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[bookmark: _Toc137467076]Introduction and Background
The Park Hotel in London, United Kingdom serves as the basis for this study since it is a medium-sized full-service hotel. The Park Hotel has been welcoming guests for decades, and its reputation for excellent service and a tasteful fusion of classic and modern design has earned it widespread acclaim. However, the hotel, like many others in the hospitality business, is experiencing difficulties, especially in the areas of worker recruitment and retention(Akbar and Tracogna, 2018).The Park Hotel has a serious problem with retention because of the high turnover rate among its employees, particularly in customer-facing professions like front desk and restaurant waiter. There are a number of causes for this issue. First, there is a severe lack of personnel, which has been made worse by the fallout of Brexit, which has drastically reduced the number of potential employees from the EU. Because of this problem, the surviving employees are working harder than ever, and the hotel is finding it increasingly difficult to maintain its stellar service image(ALOTAIBI, 2020).
Insufficient training is a major source of trouble at the Park Hotel. Despite its lengthy history, the hotel has failed to provide its staff with a comprehensive training and development programme. This deficiency has not only impacted service quality but also led to poor morale and work satisfaction among employees, all of which has contributed to the high turnover rate. Finally, management is another major difficulty. Some staff members have expressed frustration with management due to a lack of direction and communication from upper management. This condition is a major barrier to retaining talented workers. If the Park Hotel wants to maintain its high standards of service and positive image, it must find solutions to these problems. This study project will investigate these problems in depth, determining their origins and offering feasible remedies based on best business practises and the most recent findings(Lu and Tabari, 2019).
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[bookmark: _Toc137467078]Overview of Existing Research
The hotel sector has always been dynamic because it is so susceptible to external influences like societal and economic shifts and the development of cutting-edge technology. Numerous studies have shown that it has grown more difficult to find and retain talented workers in recent years. High staff turnover is a common problem in the hospitality business, according to studies. The poor salaries, long hours, insecurity of employment, and physical demands of the profession all play a role. In addition, many workers see these positions as temporary rather than long-term professions since there is little opportunity for advancement in these fields. According to studies, this view is a major contributor to the industry's high turnover rates(Alshawabkeh, Kharbat and Razmak, 2022).
According to studies, competition for talented workers has risen both inside and across businesses, making recruiting harder. Poor working conditions and a lack of opportunities for advancement have given the business a bad name, reducing its attraction to new workers. In addition, the trend towards digitalization and the growing need for tech-savvy professionals have thrown an additional wrench into the recruiting process. Several studies have also highlighted the problem of trying to retain experienced employees(Yu, Seo and Hyun, 2021). Keeping skilled workers on staff is essential to preserving the company's competitive edge in terms of service quality. However, it might be difficult to keep these workers on board owing to factors including low job satisfaction, low pay, and little prospects for professional development. These difficulties have a profound effect on the hospitality sector, impacting not just day-to-day operations but also the success and sustainability of enterprises. However, the findings of the present study suggest that these difficulties may be surmounted by implementing HR strategies that take into account the requirements of the company as well as the hopes and dreams of its workers(Brien, Thomas and Brown, 2017).
[bookmark: _Toc137467079]Impact of Current Affairs on Recruitment and Retention 
The hotel business is facing major issues as a direct result of Brexit, notably in terms of recruiting and retaining staff members. The freedom of movement throughout the EU was a major draw for potential workers in the hospitality business in the United Kingdom before Brexit. As a result, a significant percentage of those employees were from other EU nations. Nevertheless, as a direct result of Brexit, which put a stop to free migration, the pool of available candidates has drastically shrunk(Hameed, Nisar and Wu, 2021). The entry process into the United Kingdom has become more difficult for individuals with modest levels of education and experience, who are essential to the sector. This has resulted in a workforce deficit across the business, making it harder to maintain the previously established level of service. Additionally, as a result of the uncertainty surrounding Brexit, several EU citizens who were already working in the business decided to leave the UK, which made the retention issue much worse(Zientara and Zamojska, 2016).
The pandemic of the COVID-19 virus has caused widespread havoc in the hotel business all over the world, with serious repercussions for recruiting and retention. Many hotels were forced to temporarily shut their doors or operate at a reduced capacity as a result of the implementation of lockdowns, travel restrictions, and social distancing measures. This resulted in widespread employee layoffs and furloughs. Because of this, there was a considerable drop in the total number of people employed. Even while some companies have begun to make a comeback, the fear of more waves of infection and the consequent job instability make it difficult to recruit new workers and keep the ones who are already working for the company. In addition, many employees have left the hospitality business during the epidemic to work in other fields, which has led to a shortage of skilled workers in that sector(Rico et al., 2019).
The hotel business has additional difficulties in terms of recruiting and retention as a direct result of inflation. Employees look for better income as the cost of living continues to rise so that they can retain their current living standards. On the other hand, the hotel business, which has historically had low wages, often has trouble keeping up with these expectations. As a consequence of this, prospective recruits may be attracted to other businesses that provide greater salary, which might lead to difficulties in recruiting new employees(Yu, Seo and Hyun, 2021). Existing workers may have their actual wages eroded as a result of inflation, which may result in a loss in job satisfaction as well as an increased possibility of quitting the employment, thus making retention concerns even more difficult. In addition, if companies decide to raise salaries, they may run into problems with their profitability because to the narrow profit margins that are typical in their sector. This is particularly true in a situation in which the businesses are already coping with decreased sales as a result of causes such as the Covid-19 epidemic(Serra-Cantallops et al., 2017).
[bookmark: _Toc137467080]Analysis of Industry Practices
As a frontrunner in the hospitality business, Marriott International has the same recruiting and retention problems as its competitors. Marriott has been utilising online channels to find and recruit new employees, and the company has built a positive employer brand by emphasising its dedication to its workers' personal and professional development. Marriott also gives its employees with generous perks and a wide variety of chances to progress in their careers. Employee appreciation programs and other activities that foster a positive work environment that workers like working in are among the company's top priorities(Tajvidi and Karami, 2017).
Also taking major effort to address recruiting and retention concerns is InterContinental Hotels Group (IHG). IHG has a strong online recruiting system and works with hospitality colleges to find qualified applicants. Regarding staff retention, IHG has highlighted its dedication to employee development and welfare. Their 'IHG Academy' programme gives students at local schools the chance to study and grow in the hospitality industry. They also provide their staff with physical and mental health programs as part of a comprehensive wellness initiative(Nazarian, Atkinson and Foroudi, 2017).
Equally responsive to these issues is the Radisson Hotel Group. Radisson has made it a priority to build a solid employer brand that highlights the company's commitment to its workers. In order to recruit and keep the best employees, the firm offers a generous benefits package. They also provide their staff with several opportunities for professional development and advancement. In addition, Radisson has worked to improve its retention rates by creating a welcoming and secure environment for its employees(Mansour and Mohanna, 2017).
[bookmark: _Toc137467081]Potential Solutions and Recommendations
Several possible solutions exist to the recruiting and retention problems in the hotel business, many of which are based on the successful techniques utilised by industry leaders. The first step is to improve your employer brand by showing that you care about your workers' professional growth and happiness. This may increase interest from possible new hires and assist keep current employees in the hospitality business. As demonstrated with Marriott, increasing the usage of digital recruiting tactics may help reach a larger pool of prospective workers. Furthermore, offering attractive compensation and perks might aid in acquiring and retaining top people(Yadegaridehkordi et al., 2020). Like IHG and Radisson, you can keep your employees around by providing them with chances to learn and grow in their careers. The results suggest that the firm should put resources into developing an employer brand that highlights the importance it places on its employees' growth and satisfaction. To reach a bigger pool of qualified candidates, businesses can also use digital channels for recruiting. It would be advantageous to provide competitive benefits packages and to provide clear professional growth routes via ongoing training and development opportunities. Finally, it's important to foster a welcoming and supportive workplace culture in order to increase employee satisfaction and retention. If these suggestions are to help a company, they must be adapted to its unique situation and requirements (Yusoff et al., 2018).
[bookmark: _Toc137467082]Evaluation and Conclusion
Several major conclusions and suggestions have resulted from a comprehensive examination of the Park Hotel's existing difficulties in attracting and retaining staff. The hotel's first priority should be to fill the gap in its employees. The hotel might lessen the severity of the problem by looking into other methods of hiring. One way to do this is to provide internships and apprenticeships in conjunction with local institutions of higher education that focus on the hospitality industry. By investing in the hotel's future workforce, it can ensure a steady supply of talented workers who share the establishment's values. The Park Hotel would be wise to provide its employees with formalised training in areas such as customer service, communication, and problem resolution in addition to more technical topics. This will provide employees the assurance they need to do their duties effectively and satisfy consumers. Incentives to advance in their careers are another way to keep employees at the hotel for the long run. Improving administration practises should be a top priority. The management of the hotel should prioritise effective internal communication and leadership. When there are regular team meetings, open channels of communication, and chances for workers to express constructive feedback, an atmosphere of trust and collaboration may develop.
In addition, fostering a pleasant workplace is crucial to retaining both current and future staff members. The Park Hotel needs to encourage diversity, appreciation, and a healthy work-life balance. It is possible to create a more pleasant workplace by implementing employee appreciation programs, allowing flexible scheduling, and encouraging socialisation and teamwork. Finally, the hotel must put the health and happiness of its staff first. Providing competitive pay, health insurance, and emotional support programs are all ways to attract and retain top talent in the workplace. Wellness programs and stress management seminars are examples of hotel activities that show they care about their workers' mental health and fostering a good work-life balance. In conclusion, in order to improve recruitment and retention, the Park Hotel should prioritise resolving the difficulties of employee scarcity, lack of training, and bad management. To guarantee the delivery of exceptional service and keep its competitive edge in the hospitality industry, the hotel must implement strategies such as alternative recruitment methods, comprehensive training programs, effective leadership practises, and a supportive work environment. These tips will help the Park Hotel succeed and endure for the long haul.
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