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What are the current challenges that the industry is facing that is affecting employee recruitment and retention? 
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[bookmark: _Toc126960280]Introduction 
The hospitality industry is widely connected with various categories of fields such as hotels, lodging, restaurants, food and drink services, bars, event planning, tourism agencies, travel and tourism and theme parks (Gelbman, 2021). The hospitality industry is one of the ancient businesses that goes way back to innkeepers and taverns in ancient times. Hospitality management is also considered to be a wider field of career that offers various opportunities for a progressive career path both nationally and internationally. A graduate with a hospitality degree can become managers in various departments and choose a specialization in one or many areas. It is been studied that due to new concepts and innovation, there will be continuous growth and evolvement in the trends and technology of the said industry across the globe. The hospitality industry of the UK region is known to mainly showcase the region’s leisure business along with hotels, restaurants and pubs that produced approximately 4% of the UK’s GDP. There are over 25% fast food outlets in the English region.
[bookmark: _Toc126960281]Research aims: 
The main aim of the research is to analyze the challenges and external factors that impact the hospitality industry's recruitment and employee retention process. 
[bookmark: _Toc126960282]Research objectives: 
· To evaluate the challenges in the process of employee recruitment. 
· To analyze the challenges in the employee retention process. 
· To develop an understanding of the external factors’ impacts on the recruitment process. 
· To develop an understanding of the external factors’ impacts on the employee retention process. 
[bookmark: _Toc126960283]Research questions: 
· How does COVID-19 impact the hospitality industry's employee retention and recruitment process? 
· What are the impacts of Brexit on the employee retention and recruitment process in the hospitality industry? 
· What are the challenges of the employee retention and recruitment process in the hospitality industry? 
· How do the challenges in the hospitality industry on the employee retention and recruitment process? 
[bookmark: _Toc126960284]Background 
Employee recruitment is the procedure of hiring, attracting, interviewing, sourcing d screening the right employees for the business (Daniali et al., 2022). It imitates when the hiring manager raises a job advert for backfill or a new role until a new hire has been on board. Whereas employee retention is the ability of a business to retain its employees and ensure the sustainability of the staff. Employee retention can be represented by a simple rate for instant 80% of the retention rate mainly indicated the business has kept 80% of its staff in a given period of time. In both the process, external factors along with internal factors impact the retention and hiring process in the hospitality industry. External factors such as COVID-19, industry economic recession, and Brexit affect the procedures immensely. 



[bookmark: _Toc126960285]Literature Review 
It is been studied by Ghani et al.,(2022) that individuals are a crucial resource in the process of gaining competitive advantage and thus any industry business implicates various policies and processes to retain the existing talented employees for a longer period. Thus, employee retention is emerging as one of the key factors for the orgnisation success along with the decrease of unnecessary expenses and enhancement of staff capabilities and motivation. Retaining employees is been identified to be a major challenge in the current environment mainly in the hospitality industry. It is a continuous faction that is impacted by the issue of retention and shifting of the workforce in an evolving innovation and development process. It has been argued that the hospitality industry's social and environmental activities influence the HR department's remaining employee recruitment and retention process. If organizations do not focus on HR activities, they are most likely to lose their skilled employees which can turn the negative impacts of operational ineffectiveness into an account of financials. According to Pirrolas and Correia (2022), human resources practices that influence employee development and growth enhance employee retention. It also assists in reducing turnover, improves employees’ performances and increases productivity. Although this industry continues to try to marinate proper staffing levels, the challenges to retaining the staff are considered the main challenges regarding employment opportunities in the hospitality industry. In today’s world, the hospitality industry is facing a rise in consumer numbers and expectations. Keeping skilled employees committed to producing effective and quality customer services have become the need of the hour. Poor retention rate and strategies to retain talent and maintains it in the said industry negatively influence employee relation and the hiring process in the industry. 
According to Murray and Holmes, (2021), creating and managing a reliable work atmosphere in the hospitality industry where the demand for aptitude is continuously rising, however, the supply of the same in the world has been impacted by COVID-19. The need to retain the workforce has influenced the industry to unpack the core factors of staff commitment to retail talent requirements. Talent management is one of the aspects that has changed drastically in the past few years and is been considered a strategic human resource stargazes. It is been studied that the work perception has shifted due to the growing concern of the said pandemic. The expectation of the employees is over flexibility, transparency, safety and well-being as well as innovative technology which rise a challenge for the human resource to main its talent and retain the existing employees. Financial losses and the closure of the business have resulted in several employees quitting jobs and getting laid off by the business at a higher rate. Due to restrictions of the pandemic, the hospitality industry has faced a shortage of employees. The situation of employees quitting and businesses laying off employees has noes seem to be improving in the said industry. As a result, it is been revealed that hospitality employees are reluctant to return to work due to the wider opportunity and [endemic impact on their perspective. COVID-19 has impacted the employee perspective towards flexible, hybrid and work-from-home policies. These policies and perceptions have led to issues in retaining and hiring new employees in the hospitality industry as they cannot offer hybrid or work-from-home policies. Covid-19 has changed the necessity for the employee in becoming accustomed to the working space and meeting with colleagues and clients which is virtual. 
The study by Cuc et al., (2022), has studied that the impact of the Padme is negative on the employee segment of the organisation due to the perfection of jobs’ inability. Staff with low levels of job employment, dedication and enthusiasm are slightly more interested leaving the job and the rise of unstable jobs due to the pandemic is the main contributor to reducing workplace engagement. Employee turnover has been a challenge for the hospitality industry who is traditionally concerned with excellent customer service to their customers. According to Zhong et al., (2021), global hospitality companies are continuously facing employee shortages in both emerging and developing regions. The turnover of employees has become a challenging issue in managing the continuous demons of the said sector. Moreover, COVID-19 posed crucial issues in staff recruitment and retention focusing on the hospitality’s employee turnover intentions during the crisis. Movie the hospitality employee may depart due to the viewpoint of an insecure environment due to various pandemic operations situations. Thus, understanding the causes of staff turnover is challenging in the hospitality industry during the COVID-19 pandemic is problematic. There is a link between turnover intention and actual turnover rate and is majorly seen in voluntary turnover. Due to the rise of the COVID-19 pandemic, the change in the operation of the hospitality industry is studied to change where the balance between skilled and smart workforce is been impacted. Due to the sense of fear, a large aspect of the workforce is been identified as domestic mass immigration whereas the majority of the front-line workforce ate the hospitality business has moved to the native areas. Due to the pandemic, the temporary workforce will be the first to reduce and the aftermath of this will be a hard press on the permanent workforce in the hospitality industry through cost-cutting. This can result in a large workforce changing the industry and shifting to job opportunities with wider cash flow. This will severally affect the talent pool and cannot be recovered until the reinforcement by the staff and the industry s confidence. 
According to Dustily and Roy, (2022), In the implication of Brexit in the year 2016, the profession was opposed to the location due to financial reasons. However, the regulatory issues and is expected to be settled for years. With the hit of the pandemic in the year 2022 the consequence of Brexit on the hospitality industry is not pleasing. The hospitality industry is facing major issues regarding restaurants and pubs as a quarter of their employee the pandemic will not return. The death of the hesitation workforce across the UK region is rising desperately to fill vacancies s Until the partial closing of the business due to the pandemic. Recruiters and employers are collaborating to retain the workforce but due to the implication of the Brexit policy the drain of the workforce in the European market is been seen. Around 30% of the hospitality workforce across the said region have come before the Brexit implication but in the difficulties, 28% and fewer are working in the hospitality industry for a year. The industry has raised £5m to assist in training recruits and alternative employment to home during the lockdown. But even with such coordination the impact of COVID along with Brexit has cites exacerbated the issue of shortage in the workforce in the said industry. 
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From the above discussion, it is been evaluated that the hospitality industry is currently facing issues such as a high staff turnover rate along with struggles to retain and attract employees due to low pay, non-guaranteed working hours and limited career development opportunity. But with the implication of a well-structured employee retention strategy businesses such as Premier Inn can improve retention rates and reduce the cost them is been required for recruitment. Offering experience job stations is one of the crucial factors that are been reported to once productivity and reduce stress. This productivity and stress-free workforce contribute positive and supportive working environment and improves customer retention. Employee retention is the responsibility of the managers of Premier Inn. Investing time in developing relationships with the workforce will enhance loyalty and develop a happier team that will benefit the business immensely. Employee satisfaction is not more obvious in comparison to customer-facing roles and the hospitality business is required to pay attention to their staff to gain effective outcomes. Some of the strategies that are proven effective for retaining employees are as follows; 
· Onboard effectively: Effective and positive onboarding experiences can assist in retaining the best employee from the offset. Effective onboarding procedures will offer the staff plenty of information about the business and their roles within the cognition. It is also an effective idea to offer them a point of contact to show them how things are around the business. Supporting them to connect with their colleagues socially to enhance their sense of attachment and belonging to the workplace can help in retaining the employee effectively. 
· Developing an understanding of why the workforce is leaving: BY developing an understanding of the issues and reason behind the staff leaving will help in implicating an effective solution. Identification of the reason behind staff leaving can be gained through employee surveys, evaluation of HR data and undertaking exit interviews of the staff that resigned.
· Training the workforce: By developing a training programme for the workforce can help in enhancing their productivity in the orgnisation along with employee satisfaction. Initiating cross-department or training sessions will help the employee in understanding other roles and step up in times of crisis. This strategy will also help in enhancing communication across the working environment. The more effective the trains of the workforce the more confined the workforce will be and gain the ability to assist the customer effectively. 
· 
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