development. Retention is one of the current issues The Ritz-Carlton is dealing with. Retention is the ability of a business to keep its staff for a considerable amount of time. As a result of the loss of institutional knowledge and additional training costs, high turnover rates can be expensive for businesses (Ramlall, 2003). In the hospitality business, where staff members are essential to giving guests excellent service, retention is especially crucial.
Retention in a hotel can be affected by a number of things. Lack of staff is one of the most important factors. Insufficient staffing in a hotel can cause employees to feel overworked and underappreciated, which can result in burnout and a desire to leave the organisation (Tongchaiprasit and Ariyabuddhiphongs, 2016). Lack of training is another element that may have an impact on retention. Employee turnover may occur if they don't feel sufficiently trained to accomplish their job obligations because they may grow frustrated and disengaged. Another important element that can have an impact on retention is poor management. Employees may grow disengaged and decide to leave the organisation if they believe their bosses are unresponsive or unsupportive (Heikkeri, 2010). 
The proposed project will investigate the issues of retention at The Ritz-Carlton, with an emphasis on figuring out what influences retention and coming up with solutions. The project will involve holding focus groups and staff surveys to get feedback on management procedures, training programmes, and the working environment. The study's findings will be applied to the creation of suggestions for enhancing retention at The Ritz-Carlton.
[bookmark: _Toc128408446]Discussion
Numerous researchers have conducted research on this topic. In the hospitality business, which is renowned for having high turnover rates, several studies have investigated the elements that affect retention. Many elements, such as work satisfaction, organisational culture, leadership, and training and development initiatives, have been identified in these studies as having an impact on retention.
Job satisfaction was found to be a major predictor of retention in the hotel business by Jiang et al. (2012). The study's researchers determined that programmes for training and development had a favourable relationship with work satisfaction and retention that programmes for training and development had a favourable relationship with work satisfaction and retention. Similar findings were made by Huang (2020), who discovered that organisational commitment and work satisfaction were important indicators of employee retention in the hotel sector. A positive workplace climate and lower turnover rates, according to the study, are both influenced by leadership.
In the hotel business, organisational culture was a significant factor in employee retention, according to Kim and Lee (2019). According to the study, hotel establishments with robust organisational cultures were better able to draw in and keep staff members than those with weak cultures. The study also discovered that strong organisational cultures might be developed through effective leadership. In addition to these elements, various studies have investigated how compensation and perks affect employee retention in the hospitality sector. According to Jung and Yoon (2019), job satisfaction and retention in the hotel business were favourably correlated with pay and benefits. The research also discovered that training and development initiatives played a significant role in raising the perceived value of pay and benefits.
The hotel business has been significantly impacted by Brexit, especially in terms of hiring. Generally, the sector has depended on migrant labour to fill jobs that require less education and training, such as cleaning and food service. The amount of EU workers entering the UK, however, has significantly decreased since the Brexit vote, creating a staffing crisis at many hotels (BBC News, 2019). Due to the difficulty of hiring new employees and the increased competition for available positions, turnover rates have grown.
The Covid-19 pandemic has had a significant impact on the hotel industry, especially with regard to retention. Due to declining demand, several hotels had to furlough or lay off personnel, which created a great deal of uncertainty and job instability for those still working there (The Caterer, 2021). Hotels now have a harder time keeping employees, especially those who are highly skilled or have access to alternative employment possibilities. The hotel industry's hiring and employee retention have both been impacted by inflation. Increased costs for employers, such as higher wages and benefits, might make it harder for hotels to recruit and retain personnel (Ducharme, 2022). Increased turnover rates and challenges finding new employees may result from this, particularly in markets for employment that are extremely competitive.
Hotels have had to change their retention and recruitment tactics in relation to these difficulties. For instance, some hotels have raised salaries and perks to entice and keep employees, while others have concentrated on offering more opportunities for training and professional growth to boost job satisfaction and lower turnover. In order to overcome recruitment issues, several hotels have also looked to alternate sources of labour, such as automation and remote work (Hospitality Net, 2021).
 There are a number of potential solutions to the hotel industry's problems with recruitment and retention. To enhance job happiness and boost retention, one way is to give employees greater possibilities for training and development (Hotality, 2021). Offering competitive pay and benefits is another way to recruit and keep employees (Hospitality Net, 2021). In order to overcome recruitment difficulties, several hotels have also looked to alternate labour sources like automation and remote work (Hospitality Net, 2021).
Marriott International is one company that has used these strategies by implementing the "Pathways to Independence" programme to give staff members options for training and career advancement (Hess et al., 2002). The Thriving Hilton initiative has been implemented by Hilton Worldwide to give staff members access to chances for training and development as well as support for their financial and emotional wellness (Levy et al., 2011). For employees to have remote work options and the flexibility to work from home or other locations, Accor has established a programme called Accor Local (Prasad, 2014). Overall, increasing possibilities for training and development, giving competitive pay and benefits, and looking into alternative sources of labour are potential solutions to the hotel industry's problems with hiring and retaining staff (Walsh and Taylor, 2007).
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[bookmark: _Toc128408448]Political factors
[bookmark: _Toc128408449]Government policy and regulatory changes may have an impact on how well staff are hired and kept in the hotel business (Logar, 2010). Foreign labour limitations imposed by the government have the potential to cause worker shortages and have a detrimental impact on retention rates.
Economic factors
[bookmark: _Toc128408450]Retention rates in the hotel sector may be impacted by economic fluctuations. Hotel staffing reductions and benefit reductions during economic downturns can result in unsatisfactory work environments and high employee turnover rates (Yang et al., 2012). Moreover, rising living expenses and financial stress on workers can raise expectations for pay and benefits. These effects are brought on by inflation.
Social factors 
Retention rates can be impacted by social variables like modifications in cultural values and conventions (Putnick and Bornstein, 2016). For instance, the need for improved work-life balance and flexible work hours may rise, and hotels that do not provide these perks may have trouble retaining staff.
[bookmark: _Toc128408451]Technological factors 
The hotel sector can benefit from improved recruitment and retention methods because of technological improvements (Hughes and Rog, 2008). Using automated recruitment technologies, for instance, can speed up the hiring process and lower worker turnover rates. Technology that enables remote work also gives employees the option of working from home, which boosts job satisfaction and lowers turnover.
[bookmark: _Toc128408452]Legal factors
Retention rates in the hotel business can be considerably impacted by employment rules and regulations. Labor rules that safeguard employees' rights, such as those governing the minimum wage and equal employment opportunities, must be complied with by employers. The hotel's reputation could be damaged, and its retention rates could be impacted by legal action if these regulations are broken (Nadiri and Tanova, 2010).
[bookmark: _Toc128408453]Environmental factors
Employee recruitment and retention may be impacted by environmental variables like natural catastrophes or climate change. For instance, high turnover rates in hotels may be a result of employee worries about safety in places that are prone to natural disasters (Jabareen, 2013).
[bookmark: _Toc128408454]SWOT Analysis
[bookmark: _Toc128408455]Strengths 
Hotels with high employee retention rates benefit from a steady staff, which can lower the cost of hiring and training new employees. Customer happiness and productivity can both increase as a result of increased employee retention (Davidson et al., 2010).
[bookmark: _Toc128408456]Weaknesses
High worker turnover costs, decreased productivity, and lower customer satisfaction can be caused by poor retention rates. High staff turnover rates can also result in inconsistent service quality, which can harm the hotel's reputation (Briggs et al., 2007).
[bookmark: _Toc128408457]Opportunities
By offering a pleasant working environment, competitive pay and benefits, and chances for professional progression, hotels may increase employee retention rates. Hotels can also make technology investments to speed up the hiring and training procedures, which will increase retention rates (Gu et al., 2009).
[bookmark: _Toc128408458]Threats
Retention rates in the hotel sector might suffer from external factors such as economic downturns, changes in governmental regulations, and natural disasters. Increased labour market rivalry can also lead to higher employee turnover rates and more challenging hiring processes (Das and Baruah, 2013).
[bookmark: _Toc128408459]Evaluation and Conclusion
Due to factors like Brexit, COVID-19, and inflation, the hotel business is experiencing considerable difficulties with recruiting and retention (Kumodji, 2022). These difficulties are leading to staffing shortages and high turnover rates, which could have a negative effect on customer satisfaction and overall company success. Hence, it is important that hotels address these issues and create workable solutions. There are several potential solutions to the recruitment and retention issues that have been identified because of research in the hospitality sector. More possibilities for employee training and development could be one option.  Offering chances for professional growth and career advancement can also boost employee engagement and loyalty (Kular et al., (2008).
Offering competitive compensation and benefits to recruit and keep employees is another option. Since the hotel sector has often paid low wages, it can be difficult to find and keep talented staff. To differentiate a hotel from its rivals and boost hiring and retention rates, it might provide competitive salary and compensation packages. Hotels can improve employee engagement and loyalty, which will lower turnover rates and enhance guest experiences, by offering additional training and development opportunities (Costen and Salazar, 2011). Providing competitive pay and benefits can aid in luring in and keeping exceptional workers, which can improve business performance. Also, looking into alternative labour options like automation and remote work might aid in overcoming recruitment difficulties and enhancing employee happiness. 
It is essential for hotels to design and implement efficient recruitment and retention strategies that take into account the current issues the industry is facing. This may entail making investments in programmes for training and development, providing benefits that are competitively priced, and looking into non-traditional sources of employment. Hotels should also concentrate on fostering a supportive workplace culture that encourages employee engagement and happiness. Hotels may increase their hiring and retention rates by putting these strategies into practise, which can enhance both company success and the entire visitor experience (Han, 2015).
In conclusion, the hotel sector faces substantial difficulties in retaining employees due to a variety of factors. Additionally, hotels may address these issues and boost their hiring and retention rates by putting into practise practical solutions like creating additional possibilities for training and development, delivering competitive compensation and benefits, and investigating other sources of labour. Hotels must put employee happiness and engagement first in order to foster a supportive workplace culture that encourages loyalty and lowers turnover rates. 
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