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[bookmark: _Toc120350255]Introduction and Background
The hospitality industry of the United Kingdom faces different types of problems because it is that political address on the emergencies of over 19 basically impacted the employee retention process. The decisions on the different political attributes directly harm the hotel industry because they depend heavily on the tourists visiting from various areas and who need temporary accommodations. Taxation in the hotel business also plays a crucial role and the Government of the United Kingdom basically allows the hotel industries to focus on the taxation-related attributes that eventually affected the oral financial health of the company that are interconnected with employee retention challenges. The inflation rate in the United Kingdom is high that eventually come up as a huge problem that is interconnected with the unemployment attributes and economic instability directly impacting the hotel businesses in the United Kingdom. The different social factors also affected the employee retention process because it is in that the hospital industry needs talented and skilled employees but the low-level skulls on the social people do not allow the organization to get the proper set of employees with effective job skills.  On the other hand, it has been seen that technological factors also come up as a huge problem that affects the employee retention process in the hospital industry because there are different employees who do not have the wider knowledge based on the areas of using social media and different artificial intelligence technology affected their work-related performances. This proposal is going to focus on the different types of external factors that are affecting the internal factors of the hospital to the industry as well as will also focus on the effects on the employee retention process.
[bookmark: _Toc120350256]External factors affecting internal factors
There are mainly six types of external factors that affect the company's internal factors such as political factors (Zhang et al., 2019). The revenue and profitability of any hotel are mainly affected by the policies of the government. Because of government policies, the buying habits of consumers and international trade law as well as the economy are affected. Therefore, each company has to abide by their political regulation. Moreover, the regulation can affect the services which are managed, and exported as well as the services which are offered in sectors. The food-offering sectors have to follow the policies of the government regarding health guidelines. The political factors of the government not only affect the hospitality sector but also affected the operation guidelines in the digital platform in the last few years. The government is also facing the antitrust issue on how data is stored, used and shared. Because of political factors, the big hospitality industry such as Mandarin and Premier Inn sells services online (Blanck, 2020). For the company, it can be a threat because if the policies of the government change that can affect the company and its growth.
On the other hand, there are also economic factors which are also affecting the external factors of the organization (Xie et al., 2020). Because people save money in order to buy services according to their needs and desires. People spend a minimum of money on buying food while the rest of their money is spent on unpaid bills. Therefore, if the economy is poor then people would prefer to spend less money. On the other hand, if the economy is strong, people would prefer to spend more money. Therefore, it can be a weakness for the company in its sales because if the economy decreases the sales of the company will also decrease.
Social factors are one of the most significant factors that affect the internal factors of the hospitality industry (Van der Heijden et al., 2020). People prefer to buy products and Social factors are also a strong external factor for the company because it allows people to do market research to identify buying trends in order to buy desired services for the consumer. These factors can be a weakness because in the social factor customers have many choices from where they can buy their desired services. The ever-changing consumer buying friends also restrict the company from focusing on the specific service of rings which also brings out different types of problems for the hospitality industry (Bridger, 2022).
Technology factors are also an effective external factor for the hospitality industry. It allows companies to reach their customers worldwide through the internet. On the other hand, customers are also benefiting from technology to buy services through the internet. It is one of the most significant opportunities for the company to reach their audience worldwide with the help of the internet (Tran et al., 2022)
Environmental factors are also important external factors for the hospitality industry. It is important for all hospitality sectors to have environmental requirements for the safety of the employee as well as for the consumer (Sivathanu and Pillai, 2018). The different organizations in the hospital industry are also facing different types of problems. The hotels contact measures to decrease food water and energy wastage and it can come up as a strength for the organization if they meet the energy requirements and environmental factors which are going to be helpful for the management of different environmental policies to get a better reputation (Cattermole, 2019)
The complex legal factors of the United Kingdom also come up as a threat to the hospitality industry because it is in hospitality managers should focus on the food and safety act as well as the organization structure and legal frameworks for paying various wages for different employees and need to be focused. The emerging legal factor sometimes comes up as a huge problem for the hospital industry that comes up as a threat to them (Fortier et al., 2019)
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The effect covid in the hospitality industry affected employee retention in many ways. Because of the covid policies, the impact on the hospitality industry is large such as the lockdown protocol. During the covid employee were not able to go to the office. Therefore, companies have to face many challenges such as offering employees to do their work from home. Many employees have not required resources and technology to do their job from their homes. Therefore, many companies provide resources such as internet connection to do their work from home.
In the United Nations hospitality companies have to face many challenges in employee retention. It was difficult for HR in the hospitality industry to recruit employees for businesses. In the time of Brexit, there were many challenges faced by many agencies in the hospitality industry (Heslin et al., 2020). The study related to the Brexit plan has explained clearly that only 11% of the employees said about the Brexit plan in their organization. The Brexit attribute basically restricted the different hospital organizations to source different raw materials from overseas which also come up as a huge problem for the management of employees and the training process that eventually increases the employee retention process (Singh, 2019).  
It is difficult to attract staff and employees when inflation is high. Therefore, it is important for the hospitality industry to best pay their employees in order to keep their employees motivated and satisfied. It is one of the most significant aspects for the hospitality industry to raise their pay for the employee when the inflation rate increases. It will assist the employees to have financial support for their financial worries. Employees get satisfied when they feel their peers are also making the same amount as their peers are making (Islam et al., 2022). It is essential for companies to pay a fair amount to their employees for their job satisfaction. On the other hand, if the peers of the employees are paid more than them. Then, it would be difficult for the employee to be satisfied with their job (Schwartz et al., 2019).
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There are many strategies and solutions for the hospitality industry for employee retention such as providing employees with perks and benefits package that is competitive, feeling supported as well as having satisfaction with company value. In order to retain employees, it is essential to understand why employees leave. There are mainly a few reasons such as not having a better work-life balance for the employees. Unhappiness and management are also important factors that make employees leave companies (Itam et al., 2020). Therefore, it is significant to create a better workplace for the employee to work happily with satisfaction. Some employees with high-demand job skills would not wait for a long time to find a new job. Onboarding and orientation is also significant aspect for hospitality companies to teach employees not just about the job as well as about the company's culture such as how the company works also about the company's product. Moreover, mentorship programs are also a key aspect of employee retention. In the mentorship program, new employees can learn from experienced employees (Rana and Sharma, 2019). On the other hand, it's essential for hospitality companies to pay their employee's competitive compensation that can evaluate and adjust the salaries of employees regularly. If the companies are not able to raise employees' salaries. Then, it is important for the companies to pay some other kind of compassion to their employees such as bonuses.  Additionally, it is also necessary for companies to provide health care benefits and retirement plans that can raise the employee's job satisfaction. It would also help the organization with employee retention (Jabagi et al., 2019). There are some other effective strategies such as perks, wellness offerings, communication as well as continuous feedback on performance. On the other hand training and development are also significant aspects of employee retention. Recognition and reward systems are also effective ways to make employees feel appreciated for the work that they are doing (Pellegrini et al., 2018). 
Work-life balance is also a significant aspect for the employees to have time for their lifestyle and better well-being. The discussions also understand that the employee life cycle model can help the hospital industry to focus on the employee life cycle to attract each and every talented employee for the hospitality industry (Lee et al., 2019). The recruitment attributes of the hospital tree industry are needed to be maintained for managing the candidate experiences as well as it is also seen that onboarding proceed yours always allow the employees to get a warm welcome to each and every employee which is very important for the employees to feel valued while working in the company (Johnson and Pike, 2018). The hospital industry should focus on the attributes of rewarding their employees for the management of their mindsets to return the employees as well as it is also seen that the attributes on development and separations are also important where the employees get the opportunity to focus on the learning and development approach is that can prosper their professional career set as well as it is also helpful for separating the onboarding procedure which is very helpful for managing the onboarding related induction strategies to communicate with the employees about their different need that is needed to be maintained for the management of employee life cycle (Kucherov et al., 2019).
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From the above discussion, it can be concluded that different actions and factors are affecting the hospitality industry. On the other hand, it also scenes that the lack of flexibility also come up as a huge as well as the lack of recognition also come up as a huge disadvantage. Moreover, the hospitality industry should focus on the different types of strategies that are going to be helpful for managing the minimum growth opportunities, it is also seen that the students and seasonal workers can be useful for the management of employee retention. The hospitality industry should focus on effective communication attributes that are very important for the management of encouragement as well as it is also helpful for focusing on personal development attributes. The chosen organization should focus on the attributes of recognizing and following the stars with the help of better revolving facilities that are important for the management of employee retention within the hospitality business.
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