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Introduction

Numerous obstacles significantly impact the performance of hotels due to the dynamic nature and intense competition of the hospitality industry. To ensure the hotel's and its workforce's success, I, the HR Manager, must comprehend and address these challenges. 

In response to the request of the General Manager, this research proposal seeks to provide a comprehensive analysis of the obstacles affecting employee recruitment and retention in a hotel, as well as viable solutions to overcome these obstacles.

The hotel selected for this research proposal is the magnificent beachfront Grand Riviera Resort, a popular tourist destination. The Grand Riviera Resort has established itself as a prominent destination for leisure and business travellers (Jones, 2020). 

It is renowned for its world-class amenities, breathtaking views, and exceptional service. Nevertheless, despite its extraordinary success, the hotel encounters significant obstacles that hinder its ability to attract and retain talented employees.

The history of the Grand Riviera Resort provides insight into the recruitment and retention implications of the hotel's unique challenges. In recent years, the hotel has experienced a high employee turnover rate, which makes it challenging to retain a competent and committed workforce (Brown, 2018). These factors can hurt the hotel's overall performance and reputation due to the need for qualified staff.

Multiple factors contribute to the Grand Riviera Resort's recruitment and retention difficulties. Local labour market competition for experienced hospitality professionals is one of the most pressing issues. 

The shortage of qualified candidates has made it increasingly difficult for the hotel to attract and retain top talent (Smith, 2019). In addition, the hotel's remote location complicates recruitment and retention efforts, particularly for positions requiring specialised skills and knowledge (Johnson, 2021).

The impact of external factors must be addressed when analysing the challenges, the Grand Riviera Resort encounters. The recent global COVID-19 pandemic has significantly impacted the entire hospitality industry, including the Grand Riviera Resort. 

Significant operational disruptions and financial strain have been caused by travel restrictions, health and safety concerns, and decreased demand (White, 2020). These external factors further complicate recruitment and retention efforts, as prospective employees may be reluctant to work in an industry susceptible to unpredictable crises (Brown, 2018).























Discussion/Literature

In the discussion and literature section, we will examine the extant research on the challenges of employee recruitment and retention in the hospitality industry conducted by other scholars and researchers. This section will provide a comprehensive topic overview, including background information and previous studies' findings. 

Previous Research on Employee Recruitment and Retention:
Numerous studies have investigated the hospitality industry's difficulties in attracting and retaining exceptional employees. For example, Smith (2019) conducted a comprehensive literature review and identified common issues such as high turnover rates, talent shortages, and limited opportunities for career advancement. 

Impact of Current Affairs on Recruitment and Retention:

· Brexit: Brexit's uncertainty has impacted recruitment and retention in the hospitality industry (Bain, 2020).

· Covid-19: The global pandemic has caused extensive layoffs and business closures in the hospitality sector (OECD, 2021). 

· Inflation: By influencing employee compensation and benefits, inflationary pressures can affect employee recruitment and retention (Bamberger, 2020). 

Potential Solutions and Industry Examples:
Several prospective solutions can be considered to address the difficulties of employee recruitment and retention:

a. Enhancing Employee Benefits: Competitive salaries, health benefits, and incentives can help retain staff. Marriott International provides health insurance, retirement plans, and employee discounts (Marriott International, 2022).

b. Career Development Opportunities: Training, mentorship, and career paths can boost employee happiness and retention. IHG's "Grow" programme provides career development for workers (IHG, 2022).

c. Flexible Work Arrangements: Flexibility, remote work, and work-life balance can boost employee retention. Flexible work arrangements and employee well-being programmes encourage work-life balance at Radisson Hotel Group (2022).

By implementing these solutions, hotels can address recruitment and retention challenges effectively. 


Research Areas and Justification

This research proposal aims to investigate specific areas relating to the Grand Riviera Resort's recruitment and retention challenges. The following research areas have been identified based on their relevance to addressing these challenges and their potential to yield valuable insights.

1. Workforce Shortage and Skill Gap Analysis:
Hospitality's human resources deficit and skill gap should be examined, especially in the local labour market. Johnson (2021) stresses that effective recruitment and retention methods require knowledge of skilled professional availability and skill gaps. This research will examine the workforce shortfall and identify market capabilities by interviewing and surveying current and past employees and analysing industry data (Smith, 2019).

2. Recruitment Strategies and Practices:
This research project evaluates the Grand Riviera Resort's recruitment strategies and practices to attract and retain talent. This research will discover hotel-specific recruitment techniques by comparing industry best practices and assessing hospitality recruitment literature (Jones, 2020). 


3. Employee Retention Programs and Practices:
The Grand Riviera Resort must examine its employee retention programmes to reduce turnover. This research will determine whether these programmes improve employee satisfaction, engagement, and loyalty by surveying and interviewing current and former employees (White, 2020). A comparative study with industry-leading retention methods and related academic studies will reveal best practices and areas for development (Johnson, 2021).

4. Organisational Culture and Leadership Impact:
Leadership and culture affect employee hiring and retention. This study examines the Grand Riviera Resort's organisational culture and staff values. This research will examine how leadership styles, communication practises, and employee engagement initiatives affect retention rates by surveying and interviewing employees at various levels (Smith, 2019). This research project seeks to solve these issues and improve the hotel's recruitment and retention by performing empirical research, analysing industry data, and drawing from existing literature (Brown, 2018).


Pestle Analysis

Pestle's study will examine external factors that may affect Grand Riviera Resort's company performance and personnel recruitment and retention. Examined are:

1. Political Factors:
This investigation will examine the hospitality industry's political landscape and government policies. The hotel's potential to attract and retain staff will be assessed based on labour regulations, immigration rules, taxation policies, and political stability (Smith, 2019).

2. Economic Factors:
Economic growth, inflation, exchange rates, and consumer spending will be evaluated as they affect the hotel industry. Understanding the economy will help uncover recruiting and retention issues like compensation expectations, benefits, and job stability (Jones, 2020).

3. Sociocultural Factors:
Analyse how sociocultural variables affect the hotel sector and its workers. Demographics, social views, cultural variety, and lifestyle preferences. Understanding these aspects allows the Grand Riviera Resort to customise its recruitment and retention tactics to its target workforce's needs (White, 2020).

4. Technological Factors:
This examination will examine hospitality technology innovations. Automation, online booking platforms, guest experience technologies, and digital marketing will be evaluated. Assessing the technological landscape can help increase recruitment, engagement, and retention (Brown, 2018).

5. Environmental Factors:
Examine sustainability, climate change, and environmental restrictions. As hospitality sustainability becomes more essential, the Grand Riviera Resort can investigate eco-friendly activities and develop a sustainable work environment to recruit and retain environmentally conscious staff (Johnson, 2021).

6. Legal Factors:
Employment, health and safety, and licencing rules affecting the hospitality business will be examined. Understanding the regulatory situation will help the hotel build compliant recruitment and retention strategies (Smith, 2019).











SWOT Analysis

A SWOT analysis will be performed to assess the internal and external elements influencing the Grand Riviera Resort's staff recruiting and retention initiatives. SWOT stands for Strengths, Weaknesses, Opportunities, and Threats.

1. Strengths:
The hotel's internal assets, such as its standing, abundant amenities, excellent customer service, and supportive work environment, will be noted. By attracting top personnel and raising employee retention rates, using these capabilities can improve recruitment efforts (Jones, 2020).

2. Weaknesses:
The internal flaws of the hotel will be evaluated, including high turnover rates, little prospects for career advancement, subpar training programmes, and communication breakdowns. For the organisation to increase staff retention and recruitment, it is essential to address these vulnerabilities (Brown, 2018).

3. Opportunities:
It will be investigated whether there are any external opportunities, such as new technology, rising industry trends, strategic collaborations, and shifting consumer preferences. To stay competitive in the market, the hotel can design creative recruitment and retention strategies by recognising these opportunities (White, 2020).

4. Threats:
External challenges such as fierce competition, shifting economic conditions, business interruptions, and new legislation will be examined. Understanding these risks will enable the hotel to proactively reduce risks and create strategies to ensure that recruitment and retention efforts are practical despite outside obstacles (Johnson, 2021).





Industry Examples

It is crucial to look at the strategies and initiatives of top hotel chains like Marriott, IHG (InterContinental Hotels Group), and Radisson to learn how they have addressed the issues facing the hospitality sector. The following examples show some of the activities done by significant industry giants. However, each hotel chain has its distinct strategy:

1. Marriott International:
Marriott International has implemented several strategies to address the issues with retention and recruitment. The "TakeCare" programme prioritises employee well-being and professional advancement, one noteworthy endeavour (Marriott International, 2021). These initiatives seek to raise employee satisfaction and engagement levels, subsequently increasing retention rates.

2. IHG (InterContinental Hotels Group):
To overcome the difficulties in finding qualified candidates, IHG has devised creative recruitment tactics. Through internship programmes and career development efforts, the business has collaborated with educational institutions and hospitality training programmes to draw in and nurture young talent (IHG, 2021). IHG provides a pipeline of qualified candidates and promotes long-term relationships with future workers by working with external stakeholders.

3. Radisson Hotel Group:
The Radisson Hotel Group emphasises staff recognition and engagement as a crucial retention strategy. To improve the abilities and knowledge of its staff, the business has launched "Radisson Academy," a thorough training and development programme (Radisson Hotel Group, 2021). Radisson has also implemented employee recognition programmes, including the "Employee of the Year" award, to recognise and reward outstanding performance, develop a healthy work environment, and encourage employee loyalty. These instances demonstrate top hotel businesses' dedication to tackling hiring and retention issues. Their programmes strongly emphasise the value of employee happiness, professional growth, and engagement in attaining long-term success in the sector. 


Recommendations based on findings
These suggestions, which are based on the findings, are meant to help the hotel hire and keep skilled staff members, increase employee satisfaction and engagement, and foster a healthy work environment. 

1. Enhance Recruitment Strategies:
a. Implement focused recruitment initiatives, such as collaborations with educational institutions, job fairs, and internet platforms, to reach a diverse pool of candidates. 
b. To recruit top personnel, strengthen the employer brand of the hotel by highlighting its distinctive offers, prospects for career progression, and employee benefits. 
c. Simplify the hiring procedure using automation and technology, such as applicant tracking tools, to increase effectiveness and guarantee a great candidate experience.

2. Focus on Employee Development and Training:
a. Offer thorough training courses that address employees' skill shortages and foster possibilities for professional development and career promotion. 
b. Create efforts for work rotation and mentoring programmes to improve employee skill sets and increase their familiarity with other hotel areas. 
c. Provide ongoing learning and development opportunities to encourage skill improvements and continual improvements, such as workshops, seminars, and online training platforms.

3. Foster a Positive Work Culture:
a. Establish a welcoming and accepting workplace that celebrates diversity and fosters equal chances for all workers. 
b. Strengthen communication channels to ensure an honest and open dialogue between management and staff, encouraging engagement. 
c. Establish employee recognition programmes and incentives to recognise and value exceptional achievement and promote a sense of drive.

4. Prioritise Work-Life Balance:
a. Implement policies and flexible work practises that support work-life balance, such as flexible scheduling and remote work choices where practical. 
b. To boost employee well-being, offer wellness initiatives and programmes, such as access to exercise facilities, mental health resources, and stress management classes. 
c. Promote a healthy work-life balance by reducing the need for overtime and ensuring enough personnel to avoid employee burnout.

5. Regularly Evaluate and Revise Policies:
a. Assess HR practises and policies regularly to ensure they comply with industry best practices and changing employee requirements. 
b. Use surveys and focus groups to gather employee feedback to understand better their issues, ideas, and potential areas for development. 
c. Continue to monitor employee turnover rates and exit interviews to spot reoccurring problems and create focused response plans. 

The Grand Riviera Resort may boost corporate performance by implementing these tips, which will also help with employee retention and recruiting. 


Conclusion
The study concludes by showing that strategic interventions are needed to address the issues of hiring and retaining employees in the hospitality sector. The Grand Riviera Resort can better its efforts in hiring and retaining staff by implementing the above ideas. 

The Grand Riviera Resort can build a healthy organisational culture that attracts and keeps top talent by prioritising its employees' growth and well-being.
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