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[bookmark: _Toc137324864]Introduction and Background
Travelodge is a privately owned company that operates in the hospitality sector across the United Kingdom, Ireland, and Spain. Known as Travelodge, it holds the title of being the largest independent hotel brand in the UK with over 570 no-frills service hotels scattered throughout the country (Travelodge UK, 2023). Its reputation is built on providing comfortable and affordable accommodation for travellers, business people, and families alike (Travelodge UK, 2023). However, the author focuses specifically on Travelodge in Luton as the case for this research proposal. Luton is a city known for full of a diverse cultural background and as a booming commercial center in the UK which offers various opportunities for Travelodge as well as some challenges. By gaining more insights in the context of Luton for Travelodge, it is possible to identify some unique recruitment and employee retention issues faced by the hotel in this specific location. 
Moreover, despite its success, Travelodge UK faces several challenges that require strategic attention in today's ever-changing business environment. The hospitality industry has been hit hard by the COVID-19 pandemic, causing significant disruptions to operations and financial resources (Ntounis et al., 2021), and Luton is not immune to such disruptions as already a profound impact has been found in this locality. Brexit has also brought about major challenges such as labour shortages due to changes in free movement rules and increased operational costs (Burnett & Johnston, 2020). These factors have contributed to economic instability like inflation, which has further complicated matters for Travelodge and other hotels in Luton.
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Figure 1: Travelodge in Luton
Employee retention is one of the most pressing issues facing Travelodge in Luton at present. The hospitality industry in this city already struggles with high employee turnover rates, which have been exacerbated by current challenges (Marinakou & Giousmpasoglou, 2019). Retaining competent and committed staff is crucial for ensuring sustainable operations and delivering excellent customer service (Johnston et al., 2012). Several factors could be impacting retention at Travelodge in Luton, including staff shortages leading to burnout and job dissatisfaction; inadequate training that restricts career growth; and instances of poor management practices. By addressing these concerns head-on through targeted solutions aimed at enhancing employee retention rates, Travelodge in Luton can build resilience amid ongoing industry challenges. This proposal aims to explore these issues further by developing evidence-based recommendations that will help optimise human resource practices at Travelodge in Luton. 
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[bookmark: _Toc137324866]Effects of Current Affairs on Recruitment and Retention
The hospitality industry, specifically Travelodge in Luton, has been significantly affected by current events such as Brexit, the COVID-19 pandemic, and inflation. These external factors have caused turbulence in recruitment and retention practices within the industry.
Brexit's implications have caused a seismic shift in the UK's hospitality sector, with Travelodge in Luton being no exception. The overlal UK industry previously relied heavily on EU workers who constituted approximately 12.3% of the workforce (Burnett and Johnson, 2020). Since the end of free movement, there has been reduced access to this vital demographic resulting in a labour shortage that has put pressure on existing staff leading to burnout and job dissatisfaction which negatively impacts retention (Niedermayr, 2022). 
The COVID-19 pandemic has had a devastating impact on the global hospitality industry with mandatory lockdowns and travel restrictions causing mass redundancies and furloughs in hotels including Travelodge in Luton. The pandemic's unpredictable nature has made forecasting business operations challenging leading to uncertainty among employees which directly affects employee retention (Ntounis et al., 2021). Furthermore, stringent health and safety protocols have added new criteria for recruitment while reducing occupancy rates has decreased demand for certain roles while increasing demand for others such as housekeeping due to increased sanitation standards (Sharma et al., 2021).
Inflation rates rising in the UK have further compounded challenges faced by hotels such as Travelodge and other hotels in Luton, with increased operational costs putting financial pressure on businesses leading to less budget available for competitive salaries and benefits which are key to attracting and retaining employees (Polat and Sevil, 2022). Additionally, wage dissatisfaction can arise if salaries do not adjust accordingly leading to employee dissatisfaction affecting their decision to stay with the company hence impacting retention (Michael and Fotiadis, 2022).
These external factors present complex challenges for human resource management at Travelodge in Luton requiring them to find a balance between maintaining operational viability while ensuring employee satisfaction amidst turbulent times.
[bookmark: _Toc137324867]Review of Relevant Literature and Research
The hospitality industry has long been plagued with recruitment and retention issues that have prompted numerous research studies to explore the matter. These studies have yielded valuable insights that can be applied to Travelodge in Luton's case.
One recurring theme in the literature is the relationship between employee engagement, satisfaction, and retention. Marchington et al. (2016) stated that a satisfied and engaged workforce is crucial for maintaining high retention rates. They posit that factors such as a positive work environment, development opportunities, and competitive remuneration packages significantly influence an employee's decision to stay with a company. Besides this, effective leadership and management practices also play a critical role in retention. Armstrong and Taylor (2020) argue that strong leadership practices, including supportive supervision, regular feedback, and fair treatment, contribute to higher employee retention rates. These findings are consistent with concerns raised at Travelodge in Luton regarding management practices.
In terms of recruitment efforts, employer branding has emerged as an increasingly important factor in attracting talent. In a competitive labour market, organizations need to differentiate themselves by communicating an attractive organizational culture and values (Itam et al., 2020).
Research specifically focused on COVID-19 suggests that organizations should prioritize employee well-being initiatives along with flexible work arrangements during crises to retain staff (Aldridge, 2023). Similarly, Kuppuswamy (2022) suggests creative compensation strategies should be adopted during inflationary times.
Overall it is clear that  complex internal & external factors affecting recruitment & retention in the hospitality industry which requires proactive HR strategies like effective leadership practices; employer branding; adaptability in the face of external disruptions etc. These insights provide a solid foundation for examining Travelodge in Luton's specific context and proposing targeted solutions.
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The current recruitment and retention challenges in the hospitality industry have prompted several prominent hotel chains to adopt innovative strategies. These examples provide valuable lessons that Travelodge in Luton can learn from.
Marriott International responded to the labour shortage following Brexit by investing in local talent development. In the UK, they launched the 'World of Opportunity initiative, which includes apprenticeships, internships, and management training programs aimed at attracting and developing local talent (Selin, 2022). This approach not only addresses the recruitment challenge but also improves retention by providing clear career progression pathways. Their strategy is a perfect example of how innovation can help solve workforce challenges (Selin, 2022).
Intercontinental Hotels Group (IHG) has placed a strong emphasis on employee well-being during the COVID-19 pandemic. They implemented flexible working policies and provided mental health support for their employees. IHG also communicated transparently about the company's situation and plans, fostering a sense of security and belonging among employees that is crucial for retention in uncertain times (Song, 2023). 
The Radisson Hotel Group's commitment to employee well-being serves as a testament to how companies can balance their business objectives while prioritizing their employees' welfare. Despite facing inflation and cost-cutting pressures, the company managed to retain its staff by implementing creative compensation strategies. Apart from offering competitive salaries, the hotel group provides non-monetary incentives like discounted hotel stays, meal allowances, and recognition programs that enhance employee satisfaction (Nitin et al., 2023). These benefits are a prime example of how organizations can inspire their workforce even with limited financial resources.
In the hospitality industry of Luton, there are some notable efforts are being seen as local hotels are tackling the difficulties of recruiting and retaining employees in effective ways. One example worth mentioning here is the outstanding initiative taken by Hilton Luton (Portes, 2022). The company have established a smart alliance with nearby hospitality schools and colleges while offering students of the relevant organisations some opportunities to gain hands-on training and internships in their hotel. This partnership provided budding professionals with practical experience at the same time established a talent pool for Hilton Luton, guaranteeing a consistent influx of skilled individuals.
These instances demonstrate that despite the prevailing recruitment and retention challenges in the hospitality industry, specifically in Luton, innovative methods that cater to employee needs can help hotels navigate these concerns with ease. By prioritizing staff welfare through various perks and benefits, companies can foster an engaged and motivated workforce while achieving their business goals.
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The hospitality industry is a challenging one, and Travelodge in Luton is no exception. The hotel in this city are currently grappling with the intricate and diverse problems of recruitment and retention. Nevertheless, there are a variety of potential solutions that could be employed to effectively tackle these issues. 
One potential solution to consider for Travelodge in Luton is the approach successfully implemented by Marriott, which involved investing more in employee development. In Luton, for example, Hilton Luton and other local hotels have established comprehensive training programs in collaboration with nearby hospitality schools and colleges. Such programs offer students hands-on training opportunities and internship programs (Song, 2023). Taking inspiration from these, Travelodge UK in Luton can also start similar initiatives to cultivate a strong sense of loyalty and commitment among its employees at the same time simultaneously attracting local talent. Such an approach has the potential to elevate the workforce by producing more skilled and dedicated workers (Inman, 2017).
Another solution lies in prioritizing employee well-being amidst the ongoing pandemic-induced stress and uncertainties. The International Hotel Group (IHG) provides an excellent model for this by offering flexible working arrangements, mental health support initiatives, and transparent communication about company plans (Song, 2023). By adopting similar strategies, Travelodge in Luton can create a supportive work environment that prioritizes its employees' mental and physical health while boosting staff morale and retention.
Creative compensation strategies can also be employed to address inflation-related challenges. For example, Radisson has successfully offered non-monetary benefits such as discounted hotel stays, meal allowances, and recognition programs as part of its compensation package (Nitin et al., 2023). These benefits add value to the package while improving employee satisfaction and retention by showing appreciation for their contributions (Johnston et al., 2012).
Finally, improving leadership and management practices can greatly enhance retention rates at Travelodge in Luton. Adequate training for managers should be provided alongside regular feedback sessions with employees institutionalized to ensure fair treatment of employees in an empathetic manner that promotes growth within an inclusive workplace culture (Torrington et al., 2020).
In conclusion, prioritizing proactive employee-centric approaches is key to mitigating recruitment and retention challenges faced by Travelodge in Luton during these turbulent times successfully. Despite external environmental turbulence caused by the ongoing pandemic crisis or other factors like inflation rates etc., valuing employees' needs remains crucial for navigating through these adversities effectively.
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The analysis conducted on Travelodge in Luton has revealed some significant findings. External challenges such as Brexit, the COVID-19 pandemic, and inflation have created considerable obstacles in the hospitality industry's effective recruitment and retention. These challenges have further complicated the human resource landscape, which has already inherent issues.
Due to Brexit, there is a labour shortage because of the cessation of free movement. This has made recruitment more challenging and expensive (Burnett and Johnston, 2020). The COVID-19 pandemic has disrupted business operations and caused uncertainties around job security, negatively impacting employee retention (Ntounis et al., 2021). Inflation has led to increased operational costs and wage dissatisfaction, further affecting both recruitment and retention (Michael and Fotiadis, 2022).
These findings have implications that cannot be ignored for Travelodge in Luton. If these challenges are not addressed, they could lead to high turnover rates, low employee morale, and declining service quality at the hotel negatively impacting its reputation and financial performance.
Based on these findings, several recommendations are proposed:
· Invest in Employee Development: Implement training programs and apprenticeships to attract local talent while addressing labour shortages due to Brexit. Provide clear career progression pathways to foster employee loyalty.
· Prioritize Employee Wellbeing: Develop a robust employee wellbeing program providing support through ongoing uncertainties like mental health support, and flexible working arrangements.
· Implement Creative Compensation Strategies: Consider non-monetary benefits like discounted hotel stays or meal allowances to counteract inflation's effects.
· Improve Management Practices: Address concerns over management by providing regular feedback sessions while ensuring fair treatment of employees at Travelodge in Luton.
· Benchmark Successful Practices: Learn from industry examples like Marriott or IHG who have successfully navigated similar challenges in the hospitality industry in Luton.

In conclusion, while these current challenges are formidable for Travelodge in Luton; however with proactive human resource management strategies such as investing in employee development programs or prioritizing employee well-being can help navigate these turbulent times leading to a strong workforce committed towards Travelodge in Luton's success.
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